Stufflebeam (cited in Rossi, ed. 1982) has compared the two sets of standards as
follows: The ERS standards do not address valuational interpretation, balanced
reporting, human interactions and context analysis, which are addressed by the
Joint Committee's standards. The ERS standards are also more simple and
prescriptive while the Joint Conmittee standards include a rationale, definitions
of key concepts, suggested procedures, pitfalls to be avoided, warnings about trade
off problems, and an illustration of use and abuse. The biggest difference
however, is the way in which the two sets of s.andards are organised tc serve
different functions. The ERS standards are grouped by main task areas in an
evaluation, while the Joint Committee stancards are grouped according to four
attributes of a sound evaluation.

Tne ERS standards enhance the use of standards in planning and guiding evaluations
while the Joint Committee standards identify and explicate the underlying
principles. There is therofore considerable but not total overlap in the coverage
of the two sets of standards, making the documents complementary rather than
duplicative.

2.3.4 Sumary
As Cook and Gruder (1978) have pointed out, meta-evaluation remains a developing

science and judging it by the strictest technical standards is tantamount to
treating a developing science as though it were already a developed science with a
large stock of accumulated wisdom. It would hardly be logical to review the art of
meta-evaluation in a summative fashion which implied that it was highly developed.

Matuszek & Lee (1977) add that there is no single answer to who best can evaluate
‘"® evaluator. External persons provide relatively higher objectivity and
relatively less understanding of the local context compared to self-evaluation.
Therefore there has to be a trade-off between content knowledge and credibility.
In a case such as this dissertation, there are obvious advantages and equally
obvious problems, associated with a meta-evaluation done by the evaluator herself,

o e BN " amh a4




bl

- N

- 871 -

2.4 rategic n rce Mana t Literature

2.4.1 Introduction
One of the widely accepted definitive characteristics of the strategy concept is

the deliLerate alignment of the organisation with its environment. This alignment
can apply equally to: the relationship of the organisation as a whole with its
external environment; and the relationship of the human resource function
(including training) with the internal environment of the organisation. The latter
is the level of focus of this study.

The changing socio-political and economic environment, demographic shifts and new
* ‘ues concerning workers have placed human resource professionals in a central
position in organisations. As they join with top iunagement tc . tegrate human
resource pianning with strategic planning, they will need concepts, instruments and
techniques, the importance of which are perhaps not yet fully appreciated; nor have
these requirements been adequately identified and incorporated into academic
programes of professional development.

In this section, what strategic human resource management actually entails is first
explained (2.4.2). Then the human resource development tools for implementing it
are identified (2.4.3). Finally, the new education and training needs of human
resource professionals are reviewed (2.4.4).

2.4.2 A Fr for the Str ic f Train

"The role of human resource management in strategy formulation represents a true
frontier for human resource management" (Tichy, Fombrun, and Devanna, 1984, p24).
The emergence of this field in the literature is less than two years old!
Consequently concise overviews of current writings are not yet available.
-

The strategic concept, with its emphasis on organisation alignment with
environmental conditions, is based on contingency theory. What human resources
management (HRM) presently does not have is a clear and visible contigency, or
contextual, approach to the management of the human resource of the organisation,
"There is still a strong trend in HRM to follow a normative philosophy which
prescribes ‘'best ways' of HRM functioning irrespective of the specific business'
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strategy (Legge, 1978, cited in Pansegrouw, 1985, p28). Pansegrouw (1985)
considers that the longer term result of ignoring contextual factors and practicing
a normative brand of HRM, including training, is usually loss of credibility,

usefulness and effectiveness in the organisation.

Strategic human resource management (S-HRM) provides the training function, for
instance, with functional effectiveness criteria which can be achieved. The
tendency to accept responsibility for a direct contribution to traditional
organisation efficiency measures, e.g. the ‘bottom line' of profitability, as
appropriate criteria against which to assess training effectiveness is dooming
training to perceived failure. S-HRM leads to contextual effectiveness criteria
which are appropriate for the training function (Pansegrouw, 1985).

