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ABSTRACT

The model of hiarchical complexity (MHC) provides an insight into the characteristics of
candidates for a certain position that cannot be identified othenwibg performance
assessment and competence verificatibhe purpose of the research was to classify
employees ecording to the MHC to determine to which stage of hierarchical complexity they
belong.With MHC it was possible to identify differences in stages between different groups,
but the executive managers did not always have the highest mean stage scorslasuttiey
comparing to their highés | ev el i n t h ational stmguaenBmplsyees didgnatn i z
have each time the lowest mean stage score as they should comparing to the lowest level in
the ® mp a n y 6 satiomal sgyuxtare. XVith these results, were able to indicate strong
potentials in the company and also spot the weak points. This shows tkibwiedge of the
Hierarchical Complexity stage of job performance could be used as the key indicator that
guides companies in employee developmentdiu resources planning and shaping of the
future organisational structure.

Key words Model of Hierarchical Complexity (MHC), Hierarchical Complexity Scoring
System (HCSS), Employee Development, Organizational structure.

POVZETEK
Mo d el hieradarkishmest ko fmpMHC) omogola vpogled
dol ol eno delovno mest o, K i jih drugal e, S
preverjanja njihove sicergnje kompethllotnost:
razvrstiti zaposleneksl adno z MHC in tako wugotoviti, I
kompleksnosti nahajajaz model om MHC je Dbil o mogole opr
izvedbe nalog med skupi nami vrgni h manager|j e
Organizacijska strukitr a postavl ja vrgne managerje na n
rezul tat.i razi skave nakazujej o, da po model
najvigjo povprelno stopnjo i zvedbetrenutael oge.

organizacijskestrukture v podjetju pa rezultati raziskave nakazujejo, da po modelu MHC
skupina delavcev ne dos egpe izvedbednaloge. iZaagziskavgj o p
smo lahkon a t aodkrilanadamene zaposlene na eni strani kakor tudi posamezne vrzeli.

Topopira mognost, da je poznavanje stopnje h
nalog | ahko eden izmed kljulnih kazalnikov,
kadrovskemu nalrtovanju in oblikovanju priho
Kl julsede mMmedel hierarhilne kompleksnosti ( MHC

kompleksnosti (HCSS), razvoj zaposlenih, organizacijska struktura
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1. INTRODUCTION

1.1 Definition of the problem and reseach scope

In spite of the surplus labour force, it is still a challenge for companies to find and select
employees whose potential (cognitive, emotional and technical) suits specific job
requirementsCompanies acquire knowledge from new employees andghrdevelopment

of current employeedPue to the changing nature of knowledge, it is necessary to upgrade it
through learning, which leads to the greater success of a compargmpany may gain
competitive advantage, if it has more relevant knowledge itsmnivals. Professional

literature contains assertions that the viability of an organisation mainly depends on the
guality of knowledge and the employeesd cap:
well as on the company's ability to exploit tpetential of employees (knowledge in
particular) to the highest degree possililempanies that wish to succeed must pursue two
goals:(1) they must recruit highly qualified people and (2) they must choose the best possible
human resources managementseggtT he r eci pr oc al effect bet wee
and human resources strategy is an important fact that companies should not Wetjiect.

an organisation, the human resources policy and practice should be connected with the overall
organisatioal strategyHuman resources are one of the most important assets of a company,

and efficient human resources management is a key to business guécéss r j an | i | , J
and Pagon 1991, 16)Vhen designinghe strategy, the company management must therefo
be familiar with the employeesd abilities al

the relevant strategic alternativélhe company management should draw up the strategy

based on carefully examined and considered employee abilititisat way, it is integrated

into the process of recruiting employe€sr a strategy to be successfully implemented and

the companyo6s goal s t o bdl) efectivelyeperdodn, certaifm e e my
tasks, (2) possess the necessary skills and knoe/iedgmplementing those tasks and (3) be
motivated for effective performance of the said tasks (Novak 2008655

An i ndividual empl oyeedbs devel opment plan mu
interests, desires and capabilities of the leyge. The existing employees should be
encouraged to develop the necessary skills with an emphasis on creativity, adaptability and
knowledge.When speaking of development possibilities of an employee, we have in mind
his/her professional, management arabitity abilities. A company must follow and develop

an individual's capabilities, ambitions and wishes, in particular of expert employees and those

that demonstrate leadership potentigtus a company helps an individual in personal and
professional devepment, while the employee offers to a company his/her skills, knowledge,
successful performance and contribution to the overall company suthessiplementation

of strategic goals to a high degree depends on timely development of human resounces that



management and professional terms will be able to implement the strategies to achieve goals
(Mogina et46)al 1998, 45

The model of hierarchical complexity (MHC) provides an insight into the characteristics of
candidates for a certain position thameat be identified otherwigeby performance
assessment and competence verificafldre application of this model to human resources
management allows for a higher employee retention rate, less customer complaints, less
tension and stress on the job andre efficient strategic planningcbmmond.amport2008,
306).The MHC is not yet known in SloveniResearch that presents its usefulness would
contribute to its recognition and offer a new strategic opportunity for Slovenian companies
and employment ageres.

1.2 Thesis purpose, goal and hypotheses

Four basic terms are essential in discussing the Model: orders, tasks, stage and performance.
The orders are the ideal forms prescribed by the theory's axioms. Tasks are quantal in nature.
They are completed oectly, and in this case they meet the definition of task or they are not
completed at all. The term stage is used to refer to an actual task performed at a specific order

of hierarchical complexity. Order is in this case the ideal form, and stage [etioemed

form. Performance is similar as tasks, quantal in nature. That means there are no intermediate
performances. Organizations' human resource departments usually have a list of job
responsibilities that are specified for each employee positionn@msLamport(2008, 307)

refers that each job responsibility represents a task. Employee is tested as being able to
perform a specific task. Il f this test was s
on that task woul decaadoropare thibveth theaverticdl dimesswoaf e . W
organizational structure. If we then know how hard it is for specific employee to perform
successfully, this helps us to indicate appropriate job division for an employee. We can also
define development autties to improve performance on complex job tasks.

The purpose of the research is to classify employees according to the MHC to determine to
which stage of hierarchical complexity they belong.

In the research, | willest the following hypotheses:

- Hypahesisl The individual 6s classification und
organizational structure are correlated.
- Hypothesis2 The individual 6s c¢l| assidbpefamancen und

are correlated.
- Hypothesis 3:Middle managrs predominantly function on the systematic level of
hierarchical complexity.



- Hypothesis 4Executive managers predominantly function on the metasystematic level of
hierarchical complexity.

The fundamental of the master's thesis is that knowledge bigherchical complexity stage
of job performance is the key indicator that guides companies in employee development,
human resources planning and shaping of the future organisational structure.

1.3 Assumptions and limitations of the research

Since the qualy of the research mainly depends on the selected sample, | decided to include

in the survey all administrative employees taking part in the personal performance
devel opment plan that are indirecThésampieonnec!
will comprise female and male respondents and employees of various lengths of service at the
company.The respondents will be employees wsdtondary to higher education, occupying

less and more demanding administrative and management positions.

There havebeen studies carried out ifsermany (Bernholt, Parchmann and Commons
Lamport 2009) andin the USA (McElroy 2009 CommonsLamport et al. In Press)

According to thesestudies the MHC proved to be a legitimate and effective model for
measuring task complexitya n d it has successfully proje
performance.

There are two limitations that need to be taken into account.

First, the survey may have been problematic because of the method by which the survey
guestionnaire was to be completed. Ohlg data given in the questionnaire tables should be
taken into account when answering the questions. Participants need to avoid answering
guestions based on their subjective assumptions regarding the cases exposed, but need to
strictly follow instructiors and use questionnaire tables.

The second limitation is related to the research being limited only to GKN Driveline Slovenia,
so it cannot be generalised for the entire GKN Plc Group or wider environment.



1.4 Research methods applied

The first, theeetical part of the thesis will apply the methods of description, compilation and
analysis of works produced by domestic and above all foreign authors in the field of human
resources management, in particular works describing the development and appbictte

MHC.

The research instrument employed in the empirical part is based on the MHC, which
represents a framework for evaluating hierarchical complexity stages in various areas of life
and work and in various cultural environmeritbe research will & carried out by means of

the SurveyMonkey online survey systefthe survey will comprise the basic demographic
guestions necessary for analysis and topical stories enabling evaluation by the respondents.
The contents of the survey will be prepared in @apon with the Dare Iisute
organiation managed by Michael Lampd&bmmons Ph.D. An opportunity sample will be

used. The research will include 80 employees from GKN Driveline Slovenia that are
participating in the personal performance developmemt plih participants will be provided
access to the survey questionnaire bynal. The comparison of the MHC and job
performance used in the analysis of results will be based on the employee data from the
Softscape application, which the company has besngufor annual interviews and
measuring job performanci addition to the MHC, the analysis of the survey results will
also be carried out using Rasch analysis and multiple regre8si@ppropriate software tool

will be used for these two analyses.

1.5 Thesis structure

Three chapters that introduce the theories
introductory chapter.Second chapter is organized in six ats. First two suiparts give

the basics on strategic planning process, drumesources planning and connection between
both plans. Third and fourth sydart explore upon human capabilities and competencies
which includes all known and unknown characteristics of an individual person. Fiffrasub

is a conceptualization of veral structure and technical division of labour in organization.
This subpart describes options for organizational structures in the company and further on
definition and consequences of technicalision of labour. Linked to organizational
structure, laissubpart of second chapter presents job analysis and list of jobs and tasks.

Chapter three starts with definition of the term development of employees in fiisadudnd

it continues with objectives of employee development in seconepaib Both sb-parts

include definitions of different authors and researches. Due to rapid environmental changes
the companies must constantly develop new products, conquer new markets, change its
organization, working methods etc. Therefore, it is relevant that eegdosre adequately



prepared for all these changes. Linked to this, thirdpsub presents development capacities

of employees and shows the link between job performance and development capacities. Last
subpart of third chapter introduces the approaclesnployee development that companies
have a possibility of a choice. This spart finishes with presenting management tools when
monitoring human resource development.

Chapter four gives the basics on which the whole study is built, presenting thetitator
stronghold from which the research originateshe Model of Hierarchical Complexity
(MHC). This chapter is organized in three fdrts. First supart introduces the Model of
Hierarchical Complexity in general followed by basic terminology whenamediscussing

the Model. This suipart continues with description of horizontal and vertical complexity, and
finishes with precise definition of tasks and stage. Secongahintroduces 16 orders of
hierarchical complexity followed with examples othaorder. Second sart also includes
description of postformal stages and external influences. The Model of Hierarchical
Complexity posits that i ndividual 6s percepti
such as indi vi du a, linéuwingccoltara,ieducatonal, netigious,ipslitical r y
and social backgrounds. Third spart of chapter 4 presents task theory. The starting point of
the last sulpart is that each task can be correctly addressed only at a given point in
development. Liked to this, dimensions of tasks are described on following pages. Third sub
part finishes with importance of stage transition, description of four transition steps and
possibilities to measure transition.

Following chapter five is a short introction of the studied company,dded into two sub
parts. First supart introduces the company GKNcPby briefly presenting four disions
that GKN operates. Second spért presents the company GKN Driveline Slovenija, where
the case study was set up.

Chaptes six, seven and eight are designed for empirical part of the research. Chapter six
presents the research framework. This chapter is organized in thr@arsulstarting with
definitions of research instruments. The research instruments used in thieadrppit were

the Decision Making Instrument and the Perspective Taking Instrument, both developed by
Dare Association and licensed to Core Complexity Assessments (CCA). Secoepdrtsub
summarizes the purpose and objectives of the research, followedpbthéges, projected
assumptions and limitations. Last spdrt of chapter six presents research methodology. It
involves description of the survey questionnaire, sample selection and data collection.

Chapter seven isded into tree suiparts. First supart includes the participation statistics.
Second part involves results on how well the order of hierarchical complexity predicts the
stage of performance in each task sequence. The thirgastlof the results includes a



comparison of main stage penioance of the groups and a correlation of Rasch scaled
performance of the participewith performance review results.

Masterds thesis finishes with chapter eight
the main research findings, answers to higpsés, contribution of the study to HR knowledge

and recommendations for further reseamRbference list is followed by the last part of the
thesis; these are appendices; Slovenian summary and survey questionnaire.



2. HUMAN RESOURCES AND STRATEGIC PLANNING

2.1 Strategic planning process

Strategic planning enables the organization to take advantage of opportunities existing in the
market. Strategic planners take an outside view of the organization. They examine the
capabilities ad limitations of the organization for dealing with the external environment and
the opportunities and threats betenvironment (Jarrel093, 5).

2.1.1 Stages of planning

Planning is done in three stages: strategic, tactical and operational. Alstages have a
hierarchical relationship between each other; however, strategic planning is defined as the
most comprehensive (Jarrell 1993, 5).

Tactical planning involves an insiderodos vie
deployment of resaues to organization units and job positions to implement the strategies

and achieve the objectives of strategic planning. Deployment of resources is done through
organization design, organization culture, budget process and policies (Jarrell 1993, 5).

Oper ati onal pl anning involves again insider 0s
involves a specific organization unit and not the organization as a whole. Resources are on the
one hand deployed through tactical planning but applied to evemypesations through
operational planning. Operational planning defines how to use with maximum efficiency the
resources assigned in stages of planning (Jarrell 1993, 5).

2.1.2 Strategic planning process

The process of strategic management consists ofotirebasic functions of management:
planning, organizing, leading and controlling. Company strategy must be planned, organized,
implemented and evaluated at the end (DimgvskiPe nger a2008, 1®Ehi dar gi |

Strategy formulation involves series of geqtial steps. Strategic planning is an
organization's process of defining its goals and strategy by allocating its resources different
alternatives. In order to define the direction of the organization, it is necessary to understand
the current positionin general, strategic planning deals with at least one of 3 key questions;
what the organizations do, for whom and how to excel (GKN Plc. 2011, 5).



The strategic planning process assesses the potential of the company to develop and grow. It
provides a ho#itic management framework as it requires identifying the business objectives
and actions which will secure achievement of the strategic goals. It also defines the
capabilities that company needs to develop and the risks that need to be managed to be
succesful in meeting the objectives. In many organizations, this process is seen as defining
where an organization is going over the next year, more typically £ years) some
organizations extend their vision to 20 years ahead (GKN Plc. 2011, 5).

Hill and Jones (2009, 12) identified five main steps of the formal strategic planning process:
- Select the corporate mission and major corporate goals.

- Analyze the organizationds e x togporturatiesand o mpet |

threats.
- Analyzetheorgni zati onds internal operating envi
strengths and weaknesses.

- Select strategies that build on the organi

order to take advantage of external opportunities and counggnaxhreas.
- Implement the strategies.

It is important to recognize that in additd]i
is also determined by the characteristics of the industry in which it competes. Different
industries are categorized/b di f f er ent competitive conditi
can grow rapidly or contracting. Some conditions can be beset by excess capacity and
persistent price wars, others by strong demands and rising prices. Thus different competitive
conditions in dferent industries have influence on strategic planning process (Hill and Jones
2009, 7).

