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ABSTRACT

The study was undertaken in order to determine
whether it would bhe possible to isolate certain
competencies which could be used to identify
individusals with  menagement potential in a
populatiun of branch and area mah#gers ﬁifhin.é
financial institution. The competencies selected
for stuay were extracted from an extensive review
of the relevent literature and were salected for
both relevance and ease of measurement.  The
competencies were Locus of Contrﬁl, Achievement
Motivation, Cognitive skills and Interpersonal

skills. | B |

The subjects were divided into two groups on the
bagis of a panel assessment Bv senior manégemght
of the. érganisation. -The.first group ﬁonsiﬁtéd'
of those individuals who were seen as having the
poteﬁtial'-fbr. further advanﬁamenﬁ and the second
~of the balance. The relevant cbmpeténcies were

measured for bath groups.




It was TFfound that age, +time spent in current
position, Gontrol of Social relationships, a
sub-factor of Locus of Control and Awareness of
time, Aspiration level and Personal Excellence,
sub-factors of Achievement Motivation
differentiated significantly between the two
groups. In asddition, Cognitive and Interpersonal
skills differentiated strongly hetween the two

ETOUPS.

Contrary +to expectations, subjects ﬁith potential

were found to be significantly ﬁqre externally
controlled with faspect to the'factor Control of
Social relationships. -Possible reasons for this

are explored.

Finally, it was attempted to oconstruct a
predictive  model for use in identifying
management potential. The modei met with limited
BUCCESE, but was significanﬁ in  that it
highlighted the. inadequacies: of the

"sountry-club” method - of assessment.
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"4s we survey the path leadership theory has téken,'
we spot the wreckage of ’tralit theory’, the ‘great
man’ theory, and  the ‘situationist’ critigue,
leadership styles, functional leadership, end finally,
leaderiess leadership, +to say nothing of bure&ucratic
leadership, charismatic leadership, group-centerad
leadershiﬁ, reality-centered leadership, leadership by
ebjective, and sgo on. The dialectic and reversals of
emphases in this area very npearly rival tbg tdrtuaus

twists and turns of chi.d-rearing practives, and one

]

can paraphrase Gertrude Stein by saying, a leader is

a follower 1s a leader’,”

{Bennis, 1989, p.39)
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CHAPTER 1
INTRODUCTION

This chapter c¢overs the background and 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 BACKHROUND OF THE STUDY
THE BANKING INDUSTRY

The timeous identificatinn of potential mansgers
has always  been important to financial
institutions, In recent years, since the
breskdown of previous- regulatory-agreemants'in_'
the banking sector, there has been aﬁ imﬁense'
increase . in  competition  amongst various
financial institutlions,  The South African
industry has to some extent lagged behind its'
Burcpean and American couanterparts in terme of
both the increasing competitiveness the growing
presware on marging., .This has been due largely
to the relative isolation which South Africa has
experienced over the last six years - as a result
of the debt standstill and financial sanctions. .
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deposits,

is one of

scarce marketshare.
the distributiaon nf marketszhare

amongst the
The

mnajor

players

banking

industry.

emergence of

a

major

player

such

as

{Volkskas,

Ullit ed

and Allied)

has

made

ARSA,
the

attainment of critical mass crucial . for

survival an aspect which is clearly
indicated by the

conglomerates

relative market shares of the
Only

attained this
to dictate the
in general and

.In
other non-traditional souLees

shown in Figure 1.
those organisations which have
eritical mass will be able
direction which the industry
. in particular,

variousg

pricing takes., addition,
competition from
stich as insurance companies and even retaile:s,

is increasing pressure on the induatry. -

The =ector is marked by shrinking margineg in the
traditional interest related businesz and a need
to be innovative in the srarch for alternative

gsources’ of income; -while at the same time
inereasing productivity, cutting = costs  and
becoming leaner and +trimmer. This need is

by  the fact that the labour
productivity index for the financial, insurance,

emphasised further

real ‘estate and business services h&s decreased
121.0 in 197¢ to 95.8 in 1990 while the
unit labour cost index has increase from 15.7 to

from

223.5 over the same peried. (National
Productivity Institute, 1991}, Terms such as
"real-sizing" and "right-sizing" abound in the

search for euphemisms for the painful process of
shrinking which meny organisatiuns are facing.
Rosabeth Moss (1989, p. 31) refers to
this as "the ultimate corporate balancing act",

Kanﬁer
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STEDMAN, M. (1991). DPersonsl communication with
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The increasing shortage of people with the right
gkills has alse led to greater competition for
this scarce resource. Paradoxically, at the
same time that the industry is going through 
reductions in staff numbers, i1t is also locked
into the search for managerial. expertise and
specialised  skills. In 1988, the National &
Manpower Commigsion indicated that by the year
2000, there would be a total shortdge of 103 000
managers and entrepreneurs {Cooper;'Schindler,

McCaul, Hamilton, Beale, Clemans, Kruger Delvare
and Moonsamy, 1988), ‘In  addition, the
commission stated that there would be 442 000
empty professional and_teehniqal pesitions. Ip'
the samne year, the Institute for Futures'
Researbﬁ."predigtéd: that there would be a
shortage of 200 000 skilled workers by the year
2000, In both instances the implications are
-.that there will be enormoué competition for thé
scarce skilled people -who will be available to
the industry. o o '

Hergéfs and acquigitions have become an intag:ﬁl_ 
part of the overall scenario. The formation of
new,; merged organisations creﬁtes additional
demands for the management 6f change and the
Lfacili#ation “of the ever-elusive synergies which
are fequirad. ' ' ' '

Information . Lechnology has.beche an additional
change driver in the banking industry. The
currency ~of banking is information.




Consequently, the development of banking is, in
egsence, the development of an informétion-based
organisation {Drucker, 1988),. The
transformation of baniing institutions = from
paper-based information processing syatems' to
true technologically based organisations, has
had a radical impact on the skills needed by
managers. Managers are increasingly:required to
assume individual - regponsibility tor

relationships and communication +to counter the

patential &epersonalising effacts ~of
technology, They are also required to be more -
autonomous and te . act with increasing”
self-discipline. The increasing importance of

information technology has also influenced the
shape and structure .of banking organiaations,
flattening traditionaslly : 'hierafchical

atructures.

Finally, benking is an industry which has to
conform with. statutéry requirements which are
not merely local in nafure, hut intérnational;
This means +that banks have to ses théméalves-aS'
global .o:ganisations. which are part of 'thé
_international environment. This has become even
mere  relevant over the last year ‘with the
'iﬁcreaaing reintegration of South -Africa into
the global cnmmunity"as well as the potentiai
're-ehtry inte the South Afridan market of

overseas banks.




THE BEQUIREMENTS FOR MANAGERS

The identification and development of the right
and skill has become vital in
It
ability of the business to

management talent
the
contributing to

context. is a primary factor
the

survive

above

in an increasingly hostile
much of the
banking industry found their

compete and
Whereas

the

environment. previously,
af
senior positions
the
can lead <he industry through a period which is
by

turbulence

management

way into by virtue of long

tenure, search is now on for managers who

increasingly characterised rapid change,

- competitiveness  and on - a scale

unthought of & decade aga.

The - old style of menagement " is no longer
adequate, There is a growing need for managers
" who are characterised by attributes previously
thought to apply to leaders only;  'Thé'
distinction between managers énd'_legders is
becoming increasingly blurred as the demands on
managers -increase and as power and aﬁthnrity are
devolved to all levels of the 6fg§nisation;
Peters -'(1989} has - pointed te the need for
leaders at all levels in the organiaation.
These lsaders have to be able to get to grips’
with +the fact that the familiar job:of managing

by planning, leading, organising and controlling
hasz ochanfed radically and that the skills needed
to dn the job effectively

undergone a revolution.

haye consequently also




Kotter (1988} also makes a cogsnt caée for the
need for leaders at all levels in the
organisation. Leadership is no longer reserved
for the top echelons. Although Kotter
differentiates clearly between maﬁagement and
leadership, he sees hboth as necessary and not
mutually exclusive. ' '

Kanter (1989} refers to the need for

"post-entrepreneurial” management practices in

which entreprenesurial creativity and flexibility
are dpplied %o existing businesses. Rdnk.and
hierarchy are no longer the overall structuring

principles.

Leaders are reauired to be responsible fdr 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 wvalues and principles by which the integrity

of the orgenisation can be maintained (Bemnnis,

1989), Leaders at all levels have to provide an

example and a visioh which will sustain the

organisation through the most turbulent of times
{Peters, 1989}.

Kotter {1990, p. 104} sums +the need up very
succinetly when he states that "No one has yet
found how %o maﬁage people effectively into
battle; they must be led."




In this context, the current gtudy was
undertaken to determine which attributes would
qualify individuals %o be managers in the new
organisation -~ managers who lead rather than
managers who eimply manage. This would bnéble
the early identification of these people and
allow the organisation to benefit from their
correct placement. The attributes identified
could be used for both internal selection and
external recruitment where this would be

aﬁpropriate.
THEORETICAL FRAMEWORK

The theoretical basis offered by the competency
model (Boyatzis, 1982) proved wuseful in
pro#iding a framework for organising the re?ulté
of previous work done on the ideﬁtification aof
'_attributes for predicting manaéerial potential.
It  was ‘alss used tao organige +the specific
attpributes which were selected for further
study, ' '

Boyatzis (1982, p. 12) gives the following

definition of effective Jjob perfarmancé:__




"Effective performance of a |job is the
attainment of specific results ( i.e.
outcomes) reguired by the Jjob through
specific actions while mainiaining or being
consistent with policies, procedures, and
conditions of the organizational

environment."

Effective performance is therefore a function of
the interaction between the demands of the job,
the organisational envirconment and the
individual’s cdmpetencies. In particular, the
degreé of Tit between the three components
determines the degree of effectiveness
achieved. Figure 2 shows the interactioh of_

these aspects schematically.
In this framework, a competency is defined as:

"an underlying characteristic of a person

which results in effective and/or supé:ior..
_ pgrfarmance -in e Job" [XKlemp, 1830 iﬂ__

Boyatzis, 1982, p.20). ' o

Competencies may be viewed in terms of both type
and level, A type of competency refers to
specific behaviour or actions which are the

ovelrt manifestation of an underlying
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competency. The level of a oapetency relates
to the psychological level at which it exists.
The level may be unconscious {eg a notive},
consciocus ({(eg self-image) or behavioural (eg a
skill}. Figure 3 illustrates the interaction

between job perform : and these various levels

of competencies.

The model therefore ailows the identification of
certain key competencies which relate to

effective behaviour in a menagerial position.

An extensive survey of the 1literature was
undertaken to identify those competencies which
appeafed to he most dlosely related to
jeadership behaviour. In particular, those
agpects which are measurable and guantifiable

were examined in order to build these into &

predictive model.

A number of ey competencies were identified.
Thegse ware Internal vs External Locus af.Goﬁtrél
{(Rotter, 1986), Achievement Motivation
(McClelland, Atkinson, Clark and Lowell, 1976,
Interpersonal skills and Cognitive skills.




Izdividual
competencies

Effective

specifle
actiong &
behaviou

Organjsational

enviranment

FIGURE 2: MODEL OF EFFECTIVE JOB PERFORMANCE

BOYATZIS, R. (1882), The Compatent Manager:
A Model for Effective Performance.

New York: John Wiley & Sons,




rganisational environment

FIGURE 8: INTERACTION OF COMPONENTS OF JOB
PERFORMANCE AND LEVELS OF COMPETENCIES

BOYATZIS, R. .(1882). The Cohgeteng_Mgggggg:
A Model for Effectjive Performance,
New York: John Wiley & Sons,
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THE PROBLEM INVESTIGATED

The study focused on the investigation of the .
relationship between attrivutes of leaders
identified in the literature gurvey and
potential for further advancement in the bank as
identified by line management within the bank.
In addition, it was internded to develop a
predictive algorithm for the differentiétion of
individualz with potentilal from those without,
based on the attributes which were found to
distinguish significantly between the two
populations. : '

‘The sub~problems which were ihveétigated.are:

~ The first sub-problem

To determine whether individuals who display
‘management potential as identified bx' their
superiors, berceive_.tﬁemselﬁas as hdving an
Intarnal = rather +than an External Locus of
Gontrol (Rotter, 1986).

The second asub-problem
To determine whether the above individuals have

a higher need for achievement (McClelland et_al,
1976) than their peers,




The third sub-problem

whether +the above individuals

performance;

To determine

digplay  higher as measured by

in specific
The

Cognitive and

appralisal
than

performance scores,

competencies their peers,

competencies considered were

Interpersonal skills.
The fourth sub-problem
To combine the measures of the abave ﬁariahlas_

predictive model of
high potential

into a capable

differentisting between

candidates and others,
PEOPOSTITIONS

The . folloewing propositions were developed from

the above sub-problems:

Proposition 1!

Individuals
themselves
Control.

as

with
having

potential

will
an Internal

parcéive
. Locus of




Proposition 2:

Individuals with potential are  higher in
Achievement Motivation than their peers,

Proposition 3:

Measures of specific effective  behaviours
required faor coﬁpetance in Cognitive and
Interpersonal skills can differentiate further
between individuals with potential and those
without.

Proposition 4:

It ié possible to differentiate betwééﬁ-
individuals with potential and those without by
means of a prédictive model based on Locus of
Control, Achievement Motivation and Cognitive
and  Interpersonal skills as measured . . by
performénce levels indicated by performance
appraisal scores. ' = '

An aspect of particular interest was the effect
of an organiaationai culture such as that of the
bank on . the above variabléé. The bank hﬁs been’
traditionally extremely autocfatic in style ~
the above aspects require somewhat different
management styles. Phis . is discussed further
under the limitations of the study.
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THE LIMITATIONS OF THE STUDY

The study is subject to a numbexr of
limitations. Each of these is dlscussed in
detail. ' '

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

The following  support is offered for the

viability of this reatrictibn.on the research:

- The study focused on bﬁilding a modélffpf
the identification of potential whieh will
operate as a pilot for further research and

as such cannot be considered as definitive;

- The issue of potential.has.béen shown to be

both situationally and  culturally
dependent. Kerr - apd Jermier (1878) found

that there are a number of aspecté of the
individual, +the task and the organisation
which  influence the effectiveness of

leaders. Variables such as the degree of
formalisation, rigidlity and spatial
distance between superiors and

subordinates, have been found to determine
whether or not a  specific style of

. leadership is successful.




The
already attained msnagement positions within the
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{1982) define
in which the
individuals or

Blanchard

a process

Hersey and
leadership as
efforts - of
individuals
in a given
{1987, D

culture

groups of
are focused on goal achievement
situation. Furtheriore, Burke
10}
as "the unigque pattern of norﬂsy or
to which
He points ocut that this
and the
way in which power is exercised as well as
the which specific to the
organisation. This fhat " those
which cheracterise leaders may well

defines organisational

standards or rules of conduct,

members conform,”

encompasses authority structures

values are

implies
aspects
These aspects
lend

bhe organigation specific.

would therefore not necessarily

themselves to generalisation, -

As  has been pointed out earlisr, the

financial industry is intensely competitiva
and destined +to become more so in the next.

decade. There is little or no co-ovperation

and eXxchange of information on personnel

matters. In particular; as & result of the

for scarce human Tesources,

access to information from other

organisations is impossible.

study investigated only staff who had

organisation.

The

in management pogitions,

target reference group was people who wWere

The intention was to -
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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 {1589, p.5) states categorically 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 af the investigation.
Rather the emphasis was= on the basic material
required for the development of potential.'

The satudy was not an exheustive integration of
all +the attributes which have been found to be

relevant for leaders.

Thg study focused on those critical aspects
which "lend © themselves more readily to
measurement  and quantification as the ultimate
purpose was to differentiate the population with
potential from that without.
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DEFINITION OF TERMS
The relevant terms which require definition are:

Potential

Internal vs External locus of contrel
Achievement mativation

Competency

Cognitive skills

Interpersonal skills

fach of these is addrersed fully in the review
of the related literature. However, for the
sake of completeness, the following definitions

are offered here:
POTENTIAL

This was considered +to be the potentia1 of the
individual to advance more than . two levelé
beyond - his ocurrent managerial level. in terms
of +the structure within the bank, this would
mean an advance into general management in all

cases.
INTERNAL VS EXTERNAL LOCUS OF CONTROL

Rotter (1988, p. 1) defined the concept as "the
degree +to which an individual perceives that the

reward follows from, or is contingent upcon, his
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own behavior ar attributes versus the degree to
which he feels that the reward is controlled by
forces gutzide of himself and may occur
independently of his own actions." Collins
(1974, p. 381) points out that " it reflects
constant bias in the ouvbserver's judgﬁeﬁts
regarding the origin of the gdod and bad-thiﬁgs
that h.'pen to him",

ACHIEVEMENT MOTIVATION

The construct of Achievement Motivation has been

beset by =& number of difficulties in .
definition. As will be pointed out in the
literature review, +this has led to a

multi-dimensicnal view of the concept. In Ehe

current context, the defipition given by EfWee-

and Pottas (1982, p. 85}, will be used, ie "the
striving @ for egpecially - difficult - and

challenging goals suppurtéd by high personal

standards of excellence."

COMPETENCY

Boyatzis {1982) defines_a competency as 4 baaic'
attribute of a person which allowg him to
perform exceptionally well in a specific Job.

R
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COGNITIVE SKILLS
Cognitive skills incliude analytical ability,

flexibility,

innovativeness and the ability to keep a broad,

conceptualisation, initiative,

overall picture in mind (systems thinking).
INTERPERSONAL SKILLS

Interpersonal skills reflect the - general 
interpersonal awareness of the individual, his
ability +to negotiate, communicate at all leveis,
give direction to others and empower and develop
them.  The skill to work with teams is also ﬁart

of the overall cluster.
ASSUMPTIONS
THE ASSESSMENT OF POTENTTAL

The method used for the differentiastion of those -
individuwals with potential and thoge without is
subjective. '

Leadership is considered by a numbef of authors
to be situationally dependent and also dependent

on ordanisational culture as was discussed
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above. The criteria for leadership within an

organisation way also be familiar to the members

of the organisation slthough they may be foreign

to outsiders.

In this context, the aszessors used to separate

the +two sets of individuals were those with the

gr-atest insight 1into and understanding of the

organisational culture of +the bank., They are

alsc fully aware of the positioning regquired for
the bank in the future. In addition, three

independent ratings were obtained for each

individual and the results pooled.

3

TR R T TR T e

THE POPULATION ASSESSED

The study assumed +that theré are definitély_
individuals in +the management - population who
have the potential for advancement inte general -

R TR e

mansgement .,

THE IMPORTANCE OF THE STUDY

Most  of the studies on the competencies required

fo- leadership have been gqualitaci-'e rather than

guantitative. Boyatzis'! (1982) work covers a

number of - specific assessment methods as dees a

recent publication by Spangenberg (19%90).

Howevwer, the definition of an overall predictive

model has not been attempted. The current

rasearah study was planned +to highiight a

possible approach which will be of value in the

succession planning and =election. In addition,




e g

- 24 -

the 'study is of key importance to the bank in
providing an additional perspective on the
identificationx of potential. Thlis approach mey
serve as a screening device for other, more
gensitive 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 foocus on the specific
competencies of interest namely, Loous of
" Cantrol, A4chievemr~t Motivation; Cognitive
skills and Interpersonal skills., Research
done on these competencies as well as the
neasurement of the level of these
competencies displayed by individnals, is
reviewed. '

IChapter 3: The research methodology is
desoribed in terms of the design of the
research and the instrumentation used,
Finally, the data analysis methodology is
detailed.
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Chapter 4: Chapter
results

the formal hypothese
chapter, The results
detail.

Chapter 6: In Chapter
conclusions and

presented.

recomnendations

Four describes the

of the research in terms of each of

3 'statqd in this

are discussed 1in

Five, the summary,

are
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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 managers.
This chapter reviews work done in this area.

The differences hetween the roles and

competencies required for leaders and managers

is also reviewed, A number of specific
competensies were sgelected for further analysis

in this study. The definition of ‘these

competencies, work related +to itheir role in’

mdnagerial behaviour and their measurement is
discussed. The area of pefformahde appraieal as
a2 means of assessing competence 1ls discussed in
some depth as this is an area which is
generally subject

controversy.

MANAGHRS VS LEADERS

a number. of authors have differantiatéa between

the roles and competencies required of managers
and leaders,

to a Ilarge amount of
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. Warren BHennis (1989) made deductions about the

differences between leaders dnd managers based

on a saries of interviews with rotable leaders
in a number of different walks of life. Amongst

them were peowrle as diverse as Michael McGee;

athleties  director for  the University of

Southern California and Betﬁy Friedan, author
and co-founder of the National Organization for
Wnken. He sees the primary'differénue a8 that

hetween "those who master the context and those

who surrender to it" (Bennis, 1989, p. 44).

Zalegnilk {1877, 1990). examinad observations of
managers and leaders as disparate as Sloan on -
the one hand and John F Kennedy on the other.
He asserts bLhat "managers .gnd leaders differ

fundementally in their world wviews. - The
dimensinns for. assessing these dlfferences
include managers’ and leaders’ orientations

towards thely goals, their work, their human
relations and their selves." {Zalewznik, 1977, p.
703, '

The work of Bennis (1989), Kotter (1990) and
zaleznik (1977) is reviewad in terms of these
four orientations, le orientation towards goals,
work, human relations and self.
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ORTENTATTION TOWARDS GOALS

Managers are seen as adopting passive, reactive,
necessary goals which Jlimit choices (Zgleznik,
1877). . Managers set goals which are focused on
the bottom line, seek to maintain the status quo
{Bennis, 1989) and are related to the pianning
and budgeting process in the organisation
(Kotter, 1990), '

Leaders, on the other hand, .atrive for

proactivé, desirable, personal goals which shape
and direct ideas and open new directions. Their
goals determine the overall direction a business

takes (Zalemnik, 1977).. The goals develop and

grow the organisation and are focused on the
horizon (Bennis, 1988).  They set goals which
create  vigion and set overall directions.
(Kotter, 1990).

-OﬁIENTATIUN_TOWARDS WORK

Managers see work as éﬁﬁbliﬂg.'Thié aiiqws-ébme.
use of ideas and people to achieve various

tactical goals, Rewards and punishmeﬁbs are
used as appropriate. Managers are esaentially_
consenvative (Zaleznik, 1977}, Managars

administer, . rely on control, ask how end when,
accept the gtatus que and do things right within
a short-term time horizon (Bennis, 1889}, They
cope with complexity, bringing about order and
consistency and control and sclve problems
through deductive reasoning (Ketter, 1900).




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 gquo and do the
right things {Bennis, 1989), They cope'with
change, reason inductively and actively look for
linkages (Hotter, 1990},

CRIENTATION 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, 197%). They organigse and staff
(Ketter, 1990}, :

Leaders inspire more extreme emotional responaes'
and are empathic in their relationships with

others. They communicate directly and create a
sense of shared purpose., They set exampleﬁ of
personal excellence (Zaleznik, 19877). Théy
facus on beople and inspire trust '(Beﬁnis,
11989).  Leaders align people and motivate,
- inspire and empower others. They energize’

people and build natwurks (Kotter, 1990).
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QRIENTATION TOWARDS SELF
A manager is the classic good soldier (Bennis,

1989}, He to feel that he belongs to a

clearly identified group.

needs

Lieaders are people with an intense =ense of .

‘themselves as individuals. They do not need to

belong - +they arve
1977; Bennis, 1989).

their own people {Zaleznik,

The

gqualitative nature of the differences
between the two groups is summed up by Bennis
(1988, ©p. 46} when he states that "Managers wear

sgquare hats and learn through_training.'Leaders
wear sombreros and opt for educatien®. '

Despite

the 

need

these differences, for
leadership at .all levels in the organisdtion
demands people who .fulfil the reéuireﬁents of
beth roles and have the competencies requiped

1987;
makes

" for both roles (Peters,
Kotter (1990, p. 103)
"strong leadership with no

Kotter, 1990},
the point that

management 1is no

better, and is sometimes adtually worse, than
the reverse.”" Good leadership tends to lead to
the reproduction of leadership throughout the

organization and the hierarchy. This Eenerates

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 veried and complex. ‘A review of _
the role reguirements will clarify the _ ' N
compeiencies which are required. In the
competency model (Boyatzis, 1982) (Chapter 1,

Figure 1) role requirements are set by both the

demands. of +the Jjob and the organisational L : 'ffo:
environment. A number of fupdamental roles 3
which are  to be fulfilled by the rnew manager .

emerge from the literaturs.

2.1 VISIONARY AND DESIGNER

The role of visionary and designer is seen by
virtually all authors as being central to the R . "
position of leader {Zaleznik, 1999} Kotter, S _ gl
1988; Ninomiya, 1988}, _' . : R

Thé central position of vision in éuiding; S '..‘_fﬁ
unifying and directing the organisation is o : .
stressed in many instances. Bennis {1889, p.8) :: N -;ﬁf
gtates +that "the most pivotal (characte;istic of o :Ef_ S
leaders) was a concern with a guiding purpose, ' P
an overarching vision." Bennis and Nanﬁs (1985!
p. 18) state that "vision is the commodiby of
leaders, and power is their currency'..

e

£
LT
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Similarly, Rosabeth Moss Kanter (1989) stresses
the need for a positive wvision +o 'unif?
purpose s Peters (1987} also emphasises the need
to develop an inspiring vision in the
crganisation ta allow: unification and
Garfield (1986) refers to
"missions that motivate", '

integration. .

The issue of a shared vision is raised din
a number of ways. Peter Senge (1990) =ees the -

building of shared vision as & primary skill
requirement, He defines yvisioning as consisting

of encouraging personal +vision, communicating

.and asking for. support, seeing this"as. an

6ngoing process, - blending intrinsic - and
extringie visions and differentiating between

positive and negative visions. - Tichy and

Devanna (1986) focus on the transformatioﬁal

leader -~ a leader who is concerned with change,
innovation and = entrepreneurship as against

transactional leaders -~ leaders who manage what

‘they find. = They see oﬁe of the major roles of
_the. transformational léadgr as that :of B

visionary -~ a person who is "eble to dream, able

to translate those dreams and images so that

other people could share them" (Tichy  and
De#anna, 1888, p. 27). Ninomiya'(IQBB}'stressas
the need for both individual and collective

vision to give directian 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 Senﬁe
(1990) defines a learning organisation as one in
which penple are continually growing and using
their increased capabilities +to actively shape
their own future. In this type of organisation,
the role of tedcher and steward is essential.

This role ensurgs oﬁgoing 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 surfecing of their mental models +to
ensure the building of a future on & shared view
of +the organisation. = Naisbitt and Aburdene
(1990, p. 195) see a role ﬁhere the leader must

"coach; inspire, and gain peo?le’s commitment."

EMPOWERING OF OTHERS, ENERGISING, PARTICIPATIVE

. MANAGER, TEAM PLAYER

Thess concepts are - not necessaril? all

' gynonymous, but are all related ‘to +the same
cluster of role requirements {Kotter, 1890;

Zaleznik, 1877T; Bennis, 1989). The essence is

the creation . of an environment in which
individual members of +the team can function
relatively autonomously and in which

decizion~making is done &t +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 ig the
rational sharing of power within the limits of
guidelines which are determined by the overall

vision of the leader in the qrganisatioh.

Naisbitt and Aburdene (1930, ©p.136) refer to
Ydemocratic vet demandi, ; leadership that
respects pec¢ple and encoursges self-management,
autonomous teams, and entrepreneurial .units.“'
Rosener © (1990) uses the term "Interacﬁive“
leadership and sees participation, ineclusgion,
the - sharing of power and information, energising
others and enhancing their ‘gelf-worth as

essential components of this role,

Senge (1990) discusses the.need for generatiVE:'
learning and  creativity at . all levels in the .
organisation - es related to the role of the

leader as team-builder who empowers cthers to - -

function autonomously.

Benniz gpd Nanus {1985) refer to empowerment in
terms of letti .g people know that thejr are
gignificant and can make a difference,_giving

them.'a sense of competence or mastery, a sense
of community or belonging and a sgense of
enjoyment or fun in their work. Kanter.(1989,
b 237} states that leaders "=smpower
sﬁborﬂinates, involve - them and ‘give ‘them
latitude, but they still set tough ftandards".