In 1981 a survey by the Strategy Research (.nter at Coiumbia University (Tichy,
Fambrun and Devanna, 1984) found that most firms would like to use human resource
data in the strategy formulation process, but few have successfully carved out an
appropriate role for their human resources function. Previously, human resources
have been considered a factor only after the strategic business decisions have been
made. Where strategic human resource development has begun to happen in companies
and corporations, Tichy, Fambrun and Devanna (1984, p25) report that much
experimentation and problem-solving is found necessary, to decide what data are
required, what issues should be included, and how they should relate to the various
aspects of the business. A major question is: "How can you get line and human
resource staff to collabratively integrate human resources into the strategic

plan?",

The process of strategic human resource management is still evolving. So far, the
major emphasis has been on strategy formulation. Tichy, Fombrun and Devanna
consider that the challenge of the 1980's is the effective implementation of

strategy:

...getting people to do the right things to make strategies happen. In
this respect, the human resources tools become central and focus
specifically on selecting the right people to run a business, rewarding
them for strategic activities, and designing staffing patterns that
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match the strategic plans, as well as creating more strategically
motivated development and labor relations policies. To this end, the
human resource systems will need to become more flexible so that they
can be aligned to drive strategy (Tichy, Fombrun, & Devanna, 1984, p26).

Devanna, Fombrun and Tichy (1984, pp33-51) have proposed a set of frameworks for
conceptualising the links between human resource management and strategic corporate
and/or business otjectives. These conceptual frameworks aid understanding of both
how the status quo operates and how required adaptations in organisational strategy
will have an impact on existing systems, and which systems will have to be modified
if the new strategy is to work.

Strategic management involves consideration of the following components:

- Mission anu strategy: an organisation needs a reason for being
(mission). arc a te.se of how to deploy materials, information, and
peopie to carvy t o' (strategy).

- Formal structurc peple  d tasks are organised to implement the
organisation's « - nJy e g. systems of financial accounting and
information dissemin« ion;,

A - Human resource systems: prople are recruited and developed to do jobs
‘ defined by the organisation's fomal tructure; their performance
must be monitored and rewards ai'ocited to maintain productivity

(Devanna, Tichy & Fambrun, 1984, p34).

The critical managerial task is to align the formai structure and the human
resource systems so that they drive the strategic objectives of the organisation.

In attempting to mode! the relationship between the human resource systen nd the
strategic activities of the organisation, it is necessary to aud one more deg ee of
complexity to the framework - the three levels of managerial work:
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- Strategic level: deals with policy formulation and overall goal
setting.

- Managerial level: focuses on the processes by which the organisation
obtains and allocates resources needed to carry out its strategy and
objectives.

- Operational level: the day-to-day management of the organisation is
carrie out (Devanna, Tichy & Fambrun, 1984, p42).

The components of strategic management and the three levels of managerial work are
then combined, as they relate to training, into a framework for the strategic
management of training (See Fig 2.5). The model illustrates the reciprocity which
is needed between the types of activities associated with the three levels of
management and the human resource subsystems. This shows how strategic decisions
and policies in the area of training need to be integrated with those of the
personnel or human resource function and the organisation's operational strategies.

The following proposals by Hales (July, 1986, ppb65-66) identify the steps which
need to be taken to link business plans with training activities.

- Both the business plan and the training plan should be developed at
strategic and operational levels and a strategic business plan must
exist before a strategic training plan can be developed.

- Training plan drivers are then derived from the strategic business
plan and environmental analysis, and are the links between business
activities and training activities.

- Training plan drivers: help target training resources to meet major
business priorities; assist in the selection of training needs
analysis methodsyand provide broad parameters to evaluate return on

v A- investment in training.
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- If the training plan is developed separately from the strategic
business plan, the training plan will remain operational and
short-term, and if the business is dominated by short-term,
timetabled plans, the training plan will reflect similar
characteristics. Training plan drivers cannot be derived from
businesses engaged only in short-term operational planning and
scheduling.

- Careful assessment and prioritization of training plan drivers
enables precise alignment of training with the needs of the business.

He explaini that training plan drivers are the conceptual products of decisions
which emerge fram, and are influenced by, the executive decisions that form the
strategic business plan. Executive management's selection of major training plan
drivers is based on their review of environmental analysis data and the strategic
business plan. Tr2 environmental analysis provides quantitative and qualitative
information abcul invustry, markets and cavpetitors in relation to the business.
The strategic businuvis plan provides internal information on missions, objectives,
and programmes of the business as directed by executive management. The
environmental analysis and the strategic business plan form the critical data base
fram which quality decisions can be made to give focus to training activities. The
resulting strategic training initiatives are based on executive management's
decisions to develop certain critical internal business competencies over others.