2.2 Human resource planning and connection to a strategic plan

2.2.1 Human resource planning

l vanuga Bez]j atedout2hatOirbthe idéad husinpssanagers plan the human
capacity the same as other resources (assets, machines, money, etc.). Managers would try to
ensure the right number of workers in the right place at the right time, in order to achieve plan
and strategy of the organization. Howeuege reality is different. The importance of human
resource planning is on the same level as planning financial resources within the organization.
Human resources planning represents a first step in an employment process. If the first step is
carried out porly, then the further activities will also move away from the goals of the
company.

f

0

(0]



Armstrong (2006, 263) defines human resource planning as determining the human resources
required by the organization to achieve its strategic goals. This process énsutles human
resource requirements of an organization are identified and plans are made for satisfying those
requirements. In general human resources planning matches resources to business needs in
longer term and also addresses shorter term requirenigns answers two basic questions:

how many people and what sort of people. The view of human resource planning is also
broader in the ways in which people are employed and developed in order to improve
organizational effectiveness.

Important aspectsna views arising from the definition of the human resources planning are

(Beardwell, Holden and Claydon 2004, 172):

- to attract and retain the number of people required with the right skills, expertise and
competences

- to anticipate problems of potential plusesor deficits of people

- to develop a weltrained and flexible workforce

- contributing to the organisation's ability to adapt to an uncertain environment

- to reduce dependence on external recruitment on short term by formulating retention and
developmenstrategies

- to improve the utiliation of people with more flexible systems of work.

Significant aspects and views, which derive from the definition of human resource planning,

are (Cushway 1994, 26):

- Itis a systematic and planned process,

- It is a condntly recurring process, which continuously adapts to the changes of the
organization,

- Itis a shorterm and a longerm process, which adapts to the organization's-ferrg
requirement on survival and growth,

- It is a process, which is tightly relatéa the entire planning process on the level of the
whole organization,

- The process of manpower planning requires the component of quality and quantity,

- Planning human resources is subjected to available financial resources of the organization,

- Human resurce planning is related to the efficiency of the organization.

Planning human resources means to assure the organization (Cushway 1994, 28):

- That on one side it shall attract and on the other side maintain workers in a sufficient
number and with adegte human capabilities, and that selected workers shall work
efficiently and achieve set objectives.

- Themost optimal efficiency of already employed workers



- Necessary education of employed workers and their development for efficient execution
of tasksard roles in the organization.

- Advance preparation to constant changdsckvarise on the labour market.

- So that it can meet the requirements on huraaaurces from its own sources.

- All employees equal career adeament and personal development.

- Supension over labour costs and control of the latter.

Human resource planning is successful, when the organization beside immediate objectives
achieves also the broader objectives (e.g. profits, reputation, efficiency, successfulness) and
simultaneously sats f i es t he needs of persons empl oyec
Jereb (1998, 32) therefore state that human resqlanning is successful whdhstabilizes

the level of employees, whereby it reduces the unemployment aneédbs to a greatgob

security:

1. Prevents the departure of young manpower from the organization, which has been
qualified for specific workplaces during a certain period of time, when the latter do not
see any opportunities to prove themselves or for career advancement.

2. Reduces the number of problems, if any of the leading managers leave the organization.

3. Assigns financial assets to individual departments so that each department has a sufficient
number of people to achieve planned objectives.

In order for the human resme planning to be effective, the plan must be carried out within
organization's longerm plans. In practice, all too often we come across -$&ort solutions

when it comes to staff needs, whereat strategic directions and organization's objectives are
ignored (Byarsaand Rue2003, 117).

Graham and Bennett (1998, 163) refer the need of human resources planning to continuous
readjust, because the goals of an organisation are unstable and environment is uncertain. The
latest is also complex, because it inied many independent variables, such as investion
demograplt changes and resistance to change, customer demand, government intervention
and competition. In case if the plan cannot be fulfilled and the objectives of the company may
have to be modifiedt is also important to include a feedback.

2.2.2 Connection between human resource planning and a strategic plan

When the organization forms its business strategy, it is at the same time also necessary to plan
special staff which shall enable to acl@eget objectives. Human resources strategy must be
determined so that the internal structure of human resources adapts to the requirements of the
defined business strategy of the company by considering environmental changes (Novak
2008, 68).
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A successfutonnection of human resource strategy and business strategy may take place in
various manners which depends on what better corresponds to the given situations and
company's needs. Regardless of the form they advocate, line managers who bear the
responsility for implementation of individual tasks related to human resource management
must also be included into the process next to top management and human resource
professionals (Novak 2008, 68).

When connecting human resource strategy to company's busirasgy, it is also necessary

to be aware of constant collection of data and formation of data bases, continuous assessment
of inconsistencies between supply and demand of human resources, searching for and
obtaining the best eworkers and ascertaininthe needs for knowledge and skills of
employees in accordance with the needs to create conditions for development of employees
and valuation of achieved results (Novak 2008688

Integration can be achieved only when human resources are considdredstatiegic and

tactical planning stages of business planning (Jarrell 1993, 109). Human resource planners
influence the organization philosophy and develop objectives for the human resource function
at the strategic planning stage. Human resource plaiaisy shape strategies for carrying out

the organization philosophy and achieving the human resource objectives. At the tactical
planning stage, in accordance with strategic human resource objectives and strategies, human
resource planners develop struesifor the allocation of resources (Jarrell 1993, 109).

Human resource planning is an integral part of business planning. The strategic planning
process defines changes and type of activities that should be carried out by the organization. It
should idetify the core competences the organization needs to achieve its goals and also skill
requirements (Armstrong 2006, 3884).

2.3 Human capabilities

Some authors believe that human resource management may be handled in the same way as
all the others. Aaarding to their opinion, the role of human resource management should
belong to the managers. The opinion is set very roughly, since people have resources, but they
are also resources themselves. Those are not disposed by managers but by people alone
(Lipi Il ni k 1998, 26).

Human capabilit is a very wide term, which includes all known and unknown characteristics
of an individual person. Authors define the division of human capabilities differently. The
most remarkable thing about human beings is that vert &vo are the same. At a physical
level, differences between people are obvious and most of us could list some of the major
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differences (Cooper and Robertson 1995, 12). More complex psychological factors are less
immediate apparent and require more sgleagd knowledge to assess. Cooper and Robertson
(1995, 15)divided human psychological characteristics into two broad categories: personality
and <cognitive abilities. Cognitive ability
numerical and other infmation. Personality refers to individual differences in temperament

or disposition (Cooper and Robertson 1995, 15).

Lipilnik (1998, 26) thus talks about human ¢
we talk about capabilities in a general senflieese are psychological capabilities,
physiological and physical. When we talk about human capabilities within the limited sense,

we are considering abilities, knowledge and motivation. Regardless of what capabilities can

be found in a person, for thegpp ni zati ons are the priority |
knowl edge, skills and personal characteri sti

Abilities are person's potential for development of certain capabilities. We talk about
mechanical, sensory, motor and irgetal abilities. Abilities best come to the expression in
combination with knowledge. Knowledge is person's capability to solve known problems.
With known problems we mean such, which were already seen and solved. Regardless of
where and how the personshabtained this knowledge, it mainly helps him to s@ikablems
with known solutions (Lipilnik 1998, 26).

Skills relate to person's motor and cognitive skills. They enable quick and efficient reaction to

a problem. Personal characteristics are person's virtues, which by themselves are not
necessary for solmg problems, but they give a personal touch to every human reaction. In the
narrower sense it is a person's character and temper. In a general sense they may include
personal characteristics all/l human d998,r i but e
27-28).

Cognitive skills are intellectually based and are linked to working out or solving problems.
These skills affect the perceptual process and help people to make sense of what is required in
any given situation. They have more to do with hee learn, remember, problesolve
(Honeybourne, Hill and Moors 1996, 82).

Pascale (2006) refers thatyatask can be broken down into the different cognitive skills
needed to complete that task successonel | y. L
This action involves at least perception (hearing the ring tone), decision making (answering or
not), motor skill (lifting the receiver), language skills (talking and understanding language)

and social skills (interacting properly with another humeindp).

In the management practice, human characteristics are considered a little less structurally and
more functionally. In the companies, questions about types of human capabilities are asked a
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little less, but they are more concerned with the questltat capabilities does a person need

to perform a job. Thus the abilities, knowledge and motivation are central capabilities, which

the companies try to recognize and influence. Namely, the result is not given if only one of

the stated capabilitiesismissig from t he combination (Lipiln

Lipilnik (1998, 28) thus ascertains that K n
human mobilizing force, which give him the opportunity to achieve success.

2.4 Competencies

There are lots of diérent definitions of competences. Svetlik (2005, 13) defined competence
as the ability of an individual to activate, connect and use the knowledge gained in complex
and diverse situations. Furthermore, Majcen (2009, 21) defines competence as individual
properties, characteristics, skill and, abilities required for the job or that employees have.
Therefore, we distinguish skills for works and skills of employees.

Competencies are about capability and are the things that individuals or organizations need to
be good at work (Whiddett and Hollyforde 2003, 5). Whiddett and Hollyforde (2003) define
competencies as behaviours that individuals demonstrate when they are effectively
undertakilg job tasks within the organization. By linking competencies to orgamirath s
mission and values, they are stating their commitment to the values and integrating
behaviours that support them throughout the management of people.

Competencies list characteristics such as motives, traits or skills and also provide examples of
what we would see, if people used these characteristics effectively. Competencies help to
assess how people combine and use knowledge, abilities and motives when doing job tasks
(Whiddett and Hollyforde 2003, 8).

Whiddett and Hollyforde (2003) define thakhavioural indicators are examples of the
behaviours that come out from the definition of competencies. Usually behavioural indicators
are examples of effective competency and are included in some frameworks. If the framework
covers a wide range of jobgith different demands, the behavioural indicaterthin each
competency can be dded into separate list or levels that reflect different degress of
demands. This is necessary, if the competency framework covers a wide range of jobs or
roles.
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2.4.1 The difference between competencies and competence

There is a difference in defining competency, competent, competence (Majcen 2009, 21):

- Competencies are individual qualities, characteristics, knowledge and abilities necessary
for work and are owned ke employees.

- Competent is a person, who has all adequate competencies to perform a certain job, task
or to achieve planned objectives successfully.

- Competence is an attribute of an individual, organizational unit or a company, which
relates to the gmbility to perform tasks successfully. Whereat appropriate competence
means that a person has enough knowledge, experience and other qualities to be qualified
for a certain job. Competence of a company shall mean that the company has all the
resources tachieve business objectives.

2.4.2 Classification of competencies

Competencies may be classified according to levels or dimensions. According to levels they
are classified as (Svetlik 2005, 36):

- Key, undamental or generic competencies.

- Labourspecifc competencie.

- Organizational specific competensie

Key, fundamental or generic competersc

Terms, such as key abilities have recently been noticeable in the field of education especially
in school policies. It is the case of multifunctional and w#&wplinary competenes, useful

and effective in various situations, contexts, tasks and variable circums(&wedik 2005,

37). In the last years, defining and identifying key compéésneere the objective of (at least)

two major European researcheKey competeni@s (2002) performed by Eurydice, and
DeSeCo Project (2005) within OECD.

Eurydice emphasizes 3 criteria for determining key competencies:

1. Key competencies should contribute to the welfare of all members of the society.

2. They should be arordant to ethical, economic and cultural values and standards of the
addressed society.

3. The context, in which the latter are defined is relevant. The context of key competencies
does not include specific life styles but merely the usual ones: prdiafasitons and social
roles within the life of members of the society.
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Key competencies are actually worthless, if the individual next to them does not develop
specific competencies to be able to solve individual problems successfully. This means that
only by connecting key and specific competencies, we are able to solve specific problems
successfully{Svetlik 2005, 38).

Labour specific competencies

Labour specific competencies are represented by activity aspects in a specific labour role related
to efficient performance in this role. There are attributes necessary for successful performance
of a certain job or a taglSvetlik 2005,39). They are common to members of occupational
groups and similar work places, thus they refer to similar work teegkardless in what
organization the job is being performed.

Organizational specific competencies

Organizational specific competencies are resources with which the individual adapts his or
her own manner of performance to an organizational cultgardiess of his or her role
(Svetlik 2005, 39). Labour specific competencies are related to successfulness of an
individual in a specific role and organizational specific competencies with his or her
successfulness in the organization as a whole.

Classfication of competencies according to dimensions is extremely relevant for human
resource management. According to dimensions they can be divided into (Svetlik 2005, 36):
- Expected competencies

- Actual competencies

- Graduated or distinctive competencies

- Descriptive competencies.

Expected competencies

Expected competencies are:

- competencies, which are expected from an individual by the society (key competencies),

- competencies that an organization expects from individuals in order to successfully complete
their roles or perform their tasks (organizational or labour specific compete(@wes)k
2005, 36).

Actual and potential competencies

Actual competencies are those, which the individual has and that enable him a successful
performance of social @mrganizational roles and task. They can be measured or described
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Potential competencies are those, which the individual is able to develop according to his
predispositions. They are more undefined; with psychological metpodsibilities of their
devebpment can & predicted (Svetlik 2005, 36L).

Graduated or distinctive competencies

Organizational competencies may be demonstrated by intervals that determine success of
an individual in performing tasks. Hereby, we can acquire graduated competencies
descriptions of competence levels of an individual in a defined organization. The
competence level enables the organization to differ between individuals, is distinctively
applicable in the system of human resource management, and at the same taribegive
individual a feedback oniticompetency (Svetlik 2005, 381).

Descriptive competencies

Description of competencies is used in organizations and presents an image that an
organization or its employees have on aaie competency. It is a wordefinition of a
competence within an organizational culture, therefore values and standaalgolof
performance within an organizatig8vetlik 2005, 41).

2.5 Organization of vertical structure and technical division of labour

2.5.1 Definiton of organzing

Organizing is a process of grouping activities to attain objectives and assign each grouping to

a manager, who has the authority to supervise the group members. Organizing is performed to
arrange all required resources, also people, so that theegkquork can be accomplished
successfully. A manager must know for which activities one is responsible, who helps and

who is being helped, the channels of communication, the clustering of work that is followed

and the relationships among different workwgrs. Answers to all this questions are given by
organizing. However, all employees need to have an accurate and consistent understanding of
their jobdés requirements, and they need to Kk
also with othenonmanagers in the work group ( pi | rMiekg naamrd 1998, 51).
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2.5.2 Definition of organizational structure

Although the concept of organizational structure is known, the definitions vary widely. Some
of them (Lipil ni k-52pdefine dttectune ag varibi® T@Mbinatiodf
components interdependent and linked to form a whole.

Hi tt, Il reland and Hoskisson (2009) define o
reporting relationship, procedures, controls, authority and deaisaking processes. A
c 0 mp a n ytires spexities the work, that needs to be done and how to do it.

Daft and Marcic (2010) refehat the organizing process leads to the creation of organization

structure which defines how tasks areviied and resources deployed. Organization structure

is defined as (Daft and Marcic 2010, 225):

- The set of formal tasks assigned to individuals and departments.

- Formal reporting relationships, including lines of authority, decision responsibility
number of hierardbal levels and span of managsecontrol.

- The design of systems to ensure effective coordination of employees across departments.

For various definitions it can be summarized that job tasks and their owners are the basic

el ements for defining the organizational st
Marcic (2010, 224) point out t hthecompgamyismanag
organized. Organizing is the deployment of organizational resources to achieve cbrapany
strategy. The depl oyment o f resources refl e
specific departments and jobs, formal lines of authority aedhanisms for coordinating

diverse organization tasks. Organizing is important and linked to the strategy. Strategy defines
what to dg and organizing defines how to do it. We name structure as a powerful tool for
reaching strategi c sugess Is softera determiaed Isytits ditt vatly y 6 s
organizational structure (Daft and Marcic 2010, 224).