2.4

2.6

INNOVATOR AND CHANGE AGENT

Growth and development presuppose changé and
innovation and as such, the new organisation
demands that the manager function in the role of.
inpnovator and  change asent {Bennis, 1989;
Garfield, 1986; Kotter, 1980; Zale=znik, 1880G),

As stated sbove, Tichy and Devanna (1986, p. 27)

see transformational leadership as being about

"shange, innovation and entreprapaurﬁhip."
Bennis and Nanus (1985, ©p.217) refer +to
transformative leadership  which "achieves

significant change that reflects the community
af interests of both leaders and {followers;
indeed, it frees up and pools the'collecﬁive
enérgies- in pursuit of - common goal."
(1889)  views

winning recipe for the corpourate olympics,

change and innovation as the

YANAGER OF 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 context of the brgﬁnisatién
and the environment. Senge (1390} refers to the
need +o ‘:.nage the creative tension EetWeen the

current reality and the vision of where the

Kanter -
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organisation needs to be. Peters (1987, p. 391)
states that living with paradex will be the
effective leader’s Mpremier trait®.
Organisations are'"besieged by paradoxes" (Evans
and Doz, 1988), Tichy gand Devanna {1986 p. 29)
statte that "gelf-renewing organizations embrape
paradox" and that this enables them to survive
~the various set-backs which +they suffer ags a
result of the unpredictability of  the:
environment, '

A number of paradoxes are discussed by Evans and
. Doz {(1989), Tichy and Devanns (1986) and Peters
(1987}, = The paradox most commonly referred to
ig that of Jloose/tight couplings. The paradox
regquires that tighter control be achieved
through the greater enmpowerment of beopla - in
other words, more coatrol paradoxically imbliaa-'
greater decentralisation and the granting of
more authority. '

The contrast bekween change and continuity is
also espeuially_.relevant.fnr.tha leadar. There
is a mneed for stability as & basis for change,
te enable the organisation ta carry on
productively through +he ‘chaos of change.
Peters (1989, p. 395) in particular, sees this
as the ‘"core paradox...fostering (creating)
internal stabilicy - in order %o encourage the
pursuit of constant change", '
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Leaders also have +to be able to deasl with the
demands for increasing specianliszation on the ona
hand and the nzed to have a broad view and to be
flexible on the other,

It is noteworthy that many of the previous role
reguirements which have been discusased Have
within them alsc the potential for this conflict
and tension. Tha need %o manage these
organisational dualities and paradoxes therefore
begomes an integral part of the overall role of
the manager,

The poles of visionary and designer, ¢oach and
teacher, the empowermsnt of others and team
player, innevator nnd change agent an&
ultimately the menagement of the tension between

a large humber of  apparent paradoxical
apposEites, require 8 wide-ranging set of
competencies for successful  integration. The

balance  of competencies reguired may differ in
specific situations, .but there appears to be
some  agreement in the literature about a number
of the generic  competency requirsments for the
new lesader/manager role. I

COMPETENOIES REQUIRED FOR THE NEW MANAGERIAL
ROLE

The competencles ildentified ar relevant from the
review of the literature; will be organised hy
using the Boyatzis (1982) model of competencies
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as a framework, Many of the competenclies are
manifested in different ways at c¢'‘fferent levels
of the model and all levels of competenrcies
intaract to produce +the actual behaviour which
can be seen as competent in the job situatien,
The review  will follow +the convention of
identifying the competency at the lowest level
posgible,

THE MOTIVE/TRAIT LEVEL

Competencles at this level generally exismt at
the unconsclous level within the individual.
Motives direct behaviour towards certain
desirable goals. Traits, on the other hand, are
the dispositions which individusls have to-
respond in certain characteristic wajs to
generalised .ocategories of events - (Boyatzis,
1982; Spangenberg, 1990), Both of these aspects |
have definite conseguences for performance in
the work situation. A nunber of dompatencies at
this level are discussed extensively in the
literature.

ACHIEVEMENT MOTIVATION (n.Ach)

The need to strive for excellence is seen as
relevant for leadership by a number of authors
(Margerison gpd Kakabadse, 1984; Kanter, 1987,
14989; Kotter, 1982; Garfisld, 1988}, Kelly
(1986) 4in a review of the literature and in
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discussions with vprominrent 8outh Africen chief
executives, defined the desire to achieve
guccaess as one of the most prominent influences

in +the development +to CEQ status. Boyatzis
(1982) identifies Achlevement Motivation as part
of a Goel/Action management cluster and relatés
it specifically to an efficiency orientation.

MeClelland (1981} originally defined Achievement
Motivation as a prerequisite for entrepreneﬁriél
development. At a later stage, however, he
claimed +thet high levels of Achievement
Motivation could be counterproductive in &
managerial role (McCleiland and Burnhém, 1996},
The argument was that in a complex organisation,
an achievement ori nted individual would try and
de everything themselves in order to satisfy
thelr internal drives., 7T .is would be imPoasible

due to the constraints of the situation and =
would lead to ineffective functioning,  If,
however, one consliders Kanter's {198%) view of
the post~entrepreneurial organisation which
requires leaders rather than_manageré,_it aégin'

becomes an ares which should be considered S

‘seriously.
THE NEED FOR POWER AND INFLUENCE (n.Pnwer)

McClelland (1981} 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 & need for power, "a concern
for influencing people", as crucial, They also
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gtated +that this need for vewmr has +to be
controlled and directed for the benefit of the
organisation az a whole and not merely for the
personal satisfaction of the individual. Bénnis
and Nanus (1986, p.15} ses "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 dimpact and relates this to the use

of sooialiped power, but also +o the use of

ﬁnilateral power in directing the efforts.of

others. Kotter (1982) sees part of the

motivation needed as a strong drive +to lead

which implies both power and achievement needs

backed by strong self-confidence. This enables

the 4individual t. use power to achieve things
through others.

. Kenier (1983, p. 85) refers to "puwer skills -
ji skills in persuading others to invest

information, support, and rescurces . in’ new ...
dinitiatives", The  ability to share. power
gonstructively is also mentioned by Rosener

(1990},

Power is often seen in a negative connotafian,
Examination . of the sbove, however, highlights a
different context 4n terms of issues such as
interpersonal  influense, power sharing and
socialised povar.
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SELF-SUFFICIENCY, TINDEPENDENCE, BEING ONE’S OWN
PERSON AND BEING INTERNALLY CONTRCLLED

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 "ﬁhg
mest intriguing gquality of the peak performérs
ig that no matter how rough '1t' gets, how' much

of an assault on mind and body,; they alwaya feel
that they can do something about it." They féel_

that they are the directors of theilr own lives

and that they are in dontrol of what happens

around them.

Bennis (1989, p.7l) expresses something of the.
same thought when he states that'“rafher'than
being designed by your exﬁerienca.'?ou becone
your own designer." '

PROPENSITY 'FO TAKE RISKS, CURIOSITY AND A CHANGE
ORIENTATION : S

A major role required of the leader is that of

change agent. Curiosity, the propehsity to take
risks and a general changs orientation is
therefore of the utmost relevance and importance
(Bennis, 1989; Zaleznik, 1980; Kotter, 1988).




Tichy and Devanna (1986,p. 30) state that
leaders define themselves as change agents -
they wani to make a difference and transform the
organisation of which +they form a part. 1In
addition, they see them as couragesus people -
"prudent risk-takers, individuals who take a
stand”. Bennis (1889} 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 change
and " handle ambiguity was highly relsvant to
their success, Nine of the CEO's méntiongd 8
liking for challenge -and risk-taking as being

important. ' ' ' C

- 3.1.5 | FLEXIBILITY AND ADAPTABILITY

Flexibllity and adaptability are clasely relatsd
to a change erientation and risk propensity and
" have heen found to characterise indelduals who
are able ton act as change agents (Rarfield,
1986; Relly, 1986). However, these competencies .
are oriented more towards the way in which the
individual - reascts to  change . than to the

proactive instigation of change. A flexible,
adaptable individual 'is more resilient in the
face of change and can withstand the onslaughts -
af a chaotisc environment more readily. '




3.2

STAMINA

Stamina as a leadership requirement is mentioned
by a number of authors (Boyatzi=, 1982;
Garfield, 1986; RKotter, 1988). The need for
stamina is essentially a reflection " of the
immense demands which the leadérship role places
on the individual and the ability bf the
individual to withstand the pressures which are
implicit in these demands. '

VALUES

Although Boystzisz  (1982) does not classify
values as a separate level of competency, they
are so important in the model of leadership that
th@y' warrant sSeparate mention. SpangEnberg N
(1990) also points out that values have a diréct

influence on managsrial perfqrmahce'and should

therefore be considered. Values are manifest at

the conscious level.

Leaders are seen to be value-driven above all
elsge. Tichy apd Devanna (1986; p. 30) state

. thgt "each of our transformational leaders was

able +to articulate a set of core values and
exhibited behavior that was quite cdngruent with
their value positions.” Peters and Waterman
{1982) also vrefer to the fact that the leaders
of the organisation need to live the valuss 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 attached great importance

to having a clear value system.

In terms of the specific values which are held
te be important, the most relevant are integrity
{ DBennis and Nanus, 1986; Bennis, 1989; Kotter,
1988; Senge, 1990), ethical behaviour (Kanter,
1989; Naisbitt and Aburdéne, 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 perticular

importance.
THE SOCIAL ROLES AND SELF-IMAGE LEVEL

4 sccial role is shaped by the way in which an .
individual dinterprets the social norms which are
relevant and acceptable to the social_groﬁp'to
which the  individual belongs (Spangenberg;
1960), Self-image relates to the way in which
an ~ individual perceives _him3e1£ - and  hils _
‘evaluation of this image (Spangenberg, 1990),
In éerﬁs of the competency mddel,'maﬁ# of the
aspects which have been discussed at  other
levels ' also manifest &t the social role level,
However, this section will concern itself with
theoze . conpetencies which are predominantly
manifest at the socizl role eand self-image
level.
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SELF-CONFIDENCHE, POSITIVE SELF~REGARD, REALISTIC
SELF-PERCEPTION AND ACCURATE SELF-EKNOWLEDGE

Garfield {1986, p. 149} =states that. "peak
performers accurately assess their opersonal
strengthé. Peak performers ' inventory
themselves." He also notes that this assessment -
should lead toe very detailed and specific
self-knowledge rather than generalities. Bennis
(1989, p. 53) notes that Y, eople begin to become
leaders =at +the moment when they decide _fop
themselves how to be." He states that this is
the most important base for effective
leadefship. - "Know thyself,  thenm, means
separating who wou are - and who you want to bhe

from wha£ the world thinks you are and weats you '
to be." (Bennis, 1988, p. 54). '

Knowing yourself is very closelﬁ related to
 beihg_ your own person. In fact, one cﬁnnot ba

.one’s own pérsoﬁ without accurate self-knowledge
and realistic perception of oneself. The
individual should be both cause and effect
rathar than merely effect (Bennis,' 1989). -
.Kotter' {1988) stresses the importance of
‘self-confidence which . can only = stem from
accurate self-assessment. Consﬁructivé
introgpection  plays a crucial role in the job of
managing. Introspection is needed for managing
digappointment - an integral part of the
leadership role {Zaleznik, 19774 'anatzis,
1982},




3.3.2 TEAM PLAYER

The role of team player was discussed
extensively earlier. The role requires specific
competencies in terms of interpersonal skilis
and the empowerment of others (Kotter, 1990;
Zaleznik, 1977: Bennis, 1989; Peters, 1987}.

3.3.3 INTERPERSONAL PERCEPTION

The  individual’s ©perception ¢? himsalf iu

interpersonal terms relates +to aspects such as

empathy; iﬁtuitiun and a concern for
relationships (Zaleznik, 1990; Isenberg, 1984}
Rosener, 1960; Zaleznik, 1990}, The  mors -

general concern for relationships is stfesSEd by
Tichy and Devanna {1986) who emphasise a belief
in people as crucial. Rosener (1990} refefs to
enhancing the self-worth of others as key.
Boyatzis {1982, p. 127) views positive regard
for others  being expressed  when pgqﬁie-
"demonstrate wverbal and nonverbal skills that
cause others to feel valued" and sees this as a

. relevant competency = for managefé. This

competency is closely related to the ﬁbility to
menage teams and be a team player and forms part
of an overall cluster competencies which are
manifest at the skiils level as intefparSGhal

competencies.
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LIFELON 3 LEARNING AND SELF DEVELOPMENT

Leaders capitalise on all possible oppoitunities
to 1learn more and to broaden their personal
akills 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 .o an ongoing commitment
to personal growth. Bennis {1989) comments that
leadership cannot be taught, wut must be learﬁed
and +thHat this learning iz again an ongoing
proceas in which the leader plays a totally

active role. Kanter (1989} stresses the role of
learning in the development of the pesrle who

111 Tun the post-entreprencurial srganisation -
people who will see their primary security in

being employable. rather than employed - this

again Presupposes continuing = learning and .

development.

SKI1LLS LEVEL

Boyatzis (1982, p. 33) defines a skill as "the.

ability to demonstrate a system and sEQuance of
behavior that ave functionallv related  to

attaining & performance goal’. Skills may bz

geen as the rcsult of the interaction of many of

the underlying levels of competency, 8Skills are
the overt manifestation in behavioural terms of

competencies at lower levels.
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There are +two major, relevant clusters at this
level,

INTERPERSONAL SKILLS

Leaders mneed the ability to create networks
across various formally defined boundaries
within the organisation. Kanter (1989, p. 90}'
quotes Chester Barnard in recognising that "The
leader’s task....is ' to develop a network of
cocoparative relationships among all the people,
groups, and organizations that have SOﬁething to
contribute to an econopic enterprise;h This
allows access to informstion and -alss the

opportunity Jor cross-functional . ommunication

and influencing.

Systems thinking (Senge, 1990; Isenberg, 1884)
considers social networks to be of the utmest
importance in cutting across formal
organisational boundaries - and focusing  on
interrelationships . pather than on isolated
elements of the organisation. Effective
networking requires credibility,  good
.relationship building and interpersconal caﬂacify
and integrity (Kotter, 1988). In addition; the

creation of meaning through communication is one =

of the key strategies which leaders employ in
the wprocess of leading the organisation (Bennis
and Nanus, 1986). The business of the new

organigation requires & netwerk of information
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and know.edge {Drucker, 1888). Communication is
essential, This general skill of communication
includes negotiating (Kanter, 1987; Mintgberg,
1975) and influencing skills (Bennis, 1988
Benniz and Nanus, 1980} as well as coaching,
mentoring and listening skills (Senge, 1990
Beck, 1889).

GOGNITIVE SKILLS

Cognitive' gkills include analytical ability, the
ability to deal with ambiguity, innovation and

creativity.

Analytical ability 1s the ability to think

logically and conceptualise. Analytical ability -

algso requires the collection and an;lfsis of
relevant information. The diagnostic use of
conéépts is . characterised by pattern
identification and recognition in iarge amounts
of informations - This is done 'by gppiying a
concept te the situation for interpretive
quposes. Cdnceptualisation_ on the other hand
i® & more advanced skill in which the concept to
prganise or describe patterns and structures is
developed {Boyatzis, 1982}. This is obviuusly
somawhat different from - simply applying can

existing concept to a gituation.
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Isenberg {1984) refers to the ability to
synthegise isolated items of information into a
cohesive whole leading to the so-called "ahal"
experience. He alsc relates this to the aspect
of tolerating ambiguity &as a mesns to clearer
thinking and conceptualisation. Garfield (1986,
. 209) points to "mental agility" which he
defines. as "an =ability to =ee a situstion from
more than one perspective at a time". This also
relates to mental flexibility and adaptability -
preréquisites for innovation and change. Kelly
(1988Y found +that twelve of her group of chief_1
executives mentioned analytical ability asz a key:
factor in their success,

SBPECIALISED KNOWLEDGE

A broad, multi-disciplinary c¢ross-functional

base of knowledge is considered to be essential

by & number of authorszs (Kanter, 1989; Kotter,
1990; Kelly, 1986; Boyatzis,1982).
focus 1is generally not seen ag constructive, As

A narrow

wes pointed out earlier, this leads to_a'paradox'g
in which the leader is required to have general,
broad knowledge on +the oné hand, but iz also
required teo have certain highly specialised an&
specific 8kills on the other (Ti=zhy ggg Devanna,
1986},




SPECIFIC COMPETENCIES SELECTED . FOR
INVESTIGATION C

' rhe following competencies were selected from
the total set reviewed above for in-devth
investigation in this study :

~- Motive/Trait level:
.Achievement Motivation

Internal Locus of Centrol

- Skill level:
Interpersonal skills
Cognitive skills

The particular competencies were selected in the
first instance for measurabilitv- in'  the
environment under investigation. In addition, a
series of open interviews was held with senior.
posople in the organisation in which the aspects:
which =~ they viewed as relevant"in adhieving

senlor positions were discu#Be&. .In the ¢aée'df
Achievément'_ Motivation, Cognitive skills s&nd
Interpersonal skills theré was gehéral cbnsénsus”
anut the Trelevance and importance of the
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competencies, However, in the case of Intermal
Locusi of Control, an observation which was
freguently made in response to the question:
"How did you arrive at the current position

which you occupy”" was:

"Phe Pank +told me to go to ...., then they
gaid I should go to .... and then I was

appointed as ....":

This would seem to indicate some feelings of

_helplessness and powerless din terms of career .

decisions which had been made in the past - an
aspect = which would appear <o be in direct

'cnntrﬁdiction with the propogition thatipéaple

who are leaders perceive thEméglves gs'having_an
Internal Locus of Gontral. Consequently, this
qompeteﬁcy was  seen as being of_'paramount

importance in the study , given the relevance in

the 1literature and the apparent irrelevance of -

the competency in the enviranmént of the bank,

SELECTED COMPETENCIES AT THE MOTIVE/TRAIT LEVEL - .

Achievement .Mativation and Internal Locus. of
Control were selected at this level. Each of
these cohcépts_ will be considered ih nore
detail. 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

troublesome areas.

e S A A i o TR




5.1.1

"form,

operational definition of

ACHIEVEMENT MOTIVATION

DEFINITION OF ACHiEVEMENT MOTIVATION

The c¢oncept of need +to achieve in its formal

can be traced back to the work of Murray -
{1938) on personality theory and mobivation in
general. Murray defined the motive to achieve

as the drive:

"Po accomplish something difficult. = To

master, manipuiﬁte, ;or 'orséhize thsicdl-
objects, human beings or ideas. To do this .

as rapidly and indepeéendently as pcssible.
Te overcome obstacles and obtain a high
To fivai and
T6 increase éelf-regard_by'
of talent." ({in.

standard. To excell oneself.
surpass others.
the =suecessful exercise

Maddi, 1976, p. 287),

Maddi (1976, p. 362) reduces this to an
"Competition with a

standard of excellence". He also points out

.that this - construct embodies.bbth approachfand.

avoidance aspecté with the approach side looking
at the:'need for success and the aveidance side
at the fear Thisg 1ast-aspect'hés
alzo - been documented by other researchers
{Horner, 1972; Yamauchi gnd Dodi, 1977).

of failure.
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Erwee and Pottas (1982, p. 85) propose a further
simplified definition of the construct as B S

”f;_ :; Qfm:; "gtriving for especially difficult and

B ; challenging goals supported by high personal _
g standards of excellence." Boyatzis {1982, p. l ?
52) defines it as "images of performing against B “;
h _ b a standard of excellence or- accompl;shing f é?é
n S - something uniquely™. v
?"“_":17  ﬂ:fg'f} The elements which are common to all the above
. ing definitiens are: - ' ' : S A
E - Some mnotion of a standard of excellence

which is ' not necessarily set externally -

je 'some notion of internalised stande''ds of

excellence) -

';z - Competition with others;

 ; | |

K - The need to surpass yourself;
A: .

X

- Striving for & high level of difficulty or
_challenge with  the aasoqiated naed %o

persist or persevere in the face of

opposition.

Erwee and Pottas (1982) in reviewing research on -
the construct, point to the confusion which has
surrounded +the definition. In pa:ticular,'the'
theoretical base, the methodelogy used and the
subjects used in particular studies  have

B s e

influenced the precise definition.
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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
reviewed extensively by Erwee and Pottas
(1982). = The factors which have been found

include the following:

. . - Personal ve& social need to achieve (Bendig,
e | 1964)

- Need %o do well at a task ve Need to be a
success {(Costello, 1967) '

- Self-determination vs Action orientation
{Malan, 1978) o

- Independence, Choice of achievemenf related

activity; Feelings related +o success and-

failure, Preference for moderate father_
tharn ‘high or low - risk - situations,
preference for actiﬁity involving

competition and skill vs QOHopergtion 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)

- Hopa of success,. Fear of  failure,
preference for success at intellectunal
tasks and preference for achievement

orientated situations {Latta, 1978).
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- Autonomous vs social

-~ B -

- Work ethic, Acquisitiveness for money,

dominance, mastery, pursuii of excellence,
competitiveness and status aspiration

(Cassidy and Lynn, 1989}

achievement

{Strumpfer, 1975).

Pottas, Erwee; Boshoff angd Lessing (1980).in_the
development of the Achievement Motivation
Questionnaire, found the following factors:

- Goal-directedness conslisting pf
Persistence, Awareness of Time and Action
Orientation; '

-  Personal Excellence consisting of

Aspiration Level and Personal Causation.

The current study applied the definition
propesed by  Erwee and Pottas (1982) and
investigated the factors defined by Pottas,
Erwee, Boshoff and Lessing (1980); ' S

ACHIEVEMENT MOTIVATION AND LEADERSHIP

Achievement Motivation has been shown to have

relevance for . leadership in the studies
reviewed. Boyatzis (1982} found that.supérior
managers had significantly higher ievels of
Achievement Motivation +than average managers,
McClelland {1981) fooused om this need in the

make-up of individuals who succeed.
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1.3

' MEASUREMENT OF ACHIEVEMENT MOTIVATION

A number of instruments have been developed for
the messurement of Achievement Motivation. As
was pointed out earlier, the definition of the
construct is closely related to the measurement
methodelogy which is applied.:_This implies that
consigtency should be maintained between the
definition of Achievement Motivation and the

method Hy which it is measured.

In essence; the methods used can be divided intb

three categories:

- - The first of these ‘uses  projective
techniyues such ag  the Themﬁtid'
Apperception Test (TAT, Murray, 1938) or
the shortened version of the TAT develdpéd"
‘by . McBer and'Compan&t known as the Pictiure
Story Exercise (Boyatzis, 1982). Both of
these tests measure Achievement Motivation
at the fantas?-_level. (Maddi, 1976) and
require  both registered test. users and
interpreters in their application. The?'
are. therefore not necessarily practical for
application in a = generalised and

geographically decentralised commércial

environment.
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At the second level, +tests such as the

Cattell Sixteen Personality Factor
Questionnaire (16PF) can be used
{Spangenberg, 1990). Once again, the test

has to be administered by a registered test

“user under the supervision of = registered

psychologist. The practicality of this
method of testing in the environment under

scrutiny is gquestionable.

The final group of tests consists of
self-report inventories which are simple to
use and interpret and can be applied with-
celative esse. The Achievement Motivation
Questionnaire (AMQ@) developed by Pottas;
Erwee, Boshoff and Lessing. (1980) is.dné
such instrument and was used in the_current
study. Further details of the test are
given in. the _section. deéling_'.with _

methzdalogr in Chapter Three.

TATERNAL LOCUS OF CONTROL

' DEFINTTION OF THE CONSTRUCT

A number of definitions are presented here with

the definitions.

a view +to extracting consistent elements from
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The construct was originally postulated by
Rotter {1968, p. 1). He defined the extent to
which a person ecan be conceived of ag being
internally controlled as related to "the degree
to which the individual perceives +that the
reward follows from, or is contingent TPOL, his.
own behavier or attributes versus the de:'ree to
which he feels +the reward is conﬁrolled- by
forces outside of himself and may accur

independently of his own actions." -

Boyatzis (1982, p. 971) refers +o this as "a
sense of efficacy” and relates the concept to
that of Torigins and pawns" coined by Decharms
{1989), An origin Euiieves that he.is "the
director of his lifa. He feels that what hé.is_
deing is the result of his own free choice.."
while & pawn "feels that sSomeons; or sométhing,
is in contrel of his fate.” (DeCharms, 1968
guoted in Boyatzis, 1969, p. 66). '

DeCharms (in Lefcourt, 1981) expressed concern
about the differentiation of Locus of Cantrol of
reinforcements {a= in the Rotter definifién}_
from ldcus_ 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, in many instances, not correlated. This
raises some concern with . the clarity of
definition of Lleccus of Control and may also
relate to the potential multi—dimenéionality of
the construct - an aspect which will bhe
discuaged further.
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The key elements in the definitions are:
- A sense of repponsibility for oneself in
tarms of both behaviour and the results or

consgequences of that behaviouri

- A gense of the ability to control events

rather than being subject to random
fluctuations produced by others, fate or
luck; '

- Some sense of self-gufficiency or mastery.

A number of studies have been directed at the
multi-dimensionality of +the construct. . The
major factors which define some of the common -
elements of the construct arer ' S

- Belief in luek v belief in persopal
control or predictability {(Collins, 1974;
. Greenberger and Strasser, 1986; Erwee gpd -
Pottas, 1982; Mirels, 1970); =

~  Some form of belief in politicel control as
' against helplessness in the = face of
political events (Erwee and Pbttaa,flgﬂz;
Mirels, 1970: Collins, 1974) '

- Control aver soclal reélationships (Brvee
and Pottas, 1982), . .
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The four
{1982)
Social

factors found by Erwee and Pottas

namely Political Control, Control over

relationships, Personal Gontral and
Belief in Luck, were used :n the current ={udy.
The factors are particularly relevant in the

environmant undex consideration if the
statements of apparent helplessness which'were

quoted earlier are congidered.
LOCUS OF CONTROL AND LEADERSHIP

Over and above the qualitative studies on the
of the

number of studies which have investigated the

nature sonstruct, there have been a

relationship between Locus of Control and
various facets of organisational and managefiﬁi
functioning.  In addition, there have alsa been
a number of studies which have looked at'sﬂccesd

behaviour and Locus of Contrxol, -

In the area of coping with stress and handling

rapid changé, studies by Anderson-'(19?75 and
Anderson. Hellriegel and  Slocum (1977) have

shown  that controlled individuals
adapt more
of task
te deal with rapid change.
(1986)  in

Type A Dbehaviour {the

internally
readily +to stress, respohd in terms -
oriented behaviour and are better able
Dailey, Ickinger
apd Coote investigating - the
relationship between
behaviour exhibited by individuais who are prone
to heaft-attacks), of

adaptation did net, however, achievé-unambiguoua

Locus of Control  and
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‘resulte 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 apd Toulose (1982}

researched the relationship ‘between Locus of

Control and the quality of étrhtagy4making by
exectukives. It waz established that internally

sontrolled  individuals {internals) are ‘more
likely to be innovative and to capitalise on

opportunities - ie indulge in more riﬁky and

proactive =~ strategiles. Externally controlled

individuals (externals), on the other hand,

tended to be risk averse, consarvative and

reactionary. ‘The new organisation ~with. the -
 demanpds for change, innovation and adaptation ta’

the envirvonmental chaos it faces (Peters, 1987),
will require people wh§ behave more like the
internals described by Hiller'gi_gg'(iQSZ); I

In the interpersounal sphere,'_Goodsfadt and
Hjelle (1873} determined thﬁt_internals éré more . -

likely to rely on personal persuasive power

whereas externals are inclined to use coercive -

power to achieve results, This again relates to
che comiunication and negotiation skills needed
for the new age leaders. In a similar vein,
Mitchell, Smyser and Weed{1975) established that
internals are more likely +to be in managerisl
pomitions than externals and that they ara_alsd

more comfortable with a participative style of

managemernt .
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Greater job involvement and rommitment have also_
been found in internals than in externals
{Runyon, 1873}.

4 cautionary nonte is sounded in research by
Bazerman {1988). He flirstly differentiates
between ocontrol over activities and control over
outcomas and then hypothesizes that =aectual
performance is dependent on the. congruence
between the degree to which the organisation
imposes control and the individual’s ecapacity to.
use control. This issue of organisational "fit"
is highly relevant in +the current study as it
was conducted in one organisation only. This-
means that any findings are specific +to one
organisation and, as has been pointed out
earliér, may not be gaheralisable to othéfs.