Training professionals have always had difficulty in evaluation of training
effectiveness. Business management has contributed to the absence of sound
criteria for evaluating training effectiveness and have remained uninvolved in the

selection and application of evaluation instruments.

Effective evaluation of training begins with an assessment of business
performance. When business performance criteria (for example, strategic
objectives) are articulated, evaluation criteria for training and
development activities can be established. The training plan drivers
provide a context for evaluating training's contribution to planned
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business performance. Identification and prioritization of training
plan drivers establishes broad parameters for assessing where training
returns should be tracked. I. addition, client-centered needs analysis
methods, emerging from the identification of training plan drivers,
provide tools for conducting assessments of training initiatives
(Hales, 1986 July, p66).

As Pansegrouw (1985) points out, the value of strategic human resources management
(S-HRM) lies in the contigency approach which guides the development of strategy
related HRM concepts, models and practice. S-HRM follows ‘'if/then' rules and asks
‘what/if' questions. It emphasizes diagnosis of and adaptation to the business
strategies of the organisation it serves. S-HRM, in aligning training and
organisational behaviour, is a form of organisation culture enginezring which will
enhance the probability of training being successful in achieving the
organisational objectives.

24371 f Strategi
Tichy (1983, pp?7 8 395) identifies three dominant traditions which have guided

thinking about organisations and which provide the necessary strategic instruments
for achieving change. They are:

- The technical perspective where change is based on empiricism and
enlightened self-interest, as expounded by Argyris and Schor (197g,
p323): "The viewpoint is instrumental and rational... the focus is
upon the acquisition and application of the knowledge useful for
effective performance of organizational tasks, and the organizational
world is conceived as fundamentally knowable through scientific
method". The technical perspective is defined as a focus on the
productivity problems of efficiency and effectiveness. Social and
technical resources must be arranged to produce the desired output..
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- The political perspective, where change is based on the exercise of
power and allocation of resources by the dominant group or by
bargaining between groups. The political perspective is defined as a
focus on the allocation problem: who gets ahead, who gets and
controls things, who gets what rewards?

- The cultural perspective, where change is based on the altering of
norms and perceptions to create a shared organisational view. The
cultural perspective is defined a. a focus on the value/ideology
problem. What are the appropriate nomms and values for the
organisation?

Tichy (1983, pp396-397) elaborates on the technical system, which, he says is
representative of much management training, writing and activity.

The first managerial tool is mission and strategy, where we find such
traditional management tasks as assessing the environmental threats and
the opportunities facing the organization, assessing organizational
strengths and weaknesses, and defining a mission that fits
organizational resources. The strategy identifies how the major
resources fit together to accomplish the mission.

The second managerial tool! area is organizational structure. Here
management faces the traditional organization design dilenma of
differentiating within the organization, that is dividing the
organization into work roles such as production, marketing, finance,
and R8D and then, once there has been a division of labor, integrating
the organization, that is, finding mechanisms to combine the roles into
departments, divisions, regions, and so on. Another organization design
issue is how to align the structure or design of the organization to
the strategy of the organization. ..

The third tool area for dealing with the technical system is the use
of the human resource management system. This 1nvolves the proper match

of people and jobs, the specification of performance criteria for




different organizational roles, means of measuring performance
(appraisal systems, etc.), and approaches to staffing and development
to fill the roles in the present and in the future. All of these tool
areas - mission and strategy, organization structure, and human
resource management - combine in most organizations to solve the

technical problem.

The change perspective adopted in this study is technical, i.e. Argyris and Schon's
(1978) double loup learning strategy. Their focus for analysing, diagnosing and
improving the change strategy of an organisation is on organisational learning,
i.e. how organisations learn or fail to learn (see 2.5). This is an appropriate
concept for a change strategy involving training.

2.4.4 1 Tools for Traini ntegrati
Organication ctructure follows strategy and operating objectives. It is based on

the tasks to be done, technology involved, the values anc attributes of employees
and the relationship of the organisation to its environment. This, in the Strategic
Management concept, is an iterative process where organisation structure and human
resource management policy and objectives are co-ordinated into a cohesive but
dynamic plan.

The five generic human resource activities of all organisations are:

- manpower planning

- selection/pramotion/placement process
- reward process

- development process

- appraisa' process.