2.5.3 Organizing the vertical structure

Formal tasks and formal reporting relationships provide a framework for vertical control of

the organization. Theharacteristics of vertical structure are shown in the organization chart.
Organi zation chart 1s the visual represent at
chart provides order and logic for the organization wlighneatingthe chain of command,

indication of departmental tasks and how they fit together. Every employee should have
defined appointed task, line of authority and decision responsibility (Daft and Marcic 2010,
225).
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An organization chart is drawn to help us visualize the orghnizatructure and shows what
activities are performed, by whom, the work groupings of activities and their relationships.
On figure 1 chart lines present joining the organization veoniployee units, indicate the
formal flow of communication and decisionaking authorization at the top of the chart and
those with the least at the bottom. Organization charts help identifying:

- organization levels such as top, intermediate, and bottom,

- naming the units of each level such as division, department and section,

- assigning titles (Daft and Marcic 2010, 2P226).

Managing
Director

l

Production
Manager

Plant
Superintendent

|
1

Foreman Shop Foreman Shop Foreman Shop
A B €

Figure 1: Pure line organization
Reference: IGCSE012.

Organizations usually perform a variety of tasks, and fundamental principle is that work can
be done more efficiently if employees are allowedspecialize. Work specialization or
division of labor is the degree to which organizational tasks are subdivided into separate jobs.
Employees within each department perform tasks relevant to their specialized function. We
can describe work specializatiovith example of an automobile assembly line, where each
employee performs the same task over and over again. It would not be efficient to have a
single employee build the entire automobile or perform a large number of unrelated jobs.
Despite the advantagef specialization, many organizations are moving from this principle,
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because with too much specializatiemployees are isolated and do only one, boring job. On
the other hand, too much specialization creates separation and the coordination that is
esential for organizations to be effeai (Daft and Marcic 2010, 22226).

The chain of command is a line of authority that links employees in an organization and
shows the relationship between who reports to whom. The chain of command shows the
authority structure of the organization. Authority is the formal and legitimate right of a
manager to make decisions, issue orders and allocate resouraes hoi eve or gani z
outcomes (Daft and Marcic 2010, 230).

Daft and Marcic (2010, 230) identifiethe s@n of management as number of employees
reporting to a supervisor. This is also sometimes called the span of control and this
characteristic of structure determines how closely a supervisor can monitor subordinates.
Traditional views of organization desigecommended a span of management with seven
subordinates per manager. Today, many lean organizations have spans of management as high
as 30, 40 and even higher number of subordinates.

The average span of control used in an organization defines wheghstracture is tall or

flat. A tall structure has an overall narrow span and more hierarchical levels. A flat structure
has a wide span, fewer hierarchical levels and is horizontally dispersed (Daft and Marcic
2010, 230).

We define centralization and aentralization with the hierarchical level at which decisions
are made. Centralization means that decision authority is located near the top of the
organization and with decentralization; decision authority is pushed down to lower
organization levels (Datind Marcic 2010, 230).

2.5.4 Departmentalization

Departmentalization is another fundamental characteristic of organization structure which is
the basis for grouping positions into departments and departments into the total organization.
Each approachot structural design reflects different uses of the chaircahmand in
departmentalization (Daft and Marcic 2010, 232).

Daft and Marcic (2010, 232) define functional, divisional and matrix approach as traditional
approaches that rely on the chain of ccamohto define departmental groupings and reporting
relationships along the hierarchy. Innovative approaches, such as use of teams and virtual
networks have emerged to meet changing organizational needs in a turbulent global
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environment. The basic differemcamong structures is the way in which employees are
departmentalized and to whom they report.

Figure 2 shows the functional structure. This structure is a strong vertical design and means
grouping of positions into departments based on similar skillsk &ctivities and resource

use. Information flows up and down the vertical hierarchy and the chain of command
conveages at the top afrganization IGCSE 2012)
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Figure 2: Functional organizationi manufacturing company
Referere: IGCSE2012.

Divisional approach is in contrast with functional approach and occurs when departments are
grouped together based smilar organizational output3he project structure consists of a
number of horizontal organizational units to compliEteg term duration projects. It is
constituted of specialists from different areas created for each project. Usiallieam is
managed by the project manager and the project staff is separate from and independent of the
functional departmentsGCSE 2D12).

Matrix approach showed on the figure 3 combines aspects of functional and divisional
structures simultaneously in the same part of the organization. The matrix structure evolved as
a way to improve horizontal coordination and sharing informatiore Vértical structure
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provides traditional control within functional departments, horizontal structure provides
coordination across departments and matrix structure supports a formal chain of command for
both vertical (functional) anddnizontal (divisiona) relatiorships. Due to dual structure, some
employees can report to two supervisors simultaneously (Daft and Marcic 2010, 236).

Director o
Engineering

Chief Chief
ciat ot al electrical hydraulic
design engineer

| ProjectA'
Manager ,

\Proeetn'
Manager

Project C
| Manager

Project D
‘ Mai‘;cger,

Figure 3: Matrix organization structure
Reference: IGCSE012.

2.5.5. The relationship between organization design édficiency and for learning

No form of organizational structure is better or worse than other. The most important is that
the organization has a structure which best allows it to achieve objectives. Size of
organization, technology and environmental requésts has the biggest impact on the
structure. Differentiation of organization (vertical or horizontal) increases with its size. Large
organizations have more structured activities, the size of the waitsoanected with more
flexibilty of tasks, enlargeent of empowerment and greater emphasis on achieving results
and objectives. Figure 4 shows relationship of organization design to efficiency versus
learning outcomes. Vertical organization is designed for efficiency and horizontal
organkation is desigrekfor learning (Daft 2008, 93).
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Characteristics of vertical organization (Daft 2008, 93):
- Specialized tasks

- Strict hierarchy, many rules

- Vertical communication and reporting systems

- Few teams, task forces or integrators

- Centralized decision making.

Characteristics of horizontal organization (Daft 2008, 93):
- Shared tasks, empowerment

- Relaxed hierarchy, few rules

- Horizontal, faceto-face communicatian

- Many teams and task forces

- Decentralized decision making.

Horizontal Organization
Designed for Learning

T Horizontal structure is dominant

* Shared tasks, empowerment

» Relaxed hierarchy, few rules

+» Horizontal, face -te-face communication
* Many teams and task forces

+ Decentralized decision making

Dominant

Structural | Vertical siructure is dominant
+ Specialized lasks
Approach | . syict nierarchy, many rules
+ Yertical communication and reporting systems
« Few teams, task forces or inteurators
» Gentralized decision making

Vertical Organization
Designed for Efficiency

Figure 4: The relationship of orgarization design for
efficiency vs. learning outcomes
Reference: Daft 2008, 93

2.5.6 Definition of technical division of labour

Technical division of labour indicates classification of joint work task of a company to
multiple partial tasks with a diffent level of complexity. It is a classification of a uniform
working process to procedural components and assignment of these procedures to various
people in the company for implementation (Rozman 1996;5383. Rozman (2000, 26)
defines specialization dechnical division of labour as a level of division of a joint work task

to individual work tasks).

23



Technical division of labour is a process that runs in three phases (Lipovec 1887; 71

1. Phase of classification or work analysis. When imagining ¢ieaBon of the work
process or business operation to individual taslesobtain a technical structure. On this
level there areminterpersonal relationships.

2. Phase of department integration. In this phageconnect tasks into working tasks, which
hawe different complexity. We form work places, divide work tasks to work places,
followed by integration of work places into departments and integration of departments
into a company. Here we also have a technical structure with no defined interpersonal
relaionships.

3. Phase of assigning work tasks. In this phase we divide work tasks to personnel. With this
phase the technical division of labour is carried out. Thus we obtain organizational
structure where interpersonal relationships are defined merelyechradal basis.

Technical division of labour is performed according to a specific key or criterion, thus
systematically. This makes sense so that a specific part of a business process is not left out or
duplicated. Most frequently a business process assdied according to implementation
process. This means that the entire business operation is divided into business functions:
supply, staff, production, sale and finance. Classification according to subject or object is also
frequent. This means that thatire business process is divided according to areas, then within
each product and the according to phases of the process. There could be more divisions
according to the phases of the business process (planning, implementation, and control),
division by purpose (primary, secondary tasks) and division by level (coordinating and
implementing work tasks) (Rozman 2000, 76).

2.5.7 Consequences of technical division of labour

When work is divided by a specific key, each work task is received by the emptoyee
implementation and not before this procedure; the division of labour is carried out. Directly
from this step derive multiple consequences (Lipovec 1983382

1. People who by the assignment of work task become members of an organised company
are holdes of work tasks, which vary by dimension.

2. Holders of detailed work tasks are subordinated to holder of more complex work tasks.
This brings superiority and subordination into the relationship between employees.

3. The result is also that the most work taaks simple, while there are a lot less complex
tasks.

4. These advantages do not come by themselves, but they are assured by good coordination.
If the coordination is not efficient and satisfactory, it is not possible to realize the
advantages of divisionf éabour or divided labour may even be le$®ctive as undivided
labour.
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2.6. Job analysis and list of jobs and tasks

2.6.1 Job analysis

Job analysis is the hasof human resource managemaervtijch directs its attention to what is
expected from emplees, as well as knowledge, skills and abilities, which are necessary for
effective work at a single work place. Job analysis may be defined as a process where the
work place is determined by the contents of its tasks, duties and responsibilities, its
relatonship towards other work places, conditions in which the work is carried out and

per sonal gualities, which are necessary for
20).
There arégwo approachestojobanalyss¢ k ovi | and Migli|l 2006, 20

- Approach focused directly to a job or task
- Approach focused to an employee or his behaviour.

The first approach refers to tasks, duties and responsibilities of a work place. The second
approach is focused on the behaviour, which is necessary for thetavbekdone thus job
requirements. Job requirements are constituted of skills, knowledge and abilities, which are

defined in the description of the work place conteht¥ u k o v i | and Migli/|
Regardless of the chosen approach, it is essential for efficient labour analysis to obtain
information including (Vukovil and Miglil 20

- Work place contents. The latter describes the duties of a work place in a mémcter
may extend to global findings to very detailed descriptions, tasks and procedural steps.

- Work place requirements. The latter recognizes formal qualifications, knowledge, skills
and personal qualities, which an employee needs to carry out a spziiica specific
situation.

- Work place circumstances. This relates to situational and supporting situation, which
refers to a specific work place. Its intention is accordant with the organization, field of
information such as the dimension of finandmiman or material sources being managed.

Job analysis is constituted of three levels, which are: ascertaining work capabilities, job

descriptions and relationships, and defining knowledge and skills necessary for the
implementation of ascertainedtasks k ovi | and Miglil 2006, 21).
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2.6.2 Determination of working capacities

Procedures used with activity analysis are basic procedures of every analysis. The subject of
examination is not just a job in a form, but also forecasting how a job shoulptibealty
implemented. On the grounds of gathered data, a list of the most important duties or job
description is produced (Vukovil|l and Migl i/l

A job description includes a broad description of purposes, objectives, responsibilities and
tasks tha constitute a certain job. The description includes the job title and its general
purposes, which summarizes why a certain job is necessary and what is its purpose for the
organization. A job description also includes the name of the department in wisiclrried

out, the title of a person to whom the performer is directly responsible to, short details on
other key relationships and connections, and the indication whether a performer acts
independently or as a part of a group. In job analysis only taaks are usually included,

which enable the review of the job elements. Job description also includes all possible
probl ems, which are according to experience

2.6.3 Task analysis

The successfulness of jolnaysis depends on the ability to ascertain tasks that construct a
single duty and determining their importance, sequence and complexity. Starting point is the
job description. Task analysis assures information on activities carried out by an individual
ard on the expected work success, which is the basiforation of training programnse
(Vukovil and Miglil, 2006, 23).

2.6.4 Job profiling

The result of job analysis are the job and task descriptions, which constitute a job, working
procedures with which the job is carried out, work resources which are used hereby and
relations in whichthe activity is carried out. Jobs vary according to dimension, autonomy and
environment, and also by the complexity of individual components which they include.
Profiling is designed for detailed analysis of all main job components, namely knowledge,

ski ' s and abilities. The result is a descrip
on job components is relevant because each of them has a different impachation of

training programme and on the selection of learning methods and aslitiue to different

ways of development (Vukovil and Migl i/l 2006
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2.6.5 Description of worker's qualities

Determining worker's qualities is the analysis of motives, abilities, personal and other
qualities, which a worker must have for successfll performance. When determining
worker's qualities, the identification of those qualities is emphasized that the worker must
have to carry out work tasks as efficiently as possible. The description of worker's qualities
includes information on worker's echtion, qualifications, training, experience, mental,
physical and social skills, and personal characteristics. Detailed and consistently defined
gualities of a worker are the basis for determining the gap between current and desired work
successfulness dnthe starting point for preparation of a detailed training description
(Vukovil and Miglil|l 2006, 26).

Within human resource planning, most attention is concentrated on forecasts of people joining
and leaving the organization. Internal movement is al&ey factor in internal supply. The

likely results of forecasting actiyitare the identification of a potential mismatch between
future demand and supply. A number of options are illustrated by Figure 5. If future demand
is likely to exceed supply, theplans need to be developed to match the shortfall. If future
supply is likely to exceed demand, then plans need to be developed to reduce the surplus
(Beardwell, Holden and Claydon 2004, 168). Employees have number of options for
movements in an organizati as shown on figure 5. They are likely to cover at least some of
the following areas (Beardwell, Holden and Claydon 2004, 168).
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3. DEVELOPMENT OF EMPLOYEES

3.1 Definition of the term development of employees

Fl orjanl il and Jereb (1998, 45) define the
process of preparation, implementation and supervision of all staff training procedures and
measures, designed for professional, working and personal develagresmngloyees.tlassures
optimal professional, educational and qualification structure of all employees regarding present
development and strategic objectives of the organization.

When we plan development of employees in a company, the latter must dak dmashe
company's needs, abilities, interests, desires and capacities of a worker. It is necessary to form a
whole from a professional, working and personal development of an individual. With the already
employed, it shall be urgent to encourage the I[dpugent of necessary capacities, creativity,
adaptability and knowledge is emphasized. Key information about the progress and the needs of
further development of employease given by monitoring and evaluation of success at work
(Novak 2008, 145).

Develgpment and training of employees is a planned effort for individual's easier learning
behaviour related to work. The purpose of development and training is that the individual's
implementation of job performance and efficiency would imprdyartpl and Maiih 1995,

356).

The fundamental task of staff development is to assure optimal occupational, educational and
gualification structure of all employees regarding present development and strategic objectives of
the organization. Instruments of staff develepin are related between each other and
intertwined system of reception, classification, career advancement and staff ediitatigni (n a

et al. 1998, 45).

Development of employees runs through their entire period of employment. It starts with the
inclusion of an individual into the organization and continudls abtaining working experience

and adaptation to the organizationakargd. Employee's career advancement depends mainly on
his ambitions and abilities (Florjan|i] and

Development of employees has a positive impact on effectiveness of the company and enables

the achievement of a good position on the lalang knowledge market with its operation in

the following area, namely F1 or j an| i | and Jereb 1998, 45):

- Guidance of employees into education to obtain approprie¥eld of professional
education.

- Professional employee training.
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- Assuring managerial arpfofessional staff and preparation of the latter to take oveltircerta
functions within the company.

- Systematic and consistent development of employees (professional as well as working and
personaljaccordant with job requirements.

- Encouraging employeeaeativity.