A further anomalous finding which = should be
noted is that of Boyatzis (1982;. Locus of
Contrsl was defined operationally at the trait
level ~as  the self-definiticon score on the
Picture Story Exercise, Loocus of'anﬁrol'was
found to be sigﬁificantiy related to managerial
performance, but in a curvilinear manner., It
was Ifound that both superior and poar managers
had significantly higher scores +than average
MANALETS . Boyatgzis (19B82) interp:ats'this.as
meaning +that although an individual perceives
themselves &3 being internally controlled,
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actions initiated by the individual are noi
necessarily appropriate. This would indicate
that Locug of Contrel is a necessary but not

sufficient competency for a manager, COther

competencies such as those on +the Cognitive

skill level are required to ensure that the
behaviour actually exhibited overtly, is
appropriate and has updergone some reality
testing. Boyatzis (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
superiors. This may again be ineffective And
lead to poor results.

This latter finding will alsc be revisited in
the intérpretation 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 #nd also.
48 a measure of the IntErpersonal'and Cognitive’

skillé displayed by the subjects.
MEASUREMENT OF. LOCUS OF CONTROL -

A  number of ‘possible measurement methods afe
available. Self-report Ainventories abound and
dominate in the experimental work which has been

done.




- B5 -

The most commonly used measurement instrument

has been the questionnaire originally developed
; by Rotter (1968}, There hav~ been a number of
. é ' . concerns ebout the measurement of Locus of
. Contrel by this means. They have centred on
issues such as:

- High correlation of . scales used with
various measures of social desirabiiity;

el

- Low item-total score correlations:

The multi*dimeﬁaionality“of_the cnnﬁfrupt:

e e
I

- The forced-choice format of the originél .
scale; '

- The inclusion of items in the original
scale which serve  as distractors and are
not relevant to  the construct béing_'

-meésured at all;

~ ' Heterogeneity of the external cdntiol"
environment, ' '

These concerns have léd to the development of a
number. of other scales which measure either the:
overall constriuct or certain aspeets of the
construct {Duttweiler, 1984; Nowicki © ang
Strickland, 1873; Clifford, 1978; Lefcourt, Ven
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Bayer, Ware and Cox, 1879}. There does,
however, not appear to be any conclusive

evidence of the superiority of these =mcales cver
the original {Erwee and Pottas, 1982}.
Consequently, +the original scale and the factors
identified by Erwee and Pottas (1982) ware used
for the current investigation.

5.3 THE RELATIONSHIP BETWEEN ACHIEVEMENT MOTIVATION
AND LOCUS OF CONTROL '

The relationship between Locus of Control and _
Achievement Motivation has been the subject of a
number of investigations. This has. béén.
prompted by the fact that there afe definite
similarities in some of the sub—factors'bf the.

two constructs. So, for example, Peérsonal
Causation defined by. Pottas et al (1980) as a
sub-factor of Achievement Motivation  and

Personal Control which Erwee apd Pqttgs'(IQBZ)
found as & sub-facter of +the Rotter (1966)

scale‘_would appesar to be similar.

. Rotter (1966 p. 3) postulated a relationship
between the two constructs on thé baéia that
work done on Achievement Moti#ation.priqr ta his
study had indicated that "people who are high on
the need for achipvement, in all probability,
have some belief in their own ability nr_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 (1982) 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 construets in a
population of South African mahagers;' They
concluded that although the two constructs are
related, they should nonstheless be consmidered

as separate psychological constructs. This is

- particularly apparent when +the lower lavel

dimensions are examined.

The possible relationship was explored further
in +the current study and details of tkhis are
reported in Chapter Four, o

COMPETENCIES AT THE SKILL LEVEL

The combeﬁendiés ‘at the skill level ﬁhiéh afé' 5
manifest in behaviour, were also considered for

further inclusion in the study, It was decidgd'

that clusters of =kills 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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THE DEFINITION OF INTERPERSONAL AND COGNITIVE
SKILLS '

The definition of these skills was explnfed
relatively fully in the section dealing with the
competencies expécted in leaders., It should be
noted that these skills can be assessed to'a
large extent in terms of'the'assessmént of the
behavicurs which  would be expécted' in the

relevant context.

Interpersonal skills are considered to include

negotiating skillé, team effectiveness,

communication,  interpersonal awarénéss, the
development of people, alldwing participatiqn_
and empowering ©people, giving directioh “to
others and_. having a well-defined personal

presence.

Cognitive skills, on the other hand are made up -
of analytical ability; - concgﬁﬁﬁalisdtion,
innovation and initiative, flekibility@;systems_

‘thinking and the ability to see +the broad

?ibture.

THE MEASUREMENT OF INTERPERSONAL AND COGNITIVE
SKILLS - '

There are a number of ingtruments availabls for
the assessment of the two categories of
competencies. So, for example, the FIR0O-B test
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.cduld be used at the motive level tc assess
interpersonazl competency. Cognitive capacity
could be assessed with the use of the Mental
Alertness test (Spangenberg, 1990).

In this instance, however, as these competenciea
were seen as essentially skill based, they were
assessed on the behavioural level by.meang of a
pefformance appraisal instrument. ‘This
necessitated a review of the literature about

performance appraisal.
PERFORMANCE APPRAISAL

BROAD OVERVIEW OF THE PRINCIPLES AND CONCEPTS OF
PERFORMANCE APPRAISAL

Performance aﬁpraisal generally .refers to_thé .
assessment of a subordinaﬁe’s performance'in'a.
particular position by his fbrﬁal supério: in’
the _organisational hierarchy. ' handy'ggg Farr -
(1980, p. T4) point out that this +ype of
assessment can be seen -as "
synthesis by one individual of the efforts or
performance of another" and " that it therefore
deals with a whole congiamerétion of activities
" rather than with any individual ekills or
actiﬁity. Performance appraisal can be
extremely useful in - determining levels  of

competence or skill in people where the aspect

a retrospective
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which is being assessed can be observed in e
number of different behaviocural manifestations.
This is the case with the cluster - of

interpersonal and cognitive skills idéntifiéd.

above,

Royatgzis {1982} used various performance
measures as the criterion measure in his study
of managers. The level of performanée of the
managers was used to distinguish good performers -
from poor ones. The actual measures used
consisted of _work output measures,_suﬁervisnfy

nominations and supervisory rvatings. The use of.
performance appraisal = for this type of

measurement is  therefore not.. an ‘unusual

approach.
THE PERFORMANCE APPRAISAL PROCESS

The wperformance appraisal process is generaliy

considered +to be beset by a large number of .

problams, These problems relate to issues of
the adcﬁracy, validity and reliability of the:
measurements .cbtained. A review of  the
1iteréturé quickly demonstrates the poteﬁfial
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
"gki.l +teo hapr~ - the reguired counselling and
often distrust the validity of +the appraisal

instriment, The major . preblem which McGregor
(1987) identifies, is the requirement that the
manager . should "play God" over his
subordinates. The solution proposed is a more

interactive process in which the subovdinate can

play a proactife role.

A review by Landy and Férr {1980} of research
done, indicates that position characteristics,
organisatibn characteristics, purpose of rating,
rater  and ratee charactaristics, rating'écaié,'”
rating instrument and the rating process have
'all been -addressed as potential influanCGB.on
the walidity and reliabi'‘ty of ﬁarformancé
rating= obtained via perfofmmncé hﬁprgisal.

_Figu:é 4 illustrates +the conponents of the.

process of performance appraisal and will be

"used to organise the aspects which have been -

* researched. Each of the components of the model
are discussed separately. -
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Purpose of rating

A .-

L
[

The purpose of the rating has an effect on
the axtant. to which ratings are mora-or:
less lenient. Landy and Farr {(1980) puinf
out that ratings which are uszed for
administrative applications such_as-salarv
increases or promotion- decisions, fend to
be more lenient than those which are
ocbtained for research applicatibné(
MeIntyre, Smith and Hassett {1984}
investigated the relationship .and found
that althsugh there is an effeeti'itzis'
slight. Personal sxperience by the author
in a number of Scouth African orgénisationé_
has shown empiricaily 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 rpurpose of highlighting'strengths adn .
areas for development in the individusl,
ratings tend +to be more aé#ere énd al=so -
have less evidence of halo effect. '

Position and organisation characteristics

b K gy e B Rz s Ta e

b e

It appears thet the difficuity level of the
job performed by an individual has & slight
positive correlation with the magnitude of
the positive rating given {Landy and Farr,
1980). Again, empirical experience by the
author range of Scuth African

in a large
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organisations has been that ~ the
hierarchical level of poeitions has a
definite effect on the ratings, with
ratings of staff at higher levels in the
hierarchy being increasingly lenient. The
implieit assumption reflected by this
pattern of ratings appears to . be +that
senior pedple would not have reached théir
current status if they were not good
performers in any event. The relevahf
aspect which iz lost from sight in this
case, is the fact that the expectatinns set
for the individual should also increase;-'

iii) Characteristics of the Ratew

Landy and Farr (1980) highlight a number of
general farets: '

- ligher ratings ‘are generally given to
ratees of the same race az the rater;

- There are some indication=s that rater
age mey be inversely correlated with-

leniency;

- Psychological attributes of the rater:
guch as cognitive complexity and
salf-confidence were alsgo found to
have =an effect on bias patterns in
ratings; '
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- Experience in rating was found to have-
two offects - more experienced raters
tend to give more reliable ratings but
also uppeared to be more lenient; .

- The rater’s own performance level also

appears to have some effect dn 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
gignificantly to accuracy of rating.

Research by Borman (1979) seemed to suggest
that - acciirate raters are dependable,
stable, empathic, tolerant individuals.

The ke, poiﬁt about this ressarch ié!..
however, the fact that - there is a gréat
deal =  of variabillty introduced into
performance ratings a8 & conseguence of
rater ﬁesﬁopse sets, These reéponéé sets
predispose individual raters to leniency,
severity;' central tendency or hale effect

in their ratings.
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iv) Ratee characteristics

Landy and Ferr (1980) note that sex role
interaction with ocoupational type appears.

S significant. Males tend to receéive more
i favourable ratings than females in-
traditionally male occcupations.

Reassuringly though, rater perfqrmance.does

tend +to have the strongest influsnce on
actual ratings.

v) Rating instrument and scale development

Landy and Farr (18980) fdint out that there -
does not appear to be any pa#ticular_"
advantage to using one typé_uf rating scale
aver any other (eg graphic scales,
behaviourally . anchored ° scales, numeric
scales). They alsc  point out that thers
should probably not bé_ more than : nine
possible response cﬁtegories and that clear:
dimensional definitions - would alse be
desirable. o

Siegel and Lane {1887), in looking at
litigation cases on performance appraisal
in the 1USA, e¢ite a mnumber of aspects in -
which performance appraisals have been seen
to be lacking. The=e include appraisals
developed without the benefit of prior +task

analysi=  whieh raise the question of
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content relevance and trait appraisal
rather than  specifically behavioﬁrally
.ariented appraisals. . They therefore
suggest that these should be some of the’
criteria to be used in_the-defélbpment'of.

affective 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
the validity of the :ratings élthdugh
aspects such as Lest-rétést ‘reliability '

increase somewhat.

Siegel and Lane (1987) #lso'refar to the
relevance and importance of yrater training

in the process of achieving more accurate = -

ratings. McIntyre, 'SMith and Hassett
(1984) also repert poéitivé'findinga_on ths'
effects of rater'.training. 'Hdﬁever, they
.stress the need Ffor frame of reference
training in which the actusl context of the -
appraisal rating 4s discussed as well as
‘pure rater error training. The forﬁéf is-
found to be more influential in determining
the ac¢tual acouracy of the ratings. Borman
{1979) on. the other hand determined that
training sigﬁificantly reduced Halo effect
in ratings, but did not inersase accuracy.
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There is also some evidence that ratees
assessed eariier on tend to be assessed
‘more reliably than those done later in the

process.

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 inétrument' 
which was used for this study will be reviewed
in detail in Chapter Three to establish the way
in which the specific problems identified above

are dealt with. :

SUMMARY

The survey of the litexature points to 'the_'
relevance of & npumber of compstencies for
leadership  at  all the levels of  the
organisation. It especially emphesises the need
for visioen, congruent  values, reéliétié:
self-knowledge and self-confidence and the need
to one's own person, the need to excell and be
extended, team work, communication, networking
and a . strong base of '6bgnitive Skillsr The

 specific areas selected for further study are

Achievement - Motivation, Intern#l_ Locus  of
Control and Cognitive and Interpersonal skills.
These competencies have been - studled
gquantitatively in some of the studiez reviewed.
ha predictive

However, model caombining some of

these aspects har hbean found in the review of
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the literature. The measurement of the selected
competencies has been reviewed and the
potential difficulties pointed out. These
difficulties will be addressed in Chapters Thrée"
and Four when the methodology and the results

obtained are discussed.
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CHAPTER 3

RESEARCH DESIGN AND METHODOLOGY

The propositions stated in Chapter One iare_”

repeated here and restated in +the form of

testable hypotheses where this ig relevant. The'
rationale for the choice of the hypotheses is

given in terms of both the literature review and

f_é 3 ' the
-

actusal context of the organisation within

which the

design

iz

study was conducted. .
detailed &nd the methodology used for

The research

the testing of each.of-the hyﬁotheses is given.
THE PROPOSITIONS

STATEMENT OF THE PROPOSITIONS

Four ©propositions were stated to be-teﬁtéd in
this study. The propositions are as followé:

Proposition 1: 1Individuals 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

further advancement are higher in Achievement

Motivation than their peers.

Proposition 3: Measures of specific effective

e behaviours required for competence in Cognitive

and Interpersonal  Skillas can differentiate
- iurther between individuals with potential and-
ol those without.

ProPoBition 4: It is possible to differentiate
o between individuals with potential and those
. : without on the basis of a predictive model which

includes Locus of Control, Achievemeni

_ Motivation and performance levels as measured by
RO performance appraisal scores for cogpitive ang

interpersonal skills.
1.2 CHOICE OF PROPOSITIONS

The choice of the propositions and the variablgé'

"to be . measured was  based on the survey of the
iiterature . '_I‘he. variables_' 'de‘l.';a.il.édr above wéré o
found to be significantly related to leadership
behaviour. In addition, it. was found in
disecussion with various individuals in the banlk,
that achievement motivation, 'cognitive skills.
and interpersonal skills were considered to be.

important. Locus of control on the other hand

appeared to be irrelevant.

IRIES T e i ’#“'

S Bt
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As thiz Jlatter point conflicted with work which
had been done previously, it was thought to be
of particular relevance in  the current
investigation. It iz glso of particular -
importance as the bank is undergoing a culture
change which will 1lead to £the flattening of
structures and the devolution of decisinn—making
authority to lower 1levels in some instances., .
This will depend very much on people being able
to function independently in their own frames of

reference.

4 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 Interpersomal skills., The
measures are particularly easy to apply to the.
population of interest and therefore influenced
the ochoice of the variables to be investigated

to some extent.

Lastly, it was oconsidered that it would be
useful to attempt to generate a prédicfive.ﬁbdel.
for . potehtial.. The organisation WOuid benefit
cdnsiderably from the availability of _suéh'a
model for use in the selection of high pdtential
candidates., The model would not be considered
to be the final selection +tool in succession
planning, but couid be useful as a short-listinﬁ
technique, If the model were to be applied at a
later stage, the variables which merit inciusion

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 natﬁre
of the organisation was alsc considered, There
are , not necessarily registered and skilled
psychologists available at all sites.
Simplicity in testing was therefore a criterion

for the selection of variables.

In particular, it has become an urgent priority
in the organisation to determine an effective
means of selecting candidates to be put through
the Management Development Centre (Assessment_
cantre) as it was found that the previous ways
of selecting candidates often vieldad
inappropriate attendees, As the asséésment'
centre is a very costly instrument, more
relevant and appropriate screening wnuld be

useful.
THE HYPQTHESES

The propositions stated above were rephrased as
testable hypotheses, This was done td'enahle.
statistical significance testing to be carried.
out to prove or disprove the propositioha.
stated. '




- 84 -

Hypothesis 1:

There is no significant difference between the
mesn scores for Locus of Control for those
individuals with potential for further

development and those without.
Sub-hypotheses:

There are no significant differences
between +the mean scores for the sub-factors
of Lecus of Control namely Political
Caontrol, Coﬁtrql over Social Relatianshipa;
Personal. Contrel and ' Belief in Luck fox
those individunals wifh pntential_ for
further development and those without. '

Hypothesis 2:

There is& no significant difference between the
mean BScores for Achievement Motivation for those
individuals with potentlal for fufther
development and those without. '

Sub-hypothezes:

There are no significant differences
batweer the mean scores for the sub-factors .

of Achievement Motivation namely Goal
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Directedness and its sub=factors,
Persiztence, 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 83

There are no significant differénnes between the
mean scores as measured by pérformancE'appraisal
for the cognitive skills and the inﬁarpefsonal
skills of those individuals with potential for
further advancement and those without. o

Sub-hypotheses!

There is no significant difference bgtweén'
the mean score for Cognitive skills of
those individuals with the potential for
further advancement and those without.

There iz no significant difference betwesn
the mean gcore for Interpersonal skills ef
those individuals with the potential for
further advancement and those without. '
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Hypothesgis 4:

The proposition to be tested, rélated to the
possibility af constructing a predictive maodel,
based on those elements of Locus of Contrel,
Achievemaent Motivation, Cognitive cand
Interpersonal skills for which there are
significant differences between the mean scores
for those individuals with the potential for

.further advancement and thaose without. The

model should discriminate effectively between
the two groups of individuals,

It was decided that an indication of -the

effectiveness of the predictive model wﬁuld be
given. by & comparison of thé probbrtions of
people actuallj assessed to belong to aaéh group.
with the proportions predicted to be in eazh
group. ' '

' The'fdllowing hypothesls was thefefore'statgd::

The proportion of people who are ﬁradicted
to have potential by  the model will be
identicél to the ﬁroportion df people'ﬁha.
aetually have potential, as assagmed by the
panel. o '
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that failure to reject thim
indication that thes
nodel was not predicting as effectively aa would

felt

would give an

It was
hypothesis

be desirable.
THE LIMITATIONS OF THE STUDY

The stuay has limitations. The
majcr limitation is the fact that the study was -
conducted in one

a number of

arganisation only. -Aé_Waa

pointed out inm Chapter One, Seqtibh 5, this is
riot seen as a problem as the_issue pf patentiai
for adv&hcemEnt- is esgsentially culturally bound
and the results of one study would the:efore not
: othér_

necessarily be generalisable to

nrganisations in any event.

A ~further important limitétiqn is ﬁhe.fﬁctfthat
the study did not includa every competency'which

"has ever besn identified for leaders. This3was'

extensively above in Section 1.2
which referred to the  choice of
propcsitions far " analysis. 1t should.
also  be noted that the study was not consldered
to be final and definitive in that it will serve.
as a pilot for the further investigation of the
] defining

discussed
above,
further

competency modelling approach in
profiles for individuals
positions in the organisation, In this context,
the restriction of the number of compatencies
included in the study is ron
problematic.

required in various

a2en a.a
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The usge of performance eppraisal information as

ﬁeasurement_ method for specific competencies 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 discusséd' exhaustively in this

Finally, the shbjeqtivity-bf_the-metho&_used for
_the assessment of potential could also be
- questioned. . In this instance,_'the_ results'..
obtained - are discussed with this caufion:vary” 
much in mind. The issue will be discussed
further in Chapter Five. ' B

~ RESEARCH METHODOLOGY

SAMPLING

The hank employs apprpximaﬁeiy TIDdo_peoble. of -
.£he5e;' about; - ZBOO'IIfall' fiﬁﬂ the managerial -
population. This population is ip turn divided:
between the branch oﬁaratiuns.ih tha_GommérciaL”

Banking Division and +the rest of the  bank.

Branch management is the population . af
.particular  interest in terme of succession

planning and career management and the study was
therefore restricted to this population. Figure
§ shows thé basic structural hierarchy in the
Commercial  Banking  division, - The levels

-
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selected for study in this hierarchy were thode'
of Area manager and Branch manager. No staff
below  these levels were considered as the
" tntention was  to predict the ‘advancement
potential of managerial staff into  .eral

Management. The entire population at this level

was considered to be the +target populdtion. .

This meant that the total sample size was 138

area and branch managezs.

categories - those with the -potential for
fucther advancement in the organisation .and

those without this potential, The population

was olasgified intao the two relevant categories

as detailed below in Section 4.2,3.

Each subject was assessed in terms of the

following variables of interest:

Control}

- The strength of each of the sub-factars of

Locus of Control;
- The strength of Achievement Motivation;

-;  The neasure of each qf the sub-factors of
interest in Achievement Motivation.

- Performance level in reépect of Gognitive
gkkills as obtained from the performance

appraisals;

The population was considered to cnnéist-df'two

The degfge 6f externality  in Locus of.
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- Performance level in respect of

Interpersonal skillz as obtained from the

performance appraisals;

- Selected biographical variables - such as
age, length  of gservice . with  the

organisation, tenure in a . management .

position as well as details of éducationél

levgl.

The information collected served as the basis
for further analysis and +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 caver of two létteré_.
(Appendixz 1). The first of these, uhder cover

'df the Wits Business 'School, sanctioned the

resesrch and the second was a personal letter
from = the author who is known to all tha-

subjects.

The set of questionnaires consished df. the

following (Appendix 2}:
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- A basic biographical questionnaire;

- The Internal-External Locus of Control
{I-E) gquestionnaire (Rotter, 1986);

- The Achievement Motivation Questionnaire
{AMQ} (Pottas st al, 1880).

THE BIOGRAPHICAL QUESTIONNAIRE

The objective of the questionnaire was to
collect certain basic information about &ach of
the subjects.
the information required is available from the

Although a reasonable amount of

organisation’s salary system, the work reguired
to extract the information in a usable form was
considered to be +too time-consuming and the
guastionnaire was consequently . used. =~ In-
addition, a great deal of the information
containéd in the organisatiogal.database'is ot

' dubious - accuracy in  terms of bisgraphical

variables.. = The questlionpaire was Simple to

~complete and the information was cdlleétéd with
~ the purpose  of controlling for the influence of.

'any biographical aspects. -In'particulaf, the

influence of age and tenure were of interest.
THE I~E QUESTIONNAIRE

The I-E questionnaire was usad , for the
measurement of the extent to which the zubjects
themselves  as baing externally

developed by

perceived
controlled. The format
Rotter{1966) was used precisely as it stands.
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The reasoning for this was that it would allow
dir 't _comparison with ‘the Erwee and
Pottas{1982) atudy in which the instrument was
uged and in which the sub-fastors of.inﬁerast.

dentified.

[

WELS

The test is & self-report inventory consisting
of twenty-nine forced choice questions in whick
the subject is asked to choose one of twe
alternatives. One of the alternatives relates:
to a perception of external control and the
octher +to internal control. Six of the quesfibna
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 thé:uée

.of the +test have been detailed'in'chaptgr TWo .

It was, however, as-éxplained earlier, dacidéd
Ithat_ as there is no totally conclugive evidence

_that any other tests are more trouble-free, the
. I-E test would be used. e

The total score is made up of the number of
externally oriented - choices mede by the
individual. The maxiﬁum attainable scnre_is
therefore twenty-three. The higher_the score,
therefore, the grea£er the degree to which the
individual perceives himself to be externally

controlled.




- 94 -

The psychometric properties of +the scale are
detailed by Rotter (1966) and indicate taa* the
scale can be applied usefully in terms of a ot
such as the internal consistency of the sca.e

and the test-retegt relisbility.

The <¢lasgification of the items in terms of the
sub-factors detarmined by Erwee angd Pottas
(1982) is givi . in Appendix 2. . This
clgisification Was used as the hasig for
developing scores for the sub-factors. As can.
be seen; items 3 (One of the major reasons we
hdve wars 1is because people don't take enough
interest in politics), 6 (Without the right
breaks ¢ne cannot be an -effective ieader) and 29
(Most of the time I cannot ﬁndérshand why
politicians behave the way they do) were not
included in any of the factor =scores aazthé.'
loadings were too low.  This means that the
~overall score in.  this instance is & maximum -7
twenty only if all the sub-factors are combined.

It should be noted that the scores obtained for

the I-E. scale are, in effect, ordinal measures..
However, as the test has been well validated and
used stensively by a number of researchers who
"have = treated the scores successfully as interval
data, this practice 1is also_ followed_ in the
current study. '
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A basic LOTUS 1-2-3 programme was developed in

which thes answers given to the various items

could be entered and the guestionnaire could bef"

automatically scored, hoth in terms of total
score snd in terms of the sub-factar scores.

THE ACHIEVEMENT MOTIVATION QUESTIONNAIRE(AMQ)

The Achievement Motivation Questionnaire
developed by Boshoff et _al (1980) was used to
measure the - level of Achievement Yotivation of
the subjects. The questionnaire was chosen for
its ease of administration, but alsc bedause it
again allowed direct comparison with the Erwee .
and Pottag (1982) study. B

The AMQ is a self-report inventory. It consists
of eighty-fou. forced choice gquestions in which

the individual is asked to choose one of two

alternatives, One of each pair of alternatives _

demonstrates achievement motivated behaviour
whéfeas the other indicates +the opposite. In
'this case - it was again_adminiatered_b# asking
respondents tec circle either an A or a B for fhe

appropriate alternative on the qugstionnaire.'.

The sub-factors which were determined origihally
in the develcopment of {he test {Pottas ut al,
1880} are scored individually +through the
r: nbination of specified sets of items as

indicated in Appendix ., The intermediate
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factor scores are determined through the

summation of the relevabht sub-factor scores.

The scores obtalned for the AM@ factors are
ordinal measures as well. This test has alsd
been used Fairly eﬁtensiVEly by the original
developers and - others and the seores have

therefors again been treated as interval data in

the current study.

A LOTUS 1-2-3 programme was again developed into

which the answera could be entered and which
then auntomatically produced the test scores for
the sub-factors as well ‘as . the overall

Achievement Motivation score.

"Norms on the test are avazilable in the form of
normalised stanines. There are norms available
for . a number of sub-groups. The group of most
interest 1n +the present study are White Male
South African Managers which consisted of 4 =
sample of 240 managers (Pottas et al, 1980).
Data on +the psycheometric properties of the test
given by the developeré indicate that the tgst;
haa validity_and'raliability. ' o

4,2.2 PERFORMANCE APPRAISAL

The meazurament of the Cognitive  and
Interpersonal skills was done by the use of '

performance appraisal scores from the ncrmél
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annual performance appralsal exercise in thé
bank, This appraisal is done using the
KMENTOR-3 syztem and questidnnaires_ which have
been designed specifically for branch management -
{Appendix 5), The MENTQR-3 system is used by a
large number of organisations in South Africs,
England and Israel, including' two othef major
financial -lnstituﬁions_'in South Africéa. . The
system is therefore well tried and tesfed;and
has been shown empirically te have good
reliability and validity. S

The appraisal socores Wére retrieved from the
computerized information system for each of the

individual subjects for whom the information was

available. In two cases, the individuals had
been promoted to branch manegement aftér thé
nost recent performance . appraisal ‘exercige.
This meant that they had been ‘agsessed on a
diffyrent questionnaire and that the information
was not compatible with that for +the other
managers . They were therefore excluded from any
of the analyses which reguired the performance

- appralsal information.