In addition there is the abnormal tool of affirmative action programmes.
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2.4.4.) Manpower Planning
Manpower planning is the ongoing process of manpower forecasting. This consists of

developing the manpower inventory wh' Cuidees

an individual skills inventory

- a manpower audit describing, investigating and reporting on what the
inventory shows as being the manpower resources, and

the reconciliation of these, to establish details of manpower

requirements.

This is done by functional area of the business and by skill level over time.

2.4.4.2 Selecti i I Process
The selection, promotion and placement process includes all those activities

related to the internal movement of people across positions and external hiring
into the organisation. The essential process is one of matching available
resources to jobs in the organisation. It entails making input to, and taking note
of the changing requirements ~f the manpower plan and the ongoing use of the

appraisal process.

2.4.4.3 Reward Process

Good selection is essential for good performance. However, once people are in jobs
and perform they should be rewarded according to their level of performance. Key
tools in the reward process are job analysis leading to the production of job
descriptions and job specifications (man-specifications); job evaluation to
establish the relative growth of jobs for internal equity, wage and salary
structuring, taking acccunt of industry pay levels to ensure external equity; and
incentive schemes to promote productivity. Job analysers, descriptions,
specifications and job evaluation, also provide considerable insight and
information for manpower audits, recruitment, career pathing and training needs

analysis.
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2.4.4.4 Deselopment Process
The development process starts with the induction programme which is the initial

orientation and training a person receives on joining an organisation. From there
on it is the Manpower Development Plan which is the key to training and
development. The Manpower Development Plan is the product of the Manpower Plan,
career pathing, succession plans, training needs analysers, the appraisal system
and assessment centres. In order to plan for the future, an accurate inventory of
the current human stock is important. This should include both an assessment of
current individual performance and future potential of these individuals. The
appraisal process is the ideal vehicle to provide these data but is the weakest of
all the human resource systems.

2.4.4.5 Appraisal Process
Performance appraisal systems are many and varied in form but are generaily

designed to assess the performance of employees and provide a basis on which they
can be counselled for development. Theoretically such systems provide good
information for the manpower and manpower development plans, however, lack of
managerial commitment, training and moral fibre, often leads to poor results.
Assessment centers, a group activity of both managers and candidates for the
identification of potential, can very often be more effective.

In addition to these two systems for judging performance and the identification of
potential, course reports and the evaluation of training should both be taken into
account in the appraisal process. In any event, there has to be some means of
identifying good performance and potential.

2.4.4.6 Affirmative Action

I many South African organisations, the human resources department actively
encourages and tries to promote black advancement, through training and other
measures, but not much is achieved as senior line management has not made its
position clear and remains largely uninvolved. Top management needs to make
explicit its policy and attitudes towards black advancement, when setting corporate
strategy and objectives. The purpose of cc-porate strategic planning is to plan a
direction for the organisation and unless black advancement policy and goals are
built into these objectives, it is unlikely that black advancement will have the

backing it needs to succeed, no matter how many Blacks are trained.
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Human and Hofmeyr (1985) are adamant that the key ingredient in a successful black
advancement effort is the explicit conmitment of top management to specific
advancement objectives and the willingness by them to measure and insist on
progress. Pressure is necessary to achieve progress as in the American
multinational companies in South Africa which are subject to the Sullivan code of
employment practice, and in the United States equal opportunity programmes
instituted by the Federal Government.

Human and Hofmeyr (1985, p57) consider that a “"need for advancement proc:armes and
the commitment of top management to actively support these programmes can be
cbtained if advancement is an issue which is deliberately identifiec in the
strategic planning process. ... Human resource executives have to cunvince top
management of the need to include development and advancement issues as pari of the
strategic planning process. To do this they must b2 able to suiy accurate
information on human resource capabilities and sho~tages, labour market trends and
the like."

2.4.5 Implications for Training \'uman Resource Professionals

what implications does a Strategic “Yuman Resource Management (S-HRM) philosophy
have for the education of HRM practitioners in terms of theoretical foundations,
curriculum content and design, and teaching methods? Baird and Meshoulam (1984
January) have pointed out that training programmes and academic curricula for human
resource professionals must begin teaching the skills that are actually needed.
HRM professionals need to understand not only the specialisations within human
resources, but also the strategic and business needs of organisations.

At present, Baird and Meshoulam (1984 January, p78) note a concentration on
specialised personnel activities.