- Providing transfer of knowledge among employees on all levels and between them

In companies that operate in market directed economies and which assumed the concept of
employee management, development and training of employees are nohateswuld be
neglected. In these companies, they came to the conclusion that investing in development and
training is a necessary implementation and the meaning of these activities is extremely
important for acquisition and maintenance of competitdeantages |1 or j an | i | and
1998, 56)

3.2 Definitions and objectives of employee development

3.2.1 The definition of employee development

Since the miegseventies, successful development strategies are no longer based on new
technologies as the essential elepment generator but on staff and concern for development

of human potentials. The essence of successful staff management is preparation and training
of employees for continuous changes of oneself and rapid reactions to environmental changes
(Rojc 1992 8-9).

Managers in companies already pay attention to skills and abilities, which their employees
posses. We can anticipate that in the future they shall demand even more from their employees
and expect from them the followirf@reven 1998, 196):

- High level of education (to master new technologies, capacity to accept appropriate decisions
and greater contribution to company's objectives)

- Ability to learn new skills and adapting to changed circumstances (employees shall by
themselves accept the respaoiigy for their learning and acquiring new skills).

- Ability to work in an organization with flat structure and less management levels (employees
shall perform their work without supervision, define their objectives and supervise their own
job performane).

- Ability to master connections with users and relations between the employees in the
company

- Ability to solve problems, creative way of thinking and acquiring new and own ideas.
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An adequately qualified and motivated personnel with professionalvledige, brings the

following advantages to the compakyl( or j an| i | and Jereb 1998,

- Greater productivity (more products or@ees, shorter production time).

- Better products and service quality (increasing demand, deswyplaints, less poor
products).

- Greater adaptability of employees to the job (lebseateeism and fluctuation, less
working accidents, spontaneous work discipline, more suggestions for improvement).

Due to rapid environmental changéise companies must constantly develop new products,
conquer new markets, change its organization, mgrkmethods, take care for the
implementation of new technologgyc. Whereat, it is relevant that employees are adequately

5

prepared for all these changes, since otherwise consequences are often expressed as negative.

Surprises and suspense may occur anesngloyees, which causes decrease in motivation

perform a job and decrease dedication towards the company. These negative consequences may

be avoided with planned and systematic employee development, with which they are prepared

for changes and new cleliges from the environment (Rojc 199&,17).

The possibility of career advancement and education, which are assured to the employees by
employee development are also closely associated with individual needs and interests of the

employees. Appropriatergfessional qualification may represent a variety of advantages for

the employees, suché@sF|l or j an| i | 5B xxnd Jereb 1998,

- Assuring possibilities for professionalpking and personal development.

- Assuring possibilities of vertical and horizontal earadvancement and hereby associated
benefits, such as salary increasefenal and immaterial benefits.

- Increasing the employment reliyi and hereby social security.

- Increasing individual's occujuanal flexibility and mobility.

- Increasing podsilities for occupational sefvalidation.

Next to this, employee development represents possibility for their career advancement and

education and thus also satisfies individual needs and interests of employees.

Mo gi na (23)&ascatains At2east five reasons, which prove the necessity of a learning

organization:

- Competitive edgé only the organization that is focused in constant learning can survive in
severe competitive conditions which occur due tockjand unpredictable changes in
various areas.

- Progressive selfhangingi employees become less susceptible to potentially destructive
environmental impacts, and are hereby enabled constant changing with the organization.

- Adaptable and reflective empjleesi with the assistance of constant learning the

employees become more adaptable and reflect about what they are doing, wherewith they

may use their creative potential.
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- Employee developmerit while technology may be relatively quickly copied, it igl st
impossible to copy human creativity, dedication and capacity to be resourceful in new and
unpredictable situations.

- Team work- is necessary to achieve the best results and high quality.

In order for employee development in a company to bring desfilects to the company as well

as 1Its employees, coordination of i ndividua
necessary. It is important that individuals actively participate in own development and thus
advance in a working, professional andrgmnal aspect. In such a manner, knowledge,
professional adequacy and personal development shall contribute to desired results and have a
positive significance for the company as well as its emplay@gs 1992, 1617).

3.2.2 Objectives of employee @ééypment

With the employee development activity, the company tries to assure that it disposes with

adequately qualified personnel, which is capable to achieve its set objectives. The purpose of

this activity is possible to carry out by assuring the falhgnin the greatest extent possible:

(Treven 2000, 52):

- Every employee in the company must be able to dispose with the knowledge, skills and
abilities for an efficient execution of his or her job.

- The individual s and t eimprovidg. qual ity of work

- Employees develop in a direction, which enables their greatest possible progress and growth.

Employee development means a kiegn investment for the company, which has a positive

impact on business operations (growth of productivity, guatbmmitment to work and
affiliation) as wel |l as on the companyds em
validation, increased flexibility and mobility, open opportunities for a versatile working,
professional and personal development of adividual and the possibility of career
advancement). Usually, we can establish that objectives of an organization and the ones of an
indi vi dual ar e Skokho9&kest ed ( Mer k al

The entire system of staff development musts@er three different interests of the company,
employee as an individual, and also the interests of broader social environment. For an effective
operation of gch a system, coordination on all three areaseisessaryFor an adequate

guidance of employee development activities, the highest ranking managers must adopt a
certain strategy and consi der c o nBusinesg 0 s st
objectives, the necessary level of implementing various activities and sources, which are
necessary to achieve the companyos objecti:
development strategy it can be foreseen how the employee developmental proceticiess, p
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and programng which refer to employee development, shall contribute to the realization of
business objectives. Because these objectives are defined in the strategic plans of the company,
we can establish the need for their relation to the employedogevent strategy. It namely
depends on the employed wor k eall be entirely tedized t he
or not(Jereb 1998, 13.

In the employee development strategy, it is also necessary to consider critical success factors
with regard ¢ innovations, quality, management and prodanatket development.One one

side, this strategy should have been a true connection between learning, development and
training activities and implementation of business operations. The other side showses®w th
activities shall add to the value and contribute to acquisition and maintenance of competitive
advantagéTreven 1998, 19198).

Employee development usually means an opportunity of career advancement and education for an

individual who is also clo$grelated to individual needs and desires of employees, such as: career

advancement, better earnings, greater empl oyr

defined agJereb 1989, 143):

- Provision of adequate conditions for professional, waykand pergnal development of an
employee.

- Possibility of vertical and horizontal career advancement (that $rmgemployee certain
benefits).

- Increase in employment reliability and consatly a greater social security.

- Increase in occupationahd selgoverning mobility of an individual

- Increasing the possibility for occupational sedfidation.

The company may systematically encourage the developmental interest of its employees with
appropriate information about career advancement opjtgetuto take on more demanding and
responsible jobs within the organization etc. Employees, who know developmental opportunities
and needs of their company, namely deal with the questions of their occupational development
more frequently(Jereb 1989, 152

From the companydés point of view, the staff
contribute to greater work productivity, business success, to optimal implementation of all
activities and to achieve development which the company has sefrom. the listed
assumptions derive the following objectivedtué organization (Jereb 1998,3)8
- Longterm provision of appropriate qualification and ealional structure of employees.
- Improving skills, mainly of managerial and developmental wonkéis have an important
role in development, business operations and organizatieark within the organization.
- Designing a broad internal source of professionally qualified workers that increases the
possibility of adaptation of the company to futah@nges, which enables a greater internal
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mobility and adaptability of employees and offers a wide range of personiselnior and
managerial functions.

- Improving employment policies and procedures of staff acquisition and assuring
attachment of enipyees to the organization.

- Increasing the affiliation that the emplogdeel towards the organization.

- Searching and eliminating potential inadequate or improper occupied working positions

- Improving all personneleducational procedures which relaieemployee development.

Employee development may be handled as a special human resource management area that

includes the following activities (Treven 2000, 52):

- Learning; may be defined as a letggm change in behaviour which occurs as a result of
expeaience or practice.

- Education; is related to the acquisition of knowledge, developing values and intelligence,
which may be used on all not just specific areas of living.

- Development refers to improvement or realization of abilities and capacities afiadual
based on learning and experience, which the latter obtains in the educational process.

- Training may be defined as planned and systematic change of behaviour to which one comes
on the basis of following learning examples, programmes and consighetingtions which
enable individuals to achieve the necessary level of knowledge, skill and ability for an
efficient implementation of their job.

For an adequate guidance of employee development activities, the highest ranking managers
must adopt aceati n st rategy and consider companyods
Business objectives, the necessary level of implementing various activities and sources, which
are necessary to achieve the companyds obj e
development strategy it can be foreseen, how the employee developmental procedures and
policies and programmes, which refer to employee development, shall contribute to the
realization of business objectives. Because these objectives are defined iatéggcgians of

the company, we can establish the need for their relation to the employee development
strategy. It namely depends on the employed
be entirely realized or n¢Treven 2000, 53).

3.3 Developmat capacities of employees

When we talk about devel opment capacities,
managerial and mobile capacity. To discover key personnel in the company, the company
may help itself with various performance and staff ttgwaent matrix. The example of
connection between job performance and development capacities of employees is shown

in the figure 6 (Novak 2008, 147). According to the picture, from which the job

34



performance and development potential variables are evittentemployees may be

di vided into febalh2002g65)oups ( Mogi na

- Successful wor kers with devel opment capa
successful and can hardly wait to realize their ideas. The organization expects benefits
from invesing into his or hers further development, therefore it encourages him or
her.

- Unsuccessful wor kers with devel opment c a
group is constituted of workers who are not successful at their job; however, there is a
possibilty that the organization might improve their performance by investing in their
development. Poor performance of these workers may originate from inexperience to
small incentive or lack of knowledge. It is also reasonable to invest in their
development,sme many of them can become fAstarsc

- Successful wor ker s wi t hout devel opment
workers are very successful; however, they do not have the capacity for further
development. Usually, they have a lot of experience and dmaMorking habits. It
iIs quite possible that they have developed their development capacities to the
maximum. Because they are extraordinary successful, their contribution to the
company is extremely important, thus this personnel must be appropriately
stmulated.

- Unsuccessful wor ker s wi t hout devel opmen
workers whose knowledge is often obsolete, and they do not monitor the development
in the line of profession. They decline changes and are afraid for their existaoroe. Fr
the organizationdés point of Vi ew, it i s
since they decline the possibility of improvement and acquisition of new knowledge.

+ A
8 | "rotten branches" "stars"
&
£
o
)
o
"draught hourses" | "problematic"
:
>
i development +

Figure 6: Connection between job performance andevelopmert capacities
Referemre: Novak2008, 147
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Following measurable factors influence determination of performance and possibility of

personnel development (Novak 2008, 148):

- Work results, knowledge quality, innovative suggestions, working elasticity and job
motivation are importat for the success of the staff.

- For a potenti al human resour ce devel op
development is important, the balance maintenance between personal and
organizational growth, forecasting changes and adapting to changes, flbixikieg
and decisiormaking, determination ability and achievement of developmental
objectives.

3.4 Approaches to employee development

Companies that wish to become successful or even better in the business world must
systematically deal with the quast of intellectual assets in the company, of which the
integral part are the employees. Because the invested assets into the employee
development are not negligible and are a large financial contribution of every company, it
is relevant that all the righapproaches are selected when it comes to employee
development, which shall be proven as sufficiently effective= characteristic of modern
education in companies is that it has become more planned, systematic and more target
oriented, and the acquisitioof knowledge became even more practical. There are more and
more companies that make use of modern forms of knowledge acquisition, ststiuasateon,
simulated learning, rotational education étavii hal i | 2006, 188) .

In companies there is a possibility of a choice between different approaches to employee
development. Most frequently the following are sele¢fedven 1998, 203):

- Formal education.

- Capability evaluation.

- Working experience.

- Coaching.

3.4.1 Formal education

Formal educational programinclude courses that are organized within the company for
employed workers, short seminars under the guidance of counsellors or eapeusiversities,

MBA prograns and posgradua¢ and dctoral program for directors and managers. Many
companies have in the past years founded educational and development centres that organize one
day seminars or seminars that last several days for the employed wG@zanies usually

design speial eduational progrars for directors and manager at the highest or middle level of
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management andqfessionally oriented progranthat refer to individual types of jobs, such as,
for example, engineimg jobs. Educational progranalso include seminars for pensl growth
(Treven 1998, 203).

Organization of learning activities in the company includes a wide range of tasks in relation to the
education or training, whereby focus is on the function of professionals in the field of adult
education. Management werls, especially those on the middle level are becoming more and
more responsible for creating new ideas, moderators of joint discussions, teams and individuals on
one side, and guides, counsellors, educators and informers of their subordinates on $ideother
(Mayo 2003, 175).

The company may realize planned educational project in different ways, namely the education
and training might be carried out by the company itself with its own personnel within the
company, or external contractors outside thegamy. We are talking about internal (inside)

and external (outside) education and training. When deciding on one or the other form we must
consider the advantages and the disadvan{dgesh 1998, 1§5

At the formation of an organization, an externdli@tional organization often comes to the
rescue; however, even the latter needs some instructions irrespective of how good of an expert
he or she is in the knowledge of reengineering procedures. Therefore, managers and other
managerial workers should e#rdy be included at the beginning of the educational process, as
they are its initiators and shall also direct it in the fufdezeb 1998, 185

By ascertaining workerdéds performance we can
who may not beliminated by force, but it is necessary to modify them and turn for the benefit

of an individual and organizatidpnLi pi | ni kAAO®86di Alg PSS, 411), gi | ni k
represents one of the ways for improvement of job satisfaction, implementation of job training
where the empl oyer i mproves workerds qualit
helpful to amore effective and quicker job performance.

3.4.2 Capability evaluation

The activity of capability evaluation includes gathering information on behaviour,
communication style and skills of employees and submission of return information of those
teamsto which this information refers to. As a source of listed information, employees at the
company may be used, and also their superiors, managers and users. The most frequent purpose
of evaluation is to determine employees with management abilities. Wthdtivity, abilities

and weaknesses of managers in the company are evaluated. In the companies, work teams are
also evaluated to define capabilities and weaknesses of their member, their -tegisian
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procedures and communication style that have aactmgn greater or lesser productivity of the
entire teamCompanies use different methods and sources of information that help with the
evaluation of employee development. With some employees, information is provided that refer
to the effective implementan of their job. However, only in the companies with most
perfected developmental systems, psychological testing for evaluation of employee skills,
personal teams and communication styles are (Iseden 2000, 545).

3.4.3 Working experience

Working experiences very contributing to the employee development. Within a single company
they can be used in the process of employee development very differently. Among the most
important ones are (Treven 2000, 55):

- Job expansion.

- Rotation.

- Relocation

- Career advancement.

- Degradation.

In the first method, employees develop themselves when performing their job by undertaking
new challenges or responsibilities. These may be related to different activities such as temporary
tasks with a specific project, agatance of another role in a project team or exploring new ways

to satisfy customersUnder the second method that refers to the rotation of employees,
individual workers assume a series of tasks from different functional areas of the company or
different series of work within a specific functional area or department. Managers may, for
example, be relocated to departments where they shall perform tasks differently than so far.
During their relocation, which may have different duration, from a few weele/aya years,

they may keep their title and salary graew approach to employee rotation is related to the
trade of employed workers between two companies. The purpose of such trade is in better
knowledge of business operations of both companies arbveisng more appropriate
methods of service performand®elocating employees to a higher or lower working post or
within the same level is a frequent method that is used in companies with regard to
employee development. With relocation within the samellethe employee receives a
different task compared to the one he performed so far, with similasnsiplities (Treven

2000, 55).