The =cores for the competencies of interest were
made up of 'cgmposite dimensigns.' Gbgniﬁivé.
kills consist of  the  dimensions of
Initiative/Flexibilaty and Problem hnalysis-
whereas Interpersonal skills are made up of the,
dimensions of Communication/Intersction  and
Leading, . The items which define each ol these
skills are given separrtely in Appendices 6 anc
7. The zelection of the relevant dimensions for
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inclusion in +the analysis was done on the basis
of the Interpersonal and Cognitive akill
clusters  identified in the review of the
literature in Chapter Two. -

. 4.2.2.1 OVERVIEW OF THE BANK'S PERFORMANCE APPRAISAL
' SYSTEM : ' :

The bank  has made use of & computerised
ﬁerformance appraigal asystem since 1985. The
system relies on a questionnaire whickh 18
completed for each individual by his immediate
superior, There is also a self-assessment -
questionnaire which 18 completed by . the .
subordinaﬁe_ for latér discussion with the
appraisor, As this was not used in tﬁé'current

- gtudy, the issue of self-assessmént will not be

disgussed furthar here, The criteria uged for
measurement are both behavioural and results
eriented. ' ' ' '

The questionnaire Information is zaptured on
.computer and processed to ameliorate some of_thé

errors encountered in the rating procass and ta

~onsolidate 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 thejform cf'specific
scores for performance dimensions per individual
staff wmember, '
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It has heen noted in Chapter Two and earlier in
the ocurrent chapter, that performance appraisal_'
is a aomewhat.controversial measure to use in a
study of +this nature. The possible problems -
which could be encountered were discussed
extensively in Chapter Two in the context of the
model of the performance appraisal procésé"
offered by Landy and Farr {1980) presented in
Chapter Two, BSection 8.3.2. It is therefore
consistent and convenient to use the same model.
as the framework for discuséing the way in which
the appraisal system nsad addresses  the
problematic issues. The'opératioh_of the system
is discussed within the series of sub-headings
which denote the various compuhenﬁé of  the

model . '

Purpose for Rating

The major objective of the systam.ié.tﬁ_'
further +the development of the ihdividual
_being assessed.  The -principal output of
the systam is a discussion document which
iz used as the basis of a'deve1opmantal
counselling’ interview twith the individual.
There is no direct coupling . with salary
increments or with pfomotion at this point
although the system does ask for an

assessment of potential for further
advancement. As was mentioned in Chapter
“TWO, ratings should therefore not

necessarily be excessively lenient.
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Position and organisation charar .otics

The effect of posiiion should be relatively

uniform for the group under considérﬁtiqﬁ

az they are more or Jless at the -=ame

hierarchical level in the organisation.

Characteristics of the Rater

‘The major effect of rater style is evident -

in the varivus types of bias which is often

present in  ratings. This relates to '
effects such as lenienoy, severity and
central tendency as well as halo effeot and -

a  lack of differeptiation amongst-rétees}
"he definition of these' varic s rating

errors - is apprdached from a 'statzsticalj'

point of view by 8aal, Downey and Lahey

{1980), The following definitiohs."ara
offered: o '
Halo effect .. - The 'léck of
variability associated = with  a-

particular rater’s - ecorez for &
particular ratee across all  the
performance dimensions:

Leniency and BSeverity - The extent

to which mean ratings are &hifted from
the midpoint of +the secale in a
positive or negative dirsction; '
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Central Tendency and . lack - of
differentiation {Range restriction)
- the extent +to which the ratinge
glven reflect actual rerformance
differences between the ratees, This
is generally interpreted statistically
gs relating to the standard deviation
of the ratings assigned to ﬁll ratees
per dimension. In terms of central
tendency the reiatidnéhip of the mean
rating to the midpoint of the scale is
also considered. If the two coincide
and the standard deviation' of the
scores iz  relatively low, central

. tendency is indicated. ' .

Training has been found to reduce the above
errar ‘alements significantly as Wwas
reported in_ Chapter Two (Landy and Farr,
1980; Siegel and Lane, 1937;"McIntyfeq
Smith and Hassett,  1984), In particular,
it has been found that training’ on the
context of performance appraiszsl and . on
rater errors, results in the most aceurste
ratings, ~ In the case of the bénk’s
appraisal system, extensive . training was
given to raters on the context of
appraigal,; the counsélling Process, rating
procedures and errvors and the operation of -
the system iiself. '

In addition, however, the system also makes
allowance for the statistiocal analysis of
the ratings in terms of +the potential

eTTrors.
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In +he first instance; all raters
receive feedback reporting on the
extent  to which their ratings appear
to have been subjecﬁ to halo.effedt
with particular individuals identified
where the effect may. have been very
strong.

Secondly, +the &ystem analyses ratings
per rater in terms of lack “of
differentiation - and standardises
raters’ ratings o the nbrm for the .
overall  group within which the
individuals rated are -to. be viewed. -
‘The norm is expressed in terms of both
the - mean and the standard deviaﬁian.of
the apﬁraisal Scareé. .

The effect . of this is - to - increase
-inter-rater reliability ~ remarkably.

Research donme  on  the _s#atemzz.in an .

organisation in' Israel has pointed to
inter-rater reli&biiitias' of 0,8 ang
greater (Sattath, 1982}, "It - shéuld be
noted that the statistical process which is
applied +to the scores could be qL,stioned
as - the ratings are effectively ordinal
measurés. It has, however, been found
empirically in & number of studies thabt 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.

Ratee characteristics

The variables which were found +to be  
significant in this context were race and
sex differences betwéen raters and rateeﬁ.f.
As all - the raters and the ratees in the
gsample considered were white males, this

variable was not relevant. .

Rating.instrument and mcale development’

The  appraisal questionnaires were developed
in interaction with representatives of line

- mensgement, Detailed behavicural anhalysis

interviews were conducted to determine
which behaviours differentiate  good
performers from poor performer=.,  These -

'beha#iours wersa thén' phrased in terms of

the items which = appear  on - the
quegtlonnaires. - This . implies that the

" element of - content validity which iz

gquestioned by Siegel snd Lane (1987) has
been addressed. It alsoc means that the

issue of trait rather than behavioural .
appraisal was largely addressed although
there are still some elements of the items
in the appraisal questionnaire which could
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be seen as being trait oriented. In this
regard, however, Kavanagh (1870) found thgt'

there was no real c¢clear evidence in favour -

of the assumed superiority of objective,

pefformance oriented traits.

The broader dimensions used 4in  the
questionnaire such as _Cdmmunication/_
Intéractian, are defined in tevms of.the
items which appeer within . euch of the -
dimensions, This clarifies the meaning of
the dimensions. A cluster anélisig_wds
also wused +to ensure that the items within
each of the dimensions were grouped:

together'corredtly.

In addition, the weighting of the various
items in the dimensions as-ﬁall”aa of the
 dimensions overall has .also received
attention.  Ttems . which are found to be
relevant to the dimension in gquestion are.
regresséd_ against the overall sﬁdr§ for the
dimension to determine weightingst Theée
weishtihgs' albng ‘with the grnuping of the”"
items are used for the calculation of
dimepsion scores for = all appraisors -~ a
_procedure which ensures common definition
of the dimensions and their impertance for
all appraisors.

The scales used are indicataﬁ-in the form.
As there is no clear-cut evidence in favour
of any svecific form of rating scale, this
iz not problematic.
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The training given also covers fhe-
definition of the dimensions to be used for
the appraisal as well as the use of the

rating scales.

in summary, then, the bank’s performance

appraisal system does attempt * to 'address'the

issues which appear to have been +the most

relevant in the performance appréisal
controversy and as such the ratings achieved are

felt to be useful in the current study.

THE DETERMINATION OF POTENTIAL IN  THE
PERFORMANCE APPRAISAL — '

Although the appraisal questiconnaire dontaiﬁs a

reference to potential, this wdas not the source .

used - for +the differentiation of those with
potential from the. rest of the subjects., The
assessment  was not used as it was felt that the

proximity of the assesémentfahd:thg scores for

-the. other competencies of intErestﬂcould-léad:to
fthe_éffects being confounded. '

THE IDENTiEIGATION OF SUBJECTS WITH POTENTIAL
FOR FURTHER ADVANCEMENT ' '

An independent assessment wag used to
discriminate between these subjects  with
potential and +those without. A rating of

potential - was requested from +the Regiocnal
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General Managers for all +the subjects under
their immediate control. This rating was done
on the basis of a yes-no split. The subject was
seen as either having thé poteintial for further

advancement or not. These raiings wére then
‘debated further with a panel which consisted of
the four Regional Gangral Managers,-' the -

divisional Human Resources Executive and the
Divisional Head to  whom all the . other
participents rTeport. The final ratings were

based on the consaensuz of this panel.

Subjects - were thus -dividéd into t o categ-vies
on the basis of +the above assessments: The
cases in the databaze were coded on the'hasis_cf

the c¢lassification,

Although the rating obtained - is essentially &
"country elub” style of rating, it was fel£ that
 “he . panel sassessment would giﬁa__fgreater 
objectivity and reliability.  to  the
classification.  This added objectivity derived
__from. the fact that no single.personis-jﬁdgeﬁent
was -the.,fiﬁal.deéisioﬂ;'-All caéas-wére debated.
by the panel, each of whop could bring &
different perspective +to .bear on the ﬁrnblsm.
The effects of personal =animosities and
personality _clashes.'would- thereforé to a large
extent have.'been moderated by the input of the
other members of the.panél. It shouldzalso-be
noted that the performance sappraisals were done
nine months before the'assessment of potential.
This meant that there was . vetx little
possibility of the appraisal information

clouding the assessment of potential,




METHODOLOGY USED

The following methodology was <used in the -
analysis nf the data collected through the
measures described above. All stétistical
manipulation of the data was done using the
Numbéf Cruncher Statistical Systém (Hintze,
1987).

DESCRIPTIVE STATISTICS

The sample was described in terms of the various

biographical varisblez. In au-dition, - the

di -tributions of the various measures for the

biographical variables, the Locus  9£ Control.
factors ahd sub~factors, the Achievement
Motivaticn Ffactors end sub-factors and Cognitive
and Interperscnal skills, were also analysed.

'Finally, simple _correlaticns were dqne.fdr the
I-F, AMQ ‘and performance appraisal sdares to

determine whether sany significant relationships

could Eg determined. Correlations were tested
for significance at the 0,05 level. '

A= was mentioned hefore, the I-., AMQ and
Performénce Appraisal scores are all ordinal
measures. - This would impiy ~that +the median’
should be used as a2 measure bf-centfal_tendency
and guartiles as neasures of dispersion in the_
. distributions. In addition, the Spearman rank
order correlation should' be used to determine

the relevant correlation coefficients. However,
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as. was discussed earlier, the data
as interval for the purposes of
analyses as firstly, the two

been validated effectively and secondly,

performence

as
ampir
organ

deviations
distributions

data

results in a

interval and given

jcal large
isations.
for

ware usead

measures

was treated

the above

tests used have

the

appraisal data had been dealt with

satisfactory

number of

Consequently, means and standard

of the

and Pearsen correlaticons were used

to determine the strength of the relationships

between the relevant variables.

As. the study was not a controlled experiment.
allowed for the control of the effects of

which
the
of
pogit

exarined to

management

experience,

ion, language and educationsl

deternine - whetber.

time

biographical variable 1, age, tenure; length

in current
levals we ‘e

there  were

significant_ differnnces hetween the-group-with

potenﬁial

and that without for these variables.

In the case of age, tenure, length of management

axper

were

ience

done to determine whether

and time. in current position, t-tasts
there IWereg_

significant differences between the means for

the group with potential and that without
potential. In the case of language, a simpia
test for a significant difference between the
prépcrtions of English speakers and nthei
language speakers was done. Lastly, in the case
of the educational Jlevels, =simple tesats for
gignificant differences between the populations

ln terms

of the

proportions of subjects with

University and Banking qualifications and those

wi thuut’

the 0

were done.
,06 level of significance.

All tests were conducted at




- 109 -

Varisbles which were found to differentiafe
significantly betwesn the = two groups"wefé
_ considered for further inclusion in  the

predictive model. ' '

HYPOTHESIS TESTING

In the case of the first three hypothesecus, the
data for all the variables was ordinal.
Consequahtly, the fir=t - three 'hipofhéses were
all tested by  means of a nuﬁ*parametric 
technique in' the form of the Menn-Whitney test.
The +test indicates whether the cenfrél tendency
of a variable of interest .differs_ in two .
populations of iﬁterést. . - -

"In the case of 'Hypcthésis= 4, a discriminant
analysis was first done using the assessment of

the subjects as either having or- not ha?iﬁg-'.

potential - as the  dependent; classification
varisble, - The independent Qériables_ﬁhiﬁhZWEre
considerad. for .incluéioh in the analysis were
all +those which were 'found.-£d  differentiate -
significantly between the . two populétioné of
interest _in' the tests of the biographical
" varisbles and of the fifst three hypqtheqest:
'The_ technique generateé.predictioﬁs of the glasé
to whieh each of %the ocases cqnsidared should
belong. It also indioates.tha classification of
aach case and ‘the probabilitieé of ﬁhe_déee
falling in one or the other of the two relevant
categories =~ namely those subjects with the
pbtential for further advancement and thcseﬂ
without, ' '
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The hypothesis itself was tested by determining
whether thare were gignificant differences

between  the proportions predicted and the
proportions as indicated by the panel

assessment, The test was conducted at the 0,05

level of significance.

In addition, an examination was wmade -of the
overall number of cases which were correctly
claseified, The  cases which  were
misg-classified were re-examined and in some
instances ‘referred back to the panel for fﬁrﬁhér

. assessment and re-evaluation. The rvesults of

this procedure are reported fully in Chapter

‘Four and discussed extenéiﬁely in dhaptér'Piva.

COMPARISON WITH THE ERWEE AND DPOTTAS (19882)

STUDY

Nd"attEmPﬁ was made to ‘do & . further thﬁﬁrp'

analytic study of the data te deternine whether

- the factors found in the. study by Erwee and

Pottas (1982) were replicated. All that was
done was & comparison of +the deseriptive

 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 statigtics in termz of
means and standards 'deviatinns' were avallable
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from the Erwee and Pottas (1982) study. In
addition, the two samples considered are large.
This comparison was done cut of intereszst only as
it did not add materially to the information
required.-for the sgtudy in the context of the
bank. ' ' |

FEEDBACK TO THE SUBJECTS OF THE STUDY

Feedback to ‘the subJects of the _sﬁﬂdy- ﬁas
provided in the form of & synopsis of the major

" findings of the study.  This was sent out in

written form +to all reaﬁbndanta. Ia addition,
feedback will be provided to the Head of the
Commercial Banking Divigion in . verbal
discussiuﬁ. ' S

_SUMMARY-

The target pnﬁulatiun' was the whole pbpuiatidﬁ'z
of branch and area managers in the Commercial
Bﬁnking Division, 'Differenbiation between those -
members of this population = who have the

' potential to advance furthér in the organisation

and those who do not, was done on the basié:of 

"an initial assessment by the superior with

subsaquent consensus rating by panel. All the
relevant hypotheses were tested against this
classification as criterion, The measures used
for the ocollesction of data were the Rotter
(1961) I-E questionnaire, the Erwee and Pottas

(1982) Achlevement Motivation Questionnaire and
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the bdnk’s internal performance appralisal.

. system. The potential problems with the use of

the measures have been discussed and resolved.

The instruments used for Internal Locus of
Control anhd Achievement Motivation had heen used
in & prior South African study and results
obtained were compared against those of the
earlier study. '
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CHAPTER 4

RESEARCH RESULTS

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

- An overéll- dascription of the population of
interest in - terms of the biographical

variables;

- A analysis of the distributions of the
scores obtained on the I-E seale, the AM§ -

scale and the Performance Appraisals;

- The resuits of the testing of the first
three hypothezes; -

~  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 brietf comparison"with the'stﬁdy done by
. Erwee and Pottas (1982). -
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THE TARGET POPULATION

A total of 138 pecple were identified in the
target population., Of ' these, 124 returned the
questionnaires duly completed, In the cases

where questionraires were not received back,
reason why.  In six cases, it appeared that

remaining eight; one manager stated that he did
net have the time to complete the questionnaires,

one claimed  that he had not. rgceived”'the..
information in  the . first instance and the
remaining seven promised  to retirn the
queztionnaires, but failed to do so. . It was-
decided not _to'-prnmpﬁ -ﬁhem further, 'The only
common characteristié 'amoﬁgét .those who did not
return anything, was thdat four of theém céme ffom'

the same Region in the banlk.

A review of the biograﬁhical_details of the group
yields the following profile: o

Male, English speakingi white,; aged about 44
years with an average length of service in
the  bank of twenty years of which, on
.averagé, nine yéars have been spent in a.
manegerial position and three and & half
years in the current position. Ail are
matriculated, only 35,6% have a uniVarsity_

TR TS
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degree, with a further 8,7% having done some
diploma through a university. 61,3% of the
group have some banking qualification done
through the South African Institute of -
Bankers. There were no female mﬁnagers.in'

the group and no black managers.

Details of the distribution of the biographical
yariabies for the total sampie are reflected in
Table 1. Means and =tandard deviations for the
variaﬁle where this 1is relevant, namely . age,
banking experience, management experignée. an&
time in current pbsitioﬁ, are given-in'Tabie 2.

PROFILE  DIFFERENCES - BETWEEN ~THE  POPULATION .
IDENTIFIED AS  HAVING POTENTIAL FOR FURTHER
ADVANCEMENT AND THOSE WITHOUT . '

4 further analysis was . done on:aVﬁﬁmber_of_the

biographical wvariables to determine whether or
" not there wers significant- difference$ bétwéeﬁ

the two sub-populations, ie those with'pnﬁential
and those without. . The differentiation of the
~overall sample into individuéis with'?cténtial'
and those without by means of the asseasment
techriique described in Chapter Three, -yielded
twenty-four. gubjects with:potential and a hundred

' without.

The distribution of the blographical 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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OF BIOGRAPHICAL INFORMATION

38 - 42

Total Hithout
Dimepaion sRmpla potential

n«124 n=140

Language English 72 53
Other 52 47

Univernity None 105 BT
d tion Dploma 12 ¢ 10
‘|B degres 7 .3

Bankirng Hone 48 40
qualificationa Basic 81 28
|Licentiate 12 |t C 1l

Asgsoniate 27 21

Age 27.~ 30 1 1
“131 - 34 4 2

35 - 33 16 ‘10

58 - §a

58 - 62

43 - 46 39 34
47 - 50 18 13
Js1. - 54 10

63 - G8
" iPanking 1 -4
experience =8

. 37 - 40 7
Mansgasant 2 -8 47 |
experience T =11 ‘32

Time in gurrent
poaltion

1L-4

58
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TABLE 2: MEANS AND STANDARD DEVIATIONS FOR
BIOGRAPHICAL DETAILS

Mean

Dimension 8D

Age Total — |43.49 | &.56
With potential |40.289 | §5.38

_ Without potentiall44.28 | 6.61
Banking Total ' -} 19.9| 8.19
experience With potential 18.13 | 8.18
: ' JWithout potential|20.34 ! 8.18
Management Total N 8.791 5.96 -
experience With potential 8.67 | 5.58
. : Without potential| B.82 | 6.07
Time in Total ' 3.41 ) 3.55
current position/With potential - 2.0L] 1.55

Without potential

3.74 :

for significant diffefencés between.the'tw

Tests

sub-~samples were were done in the case oz
:language, University ' :edﬁcation,_ 'Bahking
'gﬂaliﬁicétions, banking experiencej"maﬁagement .

éxperienge and time in current position.

Language:

The language distribution for the three groups ie

total
those

 sample,
without 1is

shown

in Figure

individuals with potential

6‘

and
Visual

examination would indicate that there may well be

a significant difference in the distributions of -

the three groups.
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No of cases (n)

. s

nguign group

S ToTAL SAMPLE B2 WITH FOTENTIAL [ WITHOUT POTENTIAL

FIGURE 6: LANGUAGE DISTRIBUTION

A test for +the diffﬁrenca ih the proporfion of
Englich speakers in the group with potentiél as
‘against the group without pbténtial was done, . A_f 
z-value of 2.333 was found which is significant
at the 0,06 level. -

In _addition, the proﬁortion of Engliéh_spéakérs

in"thé overﬁll group was also tested against £hé-
- group wWith poténtial and in this case a Z-value

of =-1.945 was found which is sgain significant. at
the 0,05 level. -

There was nco significant difference between the
proportion of  "other" langusge speakers in the
overall group and that in the group_'withouﬁ
potential.
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It can therefore be concluded that. English
speakers are over-represented in the group with
. potential when compared to ‘tha group without

potential as well as the oversa:l sampile.
Universaity edacation:

The distribution of the three sub-groups in terms
of various levels of UniVBrsity 3adqutiun is

reflected in Figure T,

Mo of ceses (n)
100 — -

_ B Degrue
Educaﬁonni lovel -

ESOY 40TAL SAMFIE B2 WiTH POTENTUL [} WITHGUT POTERTIAL

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

Banking qualificétions:

The distribution of the three sub-groups across
yvarious levels of Banking Qualification is shown

in Figure 8,

proportioh of
the two

A test for differences in the
people with banking qualifieatibns in

groups did not yiéld significant results.

Mo of ouses (n)

..........................

v V2 s
Baglo Licentinte Assdejnto
Banking examination

(S rorar sawPie  FZZ WITH POTENTIAL  © ] WITHOUT POTENTIAL

FIGURE 8: BANKING QUALIFICATIONS
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Age:

The age distributions of the three sub-groups is

plotted in PFigure 8. Visual examination would

appear +to indicate that there could be a relevant
difference in the distributions for  the

sub-groups in this variabie,

In this case, & t-test for the differences

between +the mean &ages of +the -twe graups'was'

canducted: . and confirmed the antiéipatéd“'
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 -significgntly Younger o
than the group without ﬁoteﬁtial. B

0385 325 805 405 445 485 628 665 805 845

No of cases (n)

N mRN

Yoaras

ToTAL SAMPEE 72 WiTH POTEHTIAL. [ WITHOUT POTENTIAL

FIQURE 9: AGE DISTRIBUTION
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Banking experience:

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

A t-test for the differences hetween the mean _ -

banking experience in the two groups did ndt
vield a significant result,

No of cases {n)

i 20'

e

10 e

| e T T TR E Y

R

N

N

a.| Wi 1 V3 L1 | g 1 N L
‘.".5 . 8.6 10.5 . 14.5 13;5 23.6 26.5 30.5 34.6 38}5
- Youra.

'TOTAL SAMFLY - 27 IR POTINTIL ) WITHOUT 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, & t~test did nct yield a significant
difference for the twec groums.

No of cases {n}
Yod |

" Yoars

[ rOTAL ShuFie D2 wrrt POTENTAAL L) WIYHOUT PUTENTIAL

FIGURE 11: MANAGEMENT EXPERIENCE
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vii) 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
gigniflcant difference between the various

sub-groups.

No of oases {(n)
100 ¢

80

il

a0

49

66 10.5 146 18,6

TOTAL SAMPLE WiTH POTENTIAL [ WITHOUT POTENTIAL

PIGURE 12: TIME IN CURRENT POSTTION
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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 which is significant at. .

the 0,06 level. This means that the group with
potential have been in thelr current position for
a significantly shorter period that the'grbup
without potential. . '

The results of the t-tests done are ﬁummarlsed in
Table 3., o '

TABLE 3: T-TEST RESULTS FOR BIOGRAPHICAL VARIABLES

Variable

."Bankins expefience 3 ' 0 2431

Mana:gpent experienca _ 0 9035

It oan  therefors . be qoncludgd; that Enﬁlish'
speakers predominate in the group with potential,

that they . are somewhat younger than their
colleagues in +the other group and that they have
:apant less time in their current positions than
their colleagues = perhaps an indicetion of
‘fagter movement through the organisation in

general.
- Ja - > ' N
: . it . : #mﬁ§#
. .. ) {
5 E .f .
. . N
- :
B .
iiad .-1. ™ . T b B -
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It was decided +that +the differences found in
these variables would he investigated further in
the attempted construction of a predictive model
at a later stage. The variables for which
significant differences were  found, namely

language; age and time in current position, were

 therefore included in the predictive model.

OVERALL INVESTIGATION OF THEST AND PERFORMANCE
APPRATSAL SCORES FOR THE SAMPLE

A ‘deseriptive analysis of both the test scores
obtained from the sample and the performance .

. appraisal s=cores 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

‘Pables 4, 5 and 6'_show the distribution

statistics for. the overall sample and fhe_two
sub~samples,; ie those individuals with potential

and those without for the I-E scale and its-

sub-factors, . the AMQ =nd its sub-factors and the

performance appreisil measures.

In addition, Figures 13, 14 and 15 show the
distributions for the scores for the I-E scale,
the AMQ@ scale and the Perfurmance appraisal

scores. Visually, it would appear that there are




. hypothesges.

‘distribution which was markedly skewed was thst

":distributions ‘did  not vary grestly ”frdm “thet

"not explored further,

function of the Ffact that all the scores were

.Process pf reducing rater errors which was.
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passibly significant differences in the
distributions for the variables as postulated,

This is examined further in the later section of
this chapter which deals with the testing of the

In the case of the I-E scores{_the only score

for the factor - "Belief in luck". This could be

because of the obvious nature of_the'relevént

questions or Just sgimply because bank managers
are rniot +very strung on belief in luck due to a
gelf-selection process related to the need to

assaess lending risks.

In the case of the AMQ, there were also no strong
anomalies in the distributions of the scores.
The skewnesz which was found in some of the =

found by Erwee and Pottas(lgsz) and was therefore

In terms of the performance appraisal scores, it
should be noted that the fact that the means of
the two performance appraisal dimensions for the
total sample are both approximately BB'Zis I}

standardised on a mean of B8 as -part'df'the

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

Total aampls

With potential

TABLE 5: DESCRIPTIVE STATISTICS: AMQ.

) 1 Hithout potential Maxiguw -
bimension : . posaible
Hewn Standard HMean Standard| Mean Standard aeoie .
n= 134 daviation n=24 |deviation] n + 100 Meviotion}
- |Pelitical Control 1.95 1.26 | =229 1.27 1.87 |  1.28 4
Control over Social 1.2 1.02 1.71 1.08 1.08 0,88 - &
. relationéh’ips ) B L )
Personal Gontrol 1.56 1,22 1.75 1.22 1.527-  l.22| 7
Baltef in Luck 4.62 H.SE_ .54 g.72 0.64 0.88 4

Haximuh

Total aample With potential [Without potential !
Dimension ’ o '_' : L _peasible .|
Mean Standard | Mesn |Standard| Hean |Standard| score |
n=s 124 | devistion | nx24 |deviation| n = 100 |deviaticn y
Peraiatence ' 17.08 2.76 i17.33 |  3.08 17.07| - 2,69} - 21
‘|awarenesa o2 Time 14405 [ 3,27 | 16.28 .28 131s| .21 20
Action Onientation’ 6.77 | 1,93 | 6,628 234 6.8 [ ° l.83 8.
Aspiration Ievel . - 14.8. (B TT 16,5 3.18 14,52 | 3,82 21
‘Peraonal Causaticn 10,18 1,84 10.58 -1.53 10,08 1,81 13
Goal~difactedness 37,9 6.19 | 38.04 v.23| 37.62| 5,42 50 -
" tPeraumml Excellence 5.04 | 27.08 .07 |. 6,15

TABLE 6: DESCRIPTIVE STATISTICS: PERFORMANCE APPRAISAL

Dimansinn

no= 124

deviation

'Total sample With potential Without potential
Mean . Standard Meen | Standard Standard
teviation

Maxioum
poaaible
aaore

eviation| -
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Mean score

Pol, contro) . Soc. Fel.  Pers, control Bellef-in luck
. Factor

TOTAL SAMFIE  EZZ wiret PoTRNTLL (3 WITHOU? POTENTIAL

' FIGURE 13: [-E SCORE DISTRIBUTION

0 Mean Scere

5

Totad R 3

Factors

IS roTAL sAMPIE G772 WITH POTENTIAL L WINHOUT POTENTIAL

FIGURE 14: DISTRIBUTION OF AMQ SCORES
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: ' Dimension :
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FIGURE 15: P A SCORES
CORRELATIONS

4 correlatien mﬁtrix for the full ﬁample'Wﬁg'
' derived for all +the I-E, AMQ and performance |
appraisal scores. As the relevant variables aré__
derived  from ' ordinal. - tieasures, correlations
- should have been calculated using.the Spearman
Bank-order correlation cuéfficient.. However, as
was discuased'aarligr, the fact that hoth the I-~R
questionnaife and the AM@ afe'?alidaﬁéd'tsSts:andp
.tﬁh proven enmpirical validity of the Pgrformﬁnca_
apﬁréiaal scoreé,' was ‘used se justification for . -
tfeating the data as being of intarval'levél for
fhis- pUrpose and Pearson correlations were

calculated.
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The I-E factor scores are correlated negatively
with B AMQ =cores in general due +to the
direction of  the scale {(ie a high score
indicating a greater degree of'exturnaliﬁy in the

relevant dimension).