There is very little time devoted to management of the human resource
function or analysis of its purpese and strategic contributions to the
organisation. Nor are there electives in university curricula on
managing the human resource function within a strategic framework. In
fact, programs in management development and executive education are

just beginning to provide th: strategic perspective.
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Human and Hofmeyr (1985) are adamant that the key ingredient in a successful black
advancement effort is the explicit commitment of top management to specific
advancement objectives and the willingness by them to measure and insist on
progress. Pressure is necessary to achieve progress as in the American
multinational companies in South Africa which are subject to the Sullivan code of
employment practice, and in the United States equal opportunity programmes
instituted by the Federa! Government.

Human and Hofmeyr (1985, p57) consider that a “need for advancement programmes and
the commitment of top management to actively support these prograsmes can be
obtained if advancement is an issue which is deliberately identified in the
strategic planning process. ... Human resource executives have to convince top
management of the need to include development and advancement issues as part of the
strategic planning process. To do this they must be able to supply accurat.
information on human resource capabilities and shortages, lat ur market trends anc
the like."

2.4.5 licati for Trainin r fessi

what implications does a Strategic Human Resource Management (S-HRM) philosophy
have for the education of HRM practitioners in terms of theoretical foundations,
curriculum content and design, and teaching methods? Baird and Meshoulam (1984
January) have pointed out that training programmes and academic curricula for h.man
resource professionals must begin teaching the skills that are actually needed.
HRM professionals reed to understand not only the specialisations within human
resources, but also the strategic and business needs of organisations.

At present, Baird and Meshoulam (1984 January, p78) note a concentration on
specialised personnel activities,

There is very little time devoted to management of ihe human resource
function or analysis of its purpose and strategic contributions to the
organisation. Nor are there electives in university curricula on
managing the human resource function within a strategic framework. In
fact, programs in management development and executive education are

just beginning to provide the strategic perspective,
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This implies a need to broaden the courses and materials of academic and training
programmes so that human resource professionals will be taught to be more business
oriented.

If future human resource professionals are to have the skills and knowledge
necessary to manage strategically, Baird and Meshoulam (1984 January, pl8) believe
that they must be given:

~ a general introduction to the functions of business

- material on the development and implementation of strategy, both
general corporate strategy and human resource strategy

- coursewc~k on organising, staffing and managing the human reccurce
function so that it fits the needs of the corporation

- material on developing, implementing and assessing programmes and
procedures in human resource management so that they meet the
legitimate business needs of the corporation

2 - an introduction to information systems, data analysis, research and
development in the personnel function and extensive work on the
techniques and procedures for managing organisational change and

: deve'opment .
~

i 2.4.6 Sumary

Tregoe and Zimmerman (1984, May) have claimed that too much attention has
previously been paid to an operational focus in human resource development. HRM
professionals have counducted nreeds analyses, designed programmes, evaluated
behaviour change and measured results without paying enough attention to
management's vision of what the organisation should be.

This means that HRM managers need to assume new responsibilities to: become
involved in the organisation's strategic deliberations; understand the
organisation's strategy and driving force and develop an S-HRM strategy

accordingly; when an organisation's overall strategy is vague, to set a clear and
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specific strategy for the HRM function; play an important role in information
gathering for strategic planning, (which should include user-focused evaluation of
training); and accept responsibility for training others to think strategically.

These responsibilities will call for higher corder capacities in the training
function: conceptual thinking; holistic viewpoint; expressiveness; concern for the
future; tolerance for ambiguity;, and a sense of stewardship. There also needs to
be an important attitude change, with HRM professionals becoming less reactive and
more proactive (Tregoe & Zimmerman, 1984, May). In fact, the training function
could consider performing more of an internal consultant function within the
organisation, providing diagnoses, fostering awareness, aiding communication,
instead of just prescribing training. S-HRM professionals need to be client driven
facilitators and human rcsour;:os advocates (Spruell, 1586, February).

2.5 Qrganisation Learning Literature

2.5.1 Introduction
There is considerabie literature on organisation theory, organisation

effectiveness, organisation development and organisation change, which could have
been used for the purposes of this research. However, it is all divergent theory,
and one simple wunifying theme was sought which would provide a single,
camprehensive way in which to view the training or content issues which were a
by-product of the primary, process aim of the research. This unifying theme was
found among ideas concerning organisational learning.