Career advancement is related to the relocation of an employee to a higher ranking working post
where he shall perform jab, for which it is typical to include more challenges and a greater
level of independence and responsibility. By being promoted, the employee usually starts to
receive an increase in salashen being degraded or moved to a lower ranking working post,
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the employee is entrusted with less independence and responsibility when performing his or
her job as he or she had so(areven 2000, 56).

3.4.4Coaching

Connection of employees with -weorkers that have more experience then themselves is
called coahing. This can occur spontaneously and informally as a result of certain mutual
interests that the mentor and his trainee have. The other option is a planned effort of the
company to create such connections among employees, since less experiencedmeagrkers
thus learn more from the experienced work&reven 1998, 207).

Coaching brings positive impact on the mentor as well as on his or her trainee. A mentor
represents some kind of a friend to thenee that hons and respects him or her, listens and
understands him or her. Hereby, he also offéems or herpsychosocial support.Mentors
transfer theiknowledge on to the trainee and yides themwith instructions, how to react in
certain circumstancesMentor also takes care of the assignments tlegirasent a new
challenge for the trainee. With this, mentor gets the chance to develop his or her own skills,
greater sense of seakspect and contribution to the organization, in which he or she works
(Treven 1998, 20208).

3.5 Management tools when mwnitoring human resource development

Due to the increase of complexity and variability of work, with lack of educated warkdrs

greater job complextymanagement 0s concern for a syster
development becomes more and more ingodr The entire potential of human resources in
companies is released mainly through common values, culture of trust and authorization which
encourages inclusion of each and every empl oy
needs, interestand desires of employees throughout the entire process of human resource
development, to evaluate the job performance of an individual and coordinate needs with interests
and desires, annual interviews are an important tool of the management (Novalb3p08,

Annual interview is an wtlepth discussion between the manager and thveodcer to discuss
everything that might improve their relationship, working conditions, motivation and the
performance of the eworker. It is a review of the past, presentl satans for the future. It is

carried out in equal timely intervals, but at least once a year. Annual interview is a predefined and
planned meeting where the manager anavadker peacefully explain their reflections on co

wor ker 6s past aer expeptatiens, eplarts and aesikes on tpotential career
advancement and personal development, foreseen and desired changes and other subjects that are
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important for them both and influence-workers job performance. tepth discussion and
agreement abou wor k and individual 6s devel opment m
motivation for work and successful development of an individual in a mutual interest. It is also

i mportant t o encour age desires and eategsponsi
knowledge and its use and-cor di nati on of i ndividual 6s ambi't
companyods needs and to assume the most approcg
provide professional grounds for decisions that shalvige professional and managerial
personnel that shall be able to respond to constant changes in the modern business world with
adequate development (Novak 2008,-153).
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4. MODEL OF HIERARCHICAL COMPLEXITY

4.1 Introduction

Ever since the introduction of the idea that development proceeds in discrete stages (Baldwin,
1895: Rousseau, 1979), many model s were pre:¢
Inhelder and Jean Piaget's (198&ory of stages proposes that therene invariant pathway

along which stage development proceeded irrespective of content or culture. Most other
developmental models that followed usually focused on development within a particular
domain of information. They only analyzed responses aitdthre items that evoked the
responses. The varying informational frameworks of different domains have often concealed
the common underlying process of development. Thus, a broadly applicable model of stage
development is necessary in order not onlpetter conceptualize the patterns and themes of
development, but also to conduct comparable etalisral studies Qommons Lamport
2007, 36).

The model of hierarchical complexiig a framework for scoring how complex behavior is. It

is a framework folscoring reasoning stages in any domain as well as in any cultural setting.
The scoring is not based upon the content or the participant material, but on the mathematical
complexity of the hierarchical organization of information in the task demand. Tthe! imas

been developed by Michael Lamp@bmmonsand others since 1980s and quantifies the
order of hierarchical complexity of a task based on mathematical principles of how the
information is organized. The MHC is a norentalistic model of developmentstages and
specifies 15 orders of hierarchical complexity and their corresponding stages. It is different
from previous proposals about developmental stage. Instead of attributing behavioral changes
across a personds age t aures, lths madel shoWwsothamask t of
sequences of task behaviors form hierarchies have become increasingly cdboperans
Lamport2007a, 1).

The Model of Hierarchical Complexity (MHC) is a quantitative behavioral development
theory, and it is applicable &l domains of development. The model enables development of
universal patterns of evolution and developmBtHC presents a framework for scoring
reasoning stages in any domain as well as in any cross cultural setting. The scoring is not
based upon theontent or the participant material, but instead on the mathematical complexity
represents the stage of developmental comple€ityr(mons Lamporet al. 2005, 5).

MHC offers a standard method of examining the universal patterns of evolution and

developmenand it is a quantitative behavioral developmental theory. There are two kinds of
hierarchical complexity. The commonly recognized one refers to the linear hierarchies that are
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described in many fields of study. By caadt, the MHC offers a standard madh of
examining the nonlinear activity of csiructing the universal patterns of evolution and
development. The Model recognizes development of their patterns of development and
evolution, which is comprised of tasks or actions, performed at specifiedsoode
hierarchical compl exi ty. The Model 6s uni dim
measures are nonlinear performances. The nonlinear activity of tasks is organizing or
coordination of information. Hierarchical complexity applies to any eventscecasions in
which information is organized. The kinds of entities that organize information include
humans and their biological systems, social organizations and aldwn@n organisms and
machines. The Model can be applied so broadly that it isgalsinmathematical method of
measuring tasks, and these tasks can contain any kind of inform@aonmions Lamporét

al. 1998, 237278).

4.1.1 Terminology

When we are discussing the Model, four basic terms are essential: orders, tasks, stage and
perfomance. The orders are the ideal forms prescribed by the theory's axioms and they are
the constructs used to refer to the Model 6s
complexity are objective, because they are supported by the hierarchicagxibynpiteria of
mathematical models and information science tasks which are quantal in nature. They are
completed correctly and in this case they meet the definition of task or they are not completed

at all. There is no intermediate state. An exampteasadding of two numbers: it can be done

only correctly or not at all. Tasks differentiate in their degree of complexity. The MHC
measures the performance on tasks in terms of distinct stages and as well characterizes all
stages as distinct. The term stag used to refer to an actual task performed at an order of
hierarchical complexity. Order is in this case the ideal form, and stage is the performed form.
Performance is similar as tasks, quantal in nature. That means there are no intermediate
performarc e s . We wunderstand tasks as the activit
difficulty has an order of hierarchical complexity required to complete & ¢orrect way.

Another example could be; the tasks of adding numbers correctly in the necesshiiprco

before performing the task of multiplying numbers. The successful completion of the tasks of
adding and multiplying numbers are examples of two different stages of performance that can

be measured using the MHC. These different stages vary othgimdegree of hierarchical
complexity. This objective, measured feature of tasks and stages means that discrete ordinal
scores can be assigned to th&orfimons Lampor2008, 307).

Organizations' human resource departments usually have a list of jonsisigies that are

specified for each employee positicddommons Lampor(2008, 307) refer that each job
responsibility represents a task. If employesstested successfully as being able to perform a
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specific task, then the employee's stage of pediaga on that task would match the task's
score and we can compare this with vertical dimension of organizational structure. If we than
know, how hard it is for specific employee to perform successfully, this helps us to indicate
appropriate job division foan employee, and we can also define development activities for
greater performance on complex job tasks.

4.1.2 Horizontal (classical information) complexity

Cl assical i nformation theory-ndbes ctrhiahte st atkhees
tak. For example, if we ask a perswna room whether one penny coin heagsvhen they

flipped it, if they are sayingi h e a thiswpuld transmit 1 bit of horizontal information. If

there were two pennies, one would have to ask at least two questidmgjuestion about

each penny. Each additional ebi¢ question would add another bit. Horizontal complexity is

built by the accumulation of bits of information about any event and is the sum of bits
required by just such tasks as this. The tasks involvenarigg information that is gathered
cumulatively; horizontallyCommons Lampor2008, 308).

4.1.3 Vertical (hierarchical) complexity

When the task requires the organization of information in the form of action in two or more
subtasks, we say this isrtieal complexity. Vertical complexity refers to tasks that require

the performance of lowdevel subtasks before in order to perform more complex tasks.
Another way to say this is that less complex task are organized and coordinated by more
complex onesThe hierarchical complexity of tasks is by definition as follo@®rimons
Lamport2 008, 308): #AActions at a higher order o
defined in terms of actions at the next lower order of hierarchical complexity; (@)ipeg

and transform the lowesrder actions; (c) produce organizations of loweter actions that

are new and not arbitrary. o0 The next hi gher
lower-order actions alone. Once we meet these conditions, we sdyigherorder action
coordinates the action of the next lower order. Such an analysis requires that many lower
orders of complexity must be coordinated, before it can be performed and it is vertically more
complex than multiplicationGommons Lampor2008 308309).
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4.1.4 Combinations of loweorder actions

The MHC proposes that stage change consists of combining old actions into new ones. It is
important to discuss the number of different kinds of combinations that can occur of lower
order actions.There are iterations, mixtures, chains and -stage behavior. Iteration is
defined as doing the same action over and over. Example can be adding: 1+2+3+1+2+3 is an
iteration of adding. Mixtures of actions can include doing a problem set containing simple
addition and simple multiplication tasks. Chains have an arbitrary order involving the
ordering of subtask actions. Example can be that someone could wake up and start doing
exercises and then have a cup of coffee. The order is arbitrary, because theooidide
reversed, and someone could have a coffee first and then do exercises. According to MHC,
when tasks are combined in a nonarbitrary order, then they are coordinated and we call this
new-stage behavioldommons Lampor2008, 309).

Figure 7 Comnons Lamport2008, 309) shows pattern of vertical complexity of retage

behavior from lower to higher orders that applies regardless of the content or context of the
tasks. Because of limited space, this figure shows only six orders, and it indicategctiat
higheror der task coordinates at | east two actio
An illustration shows the structure of the ordibah s ed system, the graphi
not intended to represent Lograling.

Order
14
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= e da U B0
L]
=
L

Figure 7: Represertation of orders' hierarchical coordination of
lower-order actions.
ReferenceCommons Lampor2008,309.

4.1.5 Task and stage definition

Task analysis is one major basis for this development theory. The study of ideal tasks and
their instantiationn the real world has been the basis of the branch of science that studies
stimulus control. By definition, tasks are sequences of contingencies, each presenting stimuli
and requiring behaviour or a sequence of behaviors that must occur in@earbitrary

fashion. Characteristic of tasks are varied and responses to them are measured and analyzed.
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In this described use of task analysis, the complexity of behaviors necessary to complete a
task can be specified using the complexity definitions describednatee thesisGommons
Lamport2007a, 1).

A Stage n
a b
NN Stagen 1
ab ab
NANNA Stage n 2
abababab

Note: Each higher order action organizes two or more loneer actions.

Figure 8: Order of hierarchical complexity
ReferenceCommons Lampor2007a, 2.

Less complex tasks must be completed and practiced before more complex tasks can be
acquired. This accounts for the developmental changes seen, for example, in individual
persons' performance of complexksskor instance, a person cannot perform arithmetic until

the numeral numbers are learned or a person cannot operationally multiply the sums of
numbers until addition is learned. MHC characterizes all stages as hard and distinct. Each task
difficulty has an order of hierarchical complexity required to complete it correctly. When

tasks of a given order of HC require actions of a given order of HC to perform them, the stage

of the participantodés performance | sssfalljui val ¢
completed taskGommons Lampor2007, 2).

Definition of stages is fundamental in the description of human, organismic and machine
evolution. MHC stages are conceptualized in terms of the hierarchical complexity of tasks
rather than in terms of emtal representations. The highest stage represents successful
performances on the most hierarchically complex tasks rather than intellectual maturity.
ASince actions are defined inductively, t he
complex t y . To each action A, we wish to assoc
complexity, h(A). Given a collection of actioAsand a participant S performig the stage

of performance of S on A is the highest order of the actions in A completedssfiglly at

least once, itis staget age ( S, A) = max{h(A) | A 0 A and
(Commons Lampoi2007a, 2).
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Commons Lamportet al (2005) defined a stage of performance as the highebst
hierarchical complexity of the task pemmed or solved. For this reason the terms stage and
order should not be wused interchangeabl y. i
predicts stage of a perf or maComraons Lamportitdd at t as
2005, 5). This definion clearly describes distinction between task and the stage of
performance of the task and these are two separate concepts that are essential.

Commons Lamporand Richards (2002) discuss the requirements of a robust developmental
theory and they alsoeviewed other developmental behavior theories. They point out a
developmental theory should refer for three aspects of behavior (a) what behavior develop and
order of this behavior, (b) what speed, (c) how and why development takes place. Simple and
complex behaviors should be addressed if a theory is robust. Their transition steps address
how and why development takes place, and shed light on factors that affect the speed of
developmentCommons Lampornd Richards 2002, 15977).

4.2 Orders of hierarchcal complexity

The Model of Hierarchical Complexity (MHC) identifies 16 orders of hierarchical
complexity. It deconstructs tasks into the action that must be successfully completed at each
order. By doing so, it classifies each task by its order of tuieical complexity. Tasks are

more hierarchically complex when they can be broken down into subtasks. The possibly
higher order task is defined in terms of two or more leareler tasks. The possibly higher
order task is organized by the actions in thes#asks and the ordering is-arbitrary. The
execution of loweworder actions is necessary for the successful completion of the -higher
order task. Task sequences form a hierarchy from simpler to more complex and should always
follow the certain developméal order. Using the model as a generator, any sequence of tasks
can be costructed. These sequences allow specificationprequisite behaviors and
behavioral goals of interventions. Correct performance of a task at a particular order of
complexity is aid to be at that particular stage. Therefore, development occurs in stages
reflecting the necessitp tcoordinate lower level actio@@mmons Lampor2008, 310).

4.2.1 Orders of hierarchical complexity and structures of tasks
It is important that anystage theory and the accompanying scoring scheme have a
mathematically and logically developed badizoihmons Lampor2008, 310).Orders of

Hierarchical Complexity and Structures of Tasks are follow@gnimons Lampor2008, 311
312):
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0 Calculatory
Exactwithout generalization. Task: simple machine arithmetic on 0s, 1s

1 Sensory or motor

Discriminate in a rote fashion, stimuli generalization, move; move limbs, lips, eyes, head; view
objects and movement. Discriminative and conditioned stimuli. TaskelEgee iccles,
squares, etc., of instead, touch them. 3

2 Circular sensorymotor
Form operended classes; reach, touch, grab, shake objects, babble; Open ended classes,
phonemes. Task: Reach amd grasp a circle or

3 Sensormotor
Form concepts; spond to stimuli in a class successfuMorphemes, concepts. Task: A class
of open squares may be formed T T T T 1

4 Nominal

Find relations among concepts. Use names; use names and other words as successful
commands. Single words may be ejaculatorg amclamatory, and include verbs, nouns,
number sé6 names, | ettersd names. Task: That «c¢

5 Sentential

Imitate and acquire sequences; follow short sequential acts; generalizedeyadcdent task
actions; chain words togethers& pronouns. Task: The numbers, 1, 2, 3, 4, 5 may be said in
order.

6 Preoperational

Make simple deductions; follow lists of sequential acts; tell stories. Count random events and
objects; combine numbers and simple propositions. Use connectives: s, tivin, why,

before; products of simple operations. Task: The objects in a row of 5 may be counted; last
count called 5, five, cinco,etc.2 z z z | [ T T 1 3 3 3 3 3 |

7 Primary

Simple logical deduction and empirical rules involving tissguence. Simple arithmetic.