The results o? the Pearson correlations are shown
in Table 7. The résults were comﬁared to the
results reported by Erwee and Pottas (1982) and
were also examined for any aspects of interest
which could relate to the further'_analfsis

reguired,
Comparisnn'fq the Erwee and Pottas (1982) 3tﬁdy

The correlations obtained by the researchers in
the prévious study are given in Teble 8, In bath
'paseé it was found that the Subfféctnrs of the
I-E scale and of the AMQ scale are significantly

correlated internally within each of the 3cél§$a_
This would " appear to’_ihdicate that the fadtofé
.derived are not ofthdgonai and that there is a

ralative 'degraé of = overlap Between_the factofs;
'The exception +to this in the case of.the current
study is the sub-factor, Action Orientation.
This does not correlate significantly with any of
the other sub-factors of the'AMQ except fpr_fhe-

FactoT of which it "forms - a  party
Goal-directedness and the - total AMQ score. In.
+the Erwee and Pottas {1982} study, this'faétor

also correlated significantly with Personal
Causation and the Personal Excellence factor.
‘Phis may provide information which could be
inver. gated further at ﬁ lateér stege in a

separate study.
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TABLE 7: CORRELATIONS BETWEEN I-E, AMQ AND PERFORMANCE APPRAISAL SCORES

menzion ' PBarais- [Awa Action | Aspira- [Persomall Gosl |Personslf ZTotal leolitical| Control |[Personal| melief | roC Cognitivel Inter-

tence of orienta— tiqn causatia Iraqtéd- excal - AMQ . | contrel [of social| control | in luck .tqtal skills |peraonal
Time tion laval negs lence ) ralation- ' skills
X ] ) ships

rzistence 1

areness of time

tion orientation 1 o o S , N
piration level o.0025 1| ' 5
rsonal causation =0.0088 { SRR

al-directedness

rgonal excellence
q total

ZRT

litical control Fi-R.2E15 ~0.0718
ntrol of soc. ral | -0.1457 | -0.0901 | -0.0808

i -0.0542
~0.{148

rsopal contral
lief in Iuck

T total %] -0.0772 izg 1
gnitive skills 0.0237 | -0.0985 | -0.0207 | 0.0484 | o.0553 | —0,0483 ] o0.0564 ) -0.0016] o0.0507] o.0886Y g,1287) 0.0838} 0.1326) 1
terperconal sk{ills ©.0135 | -0.1317 | -%.025{ o.0102{ ©.0533| -0.0716| 0.0271) -- 9332{ O.0192) o.0816) p.0775] o0.04a8 0.08 1

¥ Significant at 0,05 level




TABLE 8: .CORRELATIONS BETWEEN I-E AND AMQ SCORES (ERWEE AND POTTAS, 1982}

IDimension

Parsis-
tence

Action
orienta—
tion

Agpira—
tion
leval

Personal

tion|

Goal

T.

ness

Peracnal
exeel-
lencea

Total
AHNG

Political
control

Control

lof socizl]

relation-:
" shipa

Parzonal
control

Balief

in Iuck [

e
total

Parsistence

Awvareness of time

Action crientation

Aspiratiom level

Personal cansation

toal-directedness

Perscnal ascallance

AMG total

Political control

|Control of soc. rel

Personal control

Balief in luck

LOC total

Heay:

Significant st 0,05 level

EET
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In the current study, Action arientatlon from the
AMQ sc¢ale hasg no sigpificant relationship to any
of the I-E factors. 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 correlatiors between the

. sub~factor of Personal Causation in the AMQ and

the sub-factors of the I~E scale, The notable
exception in both studies is Oontrol of Social
felétionships - an aspect which ié discussed -
further in Chapter Five.

The Performance Appraisal dimensions

Two aspects are noteworthy, Firstly, tiera are

no significant correlatious between .= these
dimensions and _any-.of the AMQ or the IFE-sééle
faotors., This ceuld be desirable aé it ocould be -
n  indication of the relative
Qrthogonaiity of these dimenaidns to the others =
they could therefore not be. regarded. as measuring
thé same competencies as the other sariables.
The value would therefors be that they do add a
further perspective and dimension to the issue of

prediction which is pursued later.

The further aspect of interest is +the high
correlation between the twe performance appraisal
dimensions themselves which begs the question of
the actual measurement done -in the appraisals.
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The concern would be the extent to which the high
correlation represents the oconsequences of
possible halo effect in = the perfurmaﬁca
appraisals ag against genuinely equivalént
performance levels on both dimensions for the
individual subjects inecluded ‘in the samplé. As
the  reliability and #alidity' of performaunce
appralsal data was discussed at length eﬁriier;
“this will be borne in mind as a caution in the
application of the results of the study. ' '

iiil Age and AMQ scores

A last category nf”aignificanﬁ scores are thééé_
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
time, Aspiration level, Personal Excellence and
the overall AMQ score are signifinant at tha_o;ﬂb
level, The iaverse relationship would tend to

indicate that the level of Achievement mgtiyqtion
in some aspects decreases with incressing age + a
‘finding which is  perhaps nof_SUrprising.: There
may again be fisld for further investigation in
thig area, o

TABLE 9: CORRELATIONS BETWEEN AGE AND AMQ SCORES

¥aotor Porgis- :aﬁhranssr Action | Aepira-~ |Personal| doal . Parsonal | Total
orienta~ caueationidirasted-| exeel-
tion nesm lonoe

TNETRCTN BTN ) 1 RN

tanae
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SEIRTRAEI D B o Overall then, = the correlations yielded some.
LTt o results of interest. There are indications of

 ;_;* _  some areas which could provide material for
5;% : . ' further investigation. However, it was felt that .
these would %“e beyond the scope of the current

invesgtigation,
3. THE TESTING OF THE HYPOTHESES
3.1 HYPOTHESIS 1

Thefe iz no significant difference between the
mean scores for Locus of Control for those
individuals with . potential for . further

development'and those without,
The hyputheéis was stated in testable form as: -

Ho ¢ The mean of the total I-E score
for the population wiﬁh_potential
is. identical to that fdr' the
population without pnﬁentia;;

. Ha:i - _The mean of +the total IHE_sﬁo#g_
for the %wo populations differs.

T
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Sub-hypotheses:

There are mno significant differences between the
mean scores for the sub-factors of Locus of’
Controel namely Political Control, ontrol over
Secial Relationships, Personal Control and Belief -}
in Lﬁck for those lndividuals ﬁith potential for
further development and those without.,

This generates four separate Sets of hypotheses
where each 1s of the form of: '

Ho: - The  mean = of the ralevaht.'
“sub-factor -scqre-of-thé-populatioﬁ'_
with potential is identical to
that for the . population’ witheut
potential,

Ha . The mean of  the relevant
" sub~factor score for the two
populations differs. :

‘In the case of ' the main hypothesis and each of

the -Bub-hypoﬁheses, the results - of the
Mann-Whitney tests - used are shown in Table 10

under the headihg of "I-E test:écores".
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TABLE 10: MANN-WHI'TNEY TEST RESULTS

Variable P Proba=| Signf
value |bili-| at

' . L ty 0,08

IE TEST SCORES :

Total I-E ' 1.,6849 [0.090

Political control 1.3724 [0.16%89

[Controls sons 20018 1

Personal control 0,9828 |0.3560 | -

Belief in luck

-0,199 10,842
AMQ TEST SCORES - :

Total &4MQ 1.9195 [0.054
Persistence 0.2593 [0.796
I £9gBa
Action

{Aapiration

Peréonal.éausatipn : 0.8822 0m3?#

Boal directednes
e e v
ERFORMANCE APPRAISAL

The main hypothesis could not be rejected at the
0,05 level of significance, which indicates that
there is mo significant difference
propensity  to  internal or exterﬁal locus of

control betwesen the two populations'of_interest,-

The sub-hypothesis that the distribuvions of the

the .
differs. between the population with

that without :
4,05 level of

scores for sub-factor,

Relationships

Control over Social

and potential, was

at the

potential

rejectad significance.

in overall -
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There is therefore a significant difference in’
the extent +to which people with potential and
those without perceive themselvea to be in
contral of social relationships. The individusals
with pdtenﬁial appear to perceive themselves as
having a greater tendency towards an extarﬁal
locus of cantrol in this factor than these
without potential. o ' . .

None of the other factors yielded significant
differences. The implications of this finding in
the light of +the relevant theoretical and
qrganisationﬁl context_ is 'discﬁSEEd in'Chaptér .

Five.

HYPOTHESIS 2

- There is no significant difference between thé3

mean scores  for Achievement Motivation for those

individuals with potential for  further .

‘development and those without.

Th: hypothesis was stated in testable form as:

Ho: - Thé mean of the total Achievement
Motivation score for the
population with .potantial is
identical to . that - for  the
population without potenﬁial.

Ha : The mean of the total Achievement
metivation score . for . the two

populations differs.
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it

Sub~hypotheses

‘There are no significant differences between the

mean scores for the sub—factdrs of kchievemeht
Motivatien namely Goal Directedness and its
'sub—factors,  Parsisténce, Awareness of Time and

Action orientation, and Personal Excellence with

its sub-factors, Aspiration level aﬁd'Pgrsonai
Caugation, for those individuals with potential
- and those without, ' o

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

Ho: : The mean  of the relevant
' o sub-factor ~ score- for | 3ﬁha'

- population  with poteﬁtial- is
identical  to. that - for the

population without potemtial.

Ha : . Tha mearn . of .the relevant:
' sub-factor score for  the two -

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 "AMQ test scoras",
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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.
and Personal Excellence
at the 0,05 level of

This indicates that there are

Time, Aspiration level
could all be

significance.

rgjected

sighificant differences between  the two
The further.

of this finding is explored in depth:

populations in these. areas.
implications

in Chapter Five.
HYPOTHESIS 3

Thére. are no significant differemces between ﬁhe'
mean scores  ag measured by performance.appraiaal--
for the cognitive skille and the-intarperSQﬁal
of +those with potential for .

further advancement and those without.

individuals=s

Two téStablé'.hypotheses were generated from this
viz: ' ' '

Ho ¢ The mean of the =scores for
cognitive skills for
with potential is identical to
that for individuals without

potential.

individusls
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The mean of the scores for -
cognitive skills for the two

populations differs.
and

Ho : The mean of the scores foi
interpersonal skills o for
individuals with potential differs
from +that for individuals without
potential.

Ha: .'Ths mean of the éccres- for:

interpersonai skills  for the two
ﬁopulatioﬁs differs. .

The results of the Mann-Whitney test for the'two

hypotheses are shown in. Table 10 grider the

headiﬁg.fPerformanCe Appraisal".

 Both -the *hyjothe5es were rejectédz atk the-O,Gﬁ'
level of significance. - There is thus a

éignificant ‘difference in the scores for both

cognitive and _interpérﬁongl_ skille. between the

populations . of those individuals . with the

potential  for further ﬁdvan#ement 'apd those

withouﬁ.
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HYPOTHESIS 4

Az a consagquence of +the _fésults- of the above -
hypothesis testing as well as of .the results
reported earlier for the biographiéal details,
the independent variables selected for the-
construction of a predictive model were tio

following:

l.anguage
Age '

. Time in Current Posgition
Control over Social relationships
Time awareness .
Aspiration level
Coghitive skills

and Interpersonal skills.

Thé_ biographical variabies were'inclqded in order
to determine the potential 'imprOVement”.inf

prédictive accuracy which could 'be adhieved in

‘this manner.

The group identifics'..in variable used, was the
classificatibn of +the subjects according to the

~penel assessment of whether or not they had the

potential for . further advancement. As shown.
before, the 124 cases received in total was
divided 1into 24 caszes with potential for further

"advancement and 100 without. of _these casges

théere were 120 cases with complete sets of data
which enabled the inclusion of the cases in the

" gubsequent analysis.
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The discriminant analysis was firstly performed
on all the identified variables. Table 11 gives
the classification of +he subjects in terms of

predicted &and actual grouping as calculatad by.

91,3% of the subjects
with potential were classified correctly by the
model whereas only 79,4% of the subjegts ﬁithaut
classified correctly. in
of Wilk's {Hintze,

the discriminant analyszis.

potential vwere
addition, the value Lamda
1988) is 0,7034 for
means

the olassification was accounted for by the

e

the given variables - this
that only roughly 30% of the variability in-

independent variables. - Thim is quite low and
casts doubt on the effectiveness of the
classification. '
TABLE 11; GLASSIFIGATION MATRIX
— Predicted
Total With Without |
o patential | potential
Total . 120 43 ' 77
Actual With potential 23 e . 2
Without potential 97 22 [

Percentage reduction in clameification arfqr: 60,0

The hypothesis stated, namély:

The proportion of people who are predicted
te have potential by the model will be

identical to

panel;

the
actually have pbtantial, as amgessed by the -

propertion of people who
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was restafed in testable form as:

“Ho: The proportion of people predicted
' by the model to have potential is
identical to the proportion of
.pepple assessed by the panel to

have potential;

Ha s 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 -rajected at_'the.0,05 o

level of significance. -This'aimpliaa-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 s=eem *o provide further
evidence of the inadequacy of the model,

However, it should . also be noted that the model
- did «classify & total of 36 cases correctly, ie

80%. of the subjects were correctly classified by

the wmodel =~ & finding which appear to support at

least a measure of predictive accurscy for the
mOdEl . . . )

Desplte the lack of statistical.auppoft for the .
hypothesis, the discussion in Chapter Five
highlights some of the very useful issuss which
emerge from this attempt at model construction, .




T AR

- 148 -

In particular, = the model suggests other "

approaches to the issue of the identification of
potential and suggests that there may be 2 way in

whisch the Jjudgement of ASSesSsors can he

gupplemented.

COMPARISON WITH THE ERWEE AND POTTAS {1982)

STUDY

Az disecussed in Chapter Three, t~tests for the
differences between the means of the results

achieved by Erwee and Pottas {1982) in'ﬁheir
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 ig validated and the results

of the BErwee and Pottaz (1982} study were given

in grouped form only, in terms. of means and

standard deviatisns.

Table 12 : gives the means and the standard

deviations ffoﬁ the Erweéjggg Pottas (1982) study

"as well as the t<values and the probabilities

found' in the testing procedurs. As can be seen,
the only factor which gave significant resalts

Was the sub-factor "Control = of Social

Relationships" of Locus of OCentrol., ‘The fact
that thig was the only factor of the Locus of

Control scale which differentiated effectively

bétWean the population with potential and that

without potential raises some  interesting
questions which are discussed in Chapter Five,

particularly as the subjects in the current study
gseared lower than the Erwea and Pottas {1982)
subjects for this factor,
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TABLE 12: MEANS AND STANDARD DEVIATIONS FOR THE
ERWEE AND POTTAS (1982) STUDY

el

I.nn— pridaiaisn

Dimensions Mean Standard {t-value Proba-

o n = 101 |deviation ~ | bility

Political control 1.77 1,4 | -1.003 0.3158

Control O.Ver. Social 1,66 1.4 . 2:699 ! 000075
relationships - o :

Personal CQontrol 1.6% 1.5 0.5841 0,553%

0.9 1

Personal Excellence

Fidy Lol Lkt

-

Persistence 16,91 3.1 | -0.4302
Awarenr:ss of Time 13,52 4,2 ~1.08%8 0, 3008
Action urientation 6.42 2.3 | -1.2366 0,21L97 :
Aspirabion level 15.44 4.1 | 1.0186 | 0.3084 | -
Personal causation 9,62 2.4 | -1.8595 | 0.0846
Goal ~directedness 7.8 | ~1.,1293 [ 0.260%

5 .

'u_.__w;?_:

5. SUMMARY

- This chapter

analyﬁis
study.

presanted

" the -resultes of the
of +the dats which was gathered for this
It has looked at & profile of each of the .

two populations of interest in bibgraphical terms
and has also identified significant differences
between the populations of interest in a numbery

of ggpects.

An attempt was made +to construct a predictive

madel based
differentiate

gignificantly

hetween

on the variables which were found to

- the
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pdpulation with potentiél and that without. The
madel was moderately successful, but should -

probably ke viewed more in the 1ight of a“méana:

of challenging +the purely armchair, country-club
type of assessment thar as an absolute mechanism
for “distinguishing between . managers with
potential and those without.

Finally, the results obtained for this group of
subjects In terms of their scores on the I-E agd-
AM@ scales were compared to the Erwee and Pottas
{1982) study to determine whether any significant.
differences were detectable bétween_ the two

‘populations. It was found that only "Control -
ovary Soecial Relatiomships" in the I-E scale

showed & significant difference between the ‘tws

ETOUpSs.
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CHAPTER &
' SUMMARY, CONCLUSIONS AND RECOMMENDATIOHS
OVERVIEW OF THE STUDY

The banking industry has become incﬁéasingly.
éompetitive over the last few years. This has
been the result of the deregulation bf'mutﬁal
agreements  amondst the banks 'thEmselﬁas; the
redefinition of the financial indusﬁry as a whole

due to. Government deregulation and increasing

. pressure on the banks from néw-_entranté into

their tradifional .markets.-

greater

There hes alsc been
competition for more specialised
résources  and

skills. -

in particular, for marnagement

gqualities which  are . required - to lead
organisations . through the turbulent times we are

facing, has intansified the search for management

. faleht;.

The study _was' prompted by the naad to davelop a
means of identifying peorle with managerial

potential in a relatively uncomplicated and cost

At the same time, the development of a o
‘cadre of "new age" managers with the leadorship
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effeétive WAY . A further requirement was.thgt-
the method used, should allow for the initial
screening of e relatively large number of
paople. A number of other techniques such.as thé
Management Development Centres (MDC) =~ an
in-house assessment centre - and in-depth
psychological testing -are available for this.

purpose,

However, these techniques require sbeciaiised
resources in terms of gqualified and registered
psychologists. Furthermore, the MDC is axtreﬁely
expensive and can only deal with a limited ruaber
of people over any given period of time,fas_nd
more that twelve candidates can be handled in any

one four day session.

It was decided that the theoretical framework

provided by the competency model proposed by

Boyatzie (1982) would be useful in investigating
those competencies which would be required for
Buccess in a maﬁagerial role and ﬁhidh.could
therefore distinguish between individuals ‘with
the pdtantial for further_advéncemant'and.thase
without. ' '

A mveview of the literature on leadership and the
reguirements for management of the organisations
of +the nineties, led to the identification of a
number of competencies which could be significant
in differentiating between individuals with the
‘patential for meeting the new demands and those
without, The full list of competencies compiled
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was screened. on the basis of relative importance
_ and alse of the practical requirements of the B
ﬂ_i ' organisation, Locus of Control, Achievement
_ Moti#ation and'Cognitive and InterpefSQnal skills
"'J : emerged from this filtering ﬁrocess as a set of

*’ﬁi;:J ﬂ *?i_i_iﬂl : competencies which were generally considered to

_ be impbrtant by various authors and by
.”lhi individuals interviewed within the bank. In
addition, the competencies could be readily
assessed and appeared to allaﬁ the required.

differentiation.

It was proposed that individuals who have the
potential for further advancement would tend td_"
perceive themselves as internally contrnlléd
relative to those who do mnot have further
potential. In addition, it was also proposed
that individuals with potential would have a
higher need for achievement than others. They

would elso have - stronger 'cognitive_'_ﬁndg'
interpersonal skills than those individuals who
would not progress _fﬁrther-in’th&'orgaﬂisatioﬁ.
Finally, it was proposed that .it_ Would"bé
-possiblé to comstruct a predictiﬁe model, based
on the strengths of the sdbove competencies for
particular individuals, which would allow the
classification of individual# into two groﬁps'-x
those with the potential for further advﬁhcemént
and those without the potential.

An  issue which was considered as a poﬁential_
problem was that of only assessing individuals
within one organisation. However, it was decided ' S
that as this would be a pilot study and as o
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aspects such as management style and therefore
potential for advancement are strongly culturally
dependent fKerr and Jermier, 1878; Hefséy.gng
Blanchard, 1982; Burke, 1987}, this limitation
WOuld not impact on the value of the study for
the bank. It should, however, be borne in mind
as a caution in attempting to generalisa-the-

findings of the study to any other organisations.

The study was conductéd within the populétion of

branch and area managers - a population~of 138

people. ~ A set of questionnaires consisting of a
basic bicgraphical guestionnaire, the I-BE :
questiohnaire (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.in&ividUal;_
was sent out %o all the area and branch
managers.  Performance appraisal information from
. the bank's internal performance appraisal system
was used to determine the.strenéth of.CogniEi#é -
and . Interpersonal tkills for each .of the
subjects., This infermation wag availabie on the -
bank’s computer system and was éxtpacted from.the
- database. _Complete datasets.were afai1éble_fqr
123'subjects.. . . ' s

The overall group of sﬁbdects”was divided into
two groups - those with the potential for further
advancement and those without potential. This
was done on the basis of assessments by a panel
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congisting of the individual’s immediate
guperiqr, the superior's peers in other regions, 
the divisional head and the Human Resources -
Executive for the Division.

The pfopositions about differences in Lacﬁs;of_j'
Control, Achievement Motivation, Cognitive skills
and Interpersonal skills between..the' subjects
with potential and thoée without, were tested by
ﬁéﬁns of Mann—Whitﬁéy teste as the data was
collected by means of ordinal measuremehts. In
addition teo  these competencies, the biogréphicai.
data releted to age, language, education and work
experience were alse tested to determiﬂe-whethér '
there were any significant differences between

the two groups,

It was found that people with--potential are
prédominantly "English speaking; are youngar. and
have spent less  time in their'current pogitions

than their colleagues,

It wes further found  that within the overall

competency of Locus of Control, Contrel of Social.

"Relationships differentiated significuhtly
between the two groups. In the Achievement
Moﬁivation competency, Awareness - of Time,.

Aspiration Level and Personal Excellence were
found to show éignificant differences between the
two - populations. Finally, the levels of
Cognitive skills and of Intérpersunal 1l were
found = to be significantly different .n the two

ropulations, -
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A discriminant analysis was performe. sing the
competiencies which were found to  differ
Significantly between the two populations as well
as lahguagé, age and time spent ‘in surrent

position as independent ' variables. The

discriminant function derived, obtained relati#e

success in the classification of the two

populations. . However, there  were a number of

'mis4c1assified ‘cages  which were investigated

further, This further investigation raised. some -

questions as to +the original classification of

the subjects.

DISCUSSION OF THE RESULTS

The discussion of the results will be presented

“in ‘terms of findings related to the biog -:phical

variables and. gsach of the initial propdsitipha_:'

stated. and the nypotheses which weré_tastéd'in

attempting to substantiate the pfppositiohé.

 BIOGRAPHICAL PROFILES -

The biegraphical varisbles for the two groups
were investigated in depth-&s-it-qu 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 étﬁd&;
it was also not possible to design the research

conditions in such ‘& way as  tp negate the -

potential influence of these aspects.
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found that age and length of

current position differed between

.It was language;

time spent 1in

the group with potential and that without.

LANGUAGE

In the it was found that

English-speakers

case -of language,
were represented in a

significantly higher proporticrn in the group with

potential than in the overall group. in
addition, +the proportion of English-~speakers in
this group was significantly higher than in the

group without potential.
this 1is
actual distribution of the bank branches. The -

1t . i= possible ''at

a circumstance which has arisen from the
major proportion of the bank’s business, as fof_:
any othe» Seuth African organisation, ig in fhe_

PWV This means that managers with greater

area.

'.-potential' tend to be placed in this areda- As the

language of the  ares tends' td.-be
predominantly English, = it " be - that
English-speakers are favoured by the environment.

busineEé
may

. A further speculative reason for this difference-

rélates to the culture of the English-speaking

South ‘African population as compared to that of

population. It ix
English-speakins_
liberal, less
~ than the
In fact, there

that there is no tradition of

the
denerally

Afrikaans—speaking
perceived that the
from a more

population come

authcoritarian background
Afrikaans-speaking population.
has been comment

Afrikaner liberalism at all {Du Toit, 1987}, IL
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may be that the requirements of leadership in the
new organisation with the concomitant empowérment
of people, parficipation_ and flattening of
hierarchical strustures is somewhat foreign to

the Afrikaans culture.

The results found, showed that the average age of
the subjects with potential was 40,29 years as y
against an aversge age of 44,28 years for the
group without potential - a difference which is
statistically . significant.. This - is_.ndt._a
surprising result, as individuals with potential
are generally seen to progress more rapidly
through the organisation than others - . an
explanation which is alse substantiated by the
findings on the timé sbent in current poéitiun.
As the level of the whole group of subjgctsfwgs
‘pelatively similar, the group with potential had,
in effect, . arrived et this level sooner than °
their colleagues. -

TIME SPENT IN CURRENT POSITION

Subjects with potential were found to . move
through the ranks of the . organisation more
rapldly than their colleagues, SPending lLess time
in any one ©position. On average, those people
with potential had been in thedir current
positions for about two years as coupared to
nearly three and & half years for those without
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Again, this is not a surpfisiﬁg
only aspect which :could' be

potential.
finding. The
questioned, is whether the average age of 40, and

the time in current positicn of two years is not
still too old and . too long. .

pérhaps

respectively, If the organisation is going to

achieve what 1t needs to deo, it may ba that even

faster movement is going to be required. This
may point *to +the need for the introduction of
gome form of concentrated management development

. process  in the organisation in which potential .

high-fliers are moved throﬁgh the organization as
rapidly as is sensihle to ensure succession.

OTHER BIOGRAPHICAL VARIARBLES

It 1§ of interest that although total banking @ =~
‘experience and management experience are quite_.:
highly correlated ~with age ({age!management

experience correlation is 0,7211 and aga:banking

experience correlation ism 0,6371), neither of -
these variables were significantly different for '

the two groups..

In the case of University qﬁdlifibaﬁiona.'thé

overall - number of people with some form ‘of

qualification is quite small. Only 15,3% of

subjects had some form of University

gqualification {including part-time diplomas) and
only 6,6% of the subjects had a degree, Thig
means +that the samples have very small numbers of
people in them and this may have led to the lack

S
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of significance in the results 6btained here. 1In
of Banking qualifications, the picthre
is somewhat different with 61,2%_df the subjects

the case

having some form of qualification. It may bhe
that the difference here is not significant as
this is virtually an entrance requirement for
anyone within  the management. rarnks in the
ocrganisation.

then, the two populations do appear .

in téerms of langusge, age and time in

In general,
to differ
current position, As a result of fhia,-age:and
in current position were taken  into account

in the construction of the model tested in the

discriminant analysis.

time

THE RESEARCH PROPOSITIONS

Four ‘sets of propositions were stated initially.
The results obtained in testing the hypotheses -
each of these .
depth. ~in this _
relationship of the findings to the theoretical

generated from propositions is

discussed in - section..  The. -

. framework and other research findinge reviewed in

Chapter Two is also considered and discussed,
PROPOSITION 1: THE ROLE OF LOCUS OF CONTROL

It was propnsed that individuals 'ﬁiﬁh the

potential for further advancement would be more
likely to perceive themselves as being internally
controlied twat those without +the potential.

This was reatated in terms of testable hypotheses
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looked at the differences between the

population with potential and that without in

terms of:

Their perceptions of themselves in terms of

" overall Locus of Control as maasured by the

I-E scale;

Their perceptions of themselves as measured
by the I-E zcale in terms of the sub-factors
of Locus of Control identified by Hrwee and
Pottas  (1982), namely Political Control,
Control of Secial Relationships, Personal

Control an’ Belief in Luck,

Initial examination of the means of .the
distributions of +the I-E total score and the -
sub-factor scores, showed a sompletely unexpected

result when compared to the previous literature

on leadership and management reviewed in Chapter

Twao.

The scores - for those individuﬁls. with

potential generally appeared to . be
 higher  than  for those . without
potentialJ This implies that people with
potential could  well perceive tﬁemselﬁes to
be more externally contrelled than
those without potential, This conflicts

directly with the theoretical model built up
from the literature which tindicated that
leaders would tend to be mare.intérnallv
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 sisnificantl?;:
was the factor for Control - of Social
Relationships. This would appear to indicate
that individuals with potential tend tq ﬁerceive
themselves  asg more passive in Bocial
relationships than those without potential.