2.5.2 isational rni
Although research on organisational learning has been fragmented and

multi-disciplinary, two typologies of views on organisation learning were found in
the literature (Argyris and Schon, 1978, pp319-331; Shrivastava, 1983, ppl-28).
They provide a useful summary of the field of organisational learning and serve the
need for a highly condensed overview of the relevant literature for this aspect of
the research. There are really no rigorous theories of organisational learning, but
there are interesting conceptualisations of the phenomenon. In Argyris and Schén
(1978) these are summarised from the point of view of various disciplines. In
Shrivastava (1983) they are summarised according to different theoretical

assumptions or core ideas (see Figure 2.6). The latter classification contains a
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FIGURE 2.8
Perspectives on Organisational Learning based on Different ‘
, Theoretical Assumptions \

CONCEFTUALISATIONS OF
CRGANISATICNAL LEANING OORE ICEA THECRETICAL ASSUMPTIONS AID ASSCCIATED AUTHCRS

1. Organisational Adaptive Tearning: Organisations ehibit adaptive behaviour over time which they term organiiational learmming. The behavioural theory of the
learning as adapt=-

organisations adapt fim assumes that organisations change their goals on the basis of thelr experience. Adaptation also occurs In the selective

|
k tation to changes In the attention that the organisation bestows on difterent parts of the awiroment. Adaptation in the search for solutions 1s con-
eviroment by re- ditfoned by previously tried solutions. (Cyert and March Cangelos! and D111 March and Olsen).
> adjusting thelr
gaals, attention
rules and search
rules, |
2. Organisational Sharing of assump  Organisational members respond to changos in thefr intermal and external enviromments by detecting errors and correcting them
learning as assump- tions: organisa-  to maintain the core organisational theortes-in-use. These organisaticnal theories-in-use or theories of action result fram
tion sharing tional theorfes-in- sharing of assumptions and cognitive maps amng organisational members. The construction and modification of these theories
use result frum through individual and col lective inquiry 1s what Argyris and Schon Tabel organisation Teamning. They distinguish between
shared assumpcions, single-loop Tearning and double-loop learning. Single loop Tearning occurs when error correction procoeds by changing organ- |
Learning Irvolves  1sational strategles within a constant framework of noms of performance. Double~loop leaming on the other hand, frwolves ‘
changes In these  1ivolves fundamontal chanps in frames of reference or theorfes~in-use prevalling in the organisation. Weick sees organisa-
theories., Isational leamning as the sharing of realities through muitual negotiation of cognitive maps. Other authors also have various
Interpretations of this 'assumption sharing' view of organisational leamning. (Argyris and Schon Mitroff and Emshoff Mason
and Mitroff), !
3. Organicational

The development of The organisation 1s a system of purposeful actfons engaged 1n a transformation process to produce same outputs. Effectiveness
learning as devel- a krawledge base:  of organi-stions 1s a function of prior knavledge about the relationship betweon organisational actions and outcomes.
oping kncwledge of  leaming 1s the

5 s e

fsational offectiveness Is thus determined by the qual ity of the knawledge base avallable to the organisation for making the
actiom-outcome precess by which  crucfal strategic cholces, Organisational learning n this view 1s closely 1inked with organisational sense-making processes.
relationships kncwledge about ac- Learning can be hindered by arganisational fdeologles, rigidity, historical factors, legitimation, justification and erwiron~
tcnoutaome rela- nental forces, Organisational learning consists of strategic plaming and managmment information systems. (Duncan and Weiss
ticns 1s developed. Dutton and Duncan).
4. Organisational

The dovelogment of These authors argue that managament gains vital experience by repeatedly porforming a given set of activities, It gains know=
learning as insti= a knawledge base: ledge and expertise to do 1t better the naxt time. The gains 1n knawledge and experience are attributable better knawledge
tutional Ised eper- learning curve ef f- and anticipation of the enwirannent enabl ing the fim to cope with 1t more ef tectively, better understanding of the activities
fence (organi sa= ect extended to involved, substitution of materfal, tochnological fnnovation and re~design of processes, econamles of large scale production,
tional leerning and managerfal decls-  etc, Hawever, not all eqerience {s eas!ly transferable across time and organisational boundaries. (Boston Consultine roup
exparionoe) for-making. Abernathy and Wayne Yelle), ‘

(Mapued fran Shrivastava, 1983, pp 7 to 28).
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