Can add, subtract, multiply, divide, count, prove, do series of tasks on own. Times, places,
countsacts, actors, arithmetic outcome from calculation. Task: Thereeduiviors that act on

such classes that we call simple aritimeperations.

1+3=4;5+15=20;5(4)=20;53) =15
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8 Concrete

Carry out full arithmetic, form cliques, plan deals. Do long division, follow complex social
rules, take and coordinate perspective of other and self. Use variables of intagetaimal

events, what happened among others, reasonable deals. Task: There are behaviors that order the
simple arithmetic behaviors when multiplying a sum by a number. Such distributive behaviors
require the simple arithmetic behavior as a prerequisitejust a precursor. 5(1 + 3) = 5(1) +
5(3)=5+15=20

9 Abstract

Discriminate variables such as stereotypes; use logical quantification; form variables out of
finite classes based on an abstract feature. Make and quantify propositions; use tiragable
place, act, actor, state, type; uses quantifiers (all, soneg); make categorical assertions (e.g.,

AWe all d i d¢he fopms of Tiva s khe fivédrows in the example are equivalent in

value, x = 5.

10 Formal

Argue using empirial or logical evidence; logic is linear,edel mensi onal ; use Bo!

connectives (not, and, or, if, if and only if); solve problems with one unknown using algebra,
logic, and empiricism; form relationships out of variables; use terms such astfien, thus,
therefore, because; favor correct scientific solutions. Task: The general leftlisarinutive
relationisx* (y+z)=(x*y) + (X * 2)

11 Systematic

Construct multivariate systems and matrices, coordinate more than one variable as

input; situate events and ideas in a larger context, that is, considers relationships in

contexts; form or conceive systems out of relations: legal, societal, corporate, economic,

national. Task: The right hand distribution law is not true for numbers htegor

proportions and sets.

x + (y * z) = (x * y) + (x * z); x * (y 7 z
Symbolsi = wunion (total el emencbnsnon Z2 = intersect

12 Metasystematic

Integrate systems to construct multisystems or metasystena$ alisparate systems;

compare systems and perspectives in a systematic way (across multiple domains);
reflect on systems, that is, is metalogical, ragtalytic, name properties of systems

(e.g., homomorphic, isomorphic, complete, consistent, commensuraldsk: The

system of propositional logic and elementary set theory are isomorphic.

Xx & (y or z) = (x & yz)) or ((x{ 2& ¥2))z )L Beitc; x
T(Falsel i Empty sYetUniTv(eTrrsuael) s et

Symbols: & = andg =is equivalent to; T = Transformation of

N¢
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13 Paradigmatic

Discriminate how to fit, and fit, metasyste together to form new paradigms. Includes

ability to show that there are no ways to fit togehter any set of metasystems.

Y]_ S Yz = aq

Symbojl=s:e.Yg., Al gebr,&i ce.Met aseysrteda mdsc Wet asys
Analytic Geometry as a paradigm

14.Crossparadimatic

Fit paradigms togehter to form new fields. Only by crossing paradigms can the new
fields be conceived and formed; it requires the coordination of multiple paradigms to
form genuinely new fields.

Following texts describe simple examplésach stage of Hierarchical complexitgammons

Lamportet al. 2005, 9):

Stages & normally develop during human infancy. At the calculatory stage (0), machines
can do simple arithmetic on Os and 1s.

- At the sensory and motor stage (1), infants may seeurh shapes, make generalized
discriminations, as well as babbling vocalizations.

- At the circular sensory and motor stage (2), reaching and grasping actions occur. These
actions generate simple gestures.

- At the sensommotor stage (3), the actions loaee associated with vocalizations. For
instance, an infant may hold up an object and make sounds while doing so.

- At the nominal stage (4), first single wor
Awatero relate concepts to others.

- At the sententiastage (5), toddlers form short sentences and phrases. They use pronouns
and say numbers and letters in correct order as well. Sentences might aent wat er |,
Acup of water, o etc.

- At the preoperational stage (6), these sentences are organized intoagtarémgng
utterances.

- At the primary stage (7), these paragraph long utterances are organized into stories which
may be matched to reality.

- At the concrete stage (8), two primary stage operations may-belc@ated. For example,
children think that aehl is fair after looking at it from the perspective of simple outcomes
for each person who is entering the deal. Negotiations make sense, but there are not social
norms for setting prices or values.

- At the abstract stage (9), variables, stereotypesopalities, traits, etc. are introduced.
Quanti fication words | i ke fAeveryone i n my
The dimensionalized qualities may be used to express preferences.
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- At the formal operational stage (10), discussions are logindl empirical, support is
|l ogically brought. Words | i ke #fif ...t hen
reasons wereo occur .

Few individuals perform at stages above formal operational stage, and they are called post
formal stages. More detsabout posformal stages will be described in chapter 4.2.3.

4.2.2 Relationship between Piageand Commons LampoKinotions

Ever since the introduction of the idea that development proceeds in discrete stages, many
models were presented, includitige mentalistic theory of Jean Piaget (1954), a pioneer in

the field of devel opment al psychol ogy. Pi ageée
clearly established that there is one invariant pathway along which stage development
proceeds irregxtive of content or culture€pmmons Lampor2008, 307).

There are some common elements between Piage€Caminons Lamporhotions of stage

and many more that are different. In both we fi@drimons Lampor2007a, 3):

- Higher order actions defined in tesmof lower order action, and this forces the
hierarchical nature of the relations and makes the higher order tasks include the lower
ones.

- Higher order of complexity actions organizes those lower order actions and this makes
them more powerful.

WhatCommas Lamporthave added include€@mmons Lampor2007a, 3):

- Higher order of complexity actions organize those lower order actions in-arhbibrary
way and this makes it possible for the organization to meet real world requirements,
including the empiricahnd analytic.

- Task and performance are separated and all tasks have an order of hierarchical

complexity.

- There is only one sequence of orders of hierarchical complexity and there is structure of
the whole for ideal task actions.

- All orders of hierarchicatomplexity are equally spaced and there are gaps between the
orders of hierarchical complexity.

- Stage is most hierarchically complex task solved.

- There are gaps in Rasch Scaled Stage of Performance and rasch scaled stage of
performance is equally spaced.

- Performance stage is different task area to task area.

The MHC specifies 16 orders of hierarchical complexity and their stages, showing that each
of Piaget's substages is in fact a hard st@geamons Lamporalso added three postformal

50



stages. The seguee is as follows: (0) computory, (1) sensory & motor, (2) circular sensory

motor, (3) sensormnotor, (4) nominal, (5) sentential, (6) preoperational, (7) primary, (8)
concrete, (9) abstract, (10) formal, (11) systematic, (12) metasystematic, (13) pateaxigm

(14) crossparadigmatic and (15) metacrossparadigmatic. The first four stag&$ (O
correspond to Piagetds sensorimotor stage a
adults can perform at any of the subsequent stages. MHC stégesrespond o Pi aget 0
pre-operational stage.-8 correspond to his concrete operational stagel 8orrespond to his

for mal operational stage. The three highest
model and are developed Bpmmons LamportMHC stags are conceptualized in terms of

the hierarchical complexity of tasks rather than in terms of mental representations (as are

Pi aget 0s stages) . The hi ghest stage repr es
hierarchically complex tasks rather than irgetual maturity Commons Lamporét al. 2005,

9).

4.2.3 Postformal stages

The tenth order of hierarchical complexity is named formal, and in settings with an effective
educational system for adolescents, most student withouth learning disabilitieselsdde to

perform at this stage in at least some areas. For many years after Piaget's work in the 1950s,
he and others assumed that this stage, called formal operations, was the highest which human
development reached. In the last quarter of the 20thuigentesearchers were identifying

more complex activities. Some, @@mmons Lamporand Rchards in 2002have shown that

Piaget himself had to employ postformal reasoning in order to develop his system to define
formal operations stage. These more comgetivities were soon then grouped into the
category of postformal stages. There are four postformal stages numbered from 11 to 14;
Systematic, Metasystematic, Paradigmatic and Qpasadigmatic. Term postformal
continues to apply generically to stagesie¥elopment that are more hierarchically complex

than formal operationgGommons Lampor2008, 316).

Following text describes examples of each postformal stage of Hierarchical complexity
(Commons Lamport al. 2005, 9.0):
At the systematic stage (1wjords likebureaucratic, capitalist, functionagndstructural
are common. The systematic stage concgpacture for example, can be employed to
ask whether the structure of camp helps instill the qualities we want in future citizens. The
logical stricture of this stage coordinates multiple aspects of two or more abstractions, as

i n: Arel ationships are built on trust and
promises is one way we build trust. Theref
not to make them. o0 Her e, the i mportance of
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possibility of promises being broken are all taken into account while formulating the
conclusion that pQGommonssLenspordal. 8005 ki r abl e. 0 (

- At the metasystematic stage (12), the new concepts are referred to as 1st order principles.
These coordinate formal systems. Words lékgonomy, parallelism, heteronomgnd
proportionality are common. The metasystematic stage conceppaohllelism for
exanple, can be employed to compare the structures of the military and of camp as
institutions. The logical structure of this stage identifies one aspect of a principle or an
axiom that coordinates sever al S y siansoms , as
a unique human quality, mutual trust, whicl
and promises are seen as the instantiation of a broader principle coordinating human
i nt er a€dmmona lamporet @l. 2005, 10).

- At the paradigmatic stge (13), people create new fields out of multiple metasystems. The
objects of paradigmatic acts are metasystems. When there are metasystems that are
incomplete and adding to them would create inconsistences, quite often a new paradigm is
developed. Usuly, the paradigm develops out of recognition of a poorly understood
phenomenon. The actions in paradigmatic thought form new paradigms from
supersystems. AParadigmatic actions often
to the original field 6the thinkers. Individuals reasoning at the paradigmatic order have to
see the relationship between very large and often disparate bodies of knowledge and co
ordinate the metasystematic supersystems. Paradigmatic action requires a tremendous
degree of deentration. One has to transcend tradition and recognize one's actions as
distinct and possible troubling to those in one's environment. But at the same time one
has to understand that the | aws of m®ature
aunt vy . This suggests that | earni €Cgnmmons one I
Lamportet al. 2005, 10).

- At the crosgparadigmatic stage, paradigms are coordinated and this is the fourth
postf or mal -matadiggatic actiors htegragesparpds into a new field or
profoundly transform an old one. A field contains more than one paradigm and cannot be
reduced to a single paradigm. One might ask whether all interdisciplinary studies are
therefore crosparadigmatic. Is psycho biology crgsaadigmatic? The answer to both
guest i on €ommans lampordt.alo2005, 10). Last order has not been examined
in much more details, because there are only few people who can solve tasks of this
complexity.
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4.2.4 External influences

Different sci enti stso6 dat a, such as: psychol ogi ¢
why the participantds performance develops i
is linked to how participants can demonstrate the stage of developmentuddessiul
completion of a task requires an ideal action of a given order of hierarchical complexity. The

level of support during task completion, therefore, changes the scored order of performance.

Ot her model s have oft en oansirdodnatioraleset psaan indexcof p a nt
stage development without considering variable as the level of sugmenimons Lamport

believes that this approach is oversimplified. Accurate and consistent results can only be
obtained when the system of evaluati®ibased on a universally applicable groundwork, such

as the mathematical foundation of the MHC. F
to a given task is quantified to produce a score for the stage of reasoning in any domain.
Inferences, regardg the factors influencing the performance, can be made independent of
obtaining the stage scores. The Model of Hi
perceptions of the world are influenced by frameworks. These frameworks place the

i ndi v icehditoiing distory, including cultural, educational, religious, political, and

social backgrounds, among other factors. These combined frameworks are referred to as
oneds perspective and those perspectreaavees di f
task demands that certain professions or jobs require of individuals. The job demands of a
secretary may not exceed formal stage of complexity, those of managers or judges often
require development beyond the systematic st@gen(mons Lamporand Rodriguez 1990,

323-340).

4.3 Task theory

4.3.1 Series of tasks in different domains

Each task can be correctly addressed only at a given point in development. If the successful
completion of the task requires a higher stage then stage at which sbe Eperforming,

the scored stage will be lower than if the task demands actions at the reasoning stage the
participant has already achieved. Using only a stage task that is too demanding may result in
underscoring performance. Presenting a task demgulle response that the participant can

display is a more accurate method of assessment. At the outset of the study, this stage is hard

to predict. The most efficient way to assess stage is to administer several tasks of varying
complexity for the partigant to attempt, including tasks of low orders of complexity. The
completed task of the highest order of hierarchical complexity presented would most
accurately represent the actual stage of the
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of Hierardiical Complexity does not only focus on any particular domain of knowledge for
reasoning stage assessment, but it also recommends that several tasks from multiple domains
are presented in order to obtain the most accurate reSoltisnjons Lamporet al. 2@5, 12).

4.3.2 Dimensions of tasks

Tasks are contained of three basic dimensions: action, description or reflection upon that
action and the number of element that a person can work with at a given time. The theory
underlying the development of tasksthat different tasks require different levels or values of
each of the three dimensions. The values of each dimension are important in assessing the
stage at which a person is able to successfully perform a task. Often, these three dimensions
are ignord and only one measurement, stage of action is specified. This oversimplified
process does not bring comparable measures of stage across tasks, because the scoring is
based on different values in one or more of the other three dimensions. In othertwards i

be described, such as: the action demands of executing a certain task in one domain may
differ from the action demands of executing a task in another domain. The MHC is mostly
concerned with the first dimension of task and the action dimension,deeitanterprets the

stage of reasoning to eespondto other stage of performancé/hen discussing stage, one

must be specific about the reference to the dgioeis of action, reflection and memory.
(Commons Lamporet al. 2005, 14.1).

Dimension 1: Adbn

The dimension of action consists of a number of requirements for a series of linked actions to
form a stage hierarchy of actions. The chain of steps mo&ybe rearranged. Makintpe

action was at the sensory or motor stage, reporting on the actidd ® at preoperational

stage, and justifying those would be at the primary stage. This means that more complex tasks
and actions coordinate lower order tasks and actions in a nonarbitrary fashion, producing the
process to quantitative analydi@r examge: children can be told to put their toys into the toy

box. Putting toys into the toy box is an action that a sensory motor child could perform. At
the nominal stage, they might say: "Put toys,"” or "Put toys away." Preoperational children
might say, "W are putting the toys awago we can get some cookies.” Primary operational
children might justify putting the toys away by saying, "We must put the toys away now,
before we do the next thing, because that are the ruamMiions Lamporet al. 2005, 1).

The order of hierarchical complexity of tasks combined of subtasks is easily determined.
When the tasks are from the same domain, and one task operates on the other, the order of
complexity increases. The same applies to domains, such as wherfroaskdifferent
domains are added to one another to form a new task, the number of required concatenations
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of actions also adds. This assumes that stage requirements form an interv&lsoat®iis
Lamportet al. 2005, 11).

Dimension 2: Reflection

The dmension of reflection on action consists of the steps bell@mfnons Lamporét al.
2005, 1011):

1. Doing the action.

Reporting m doing the action (shadowing).

Reporting on why one chooses that pafacaction.

Reporting orwhy that justification is goad

Reporting on why that system of justifications is good.

a s wbd

Each step requires the previous step and the question is whether the fact that each step
requires a previous step represents a change of stage.