The distributions of the overall I-E score would
differ significantly at &a probabllity level of
0,10 =~ an indication that there may also be some
trend evident 1n terms of the general direction
‘of Locus of Cohtrdl,: with ‘a  tendency towards
'éxterhality being evident, : .

A= was stated, the result is unexpected in the
light of the theoretical mnodel. Howév@r, it is
not complétely surprising within the context of
the environment in  which the vstudy' WAS
conducted. " 'Phe apparent feelings  of
helpleseness and powerlessness which were
detected in the open  interviews with managers
mentioned earlier, were an indication that
siccess in the environment of the bank did not
necessarily mean that an individual had to have

an intewrnal LocUs-ui Control. ' '

It would appear that althoush progress-in the
organigation 1s possibly dependent to aome extent
on the efforts of +the individual, individuals
gare relatively powerless 1in the mnanagement of
their own careers. In fact, the notion that an
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individual can and should be ‘pfoactive-in the

Ao e

management of thelr own career is= relﬁtiVely
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 ydg.

'r:'f _ the appropriate moves will come your way. None

) . of this requires an attitude of being in control

_ of your own destiny or the feeling that you ha%E"

1 o : the power to control your own rewards and

g p o

punishments.

S & o In particular in tﬁe area of the control of

' sociﬁl relationships, it is possible that those -~

g ﬁanagers who are seen to have the potential for

:*? . _ further = progress, are in  tune with - the

regquirements of sozial rélationshipé_ﬁithiﬁ thef 
organisation end work . within these and-abidé'by
the requirements passiVely, rather than taking an

active role,

it .ahould also be nbted,-howéver, that the éédfeﬂ.:
for both groups are still ralatively low -~ a fact.
whlch would tend to indicate that there is still
more of a tendency.tuwarda some form of internal
control,’ rather than & complete tendency towﬁpds

- axternality.

It . should be borne in mind that any:
classification errors which have been generated
.by the assessment method used for potential eould
impect on the significance of the results. The
raters consisted of a penel which was made up
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largely of people who were in charge = of the 
pecple being assessed. The possibility that
these agsessors would prefer individuals who ‘are
more externally controlled - ﬁarticularly with
respect +to +the way in which they manage sodial'”.
relationships with their superiors, the panel,.
should not be dignored. The panel may also have
preferred individuals who are not likely to "buck
the system", as they would be'easier_ta'mqnagE"
and would alsoc 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 reséarch BY Barerman (1982) - which ﬁaé
reviewed earlier. _ He.propbéad that performance
would be dependant on ﬁhe ﬁegreé of fit between
the extent to which an. organisation imposes_'

control and the individual's capacity to use
control, The findings may therefore also imply
that - the organisation 4is not able to tolerate
individuals who are too .internally oriented as it ..
tends to be somewhat autocratic ih n£ture and'
" tends to impose a 1lﬁrge amount of 3axternal
control on individual members, Irdividuale who
are  externally controlled would adapt more

readilv to the environment and'would_therefdre*”
perform better. ' ' '

Work by Andrisani snd Nestel (1876) which looked
at ‘the stability of Locus of Control in the face
of various types of work experlencex, may alszo be

TSR T
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relevant here. Their study found that actual

work experience may influence the direction of.
individual Locus of Control perceptions as well
‘ag  the other way arocund. If aﬁ individual
therefore experiences a work environment in which
a proactive stance is not necessarily encoiraged,
he may change his own perceptions as to his Lbcus_
of Control. '

Lastly, the curvi-linear relatiocnship between
Locus of Contrel and performancs which was found’
by Boyatgis (1982) should be cohsidefed. " He
found that both good and. poor performers
perceived = themselves as being internally
' controlled. It may be that managers who &re not

successful and are not seen as  bhaving the

potential for furﬁhér advancement may be still bé,
- more internally controlled than their colleagues
with potential - particularly in the area of
control of social relationships. © They may, -
however, -be behaving inappropriately as'a resﬁlt.
of this - a factor which could disqusalify them

from further edvancement.

In SUnMKATY then, it would seem that <those
individuals in the organisation who are seen as
being the high-fliers, generally perceive
themselves .ags being ‘relatively more externally
controlled and significantly so. in the area of
control of social relationships. This result is
somewhat surprising in the light. of the
literature reviewed, but is not unexpected iﬁfthe
context of the organisational culture within
which the relevant people are functioning. The
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issue of fit bLetween the individual and ' the

culture, preévious experience with the environment

and the poszsible inappropriateness of behaviou:- .
exhibited, could be some of the reasons for the

apparent discrepancy between the literature and _f
the results of -the study. In additign, the
effect of having a rating panel consisting of
individual=s who are in charge of the.people being
rated, should also be taken into consideration as
they may tend to choose individuals who Maiﬁtain_
their own relative ocomfort zones  rather -than
those individuals who may be out of line in many

instances.

The conseguences of the above results fbf.ﬁhe
organisatien are interesting in vpractical terms.
If people whec are their “own'peéple“-(Zaleznik,
1977; Bennis, 1989) are really going to be

reaquired to manage the organisation through the -

nineties, the qrganisation"wiil ‘have to review
the criteria by which it chooses its leaders and
managers radically. - This aspect .is discussed
Purther 4in a later aebtign dealing with the
implications of the study.

PROPOSITION  2: . THE ROLE OF  ACHIEVEMENT
MOTIVATION - ;

Tt was proposed' that individuals with the
potential for further advancement would have a

greater need for achievement than those without

the potential . for further advancement. The
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proposition was restated in testable form in
ternz of the differences between the two groups
of individusls on measures of: '

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

The strength. of ‘each of the sub-fachofs of
Achievement Motivation identified by Erwee
and Pottas  (1982).  These factors are
.Parsistence, Awareness of Time, Action
Orientation, Goal-directedness, Aapiraiioh

level, Personal Causation  and Personal
Excellence. . '

-3

In addition, the relationship between age and the
strength of Achievement  Motivation was alsc

. examined.

The relationship between age and Achievement .
‘Motivation '

The results which were obtained firsily 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
factafs of Awareness of time, Aspiraﬁiuﬁ lével.
Personsal causation and Personal excellence as
well as the total AMQ score. This result is not
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unexpected. Kimmel (1974), for gxam#le, refers
to & model of changing motivation throughout life
in . which the so-called "growth-expansion” motives
of which Achievement Motivation is an integral
paft, are the predominant motives in the firat.
half of an individual‘’s life. This changes in
mid-life, when the individual senses that the
period of expansien in his life is at an end. He
then goes into a phase of contracf*on_where'goals
becoﬁe focused on stability and r- cirement. The
change may also take place due to tls rei-cive
degree of satisfaction of some of the expansioh
motives which 1is sxperienced at a later stage of
life. s

The  relationships found in this study is
therefore consistent  with general patterns found

by other researchers. This could alsoc be one bf_f J

the reasons why age has been found - tof_
differentiate between the population with the
potential for - further advancement and 'theif

colleagues.
Overall findings for Achievement'ﬁntifatiOn_

In the case _ﬁf Achiavement Motivation iteelf .in.

the twe populations, there are three findiﬁgé of

interest. In the first instanca. it was found
that the means of the distributions of the.
averall score for Achievement Motivation -as
meoasured by the AMQ did nsc differ between the

two. populations, However, one of the sub-factors
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of the Goal-directedness cluster, Awéreness of
Time and one of the sub-factors of the Personal
Excellence cluster, Aspiration level, as well as
the Personzl Excellence factor itself, did show
differences between the two

populations.

In all rases, the level of tha'factar was
higher for the population with patentiél
than = for the  population  without
potential.

‘These findings confirm part of the second set of.
propositions. Closer examinstion of the areas

‘which were found to be significant leads  to-

additional information of iniLerest.
Awareness of Time

The definition of Awareness of Time implies that -

individuals who score highly in this factor like

structure im their lives and mre well-prepared
for any eventualitiea. They ensure that their

time management is impeccable., They alsp'have a

' future  ovientation which,  according to the

"definition, includes precise plans and definite

career goals.,
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It is understandable that an aspect such as this
should be seéen as relevant in the envirﬁhment of
the bank. The bank is a highly structured
environment in which a greét_ number dfspéuplé
have to interact in s co-ordinated manner. This
ig sarticularly +true for the management of the
organisation where one of the primary .rolés
relates to the co-ordination and integration of
the efforts of others,

The  only element of +the definition which would

seem to  contradict the eariier findings in

respect of Locus of Contrél; is the aspect of
carser goals, However, .f +this is examnined

closely, it is net necess.rily GOnfrddictory
either, as an individual ma- well have goals
without having the certainty that he is able to
inflgence £he achievemeﬁt of the.e goals iirectly
himself,. It is also, however, of intereost to

note +that this sub-factor gof the AMQ didfnut.'in'.

fadt,_ correlate significantly with any dfzthe

sub-factors of the I-E scale and had a very low,

though somewhat significant currélatioh with the

overall I-E score.  It3mﬁy therefore be that the

element of proactivity which is implied in the

definition should mnot be over-emphasised. . It

would seem that the emphasis is on time
management rather than proactive planning. .

Aspiration level

Onece 'again, there 1is &a need 'to congult the

precise definition of the sub-factor before
discussing the findings.
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Agpiration level embodies the need to take
calculated risks and respond to chéllenges
which may not necessarily lead to success.
The individual =sets high performance
standards and demandihg gaals_.for-himséif-
and for others in his environment. Sﬁéh_
veople are prepared to go to'gféat lengths
to _ﬁchieve what they have set, out to do.
They may prefer to run théir own business
rather than working for an employer - an .
entreprensurial stance. ' o

If this is compared to the original definition of
Achievement  Motivation as given by Murray (1988°

and quoted earlier in this report,; namely:

"fo accomplish something difficult. .
master, manipulate, or organize - physical
objects, human beings or ideas, Td'dq this
as rapidly and 'indépeﬁdently' as possible. .
Py overcome obstacles and obtain a high
standard., To excell oneself. To rivéliandf
surpass others. '_To increase self-regard by
the successful exercise - of talent." {in
Maddi, 19768, p. 287); o

it is apparent that the sub-fastor of Aspiration’
level olosely mifrurs' the élaSsid_definition of
~Achievement Motivation, Both embody striving for
perfection . and excellence. in  the face of
difficult odds as well as an eiément'_of
competitiveness. - 'If the work on leadership

reviewed in Chapter Two iz revisited, it is very

" appareant that +this specific element ism a key
ingredient in the make-up of Jleadera. .It iz,
therefure, reassuring +to find  that  this
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relevant onhe in
those individuals in the
and those without in the

orientation is saen as a
distinguishing hetween
bank with poteéntial

current study.

An  aspect  which could caugze concern in the
of the
generally . regarded +to

context organisation is that progress is

movement through
thia iz the

creating an

a hierarchical structure. If

case,
and . is

more responsive to

environment ({Dirucker, 1888; Kanter, 1889).
Personal Excellence

The cluster. cohsists of Aspiration
It is therefore defined both

striving for

Perwonal causation.

in terms8 of needing
demanding c¢hallenges
will be due

the  sub-factor,

excellence,
and believing that success
to one's own efforts. In addition,
Personal Causation correlates

significantly  with three of the four sub-factaors

ef Lecus of Control as well as with the total
This would imply that the two constructs

It is noteworthy, however, that
Causation does  not
with Control
the one factor of Locus of Control

ECore.
are =imilar.
gorrelate

Secial

Personal
significantly
ralationships,
which differed
populations, This result c¢ould therefore ha geen
te contradict that found with respect to Locus of
Control to some extent. '

aver

significantly between the two

be synonymous with upwafd;--
it could be problematic.in :

organisation which has leas levels
the demands of the

level snd
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' The apparent contyadiction can be clarified by
noting that the significance found for. the
cluster sas a whole, could be due to the effect of

the Aspiration level factor only as the Personal.

causation factor was not found to differentiaf

significantly amongst the two groups at all. The

‘score for the cluster as a whble.is-simply'the.-u'

arithmetic =sum of the scores for the two

individual sub-factors, . As there are twenty-one

items jin the Aspiration level factor and only

thirteen 4in the Personal causation factor, this.
means  that the Aspiration level factor is

effectively weighted riore 'héavily ~than the

Personai causation factor. This can also be seen

from the fact that the - correlafion--betwéen
Agpiration level and Personal excellence is

0,9528 whereas +that for Personal causation and

Personal Excellence is only 0,7295;

In summiry,'then, the study hds_&ubstantiated“thé'f
. 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 {he POPU1atinns.are Awareness
of time and Aspiration ~level. In the case of

Awareness of time, this is probably a reflection
of the culture - of the organisation, The
sub~facktor, Aspiration level, is seen as tha
"purist" part of Achievement motivation .as
defined originally. It confirms the work done by
previcus researchers in the field with respect to
the essential nature of Achievement motivation as
a competency required by leaders.

i
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PROPOSITION 3: THE ROLE OF COGNITIVE AND

INTERPERSONAL SKILLS

In the third proposition, it was stated that the

level of cognitive 'and interpersonal skills

displayed by individuals would differ between the -

population with tha 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. ' '

Cognltive skills

. Cognitive skills were defined as CGnsistiﬁg.cf
analyticadl _ability, conceptualisation skills, the

sbility to  innovate - and- show 'initiaﬁiﬁé,_':"'

flexibility and the sbiiity to think im helistic,
 systems terms within  the context of an overall,
broad picture, This definition was uper&tionaily”
as the assessment of the subjécts against a
number of . ltems which described the overt
behaviours which could be seéén as being typical
of 4individuals having the above skills. These

items were assessed as part of the dimensions of

Initiative/Flexibility and Problem analysis ‘on
the performance appraisal gquestionnaires
{Appendix 6}, Part of +the analysid of the
performance appralsal information done ahnuallyy3
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revisws 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:

- Rises to the challenge . posed by
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 ahd'is _
prepared with alternatives when ‘they

arise;

- Anal#aes informétidn - 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 woight and therefore add the most to the
definition, Reference tp the review of the
literature indicates that aspects such _as the
integration of informstion has heen noted as
highly " relevant (Isenberg, 1984}, . _ The
anticipation of  problems and flexibility in
dealing with various situations, has alse been
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emphasisea .(Garfield. 1986; Kelly, '1986). 1Imn
addition, the need to use initiative and innovate
is stressed repeatedly by various authors
(Bennis, 1989; Tichy and Devanna; 1986;'Kelly,'
1988). ' ' '

In testing  the hypotheéis, it was found that
there was & significant difference between the
two populations in terms of'cognitive.skills-with_-.
the population with potential scoring'highef'thanu
their collesgues. ' - -

' This could therefore be seen as cqnfirmatipn qf_ f
the expectation that this competency is essential.

for leaders and managers.

‘The validity of the ratings given, can be
questioned 'in terms of. the ovérall reBervations::.:
whieh  have been expressed aboﬁt ferform#nce '
appraisal. In particular; the effecty of various-
tjpes' of Tater bias could be Eonsidéfed"to

~gonfound the results. ' '

' Examingtibn ¢f - the distribution of the raw
ratings given for the dimensions used,
indicates that the range uzed extended from

four  to nine - in the  case  of
Initiative/Fleﬁibility and from three to tem
in +the case of DProblém Analysis. The raw
mean scdre .for Initiative/Flexibiliﬁy  was
7,06 with & standard deviation of 1,19 while
that for Problem Analysis was 6,86 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 incresased
the differentiation amongst the individuals

assessed.

4 further concern in the use of the scores is the
fact that there might be a cohfounding'cf 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 aof the performance'.appraisai
analysis ' indicates that in terms of current

performance, the dimensions of interest are -

. ranked = . sixth out. - of gix - for
Initiative/Flexibility and f£ifth out of six
for Problem Analysis. Despite this, these

dimensions in combined form differentiate
very signifiéantly between,_the: pbbulation
with potential and that without potential.
It would therefore  appear to. be reasonable
fq accept that there is no éoﬁfounding in
terms -of +the curient application of . the
'infofmatian;_. ' ' '

.

It  can therefore be: assumed with reasonable
certainty “that cognitive skills play a
éignificant role in differentiating individuals
with fhe potential for further advancement from
those without, '
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Interpersonsl skills

Interpersonal skills were defined as consisting
of interpersonal awareness, cqmmunicatidn; team
effectiveness, the development of people,
allowing participation ‘and empowering peoplé;
giving direction to others, negotiating skills
arid Thaving a presence. As in the case of'the
coghitive skills cluster, this competency was
defined operationaily in terms of the performance
rating of the individual against items on the
performénce' appraisal. Thé_items'cf interest inm .
this case were those which made up the broﬁd:-
dimensions of Communication/Inteéraction . and

Leading (Apﬁgﬂdix 7y,

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

- Hither=- manner and bearing inspire .

confidence;

1

::.Commahﬂs the"reépect af_stéff;

-  Communicates effectively at all levels;

- Presents concepts orally 'in a

confident, informative manner;

Participatés constructively in

group/team discussions:
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- Meets requirements thraugh-teamwork§

- Readily provides clear direction for

others;

- Provides effective performance feedback
to his/her staff. '

The review of the related literature reported
edrlier emphasised aspects such as téamﬁérk
{Kotter, 1990; Zaleznik, 1877 Bennis,~ 19835
Peters, - 1987); the need tc.provide'an-exéﬁple for
others and to direct and coach others (Senge,
1990;  Rosemer, 1990; Ninomiya, 1988; - Peters,
1987) and the need to establish communications
natworks throughﬁut the organisation {Kagter,j.:
1989; Kotter, 1988; Bennis and Nanus, 1985;
Mintzberg, 1975),  All of these aspects are
covered in. the items included within:tha.dluster 

of interpersonal skills,

The hypothesis _teéting procedure indicatad_tha£
there  is a significant difference between the two
-populﬁticns in +the means of the distribufidné of
" the scores for. interﬁersonal skills, As in the
case of cognitive skills; the population with
potential scored -more highly than:the pppulatiqn'

without potential.
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This would again seem to indicate that géod
performance on the interpersonal skills cluster
distinguishes  between individuals with - the
potential for further advancement and these.
‘without. This is the result which was éxpected

.in terms of the review of the literature.

An analysis of the raw performance appraisal:
scores agéin indicates that a rraisonable range of
stores  was  used. The rge for both
Communication/Interaction and L-.aing was from
three to ten. The means for the two dimensions
are 6,81 and 6,57 respectivel; with standard
deviations of 1,29 in both cases. Both the
dimensions were again standardised to a mean of
68 and a standards deviation of 13 to incrmase
Gifferentiation slightly and offset the effect of
leniency. An examination of the raﬁking,qf the
dimensions shows that Communication/Intéraction
was vanked third out of six and Leading was
ranked fourth. This would once again tend to
indicate that <+here 3is not a ¢unfusiéﬁ of ‘the
dimensions which should be used for assessing
potential with thése wnich are relevant far

- assessing performance in the cufrent-positione

As in the case of Cognitive skills, it e¢an
therefore be assumed that Interpersonal skills
sre relevant in distinguishing between the two .

populations.
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iii)

The relationship betweern Cognitive and

Interpersonal skills

The +two clusters of skills are very highly and .

gignificantly correlated with one another

(0,09099). This raises the gquestion of the

relationship between the two clusters., It would
seem that they are, by definition, not’

necegssarily related +to one anovher and yet the

high correlation would indicate otherwise.

The most probable explanation is that the
performance appraisal tends to show some measure
of halo effect. If an individual has been

assessed as. being - highly ~ competent in the

‘Gognitiv. 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 ig not °

likely to be as strong. This is borne out by the

digtribution 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'intefpérsupal skillx, 7,67. In the-
cage of the populations without potential, the
. comparable figures ave 9,2 and 8,71 respectively,

indicating much greater variability in the
sCOres. ‘The possible conseguences cf this halo

effect should bte considered in any situation in

which the information is wused to make binding’

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

The final proposition which was stated,

maintained that it would be poszsible to conétruct.
an effective predictive model, using those

competenciles which had been identified as

differentiating significantly between the

population with potential and that withcut:
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
ih eurrent posgition should also he included in
the model as thesé  variables differentiated-'
significantly between the two populations.  The .
model wae consequently ‘constrycted usipg. the
above three biographical variables as well as the
sub-factor, GControl 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 skills.
The  acores for Personal _Excelleﬁde were not .
included as this factor consists of Aspiration
level and Personal Causation with the former
wolghted heavily as discussed earlier, ' .

Discriminant analysis was used to determi. »
whether a predictiﬁe wodel would distinguish
batweer +the two groups effectively, The results
of the diseriminant analysis were not very
satisfying statistically. The value obtained for

LV
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Wilks' Lamda was 0,7034, This implies that
roughly 30% of +the actual classification of the
two groups is predicted by the independgnt
varizbles 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 pénel_
and those predicted to have potential by’the
model, indicated that there was a significant _
difference between the two proportibns. This cah
be seen as further evidence of the fact that the
model did not predict aecurately against :the
criterion of panel ds=essment of rotential.

On the other hand, asz was pointed out in thé 
presentation of the results, 91,3% of the
subjects with potential were claggified correétly.
by the model and 79,4% of the subjects without
potential. were “also classified correctly. In
total, 96 cases (80%) of <the subjecta were

classified correctly. S B

A detalled analysis wa= conducted of the cases

which were mis-classified, - These ‘cames are

listed in Table 13, along with the probabilities
for slassification in either grouw. '
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Cages which were mis-classified as not having
potential when +the initial asseéssment indicated
that they do. '

Two cases only fell in this category, viz cases
108 and 118, An examination of the probabilities
for their classification indicates that case 118

is very much 4 borderline case. Case 199 was

revisited with the assessment panel'and_tharé.was
some sasgreement about the possible guestioning of
the inelusion of this subject 4in +the high
potential category. The subject sccred
particularly low on the AMQ'h'this.could.well.be

an issue in terms of motivation.

Cases which were nis~classified as haviog
potential when +the initial assesament indicated
‘that they did not. '

A 'toﬁal of twenty-two cases fell in this catégory :
_ as can be seen from Table 13, Bight of the
twenty-two sgsubjects could again be reggrded'aé. 
possible borderline classifications, ie cases 2f,
28, 87, 48, 59, 60, 80 and 120. The remaining
fourteen were again examined in-detaill, - ' '

Caze 5 has a health problem which precludes him -
eff.ctively from heing promoted  further. 'it
could therefore be that the assessment of further
potential took eccount of this and'exéludéd the
candidate.




TABLE 13: MIS-CLASSIFIED CASES

Case no Actual bredicted Prob(1) | PrablZ)

b 2 1 0,872 | 0.i28

Rey: 1: With potential
2: Without potential

A further six - subjects (cases 6, 81, 83, 88, 94
and  111) were promoted into their 'current:
positiaﬁs relatively ;redenti? and members of the
panel  felt that  they would ‘have to prove
themselves in these positions before a further-
assessment of longer term potential would be

possible.




- 184 -

On further reconsideration by the panel; it ﬁas
fel@ that four more cases, namely cases 34, 42,

86 and 98, 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 resssessment of their situation by:the panel.
The 'only_ biographical issue of note is that five
of  +them hail from Regions which are faifly;reﬁote
from the Head Office situation énd'are;managers
of relatively small  branches. This Quuld_impl#
that they are not known very well to the members
of the.panei.

Although the validity of ~ the discriminant -
analysis and any attempt at building a bredictive
model on the above basis can be gquestioned on.
statistical terms, most of the anomalies appear
to  be logical . ahd can be_exblainedrin térma_cf“
‘other  issues which may have afféctéd _tha
Judgement of'ﬁhé'panel'members;'.Pérhaﬁs_ﬁhé"mdgérf
relevant question is therefore whether the -
- elagsification ecould be used as a springheard for
guestioning- the panel's Jjudgement. = This is"
particularly pertinent in terms of the possible
future application df'the results of the study.
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The . resulis generated by the. model +tend +to

predict inaccurately more consistently in one .

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 Qf
whether +this may not be dekira*le, In other
words, it may be useful if +there is a larger
numbe: of people identifiad for closer scrutiny
rather than restrictiﬁg the number of people who
will ‘benefit from such further examination. An
error in the opposite direction would mean that &
Hﬁ numbar of. peopls who could posaibly have the.
' ' necesgary potential would .bE'overlooked as fhey '
had not been identified by the model.

3. CONCLUSIONS

The results obtained from the study and the
discussion of the results indicate tha£ there are
a number of conclusions which can be drawn.

These are presented in +erms of the relevant

AR D et o e o g e e a ns g

context and the results obtained;

3,1  COMPETENCIES REQUIRED FOR MANAGERS  IN THE NEW
ORGANISATION o a

The competency clusters of - Cognitive and
Interpersonal skills considered to be  of Lkey
importance b& a number of authors {Bnyétzisg
1982; Isenberg, 1984; Garfield, 1986;_ Kelly,
1986; Kaenter, 1889; Peters, 1987; Bennis, 1989)
have been found to differentlate significantly
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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 Chapher

Two and provides m set of potential selection

criteria for people who are to be considered for

promotion.

The overall competency at +the motive level of
Achievement Mativatioﬁ, did not différentiate
between the two groups of interest, However, the
aub—factofs of Awareness of time and Aspiration
level did. These factors again are close to the
original definition of Achievement motivation and
fit well with the expectations derived from the
literature {Margerison and Kakabadse, .1984;
Ranter, 1989; Kotter, 1982; Garfield, 1986).
Once again, therefore, it may be possible fu
apply ‘this finding in practice - an iésue'which
is discussed further later.

In the case of Locus of Contrel, a somewhat
unusual finding in the context of the literature,
was that the only sub-factor which differenmtiated
gsignificantly between the two populations wus
Control of Social Relationships. This sub-factor
ag. well as all the others and the overall I-E .
soore indicated & trend in which peocple with
.potentiai aﬁpeared to he more extarnallf
coﬁtralled than those without. This * finding
contradicts the literatyre on leadership
(Garfield, 1886; Bennis, 1989; Kotter, 1980). It
is, however, mnot inexplicable in_the culture of
the drganisation which is somewhat authoritarian

and structured.
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3.2 THE PREDICTIVE MODEL FOR THE iDENTIFICATION OF
INDIVIDUALS WITH POTENTIAL

The model generated to predict potential,_mét
with 2 limited amount of success. This may not
have been because of the model itself and the
variables used, but may well be due to
deficiencies 1in the criterion variable - the
panel agsessment of the subjects. . The
possibility that clagsification by' the model
could  lead to guestioning .of the .panelfs
Judgement was considered. ' This alsa has
practical implications  which are discussed .
further below. .

4. - IMPLICATIONS OF THE STUDY FOR PRACTICE

There are two majér categories .of' practical
“implications for +the organisation in the study.
The first of these deals'with the issue of the
selection of peapie'for promotion and the second
'laoks at +the possible =trategic implicatidns of
the findings for the ovrganisation.

4,1 THE SELECTION OF PEOPLE FOR PROMOTION -

The . results of the study hﬁve the gréateét'_
‘practical application in the early idEntifiqatidn
of individuals with the potential for furthér

" faFX=i M

advancement in the organisation. The study casts

e g e e ol
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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 fossible in the first instance to use
the scores which individuals obtain on Cognitivé
and Interpersonal skills in +the Performance-
Appraigals as = pfeliminary sereening de#ice‘
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 Huﬁan Resource Information System, it

would be relatively simﬁle io extract =

short-list of all those individuals who meet an
initial hurdle qualification in terms of
performance level in these two key skillfaraaé.
The actual level at which selection tqkeé.place;
would depend - on the number of people who need to
be considered - the level could be set higher if
fawer 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
'.queétionnairé as well. Tha relevant scoreé and -
‘biographical variables could be substituted into
the ﬁodel for each of the candidates to generate
‘a second selected. short-list. As the model tends
tg  overpredict. the number of people with
potential; this would leéd to & generous rather

than a conservative list.
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The final 1list of individuals would then be put

through the Management Development Centre fop
further in-depth assessment and for the
identification of specific areas where Further

development may be reguired. This process would

reduce the nrmber of potential candidates for the

Management Development Centre considerably .and

could ensure that the centre i= used most cost
effectivaly. It would also ensure that
additional perspectives on indiviﬂualé- are -
available to broaden the base of information used
for dﬁcision—making ahout placement ‘and
promotion.