Dimension 3: Memory

Remembering an action in orderreflect upon it requires nestructural actions that increase

the task difficulty, and we can describe this with an example on little children. Little children
are able to describe what they are doing, before they can describe what they have dgne earlie
although their exact report of what they have done may differ from what they actually did.
Karmiloff-Smith clearly explains that there are mechanisms of thought in operation before the
child becomes able to report on those actions. The general statgd ddines the stage in
terms of task performance. When people sigfolg periorm tasks of a given order of
hierarchical complexity, they are also performing at the stage of the equivalent order.
Dimensions of reflection and memory also influence théopmance or action and are shaped

by the developmental environment of the individéaihmons Lamporand Rodriguez 1993,
667-697).

The MHC is primaity concerned with the first dimension of tasks, the action dimension.
However, the stages may differ gifferent domains because task demands also differ.
Addition to action, reflection and memory, also other dimensions are worth to mention, such
as familiarity, placement of key information within tasks, degree of symbolization provided
and level of suppofCommons Lamporet al. 2005, 14):

- Familiarity. Task can vary between different cultures and within cultures. Individuals may
have more or less interest or training in certain tasks. Familiarity affects the difficulty of
tasks and the effects of famillgr can be wiped out with practice, support and
reinforcement.
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- Placemenbf key information within tasks. Information places at the beginning or at the
end of tasks are easier to remember and see.

- Degree of symbolization. Mathematical problems are theegtai educated populations,
because they come in a compact symbolized formtlamdorm requires a minimum of
coding by the participant.

- Level of support.

4.3.3 Transition steps

Measuring transition is very important. Many interventions do not produckange of a
complete stageand some population only varies between transitions to the next stage. There
are two forms of stage transition, one is transition steps. The second is the proportion of
current and next stage action. In order to understand thewdimension of performance
increases in hierarchical complexity, we must research the factors implicated in driving stage
transition. We must examine the various contingencies that promote the development of
performance at higher reasoning stages, wisclonly possible when the dimensions of
reflection and memory increase in complexity along with the dimension of action. There are a
large number of such contingenci€mmons Lamporet al. 2005, 15):

- They include but are not limited to provide reinfemeent.

- Support for next stage behaviour.

- Showing contradiction for present stage behaviour.

- Exposing people to nuls of next stage behavior.

- Reinforcement that such behaviours attain.

Every participantods behavi o ubetweerastageb. €hereare¢ e gor
various factors that have impact or influence on how long someone may stay at each step.
Those factors are impact of emotions, personality, environment etc. Evidencetisaiomost

people only traverse up to 12 stages by theod@d. People may transition every two years at

most, sometimes even less. The only time when fast transitions occur may be during infancy.
The participantds performance on a task <can
when the task of a cosponding order of complexity is successfully completed. When
someone successfully completes a task of a given order of HC, one is performing at that stage

of complexity. Static coping is what occurs, when someone is not required to perform above

0 n e 0 sactedshicastage of performance. Often this person must meet or solve other
problems successfully or assume additional perspectives and skills in order to change stage. In
those cases, dynamic coping occurs during stage transition and involves sever@\sieg

steps €2, deconstruction of previous stage beahaviour @scduring steps-&, new stage
behaviour is constructed. At the beginning of each transition the perceived rate of
reinforcement drops and the more one confronts failure; the more oglet expect
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avoidance. Evidence shows that feedback, along in higher stageleéaslstp a decrease in
stage of perfor mance, rat her than an i ncr e
decreases the stage of performance. Another explanation coulat lsertieone does not see a
stage of performance higher than oneds own
support Commons Lamporet al. 2005, 15).

Commons Lamport al (2005, 16) define 4 transition steps:

Step 0 The demands for performance bey the final step of the last stage are perceived.
Without changing performance from step 4 of the previous stage, there is a perceived
reduction of reinforcement for task performance and this characterizes step 0. A person feels
stupid and upset, evengmy sometimes, while failing to fulfil a task.

Step 1 The person feels dejection in addition to the previous feeling of sadness or anger. In
both transition steps (0 and 1) person may want to give up and forget about it egmplet
These are defense mactisis.

Step 2 Relativism becomes the key concept, and person sees the possibility of solving a
problem. However, it does not necessarily know the right means of doing it. Person can be
seen as competent for a specific task, but not for any task. Istéfpissomeone knows there

is a way of comparing situations and means, but does not know how to do so. Relativism has
to do with contexts, because contextualization is a sort of concretizing, it is an attempt to cope
with each better way. However, concreig is not the same as coordination. Actions of the

full higher order of HC do not only put together actions of low order, but also organize them
in a nonarbitrary fashion. Random contextualizat is characteristic of a transitional step
from one stagefgerformance to another.

Step 3In this step is the first step of constructing new stage behaviour. People begin to show
more creativity in handling problems. This step contains several substeps. The first substep is
described as getting chaotic, becapseson tries anything to get it going. What is often done
here is mashing of all the existing systems of acting together without any formal integration.
People may feel somewhat manic as this subst
d o 0 epuThissubstep brings with it a beginning in producing correct results. Person is not
able to eliminate those acts that do not bring good solutions, but the right direction is at hand.
The most common feelings experienced at this point are excitemeatsamse of frustration
because of making errors. The third substep
of action. Someone knows what to do but not when to do it. At this stage someone may feel
uncomfortable and confused, but not helpless. At shibstep, one learns to eliminate over
generalization errors, because everything has to be compulsively cleaned up. Templates
constructed in this substep exclude rather than include and there is reconstruction.

Step 4 This is the final step which corgies the construction of new stage behaviour,
inclusion and exclusion templates are finally coordinated. Someone at this step feels glorious
for combining right elements successfully. At this step, person feels personally satisfied.
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Knowing how stage #&nsition occurs is important and since stage is assessed from
performance, the best performance must be elicited properly. The failure of the researchers to
administer the tasks to provide an adequate environment for the expression of ability may
result inunderscoring stage. Therefore, researchers must understand the psychological and
sociological variables not only of how performance on tasks deveBiparions Lamporét

al. 2005, 17).

4.3.4 How to measure transition

Transition can be measured usiogif different methodsGommons Lamport al. 2005, 17

18):

1. Scoring interviews directly for statements that reflect transition.

2. Finding the rate and acceleration of aiegions of old stage and never stage actions.

3. Finding the proportion of new stage wesld stage behaviour.

4. Determinng the HC of stimulus itemistasks and using a Rasch analysis to show that they
form a continuous scale. Transitional performance is shown by the mixtures of
performances at different stages. The mixtures range from @% higher stage to 100%.

We call 95% at a stage consolidated performance. We call 0% up to 95% transitional. The
advantages of using the Rasch analysis are that it reduces measurement variance to a
minimum. Secondly, Rasch analysis yields direct complasabwhich is useful in
assessing both, the possible natural number, the nature of the items and the corresponding
performances.
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5. PRESENTATION OF THE STUDIED COMPANY *

In order to test these, the case study was set up at GKN Drivelimen§éoinvolving 80
employees to complete the questionnaire. GKN Driveline Slovenija is in Slovenia, and it is
part of global engineering company, GKN Plc.

5.1 GKN at a glance

GKN Plc. is a global engineering group with technology and products aeénedf vehicles

and aircraft, produced by the worl dos | eadi
GKN Diriveline, GKN Powder Metallurgy, GKN Aerospace and GKN Land Systems.
Approximately 44.000 people work in GKN companies and joint ventures ie than 35
countries. GKN harness considerable technology and manufacturing resources to supply the
highest quality systems, structures, components and services.

GKN heritage started in 1759, the first pints of Guinness were poured and the first Vdddgwo

pots were made and the Dowl@onworks opened. From this tiny ironworks on a Welsh
hillside, GKN was built into a world leader. Over 250 years, it has changed shape and
direction many times, but has always maintained its place at the forefront of eimgjneer

GKN was there when iron gave birth to the railway boom in the ed®p0s, and when steel
superseded iron in the 1860s. After the First World War, GKN moved intothe 20nt ur y 8 s
greatest new industry automotive. Later in the century, GKN took the skies at the
forefront of the aerospace industry.

GKN has spread its wings geographically too, as the balance of economic growth has shifted
from Britain in the 18 and early 19 centuries to America, Western Europe and Japan in the
20" and onto the emerging powers of Asia, Latin America and Eastern Europe. Today, GKN
is a global corporate citizen with long and remarkable history.

5.1.1 GKN Driveline

GKN Driveline is the worldds | eading supplie
As a global business serving the leading vehicle manufacturers, GKN Driveline develops,
builds and supplies an extensive range of automotive driveline products andssfsterse

in the smallest ultrdow-cost car to the most sophisticated premium veht#manding the

most complex driving dynamics.

! ReferenceGKN PIc 2013
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GKN Driveline is employing 22.000 people at 57 locations in 23 countries. It is a leading

global producer of:

- Constant velocity jointed systems including CV joints and sideshatfts.

- All 7 wheel- drive (AWD) systems including propshafts, couplings and final drive units.

- Transaxle solutions including open, limited slip and locking differentials and electronic
torgue vectoring products.

- Drive systems including electric rear axles and electric transmissions.

GKN Driveline strategy is to develop marletding presence, superior technology and
global manufacturing footprint to provide innovative driveline systems and solutions;
supporting developing market trends for more fuel efficient vehicles. Their stratalyp i®©
increase business in higjtowth regions serving the needs of strategic customers.

5.1.2 GKN Powder Metallurgy

GKN Powder Met al lurgy 1 s the worl doés | arge:
comprises Hoeganaes and GKN Sinter Metals. Haeggaproduces the metal powder that
GKN Sinter metals uses to manufacture precision automotive components for engines,
transmissions and body and chassis applications. It also produces a range of components for
industrial and customer applications.

GKN Powcaer Metallurgy is employing 6.400 people at 30 locations in 14 countries. It is a
global producer of:

- Sintered components for engines and gearboxes, as well as bodies and chassis.

- Sintered bearings and filters.

- Metal injection moulded components.

- Soft magn&c components for use in electric motors.

- Sintered components for numerous industrial applications.

GKN Powder Metallurgy strategy is to exploit powder metal technology and to work closely
with the customers to develop design for powder metal applisatormeet the rapidly
developing requirements for high efficiency engines, advanced transmission applications and
evolving emissions standards. Their strategy is also to expand the business in high growth
markets and supporting customers globally.

5.1.3GKN Aerospace

GKN Aerospace is a worldés | eading, gl obal
structures, components, assemblies and transparencies to a wide range of aircraft and engine
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prime contractors and other first tier suppliers. It operatethree main product areas:

aerostructures, engine components and special products.

GKN Aerospace is employing 30 people at 27 locationsrass five countries. It is a

producer of:

- Integrated aerostructures, including wing and flight controfasersubassemblies and
fuselage structures and surfaces.

- Fixed and rotating propulsion products for aircraft engines; fan cases, blades, exhaust
systems and nacelles.

- Transparencies, including specially coated cockpit and cabin windows.

- Niche products, such & protection, fuel systems and flotation devices.

GKN Aerospace strategy is to focus investment in core market technology development and
application to exploit their strong positions on existing programmes for new aircraft and
pursue longerm contrats on selective higlgrowth and longunning platforms. Their
strategy is also to develop new technologies forréuttcommercial and defemsaircratft,
improve fuel efficiency, reduce emissions and minimize the environmental impact of aviation.
Expand into adjacent markets with similar product technologies and manufacturing
capabilities.

5.1.4 GKN Land Systems

GKN Land Systems is a leading supplier of technology differentiated power management

solutions and services. It designs, manufactures and supptidacts and services for the

global agricultural, construction, mining and industrial machinery markets. In addition, it

provides global aftermarket distribution and throdifga support.

GKN Land Systems is employing900 people at 40 locationsrass17 countries. It is a

producer of:

- Electromechanical power management devices, such as eleeafjoetic brakes,
engineered flexible couplings, clutches, driveshafts and gear technology.

- Sensors, actuators and controls.

- Single aad multipiece steel and atinium wheels.

- Structures and chassis systems.

- Aftermarket parts and remanufacturing for passenger cars, commercial trucks, agricultural
and construction vehicles.

GKN Land Systems strategy is to build a global leader in industrial power management

solutions on a platform of integrated power train systems and services, including developing
capability in electremechanical components. Expanding the business for existing products
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into new markets and improving customer performance by offering safe, efaciemeliable
power management, together with increased electrification and use of lightsteugidres.

5.2 GKN Driveline Slovenija, d.0.c?

The company GKN Driveline Slovenija d.o.0. was established in its present legal and
organisational formind8 7. The beginnings of the company
ventureo plant started regularly manufactur
were the German Uni Cardan AG, IMV from Novo mesto, Avtocommerce Ljubljana and the
forging compag Uni or from Zrel e. The manufacture o
start of regular production in 1988 organised in cooperation with the renownedSéfasan
company ALobroo from Of fenbach on t hehebasi s
demand of the automotive industry for fix ball joints in the markets of the former Yugoslavia

(the ZASTAVA automobile manufacturer). Upon the dissolution of the Yugoslavian market

in 1991, the company successfully overcame the loss of the market gddattathe new

economic and political changes of the time. Thus, they completely changed their
manufacturing programme with clear goals and a vision oriented towards the future. In the
following years of its existence, the company started doing busin#sgslargest customer

of automobile components in SlovenRENAULT REVOZ from Novo Mesto.

The majority owners of GKN Driveline Slovenija d.o.o. are foreign. Thus in 1998, the
company was transferred under the auspices of GKN Driveline, one of thegleauppliers

of components in the automotive industry. TI
GKN Driveline Slovenija, d.o.0., Rudnigka ce

GKN Diriveline Slovenija d.o.as a global manufacturing company committedyrowth and
development. The company strives to take the lead and to excel in all segments of its
operations. The companyo6s product range i s
passenger cars with fromtheel drive and target groups on the spardspmarket and
encompasses products, such as:-$ladffts,fix ball joints (of various sizes, various types for
different types of cars), inner races, tripods and interconnect shafts. The manufacturing
programme is very specific, which means that the comapis of the product that must meet

the needs of potential consumers are precisely defined and agreed upon together with the car
manufacturers, because only such a product is fit to be installed into cars. Accordingly, GKN
Driveline Slovenija d.o.o., asrmanufacturer of these products, is not independently making
decisions on adding components and functions to a product, because their product as such is
of vital importance in the end producta cari The products are vital

?Reference: GKN Driveline Slovenija 204.2
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t h e The function of the products manufactured at GKN Driveline Slovenija d.o.o. is to
transfer the drive energy from the cards mot
Slovenija d.o.o0. excel in terms of long service life, flawless functionality agil quality

equal to the level of quality of European car manufacturers. During its existence, the company

has obtained numerous certificates for caring for the environment and health and safety at
work.

The company has over 300 employments. Over twoghafdemployees work in production

and others are working in ngmoduction area. Company is organized in vertical
organisational structure having a plant director and the management team on the highest level.
On the level below middle managers occur. Epgés are positioned on the level bellow
middle managers.
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6. RESEARCH FRAMEWORK

6.1 Definitions of research instruments

The research instruments used in the empirical part were the Decision Making Instrument
( DMI ) ( E 102Daré Associdid@n, Inc. Cambridge, MA) and the Perspective Taking

|l nstrument (PTI) (E 2007, 2010 Dare Associ at
Dare Association and licensed to Core Complexity Assessments (CCA). CCA developed this
suite of test to have useful applications in recruiting, training and maintaining workforces.
The development of each instrument was based on the Model of Hierarchical Complexity
(MHC), a framework for scoring the complexity of behaviGohmons Lamporand Pekker

2008, 375382). CCA works by measuring the amount and type of information that an
individual participant is able to consider in a decisioaking process. The complexity of a
behavior is described in stages, where lower stages indicate less complex beh@hieurs
results from a test are used to compile a stage score for each participant that reflects their
ability to analyze and synthesize information required for complex problem solving and
decision making@ommons Lamporand Richardson 2012, 8).