STRATRGIC IMPLICATIONS FOR THE ORGANISATION

The results with regard to Locus of Contrel raise

some

concerns’

in

of

the

requirémehts

. appear that

o
it

terms
f the

may be

organisation.

strategic.
Tt would

necessary to undergeo a

culture ' change in terms of the way in_which

authority relatinnships - and the 'expéctatiuné
generated  in staff about their ability to control
j handled. It would
appear that those individuals who are destined to
_be the 1léaders of the .
themselves to

"the system" within the organisation,

their own  destinies, . are
organisation -perceive
be relatively powerless to control
On the .
_other ‘hand, the emphasis on Inﬁerpersoﬁal_ékills
of the :

people, raises an interesting

one
of

in which components relates to the .
empdwarment

paradox:
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Is .it possible to empower people in an
organisation in which they may pbséibly See
the use of contrel in their own rigbt.and
independent thinking to be

-counter-productive?

'If this paradox canmot be resolved and the whole
issue of independent thinking and being one’s own
person 1= .ndt conducive to promotion in the
organisation, it may be necessary to look at a
'pOSSible' intervention in terms of the overall -

empowermaent of people.

The possible role of the panel of assessors in
terms of +their choice of individuals by whidh'to
"slone" themselves, should also be. taken into
consideraﬁion. It is feasible that the panel’
would choose . individuals with whom fhay would
feel -cbmforﬁable, either because they resemble
themselves or because they would ﬁbt'necessarily.'
disrupt the current order of things. This would
fot necessarily be conducive to'alldﬂing progress
in the overall strategic direction which will be

required for success in the nineties and be#ond{:
RECOMMENDATIONS FOR FURTHER RESEARGH

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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RESEARCH IN OTHER ORGANISATIONS

It would be
which the

the resu'*

extent to

dictated which have been obtained.

This could be o e if a similar

conducted in other organisations in the financial
It is recommended thot.

South Africa.

the studies be broadened by the inclusion of some

sector in
measure of organisational culture.
be of interest to detérmine firstly whether there
are gignificant differences between  the
and then whether the

required for

organisational cultures

pattern of competencies leaders

differ. In particular, it may be of interest to
conduct such studies in other financial
institutions which also use the MENTOR-3

performance appraisal system as this would énsure_

a greater degree of comparability in the datg.'

The results of such a study + .1d be useful in

indicating +the generalisability of ' the results

~ obtained and would also give an indidéﬁion of &
mure general potential field of application for
the methodology. - ' '

THE- INCLUSION OF ADDITIONAL COMPETENCIES

This study was restricted to an extent by the

fact +that only a limited number of competEndieé
were selected from the overall range of
competencies which were found to be relevant.

The relative weakness of the

of gteat interest to determine the

organisational culture has

study was 

It would then

predictive model




e i o e -

S e TR R S e

- 192 -

generated may, in part, have been due to the fact

that such a restricted range of competencies weré

covered. - It ecould therefore be of interest to do
a2 similar investigation for the full range of

compefencies. A more widely based predictive
model could then be generated on the basis of the
results obtained. The fedsibility of such a

study might be curxrtailed by the measures which

are available on the one hand and by the
practicality of the subsequent application of the

measures on the other. There may, however, be

some - of the competencies which have not been S

considered which would be better predictors of
potential than those which were included in the
current study,

THE TARGET POPULATION

The study was conducted within the ranks of
branch and area management in the organisatien
only. It ocould be of interest to look at other

hierzrchicsl levels in the Bank to determine
whether +the same findings would apply. 8o, for
example, it may be of - interest to examine the
population of managers Just below that donsidered -
in the study as well as the shpervisnfy:level_

below this. It may again be that very differanf

‘competencies are required for advancement into -
branch and area manager level than for further .

advancement at a later stage.

Y T
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ORGANISATIONAL CULTURE

An- adjunct to the first possibility mentioned,
would simply be to conduct a culture study in the
organisation without looking at other
organisations. It would be of interest to
determine whether there are aspacts bf the
organisational culture as determined from such a
study which could be relevant to the findings
reported. '

ADDITIONAL WORK ON LOCUS OF CONTROL

It could also ba of interest to explore th&

findinge of Boyatzie (1982) in terms of a . .

curvilinear relationship betwéén Locus of control
and performance in managers further., The reasoné.
postulatéd by him for this relatidnship could
‘potentially be explored further to determine what 
the actual causal relationships are, o

VALIDATION OF THE MODEL -

An additional consideratlion could be that of
bonducting 8 lopgitudinal study in -which' thé
.careers of the subjects used for this study are .
traced over an cxtended period of time. As the

subjects are all part of ome organisation and are
at & level at which +turnover is minimal, this
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should be feasible. This would serve to vaiidata...

the f£indings of <¢the study, but could also
potentially serve the broader purpose of louoking
at .other
determine careser paths.

variables which mey intervene and

THE DEVELOPMENT OF MANAGERS -

A final field which could be examined relates to
the requiremesnts for the development - of
managers. It is conceivable that some or all of
the ‘competencies which have beén.éonsidéred.can-
be fostered or developed in individuals to enable
them to eucceed. The means by which this is to
be achieved and the process to be followed could
be researched furtheﬁ - an aspect which wduid

again have significant practical Lmﬁlications,

' These sugigestions for further researsh are all

particularly relevant in terms of the practical
application of +the results of the current study.
The directions suggested. would clarify sme'pf
the issues which have been left unanswered in the
eurrent 'situafion and wmight, o©of +themselves,
suggest yet additional directibns, '
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usion, the study has

cbtained useful

which could assist greatly in the process

sucecession planning and the

development of

in

‘the

menagers

organisation.

There ' is some

concern with respect to the potential "cldning"
of existing wmanagerial skills and styles which
be appropriate to meet +he

of +the nineties and beyond. However, -

may not alﬁays
challenges
the ©possibility also exists for highlighting this
poesible concern and for addressing it while the_

time and the possibilities aré still there.

Warren Bennis (198%, p. 6) quotes the_légandéry
Karl Wallenda as saying: '

"Walking  the living;

everything else is waitingf

tightwire  ds

Gan +the organisation of the future afford te walt -
or will it be forced to walk the wire with the
the full Jange. qf.comPétencieS”ﬂhich_
thet implies? D a

need for
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UNIVERSITY OF THE WITWATERSRAND, JOHANNESBURG

The Graduate School of Business Administration .
2 51 Davld's Place, Farklown, Johapnesburg, 2193 South Alrica : E P O Box 98, WITS -
. . 2050 South Adrica
E¥] ‘Embark’
o~ 427125 SA
- @ (011 643-6641
Fax (011) 643-2336

15 March 1891
Dear Sir/Hadam
MM RESEARCH REPORT QUESTIONNAIRES

' In oxder to complete an MM degree, the Unlver51ty requires the -
‘submission of a research repért. This research repert is a bana fide

academlc projeet used for research purposes only.

Margaret Jenks is 4 registered student at the Wlts Bus;nass School._:-

She ie currently conducting research into the identification of : )

‘management potential. The objective of this research is to detérmine

whether certain measurable aspects of performance and behaviour can be

. used to predlct whether people will succeed in managerial p051tiona.
This research is belng conducted within - E dnly. ' .

.As a menager.;n

_ . your Participation 1n this research would be
greatly appreciated. . _ : . R

- I you hefe any queries eﬁouﬁ the. questiornalres which you'ﬁlil ‘be
asked to complete; please dontact Margaret Jenks directly at Telephone
no (ext 4116) (work) or 678-0787 {home).

“You¥s sxncerely

VYT

"PROFESEOR ¥ # ORKIN :
PROFESSOR: SOCIAL RESEARCH ME‘I‘HO‘DOLOGY

THe Unlversily of lhe Wilwalersrand reficts raclsen and raclal segregatlon. )i s commitied to rion-discriminatbar particularly In he constitution of 1ts

R PR




6 Doring Place
Aldara Park
RANDBUBREG

2194

9 April 1991

mmulmmm[mmm_
{MERGE]
[MERGE]

_ Dear [MERGE]
RESEARCH PROJECT : WITS BUSINESS SCHOOL

As indicated in the covering letter, I am currently COmpIéting a Masters degres
through the Wits Business School. T have & topic which I believe will be of
value to the Bank and have approval for the project frnm ‘both the Un1Ver51ty and

the Bank.

' would appreclate it if you would spend some t1me cumpletzng the three enclosed';
‘questionnaires. They are i

-. A biographinal questionna1re

. A “PM" questlonnalre where you will be required to chouse one of two
o alternatives in each question, L

= An "I-E" questionmnaire which “also requlres the ch01ce af ‘one. nf two
: ~alternatives, T

cont'd...2/




Detailed instructions for the completion of
read these carefully before completing the

Please ensure that your salary number appears in the appropriate

with the questionnaires, Please

‘guestionnaires. _
place on edach of the gquestionnaires

from the thyee forms together.

A1l information suppliied by vou will
individual results will be pooled
the final report. 4&n overview of
intarested participants.

Please return all the completed fo
' as soon as possible.

ghould have any concerns omn telephone number

Thanking you in anticipation.

Yours sincerely

Page. 2.

each of the questinnnﬁires are given

as this will be used to tie the information

be treated in the strictest:cdnfidénce. A1l

and only ageregate information will be used in

these results will be made available "to

rms to me at Branch 785, A N
Please do not hesitate to contact me C1f you
(ext &4115). '
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BIOGRAPHICAL QUESTIONNATIRE

Please flll in the relevant blographlcal details, Note that al Information wifl be treated as
strlotly ¢ontldential, Please be as accurate as possible. Return the questionnaire to
Margaret Jenks. Human Resouroes Divislon, Branch 785,

SURNAME: A O O 0 B S R B I B

INTIALS: | | T
SALARY NUMBER: O I

_ _ YEAR:-.3- WONYE - Dk
. BIRTH DATE: : . A _

BEX {1 = Malg; 2 = Female) : E-__I

HOME LANGUABE:

DATE ENGABED BY NEDBANK: .

YEAR OF FIRST MANAGERIAL APFOINTMENT IN NEDBANK:

CURRENT POSITION:
- " YERRS | BORTHG
TIME IN THIS POSITION: - ,! T
NUMBER OF DIRECT EUBOHDINJIM'ES: i :
{Please turn oven




DEVELOPMENT: ~ 217 =

HIGHEST SCHOOL STANDARD (Tick correot hlook):
HIGHEST UNIVERSITY EDUCATION {Tick carcect blacks;
HIGHEST BANK EXAMINATION (Tlck carract blooki:

OTHER TERTIARY EDUGATION [ Give detalley:

HAVE YOU ATTENDED ANY NEDBANK AND/OR
EXTERNAL MANAGEMENT DEVELOPMENT GOURSES
{Tlok relevant block/st

HAVE YOU ATTENDED THE NEDCOR EDP AND/OR ANY
OTHER LOCAL EDP ANDIOR GVERSEAS COURSES SUGH AS
INSEAD OR MANCHESTER '

{Tlsk relavant bleakis)

BTTaTall
il2]s _
R T TR T T )
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i-E QUESTIONNAIRE

INSTRUCTIONS

This Is a questionnalre te find out haw certain important events In our society affect -
different people, Each ltem consists of & pair of alternatives letiered a or b, Please
select 1 & one statement (and only one) which you believe to be the case. Be sure o
select the one you astually belleve to be the nare trus or rather the one you think you .
should shoosa or the one you would like to be true. This Is a measura of personal befief;.

‘sbviously there are no right or wrong answers,

Please answey the ltems carefully but do not spend too much time on any one item. Be

sure to find an answer far avety question. In some cases you may discover that you

believe both statements or neither one. In such cases, be sure ta saiect the gne you

" mote strongly belleve to be the case as far as you are coneerned, Alsotry to respond
to.each ltem Indepandently when making your cholce, do not be Influenced by your previous

choices,

Please Indlcate your answers by r[nélng elther the A or the B tahet of the aligr_natlve "

which you choose for each question on the questionnalte. :

‘Return the guestlonnalre along with the others to Margaret Jenks, Branch 785.

Pleass enter your salary number here; - rr 111

et AT




I—-—F QUESTIONNALRE

1.
1.
12,

1a.

14,

15.

Children get into trouble because their pa_renie punish them oo much
The trouble with moat children nowadaya is that thelr parents are too easy on them

Many of the unhappy things in people's lives are partly due to bad tuck.
Peaple’s misfortunes resuit from the mistakes they make.

One of the major reasons why we have wars is because people don't take -enaugh intereat in polillee
Thete will always be wars, no maiter how hard people try and prevent them. :

In the long ruh people get the respect they deaewe in this world. .
: Unformnately, an indivldu:al'e worth often paeeed unrecognieed no matter how hard he tries:

The idea that tegchers are unisjr 1o students is nonsanse.
Most students don't realise the exterit to. which their marks are Influenced by ancidental happenings

Without the rlght bmake one cannot be an effective leader.
Gapable peaple who fall to become leaders have not taken advamage of their own opporlunities

No mattar how hard you try some people just don’t like you.
‘Pecple who can't get othere to ke them den’t understand huw o get akmg with others,

" Heredlty plays the major part in determining one's peraonalily
Itis ane’s experlences i life which determine what one is like.

thave often found that what is going 1o happen Is going 1o happen.
Truetlng 1o fate has hever turned out as well for fme as making adacleion to lake adeilnlte

course of action.

In the case of a well—prepared student there [s rarely if ever such a thing as an uniair test, .
Many times exam questions tend to be 50 Unreiated to course work. that etudylng I really useleee.

Becoming a success is s matter of hard wark, luck has littie or noihing to do with it.
Getting a good job depends mainly on. belng in the right place at the right time.

The average citizen can have an [nﬂuance on gmrernment dt.elsiene
This world is run by the few people in pawer and there is.not much the litile guy san do about It.

When | make plans, 1 am almost certain that | can make them work. .
‘It Is not always wise to plan too far ahead because miany things turn osttobe a matter ot good ar

bad iortune anyway.

Thare are certaln people who are |ust no good.
'I“nere ls some good in evarybedy.

in my case geiting what | want has littie or nething to do with luck.
Many times we may as well decide what to do by flipping a coln.

R o SRR
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A Who gets to be the boss often depends on who was fucky wnough 1o be in the right place first.
Getting people to do the right thing deperids on ability, luck has {ithe ur nothing to do with It

As fas as world affalrs are concerned, most of us are the victims of forces which we can
* neither understand nor control,
By taking an active part in palltical and soolal affairs, people can contral world events.

Most people don't understand the extent to which their llves are cantrolled by aocldemal happemnga
There really is no such thing as "uck”,

One should alwaye be willing to admit mistakes.
it Is usially best 10 cover up one’s mistakes.

it 1= iard to know whether or not a peraon really likes you,
How many friends you have depends on how nice a person you are.

In the long run the bad things tha:t happen to us are balanced by the good ones.
Moat misfortunes are the result of feiek of abilhy, ignarance, laziness or all three.

3 Wlth encugh affort, we: can wipe out political con  on. :
i 1s diffloult for people to hava much control over the things which politic!ans do in nﬂlce. -

Sometlmes I c_an"t undefstand how teachers arrive at the marks they glve.
 There is a direct conreton between how hard 1 study and the marks | get.

. good leader expects people to decide for themselves what they shoulkd do.
A good Ieader makes it clea: to eVerybody what 1hetr jobs sre.

Hany times | feel that 1 have litle influence over the things that happen to me:
Atis ]mposelble for me to believe that chance or luck play an importam part in my life.

Peopie e lcmely because they don’l try to he friendly
B. There s not mriuch use In trying too hard to please peaple, ii they Ilke yuu, they llke you.

There is too rnunh' emphasls on athlentlcs in high achool.
“Team sporte are an excellent way of bullding character.

What happens to me ls my own doing. :
} Sometimes | feel that | don't have enough control aver the direction my life Is taking.

Most of the time | can’t understand why polilicians behiave the way they do.
3 In the long run the people are résponsible for bad government on a national as well as nn '

a local level,




P P-M QUESTIONNAIRE

INSTRUCTIONS

This questlonnaire consists of a number of ltems where contrasting descriptions
' sonoerning two people, viz, Person A and Persan B, are glven. Read the two
descriptions.in every Item and then decide which one of the two BEST describes
you. Mark yaur choloe by ringing eitier the A or the B In the jtem-on the -
" questtornaire. You 1aay sometimes find that nelther of the two descriptiona quite
fit you, but you shaild, nievertheless, decide which of the two Is more llke .
yout. Mark only one alternative for each item. '

Note that your answer for one item shoutd never Influence your answer {0 another
tem as Persan A or B of one ltem Is not necessarily the same as Ferson A orB
in any other iem, Consider each item independently from all the other items.. '

Return the questionnalre along with the others to Margaret Jenks, Branch 785.

Please snter your salary number here: ' D:D::[___I




ITEM

1. A always plana hisfher ;rng"mma ‘a lang u:me asheaid.

B8 saidom plans his/her prngramme ‘& long rime ahead.

>. A persisig with every task which he/she tackles.
& finds fr difficult zo persist . '

3, A is inclined to make carelnss erroTs in hisfh@s: wark.
B is um]ly very accurate in Bs/ber woric

4. A feels thar avery minuats of Ihe davy must L+ used acﬁveﬁm
B iecels that he/she can relax a bit doring hisfher daily duries.

5. A prefers tasks where he {she muEt sx.im = wisk.
B avoids tasks where heishe must take & rtsk.

6. A sets easy goals That he/she Imows hiefshe wili be akle to reach.
B ains high in spite of the possibility of failvre.

. A hegins preparing himsalf fhercelf for a sk a long time beforshang.

B prefers o prepaTe for & task a3 short while beforehand.

B. A i .:s hearrwhen problems are m:pe-nem:nd.

B pe:‘semss with a task sven thuugk ‘many prnhierru are mr.pe-mnced.

9. A believes tha: his/hey actions 2Te correctin MOET SiRUALIOnS.

3 doubts the mzreclﬁess of hiafher actions in mastL situa:inna.

A prefers a ragk thatis ﬂma::ding and :‘hal.lengmg even r.houg‘i. theze Ia
2 Teasomabie chazce of faflure.
simple tasiks where the :ham:e of :axlu.re 15 glight.

10.

2 prafers

e

.B annet solarata idlaness

1é.

i7.

j1:H

‘2o,

A Fpels thaz idl EE trmes justified.

ul
H
1,
l‘
[

A does nof warzy o wmueh U certain of his fher goals are ool aliainead.

B worries if he/she cannot reack ail hisfhar goals.

A's whole omentation bz concerned with the present.

B's whole uriennaio’n is coccerned wich the future.

A im prepargd i spead his/ker Eres time leaming a sluu,,

B feels he/she wonld :-ar.hs- uee hisfher free time for ralazation.

A i3 confident that he/she ig able to successiully complete all tasks
whichk he:she rackles.

B is unsure whether hefshe can fulky ¢ plete all tacks witich
hejshe acklas.

722

EY always haa lotx to do. i
B somatimes locks for smel:hmg ta do.

A gometimes gives up Wo casily,

B does not give up sasily.

A prefers to avnid all risks.
B prefers o take caloulated rigks. N

A uvoids an aecupation where high standards are demanded.
B preferd an cccupation where high standards are dernanded.

A~ does nat Tast until an azsignment is plecad . o oo
r
)

B is not upsec when an-assig t iz not comp _




A feela that Ame sormetimes stwands stilf,

B faeis that time flles auickly.

- A prefers work of a rourine natare.

# prefers demanding work.

will accept 3 challenge sven though he fahe iz not sure of suczess.

B wili pnly accept a challenge when he/shs is fairly certain of soccess.

a prefers working o a tirnetable.
B finda it difficult working 18 timetakle.

A welcomses periodical re
sk )
f prefers w first romplete a difficult task and then Take & break.

st breaks during die sxecusiop of a difficul

6. A welies on own abilities 0 avqrcomé difficulties.
B relies on the help of others in order [D oveFcome difiicuities.
27. A fivat mckles difficult tasks.

: .mawes the difficulr tasks for Jater.

yow the tareer situxtion devslaps for hi:mse.l;[_fherself.

P

-ar pian of hislher futsre caveer which he/she foliows carebilly.
29. & views succeds 3% resulting from personal akitls.
B views AuUCrReEs a8 parity pure luck

38, A finds ir difficuls to resume work-aiter an interruplion.

B easily resumes 2 task after an i:i:j.ermp'tiqn..

ITEM
3. A wouid prafer a job That -nfﬁrs a chailenge, avesn though jezs securiry
‘1% atfzched 1o it. K

B would Tather preier WO

i that olfers security, aven though there is
leas challenge.’ : .

32. A i3 pel warried i haiéhe deviates fram hisfher timetable.
B feeis discontented #f he/she deviatex fram his/heT timetable.

33, A rends to give up easily.
B endures until the end.

34, A cn for an unlimited time iocus his/her attention on carrying out a task-

P' s attention is sasily sistracted while pezforming a task.

35. A is yague us o hisfher future plans.
B has vary clear future plans.

- %% -

36. A does nor easily accept help §n the solving of & complex task.
B readfly accepts helpin the solviag of 2 complex task.

37. A fecls that time passéa too quickly.
B .hag enough time "to live it ap".

48, A [feelw that his/her actions cau at times be planned better.

B always acis in 2 planned way.

39. A views persopal skills as important vy auccess.

B accepts that luek can play a vole in suctexs.

40. A awvaids tasks to which great rigks ave attached.
B prefers tasks ta which great risks are attached.




41,

42Z.

43.

44,

47,

49. & u:aters :haliengmg sitwitia

oo - . 50. & Fndsiteasie

A always has a full programime. ’

B's prograrame is not always full,

A feels that exteznal factars makes hisfher control of aifuations difffcnir.

A asually feels & control of a situation.

& does noT enjoy to organise his/ber 1ife strictly.
P enjoys G organise hisfher Iife stricdy. -

A often tackles rmore difficuit tasks wheve he/she is not sure af whether

hefshe will be able o comptets thetn. ) .

B rather tackles easier tasks wirich he/she ix sure he 1 sha can complets.
A iIs noralways sure of hisfher plhns far tﬁs -fuunv}ing YEZEL.

B mostly has clarity 28 to whnr. ‘h:fslu ta _gaing o do the follovinyg vear.

Ais usnally discouragad by h:.srher misfarhmas.

3 iz mever discauraged by hisfher misigrunen.

prem-s a chatienging p‘m!essmn ko an intaresting grmesnnn.

B prefsss an interesting profession to a chailenging prafes:iun.

A selﬂm works (02 nrnetabln.
B masily works o a- I:i.masl:a.ble. .

ru in spite of & rezl chanca of faihipe.
B pra!ﬁ:s situations whezs he[:he ix sure ol sm:cess. .
= to lenva work incemplete because heshe can Enish

it iacer-
B does nos laave wortk

incompletn if there is enough tims ta complets il

51. A deldom plans a programme-according to which he’she ia to cassy
gutb ail hizjhér acrivities.

B usually plans a p‘rngnmme accurding ] whu:h hs,’sbq is to carTy aus
all hi.s.fhnr a,d:tivﬂ.m:.

52, A tends o forsake pl.ans if clreumstances hecome unzavcmble.

B campletes hiz/her plans. fo the tihitter end" even thongh circumstiances

‘are unfavourable.

53. A mil.y waples éime.

B uses svery minute.

5. A starts immediately when an assignment is given to him/her.

B waits 3 while before he/abe starts on an assignment,

55. A prefers taaks with an average level of difficulry.
B prefers very Gifficuit oy very sasy tasks.

34, A maostly decides for himaelf{hersell what to da in certain situations.

'8 usually allows himsel[heraell to ba lead by the opinions of others
in m &e::smnmakmg. - .

57. Ais :umntimﬁs idie.
B iz always buay.

58. A accepts resignedly if his/her watch losas time.
B fis irritzted if his/her watch loses Tme.
59 A relaxes only aiter a task has been completed.

B relaxes even before a task has been completed.

50. A will b satisfied- " hejshe {ares wen. even thaugh ha]:he dowx not -
: l::nme oyt right on Wy .
‘B wants o raach thg hgj\ast l.evel in tife at 2ll :nsu.




ITEM : : ' i ’
T : : : : : BAGE T

pl. A completes the eedi
with confidence. eaier jobe Ei.rs:, 25 hie f sk can mmp.r.ete ‘I.ha:r.

B completes the difficulr Jnhs first 50 5 ko gar it over: with.

b2. A sers standards {or himsglf fherself ther are nat Wwo hi;h ar too low.
B usually sefs high srandards for hirn_se]i'fhﬁ:s;l.(. o

3. A findwe it diff
A o fcalt to do someth.’mg maore than what he!s‘he resgivad

B usuzliy geiz mm_-; done than what hejshe resolved o do.

&3. A blames himssli/herself if he [she overslaeps.

B is not much concerned if he/she oversleeps-

65. A prefers an occupation thit demands a very high standard,

B prefer: az parion that is an average standard.

66. 4 wsually carries on with relacively difi jobe. s
4 ol woly difficul:s jobs unpl he!she

B usuall
autz job, ¥ gives up before he/she has mast:rud a relatively diffi-

67. A is prepared 10 y take a cha.nce o campleu higther plans even
thongh cireumstances are less favourable.

B is mot prepared to take a chance and carry our his fher plans
if ecircumszapces are unfavourable.

8. A always ensures that his/her watch is set 1o the cnrmc:'ﬁme‘-

B is Iexs copcerned as to whether hisfhar watch ia aet to the
correct Omie. :

6%. & prare:n sitazions in which befshe is m . "
d.{.ecdo:\s devalaped by uthers. 3“. nly regoire 1o _fnuw

B prefers gitvatiens in whick he{shn ear personall ':ak:e
™ ma‘ke l:hmgs hnppen. pe * 1r mmanve
70. A Ir wDr"‘leS A if he/ghe was late ‘l'o;- an appom:ment. :

B dous nm: wo-r; if hefphe i occn,s:mnnu\‘ late for an appomr.mcn:.

PAGE R

71. A prelevs ap important ané difficult tank even though th:\.;n is only
a 50% chance nf success. ’
B avoids 2n important and difficuls task whera ther
of auccess.

« ie only a 50% chance

2. A Finds It easy to SIATE 3 new task even though the previous task 13

incomplets.

B does not start
inecamgplete.

aasily with 3 new task while the previous task iz

ch hefshe can attain without much effort.

73. A prefers goals whi
p prefezs goals for which hejahe has o sxert A greal amount of Coe L -
stiart. Lo Sl )

4. A feaels guilty when he/she samewhere uEE3 his/her wme insffuctively.

B does not mind if hefshe somarimes wasles ime.

75. a prelers a work sifuation that required a very high svandard of ps Yo S
exeellence, _ _ § S ST
B peafers a work gituation demanding an average standard of !

excallence.

76. A samnatimes dbes OT ke what .o 4o with hizfher time.

For B tune nsuully paeses oo qaickly.

77. A has g used o puccaed. .

B has = need 10 avoid Eiflure,

78. A f[irst compleies 28 urgent job at home before heishe can relax.

B prefers o relax at home and then da the oTgent job the next

morning- L }

74, A becomes disheartened by satbal:ks'.
B regards sctbacks s paw chad:nges. . : L
X - v o

BO. A believes that i completion of & job is. postponed it will never ges don. B . o

‘B feecls that uromoTTOw is antther z'.ay" uuh rngax& to the exegution of T p

atagk. . . .
. ) . N . - . =Y
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3'1, 4 praiers workmg for an sstavlizshed zm,

B prefers o wmanage hiaihe: own Duaine ;3 undes-takcng.

A's conscience always worsies hﬁn;h_e:-if huefshe has et eul:umd

82,
a job o the hest of his/her ahiiity.
B'a conacience seldom worrias him/her if hesahe has wab axaculcd
a job to the best of hix /e ability.
A2. A cun acCeps easily that no solutioy 10 a prabler exiscs.
i keeps on searching wnrtil e finds a soluzion o & problem,
B4, ¥or A structare and oxder in hisiher Hfe iz very Znportant.

For B strocture and arderin i\iafﬁe: Life i5 foimportant.




APPENDIX 3

GROUPING OF THE I-E SCALF ITEMS




"THE GROUPING OF ITEMS IN THE I-E QUESTIONNAIRE

The gquestionnaire has a number of sub-factors
which have been used in the study. The grouping
of the guestionnaire items within the sub-factors

ig indicated below.
Sub~factor'1: Political control
Definition

L measure of the extent to which an indiviﬂuai
believes +that he has control cver political and

world events.

.items L2, 17,'Zi and 2! make up <hr sub-fgctor;
Sub-factar 2: Control over Sdc?al Relatidpshiﬁs
:Definiﬁion:

A measure of the extent to which.an iqdividﬁal
believes that he has control over the nature of
his relationship with others in his environment. .
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Ttems 7, 7, 15, 20 and 26 make up this factor.
Sub~factor 3: Personal contral
‘Definition

A measure of the extent to which an individuﬁl
believes that the attainment of personal goals is
due to his own efforts and abilities,

ITtems 4, 5, 9, 10, 11, 18 and 23 are included in
the sub-factor. - S

Sub~factor 4: Belief in luck
Definition:

" The extent to which the individual balieves.tﬁat
events in his 1life are controlled by luck or
oceur randomly. '

The sub-factor consists of items 13, 16, 25 and
28, ' '
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THE GROUPING OF ITEMS IN THE ACHIEVEMENT

MOTIVATION QUESTIONNAIRE

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: Parasistence

Definition: { Pottas et al, 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 cén be
described as die~hards. When success is achieved
" they asecribe ‘it mainly to the wutilisation of

their own skills.  In conjunction with this
teriacity of purpose, there is also a tendency to
want- to comﬁleta tasks, not to procrastinate and

to  refrain from delay when confronted with the

need to grapple with complex tasks.”

The;_sub—factor consiste of__items_z, 8, 14, 17,
26, 27, =29, a3, 39, 50, 62, 54, 59, 61, 64, 72,
78, 79, 80, B2 and 83.

LTI CTR ey
T LR
: : Ly vl
'

Sa



Sub-factor B: Awareness of Timé

T e A R T g 1

Definition: (Pottas et al, 1980, p 3}

"High scorers work accurding to a time schedule
and plan ahead. They keep their eaffairs in
applépie order and prefer to have struetire in’
" their liveé. They prepare well ih'advance for
any  eventuaLity. They feel guiliy about
inefficient use of +time, when they are late for
an appointment or if they deviate from their
. timg—table. They - are cohcerned with the fﬁture
end their precisely formulated plans - for - the
future ineclude définita carser goals."_ '

' The sub-factor consists .of items L, .7, 12, 13,
20, 24, 28; 32, 35, 38, 43, 45, 48, 61, 58, 64, :
68, 70, 74 and 84, T o S 2

Sub-factor C: Action orientation
- pefinition: {Pcttgs et _al, 1980, » 3)

"Individuals with high scores .i.. aré active,
.energetic people.  They consistently;haﬁe much to
‘do and want to utilise time optimally., They
cannot  tolerate idleness and are not inclined to - -
‘take . wxtended test breaks when completing a :':- -
task, Time i8 perceived as dynamic and
fast-moving." .
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The factor consists of items 4, 11, 16, 21, 37,
41, 53, 57 and 78, '

FACTOR BB: PERSONAL EXCELLENGE

General definition: {Patﬁgé et al, 1980, p 3}

High scorers ... indic#te ~hat high ﬁersonél'
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 révél in

challenges, take calculated risks and believe

that unfavourable circumstances  cen be overcome

bY'ﬁakingninitiativeﬂf

Sub-factor D: Aspiratioﬁ'lé?el

.-

Definitien: (Pottas et al, 1980, pp 3 — 4)

".v..an inclinatien to embark oﬁ démahding ard
challanging tasks even though failure 'mﬁy “be
experiernced. 'Therefore calculated riszks are
taken and challenges = are preferred to certainty
of success. They set high performance standafda
for themselves and _expect the same of others.
They are willing to gﬁ to great iengths to obtain
their goals, They would rather manage tlhieir own-
enﬁefprisas than merely be part of a large
organisation. Ther do not easily accepﬁ help in
the solving of complex tasks.,"

* .




Ttems 5, 6, 10, 18, 19, 22, 23, 31, 36, 40, 44,
47, 49, 55, 62, 66, 87, 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 abiiities and
skills and a conviction that ‘control can be
exerted over life avents and the_envirohment;'
;They' generally do. not bglieve thﬁt they are
victime of circumstance. They'ténﬁ to believe
_ that their actions are correct in most cases and

that they will be sble to execute a task to the
best of their ability. They prefer situations

where they can take personal initiative and wanf
at all' costs to reach the highést point in.life.

Phey are therefore characterized by a mdtivatioh-
. to achieve success rather than'by a motivatiqﬁ to

avoid failure.”

Ttems 3, 9, 15, 26, 80, 34, 42, 46, 56, 60, 63,
69 and 77 make up the sub-factor. -
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APPENDIX 5

PERFORMANCE APPRAISAL QUESTIONNAIRE
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1990 - PERFORMANCE MANAGEMENT SYSTEM |

PERSONAL DETAILS

Ermployas nuriber

INTERVIEW REPORT
LANGUAGE PREFERENCE

- Surname

Department/Branch

| '.Grad_e '

Please read the fo!!owlng inatructions
The questionnaire ie divided into four sectioris. Pleass complete all wections for the emlaloyae.
In all cases rallnglv s must s given by drawing dark, leglble elreles arund lhe appropr ata
n_umbgr Do not give more than one ecore per quastion,

. SECVIONT ACHIEVEMENT OF EFFECTIVENESS AFIEAS

" SECTIONJi- : DETAILED BEHAVIOURAL ASSESSMENT

SEGTION Il : APPHAISN. OF BROAD PERFORMANCE ASPECT 5
SECTION IV ; OVEHALL APPRAISAL

m e EE

6 months to

Fow fong have you warked with this person? mx: m lesathan * . ;;;;I!'
' o I . =1 1 year _

Wéddy

" How often are you In contact with thlg persan? Da“v

. Lnnqer

Tl less ¢
-’ frequenily

-'E




W oead
SECTION 1: MBO ACHIEVEMENT - FEFFL TIVFHESS AMEAS (RESULT AREAS)

Has this barsnn besn set measurable ob]'éiclwes?z'
(Coneult the Appraisor Guide before completing this section)

* I"Yes', pleasa compiele this seckon and inclucda their Queity cijiective if eppicalda

e [

EFFECTIVENESS AREAS

o

L
o
00%:

Plagsa l)Isl'
Invozder of
1 priority

Masswre of alanment previousd | Ckeumslances pravious 3.
nuatiers . quarlars. : :

slrpmathavuurahlal Nomal | Unlayour

_nhla

130-3%

40-49+.
el

Bk y;

&0 - 58

 |4-2s

]
£
i e
=il

PR
it [

p I W et
-m:,-:%o

24-33

v

2

- ereas, Circla tha fi
ciroumsiances,

SUMMARY OF EFFECTIVENESS AREAS (RESULT AREAS)

1. Summarlse, In.one ecore, the abova assessmant of
effeclivenasa arsas. Clrole tha figure wilah would
best reflect the pereon'a level of achlevement.

2. Summearise, In one scars, the clroumstarices which
affected the achlevement of the abova sffedtiveness
jgure which would best deorios the

- 8. Glve a separate summary of the person's performance
wilh regard Yo hoth effaclivenase areas and clroumslances.
~ Clrcle one figurs.

Hurpassed

| untevoursble] <

B: N N-NAG)

ragaf Abova
evefige rk_a(c.:elleml

je|8|t0

il

&
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“SECTION Il : DETAILED BEHAVIOURAL ASSESSMENT

In this sectidn lhe performance of the emp!%rea must be rated with reference to detailed behaviotral items.
't know" and "Not applicable’ may be used where nacessary.

Please rale all lems givan. Tha ratings for *Uon

3

‘Ll

PERFORMA IGE RELATIVE TO LEVEL RECUIAED BY JOB

; VBN & LT Some- | Mests | dome- | Much [ Dont
A. JOB PERFORMANCE an | what | requre- | what | highat | Rame
_ . - glow | fowar msflls higher '
- ' - T T 2 [t e ] Tt |
I. Srivas lo achieve the goels hajshe sats lor iimyhersall 2 1'a | 4B et pyiite ) e 10
2 {‘Naihkﬂrs'lllmmmyﬁtﬂ ) lf: 2» ‘.S. ”'4' " .J‘ ? i:Tm il -:?9'{‘“'.
3. Keeps up lo dals with the lalest davelopmants in hisfrer field of R I N Nt
. specialisation. 1~ 2 |3"] 4°
4. Works wel) under preasure Sl ety [vel N
|5~ Knows e ouipi requvermens of hisher branchvdenertment AT e ua s

B. INITIATIVE!_FLEXIB!LI‘_I‘Y |

PERFORAw <€ FELATIVE T0 LEVEL REQUIRED BY JOB_

8. lises o the challenga posad by diili:ult aspects ol Uw job

B | e |
1] ragquira- r
_below | _fower | ‘menis | higher
] N O P B “"4.' - 9 i

7. }r?pnivas lie eflciency of hsfhar ares of responsibility through owny
. Initiatlve

a Modlfies m'anagemem apptoach nd slyle when necassary to raach:
a gna|

9. Acls indepencanlly wiihin the framework af ovarall poficy

10. Suggea_lé alternalive sul_l.ﬂl_ms \0 overcoma bbstaclaa

“C. JUDGEMENT

i1, isebie to 838058 the pntanaia\ tlzks In & ¥ansaction/decision

Meala
Tequlire-

ST O

" |12, Aszessas Ihe pcssible rewards for the bank in a transaction
realialiﬁally

13. Makes deuistuns qulckly whan ner.asaary

4. Mainiaine suund_det:islm melng whan under pressure

15, Prepared 1o accept responsikiilty I+ hisher decisions

.

. Nt et il — Sorme | Wid N
D. PH.OBLEM-ANALYS'S_ ‘:‘;éhw 5&“‘91 '%.Ej% hm hiM;h;‘r P«%w‘ I\‘I:'A

_ 18. Analyses Inlormatian aﬂeclively 10.airlve al well-lnlegrnted

conclusions

17. Anticlpates potentie) problems and is prepared wilh allernntlvas
. when they arise

1B, Idantilies the cause of a problam by asking perielrating questions

19. Biasas tlecisions on compiele and valld Information _ T "" 9' Ny
20. Keeps lhe ovarall pic‘lura in mind, and coes nol gst bogoad down in |} B :S}"‘;’f .
hiddan detail ; - 9., 1

e lsl=le [o
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PERFORMANCE HELATIVE TO LEVEL REQUIRED BY JOB
) ] - B .
£. COMMUNICATION/ANTERACTION | e [ Same | Mesie T 5o THen ™ oot | v
: _ : b iuw | tower ments_| _hlgher - .
21. His/Her mannef and bearing inspire confidence 1 213 |als ] 87 8 9 0
22, Presenis concepls otally In & conlident, Informative manney 1 2|lal4ts | a7 8 {1 9 0
23. Parlicmates constiuctively n groupfieam discussions 1 2 (a3 ]415) 8|7 g8 | 85 4o
24. Communicates siteciively.at all levels 1 z2{aj4a|s]leir]| s s | o
F. MANAGEMENT SKILLS
o : PEAFORMANGE AELATIVE TO LEVEL REQUIRED BY 908 ]
o, . Falls | Bome- | Masia | Some- | i o'
(a) Planning and Organising wail | whet | reauwe- | what | frger { wane | VP
- . b tower | mants | higher | - _
25, Alipcates work 1o the appropriate Isvel 1 34 [ = re 7 g
28, Participales In setling objacdves in approprate effecliveress arees 1 feia (&8 [e{P|'s |8
2?. Allocalas avallable resaurces eflectively ta mast cormmiiments 1 3 1 418 gl7 g g -
A anch/depariment 2o thal & runs effectivaly in pishier ' b A R
- el I o] s [ o
28. Ravlews plansipiiorities reguiarly . 3 6]8 97 |07

PERFORMANCE RELATIVE 7O LEVEL REQUIRED BY 08

(b} Leading ot | S | oo, e | et | et
- : - . . below | lowsr | me __higher :
30, Readily provides claer direction for olhers 1 |[2lsjalsjel7] a | 8:lc~
31. Cotnmands the 1espect of stall - 1 |2 |s|als |el?]| 8 5 [0
32. Mests reauierments Iough lenmwark i _lefajafstelyl s -l<a |
33 fdantifies and develops staf with polantia) 1’ lzfalelsf{sy7] 8 | o [ o®
34. Provides alfepilve parformante. feacback 1o hisfer sm_ﬂ' 1 2i{al4is | 817} B8 B gt
|35. mg’alarp:nstrfmnwmsdahcmmua«sandghangega«ectlngmamand s 1 3 s talsl & i R ok
38, Encourages participation In decision making 1 |zlalalsfelz] e | avtone
'GI.NIM sla!flpaccépl the responsibility for delagated work 1 (g |2)a[5]e|? ] 8 2' [0’
" [38. Acknowiedges cthers for work wall dans or good performanca 1 l2lalalefelsz] a | o [o
3o, Encouragés end supports subordinates in syaculion of tasks 1* |2 {8 A6 e 7] 8 g ] o

PERFORMANCE RELATIVE YO LEVEL REQUIRED BY OB {

' ' Falla | Some- | Mesls | Some- | Much | Dot | sja
ci Control well | what requira- | What fﬁ‘;’m know :
@ . _ ool tower | menis” | higher | 7 | %Y |
40, Ensures (hal lnslmt:!l_unsaré carried out i ‘2 | a 415 677 "8 o YL
41, Ensurea that the worh done In own branchidepanment s - Bl e PhibaN o
ol:l:rggsisll!anlhrgqodqualﬂy : : 1 elal4afs [a|# |6 "8 _' _'o-_".?"
42, Ensures thal dncumahtaﬁnn Is kegl up 10 dete ) FrIrgivTarg g e




G. SELLING
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Is this manager expected tv sall aclively?

This subseclion should be completed anly for those
people who are aclively engaged in selling the bank's

services

sﬂ-&
1+ Yoo

PERFORMANCE RELATIVE T0 LEVEL REGUIRED BY JOB

Falls
“'F"

Some-
what

Mests
raquire-

43 Iniliales moyes for Intoducing new cliems 1 2.

lower menls

Much

3

higher

business

‘| 44. Makes a significant personal conlribulion 1o tha growlh of the bank's

45, Mai'nla_ins nnd increnaes exisling clisnts’ use of the bank's services

46. Megnlislas succssslully_

47. Mainlaing an ongoing client retallons programme

44, Uses product ieralure well

R L

48. Reacts appropiialaly o external businees devalopmenls . 1

50. Relers bugingas prospects to the appropriate division of tha Group

Algo indicele the Importance of the varlous aspecis for the specific job done by the employee in the lell hand columin,

SEGTION Hl : APPRAISAL OF DHOAD PEBFOHM'ANCE ASPECTS
Please assess tha employee on the Broad Parformance Aspecta bslow,

Rale all agpects except the oplional aspsect indlcated.
{Consull the Appralser Guide before completing this section)

e dra {rafro|mafog fro fra

i) 13 | |4y Jea Joa Joa

The tollowing performence aspect
should be assessed onlr It the
relevant part of Section | was
completad,

IMPORTANGE 1O THE JOB penﬁonw.ﬁce RELATIVE TOLEVEL REGUIRED BY J08
e [ e | | Vsl |~ BROADPERFORMANGEASPECTS | i | ‘whey | roduits puch. 4.
_|ciFle [Tleni " |Tghos | ianl D | below | ko & _
Ml | 2]-8 | Ar|=5) Jobpenomance REIER 2T 6 T o] 28 28
18 1 2 3 4 _’5'-: Judgemam _Ij 4 ﬁ -
il 1 Fe-| a | a7l 5 | poblemanaisis 128"
8} 1 2 8 4 6" | Gommunicalioninteraction BRI NP
Dol o 42 o | 4"l 5" | Managamentskits 1]2)9"
@f 4 | 2 [a | 4] & | ta)Pianningand orgenising 1{z]a”
|21 M 2 -3 4 | 6| {b}Leading 3| 2 \3:
el "1 a o] 46 | e 2 ]s
2 t ]2 [ | 4] 5 | Quyveegementusksn i1 2fa

h.ql 1 | 2 | SJ 4 [ 5 ISBiling

| 1 | .2 | a I - | ; I Py |.? IBI '9.'.-['-,'-1_0.|.'45_-4'5—-|

SUMMARY : APPRAISAL OF BROAD PERFORMANCE ASPECTS

This must be comipleted for all persons assessed on this form.

If you were to summatiee In oha score he above appralsal of
Ferfor_mance aspects, citcle the figure which would best reflect

he result,

PERFORMANGE RELATIVE TO LEVEL REQUIRED BY JOB.
Falls | Some- | Mesls | Some- | Much
well what | raquire< | what | higher
he! lowar ‘| menia | highar I
Hefelals TelTs el




SECTION IV : OVERAI ), APPRAISAI
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The foliowing questions apply lo all persons assessed on this form

SUMMARY : APPRAISAL OF PERFCRMANCE FERFORMANGE RELATVE TG LEVEL REOUIRED BY 405
1. Circle th., number which best rapresanis yuue overall - T M
assagsment ol the person's per nrmance%aking into-accoun fﬂuﬁ Sﬁ;’l‘i rg‘q?fhl:- s\.sm mguffgr
Eﬁaclhlem;lss.araa achisvemen {if apolicabie) and all below } _lower menls | higher | . ]
ahaviourat ralings given on the questionnsire LT[T'G_ITE_FE_'_TBF-B 9_1 16 (53-54-
B e ety af selecing n : '
8 oppoiunity ol aelactin 4 Person 2gas | - . .
loml%arcurregfmsl; would you aplgpolnl imfner agqam? _Yes Doubstful _No =
{Refer lo Apprelscr Guide before compiafing Lhis section) 1 - 3 ' h
ag thls. pereon read terlal Yes Unsure No
|.e Lacks the canacity fof further devalapment. _ .
(Hefa:loAppr:lgur Lida belare oumpegtln'g thie section) i P 8
]
If "Yaa" or "Unsure", what is the major reasan?
Recantly Lackg! Malor leck of Appreiséa indicated | oyoco 1§ Othar (apsoify)
[ appoinled o Inarest In . . :
Rmoiod | oopame, | eres | fuberig cereer | tolrement o E
' qualfication 733088 meemenne [ |
of W © 0d - 6 | ] ] T5-8| f
I "No" Numberal | __TIMESCALE __ 1. ¢
I the enployes'a polential far further s above : 8 12 18 +
zdeva_ss:n:?:::ta\hﬂlﬂlﬂlfeugsm Ir??;?r]:m of the following curent post | Immediele | monthe | months - | mentha - | IR :
iid, Note ihat ils aspecl deals with patentlal only and - - PO T e T sl T
gn_as nei ralale to the avallabillly of specills posts™ One 1 2 N R N [ ; '
| o | e |l |y | [e ]
Three | R R Kl Sass Sl T Iﬂi ]

Authorised by -

{To be sigred by g parson of al least general manageril siatus of

aren manager whera applicebla}

62-741 - 4

E

- Firat 10 latters of aurneame

R R

e

Galary number

st

72771,

s emear et ey

A




4. SUCCESSION INFORMATION

Cotld Ihls. persoh he premoled to a more genior managsrlal postion?

It “Yea":

(@) In what lme period?

{b) To which post? {Specily one only)

Doubthsd

L

6 Monlhs 12monlhs 18rno_nths_' _E;‘n'}}?;'é"” -
3 - 5 %)

Deparimanial Mamger Mamgaf Manager | -Manager |Gale ory6 |, Area | Aea | Area- |Clher (apeniry)

manager |Celagory 1|Cale 2 Managsr| M . T
(se below) Galagory gory 2{Calegory 3|Categaty 4 Btan%tr-b! oy g:f%# _Mggagp?r o eiaeen

- te8 dss |- 936 ' | '@a7 -a3n i 339‘ a0 |- @8 | @30 | | | ' |1s-1s_

Authorisad by

- For Depasimantal Manager oly &

Cradil

Inuesimsnts}ﬂ&mral ofticy

i 4

E

S e L

T

§To be'slgnad by & parsnn of &t I‘a.ml genmal manngarlal slatus or
area managar \whare applicable}

{FNo" ar "Doubtful”, ﬁhat ta tha malor reason?

Firet 10 [sttars of surname

(T TTL

. Saary numbar

B8 the positlun that s held by Ihls DErsgn Gean as a key position’?
{Relar to Appraisor Guide for deilnltlon ol key posiiion

[

8 To whfch ub farnily i thla person best suited?
(Cunault e Appralsor Gulde belore answerlng this queallon)

4471 Yes

" Dosanct |Lecks —
ap ulnisd! ployed : ? ] SF .
. ]J’E‘Tmed A . fﬂl‘ umw wpﬂabrﬁ‘iig'ow g}?&lew"w raﬁremanl - RPN e - .---ndn i
TR mﬁmﬁ i) %‘E B e T s e P R B

Fleat cholee ¢ .

6ode | o I%,wi

Second cholos;  Gade fab |'-"-'é$‘.[
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T TRAIN!NG} NEEDS

{a! Plaase indicate which Iraining courses, if any, this person should atlénd,
" Aeder o your Appraisor Guide and (ngert the appropriete codes in Iha relevant positions.

In-houge courses:  Plaase indicals which ki-hotse courses Lhis persse should etand :
{00 e} spiaeaiy mora than 2) . Code
Code
Exlernal educational coursas: ~ Wha extesnal irzining programme/course Gf stuny sHod
. $his parson attend. Codie
{Do not specify mara than 2)
Code

() What rnaibr Irginlhg niead heve you iderified which Is not coverad by cowrses
* preseruly avaiiahla (ene area only), Welte In tha training, do nol cade,

8, PLEASE USE THS SPACE TO ADD ANY REMARKS WHICH YOU FEEL ARE RELEVANT

The ramarks should be written in block capitals with one letter per biock.
Do not exceed the lotal availeble space.

—

45 - 47

H

48 - 80

ar
=

& E

DUP.

HILER T

§EEEr e ey i
n ry H “& ‘M - n 1 - :
i) 8 SERERRCE I

';'.'.,'__;..%‘*.:.'. e B M .",.,".',.“__i:‘-'_\'i.ﬁ.?_.‘.'l.}ia%'-::

| T I N

* APPRAISOR DETAILS

NAME (in biock leters)
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APPENDIX 6

THE DEFINITION OF COGNITIVE SKILLS
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THE DEFINITION OF COGNITIVE SKTLLS
IN THE PERFORMANGE APPRAISAL

The performancsa appraisal items which wera.

inciuded in cognitive skills are given below,

The scores used were the mean of the scbres_ﬁor 1
the domains of Initiative/Flexibility and Problem .
“Analysis, The domains are defined by the

following items:

Initiative/Flexibility

aspects of the job.

‘responsibility through ewn initiative.

necessary to reach a goal.

Acts 'indepandéntly within 'théxfrémewofk_qf
overall poliey. ' ' '

Suggests. alternative solutions to overcome

obstacles.

Rises to 'thé ‘challenge posed by difficulty:

Improves the efficiency of his/hef area of

- K

T T

Mndifigs' managemant' approach and atylg when'f




Problem Analysis
- Analyses information effectively to arfive
at well-integrated caonclusions.

- Anticipates potential probléms and is -

prepared with alternatives when they arise.

- Identifies the cause of a problem by asking

penétrating questions.

-~ Bases decisiens on complete and valid

information.

- Keeps. the overall picfure in mind, and does
not get bogged down in hidden detail. '




T
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APPENDIX 7

THE DEFINIIION 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:
Commur.ication/Interaction
- His/her manner and bearing inspire

confidence,

- Presents concepts orally in a confident,

informative manner.

- Participates constructively in group/team

discussions.

Communicates effectively at all levels.

‘teading

- . Commands the respect of staff.
Meets reguirements through teanwork.

Identifies and develops staff with:
potential.

Readily prévides clear direction for others.
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Provides effective performance feedback to.
his/her staff.

Keeps staff informed about matters and

changes affecting them and their wofk._
Encourages participation in decision making.

‘Allows staff to accept responsibility for
delegated work.

' Acknowledges others for work well done or

good performance.

Encourages and supports subordinates in the

execution of their tasks.




APPENDIX 8

DATABASE LISTING
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DATABASE LISTING - PART 1
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DATABASE LISTING - PART 1
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DATABASE. LISTING - PART 2
A L E M ¢ € B C I P
¢ A X A U N & O P O
E N P N R ‘I N G T
G R VoK S - E
vt N E P 5§ K N
A € X 0o E E K I T
@ E P S§ D X I L L
E M L L
1 29 21 2 1 69 73 2
2 33 10 10 2 43 44 2
t 18 9 8 1 74 72 2
1 35 22 2 1 87 85 1
1 18 4 2 2 72 70 2
2 25 11 11 67 63 2
1 10 9 2 3 71 72 2
1 25 12 12 1 79 718 2
2 14 2 2 3 69 70 2
2- 18 14 14 62 59 2
2 11 i1 10 gL 80 2
1 22 9 5§ 80 79 1
i1 26 13 2 . 66 66 2
2 17 i1 5 3 T4 77 R
i1 34 23 2 3 79 V6 2
1 28 17 2 2 78 73 2
2 17 13 10 89 69 2
1 19 11 - 2 72 69 2
1 16 4 1 80 §3 2
1 18 3 1 67 67 2
2 6 4 1 2 57 "° 2
1 i8 -5 5 53 54 2.
1 16 -1 1 61 60 2 -
2 17 4 4 79 81 2
r 12 4 2 73 74 2
1 1t 1 1 2
1 18 11 2 2 738 75 .1
1 30 16 1 - 81 .75 1
.2 18 2 2 1 1 71 74 1
1 2 3 2 71 88 2
2 27 1 6 59 61 2
2 2. 5 38 74 72 &
1168 4 1 49 49 2
2 26 15 0 1 69 72 2
.2 13 11 2 1 .1 84 77 2
2 17 5 1 75 73 2
1 7 3 70 73 2
11 4 -2 3 81 871 2
1 21 8 3 1 64 81 2
1 13 2 2 1 82 81 2
2 17 7T 4 2 63 62 1
1 20 13 4 1 1 79 77 2
1 18 4 3 3 74 T4 2
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G A X A U N A 0o P O
E N P N R I N & T
-~ @ R ¥V K § E
v N E P '8 K N
‘A ¢ X O E E K I T
¢ E P 8 D X I L L
E _ M L L
87 32 1 11. 1 1 56 47 2
g8 41 1 22 9. 1 3 67 64 2
g 52 2 20 § 5 57 66 2
90 ‘60 2 39 .22 2 1 76 76 2
91 46 1 14 & - 2 2 70 &7 2
92 42 1 24 14 2 61 63 2
93 58 2 37 26 2 1" 67 6% 2
94 40 -1 22 1 1 61 66 2
86 43 2 23 11 8 2 72. 69 2
96. 42° 1 22 7 1. 1 80 76 1
87 41 1 23 g - 2 67 64 &
g8 50 2 27 20 7 1 3 81 80 2
9 44 1 a7 10 4 2 78 72 2
1060 39 't 17 7 2 61 71 2
101 54 2 36 18 3 3 81 78 2
102 - 40 2 18 .. 4 3 76 70, 2
163 51 2 32 B .8 1 83 66 2
104 43 2 25 7 1 2 51 50 2
1056 40 2 19 6 3 61 64 2
106 41 2 18 B 4 69 69 2
107 43 2 26 11 2 2 63 87 2
108 44 1 26 14 2 3 54 086 2
109 - 40 1 10 3 2 -3 71 70 1
110 34 1 17 4 1 "2 73 73 2
111 3¢ 218 2 0O .72 76 2
112 35 1 17 11 1 78 74 2
113 43 2 16 6 - 6 1 63 83 2
134 41 17 8 O '3 68 6% 2
116 "43- 2 28 6 3 1. 61 82 2
116 36 2 14 § 0o 2 1 78 79 1
117 33 -1 9 .3 ¢ 2 78 176 1
118 56 1 38 22 20 8 15 75 2
119 56 1 36 22 19 S8 47 47 2
. 12p 28 2 10 -8 L° 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 B 1 63 64 2
124 52 2 1 2 2 1 - 81 87T 2
126 3¢ 1 18 4 1 74 72 1
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