The DMI involves 14 items that require the participant to deduce outcomes based on an
example table or to rate how similar two leghare to one another (Bernhdharchmann and
Commons LamporR009, 217243). The PTI uses Vignettes. Vignettese based on the
research instrument The Docteatient Problem which as first developed by Rodriguez and
Commons Lamportin 1990. The instrument belongs to a class of problems called
multisystems tasks. Such tasks include multiple stories or vignetiesepresent different
interpretations of, or perspectives on a given social incidért.scoring of both the DMI and

PTI is based on the mathematical complexity of hierarchical organization of information
instead of on the content or the subject. Thepa ci pant 6s per formance
order of hierarchical complexity represents their stage of development, according to the
model. The results of the CCA can be used to help companies in different ways. Every task
that employees in the companyrfeem will fit into one of the stages of the MHC. This means

that the CCA results can be used across the organization to improve workplace processes in
different departmentCommons Lamporand Richardson 2012;9.

Commons Lampornd Richardson (2012) point out some sample uses to:

1. Improve hiring decisions by providing insight into a candidate's capability of performing
the job responsibilities that candidate is being hiring for

2. Structure teams to promote harmony related to how tasks are handled

3. Assign the right tasks to the right employees
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6.1.1 Stages of performance according to the Model of Hierarchical Complexity

The DMI and PTI contain a series of problems constructed to cover the orders of hierarchical
complexity from stage 7 (Primary) sbage 12 (Metasystematic) as shown on the figure 9.

A
Stage 12:
Metasvstemic

Stage 11:

Stage 10: Formal

N — el

Stage 9: Abstract

Stage 8: Concrete
_  —

Stage 7: Primary

Figure 9: A theoretical representation of different stages of hierarchical complexity
ReferenceCommons Lampornd Richardson 2012, 8.

Stage scores were calculated anddisplayed on the report as a number between 7.00 and
12.99. Stage scores are a numerical representation of what order of hierarchical complexity a
participant performed at. These scores can be used to rank participants in terms of their stage.
Each stagscore corresponds to a different order of hierarchical complexity. A stage score of
11.40 indicates, for example, that the person is at the stage 11 and the .40 indicates where they
are in transition to the next stageojnmons Lamporéand Richardson 20122).

Someone that performs at the Primary (7) stage follows very clear, simple instructions and

will rely heavily on authority figures to guide their actions and choices. When asked to
explain their reasoning about workplace decision, they are likelxtpk ai n t h,at nit
because the manager said it was right. o They
is possible for them to take their own view. The lack of coordination of the two views means

that they need to be supervised clos€lgrimams Lamportand Richardson 2012, 41).

Someone that porms at the Concrete (8) stage fartheir ideas and opinions based on what
they are told or what they directly see. When asked to explain their reasoning, they may

justify themselves by explainingtha i t 6s ri ght because someone
do not consider the factors necessary to foc
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opinion as their own gust use their personal experienG(mons Lamporand Richardson
2012, 41).

Someame that performs at the Abstract (9) stage uses abstract notions to make their decisions.
Examples of abstract notions are concepts and the values of social norms like best, never,
anyone or everyone. These sayings are generally not completely accurate bomsidered

very important. When reasoning about a position, they use assertions that do not include facts
or logic to justify their position by expl ai
it i s t hEGommaslampadng Richdgdson 2012, 42).

Someone that performs at the Formal (10) stage works with one casual or predictive variable
at a time. If given a list of factors, they can reason out what the single logical casual factor is
at work. In a working environment, this trartslato carrying out a single objective that is part

of a greater wholeQommons Lampor@nd Richardson 2012, 43).

Someone that performs at the Systematic (11) stage approaches a task by using multiple
factors that could contribute to its successful cotigoie This person works with the amount

of I nformation necessary to manage a team.
individual skills should be utilized to most effectively meet a goal that no one could reach
alone. Someone at the systematic staméd orchestrate multiple factors simultaneously, like
putting together a good team and orchestrating their work with the marketing, advertising and
accounting departments to complete the task. Ideal tasks would be creating budget,
formulating action plas, deals between parties with varying business models and interests,
running and analyzing responses from focus groups, considering the tradeoffs between
quality, price and customer satisfaction etc. Someone that performs at the systematic stage
may congiler multiple factors when making decisions, excels at traditional middle manager
positions and develops a tactical plan to carry out a specific part of a strategic vision
(Commons Lampornd Richardson 2012, 44).

Someone at the Metasystematic (12) stegerdinates multiple systems. They can provide
direction for marketing, advertising, research and development, manufacturing and other areas
and lead to the completion of major strategies. Ideal tasks for metasystematic stage are
formulating business visioand strategy, orchestrating deals between multiple parties with
varying business models and interests. Someone at the metasystematic stage comes up with
reasonable business plans and governs their companies in a principled manner with non
arbitrary poliges. He or she understands that there are multiple stakeholders and thatfor a co
ordinated strategy, to be successful, the perspective of all stakeholders must be considered. At
this stage, that someone is able to imagine a system the company will thsefirure as
opposed to, what it will use in the short term. He or she understands that as markets change,
companies have to change as Welbmmons Lamporand Richardson 2012, 45).
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6.1.2 Transition steps according to the Model of Hierarchical Complexity

The transition steps are reflected in the two decimal places of the stage score and indicate the
l i keli hood of the participantodés transition
follow each stage: Low (@®4), LowMiddle (.25.49), Upper Midlle (.53.74) and Upper
(.75.99) Commons Lampornd Richardson 2012, 46).

Someone with Low transition or LoMiddle transition step performance is not likely to
transition into the next stage for a number of years. These two transition stepsitnensart

be greatly decreased by instituting a support program in the form of instruction and modeling.
The training can have immediate results for specific tasks, but it will take a fair amount of
time until the next level of reasoning can be applied omcad way consistenthyCommons
Lamportand Richardson 2012, 46).

Someone placed at the Upgdiddle sublevel of the stage is on their way to fully
transitioning to the next stage. This transition period can be greatly decreased by instituting a
support pogram in the form of instruction and modeling. This training can have immediate
results for specific tasks, and it should not be long until higghesl reasoning can be applied

in a broad way consistentlz¢mmons Lamporénd Richardson 2012, 46).

Someame placed at the Upper sublevel of the stage is likely to transition into the next stage in
the near future, especially when given some challenges. This person may processtéjgher
tasks to some extent and with training and relevant experience; tidglage is likely to
perform tasks at the next stage on their own in a short amount of@iomenfons Lamport

and Richardson 2012, 46).

6.1.3 Performance development process (PDP)

Performance development process (PDP) is an internal company process foringvaluat
individual performance on yearly basis. Itagart of an individual discussion between an
employee and manager and is suppottedugh the Softscape programme (GKN Plc 2011,
15).

PDP includes 3 parts of discussion. First, they set up individuactbgs, career and
development needs. It is reviewed yearly with a middle short review about the progress. On

the yearly basi s, each manager needs to eva
potential. Results of the evaluation put each emplogethe appropriate box of the 9box
model . Il n order to understand the perfor ma
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performance against the Leadership Success Profile {LBR necessary to understand in

which stage the individual operates in thrgamization and then use the appropriate LSP

(attached in appendix 1). GKN has developed a Global Leadership Framework shown on

figure 10, on which all GKN roles can be mapped. It is a framework which underpins the

following interreld ed peop | €GKB Plp201d, 83 s s e s

- Performance managemerithis process provides clear standards of what we expect from
people. It is using to evaluate performance. Each LSP has Success Factors stating what is
expected from each individualwhat good looks like.

- Talert and Succession Planninghis process identifies the leadership challenges at
different levels and the key transition points

- Learning and DevelopmenT hi s process focuses on enabl
expected at each level.

Each stage of the framevk slopes upwards to demonstrate career progression. The term

leadership on the framework refers to personal leadership behaviors; it does not refer to

having direct reports. Stages are significantly different from each other, requiring a transition
to a different type of leadership. Definition of each leadership stage on tlersap

framework is as follows (GKN PR011 15):

- Executive.These are the most senior leadership roles in GKN. They are responsible for
strategic planning at the highest levebr example the executive teams of divisions.

- Manager.These are the business and functional managers in GKN, leading significant
parts of our business. They are responsible for aligning CI Plans to deliver the strategy.

- Leader of TeamsThese are managent level roles. They are often responsible for the
performance of people, or achieving through others in project teams, or working with
internal and external customers.

- Team MemberThese can be entry level roles in GKN, often individual contributors
either on the shop floor or in offices. Most GKN people will be in this stage.

® GKN Leadership Success Fites (LSP) ca be used to evaluate performance and provides clear
standards what we expect from people. Each LSP has Success Factors stating what we expect from
each individual. Individual performance can be compared against these Success Factorsite determ
strenghts, solid performanead developmerdreas GKN Plc 2011, 1h

68



EXeCutive

Transition
3

Manager

Transition
2

Leader of Teams Transition
1

Figure 10: GKN leadership framework
ReferenceGKN PIc 2011, 13

It is very important that each individual receives a clear feedback on the performance. Each
employees evaluateby2 di fferent ratings: Over al Perfo
career in the next five years.

Overal Perfomance rahg includes following (GKN PI12011, 20):

- Below expectationgndividual does not meet the expectations of the role

- Meets expectationgndividual meets all expectations of the role and performs at or above
expectations.

- Exceeds expectationgndividual exceeds the expectations of the role and performs
beyond these to an exceptionally high standard on a consistesustathed basis.

The second part of rating is about the indi\
limited to promotion opportunities and includes either development of the individual in their
existing role or transfers to other roles lie organization at the current location or elsewhere
in GKN. This ratng includes following (GKN PI12011, 33):

- Within current role Individual is optimally placed at current level or has reached a
ceiling. May be able to move laterally into similar tyésole or develop within current
role.

- Within current stagelndividual is capable of, aspires to and is working towards the type
of role that would be a promotion within their current stage of the Leadership Framework.
In order to achieve thj thenextmove may be lateral.

- Transition to next stagelndividual is capable of, aspires to and is working towards
making the transition to the next stage of the Leadership Framework. One is willing to
commit to the flexibility, mobility and development requirdal.order to achieve longer
term career goals the next move may be lateral or within current stage.
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Both, the performance ratings and career ratings put employee in approgr@tentbdel

that is shown on the figure 11.

0
R
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N
G

Exceeds
Expectations

Meets
Expectations

Below
expectations

Consider
opportunities for
lateral progression

Consider opportunities
for vertical or lateral
progression

Prepare for next job
move

Optimally placed,
good contributor,
continue in position

Consider opportunities
to develop in current
and future roles

Develop in current
role and prepare for
next job move

Put on performance
improvement plan or
manage out

Consider whether role
is a good fit

Consider whether
role is a good fit

Within current role

Within current stage

CAREER

Transition to next
stage

Figure 11: 9box model
ReferenceGKN Plc 2011, 32

6.2 Purpose and bjectives

The purpose of the research was to classify employees according to their stafmrmipee

consideringhe MHC.
The basie of the master's thesis wésat the knowledge of the job performance is the key

indicator that guides companies in employee development, human resources planning and
shaping of the future organizational structure.

6.2.1 Researchypotheses

In the researcH tested the following hypotheses:
e i ndi vatiahwradér the MHClaadsthe jolb hiecarchy in the
organizational structure are correlated.
Hypothesis 2T h e
are correlated.

Hypothesis 1

Hypothesis 3:Middle managers predominantly function on thgstematic level of
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- Hypothesis 4Executive managers predominantly function on the metasystematic level of
hierarchical complexity.

6.3 Research mthodology

Complete research was composddollowing steps: identify researchaiylem, identifythe

purpose and objectives, choose research instrument, prepare survey questionnaire, sample
selection, data collecting, processing and data analysstmgédnypotheseand conclusions.

The research instruments employed in the empirieat pre based on the MHC, which
represents a framework for evaluating hierarchical complexigestan various areas of life,

work and in various cultural environments.

Results of the research will help managers and employees inside GKN Drivelineijalooen
understand that MHC can indicate appropriate job division for an employee and define
development activities fa greater performance on complex job tasks.

The research was carried out by means of the SurveyMonkey online survey system. The
content of the survey was prepared in cooperation with Core Complexity Assessments
managed by Michael Lampo@ommons LampoytPh.D.and Andrew Michael Richardson.

An opportunity sample was used. The comparison of the MHC and job performaaddan

the analysif results is based on the employee data from the Softscape application, which
the company has been using for annual interviews and measuring job performance. The
analysis of the survey results was carried out using Rasch analysis and multiple regressions
Complete data analysis was done using SPSS 18 software, Microsoft Excel and Winsteps.

6.3.1 Presentation of the surveyegstionnaire

The content of the survey was prepared in cooperation with Core Complexity Assessments
managed by Michael Lampo@ommons LamportPh.D. and Andrew Michael Richardson,

MA cand. The research instrumetihsit wereusedwere questionnaires that todk minutes

to complete and were carried out by means of the éyidenkey online survey system.
SurveyMonkey [fttp://surveymakey.con) is an online survey tool which allows design
flexibility using various scoring means (e.g. multiple choice, rating scales andeoded

text). It also allowssending surveys to multiple target audiences without difficulties, while
ensuring the igpatesteaseof the participantand confidentiality. The data were further
imported directly into SPSS for statistical analysis.
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The survey questionnairdas divided irto three parts. At the beginning of the survey
guestionnaire, participants were askedcomplete a brief demographic section, including
items of age, gender, formal education, work experience, job position and major job tasks.
For the reason of confidentiality, participants were not asked to identify themselves but to
enter a code to diffentiatethemso they could get individual test resulfsthey wished to

see them.

In the second part of the survey questionndire Perspectivd@aking Instrument (PTI) was

used. The PTI involves vignettes. The multisystems tasks here were ceususictg the
method developd by Commons Lampor(Commons LamportMiller and Kuhn, 1982) and
extended to postformgroblems byCommons LampoytRichards andKuhn (1982). For the
reason of including participants from the business environment, we devéhepdthnager
Employee interaction which was based on The Deetirent Problem instrument. The
ManagefEmployee interaction included five vignettes about managers giving business advice
to employees in éeéanother C 0 unt withca. diffedeeatc h v i
perspective for giving advice to the employee. The manager's actions represented different
stages of social perspectitaking? Participants were asked to review and assess differing
interaction scenarios, followed by thrgeestion opiron poll, each employing a-ggoint

Likert scale.

The last part of survey questionnaire involved the DeciBaking Instrument (DMI). This

was based on the laundry instrumé¢Bernholt, Parcltnann andCommons Lampor2009,
217-243)that was based on thehieldeb and Piagdi §1958) pendulum task. THeGommons
Lamport Miller, and Kuhn's (1982) laundry problems were derived from Kutand
Brannock's (1977) plant problem which, in turn, was derived from an earlier plant problem of
Linn and Their Linn 1975;Linn, Chen and Thiefl976, 1977) and Inheld@rand Piaget's
(1958) pendulum problem. Lastly, Inhel@iand Piaget's (1958) problems were in part
derived from Binet's intelligence tests. Only the concrete and fastages were ordinally
tested The cacrete and formal tests were extended to concrete, abstract, formal and
systematic by Commons Lamportand Charles Ford.The primary, concrete, and
metasystematic versions were developedCbynmons Lamporand Eric A. Goodheart. The
laundryinstrument askgarticipants whether or not a piece of laundry would be clean after
varying treatment. In this research, for the same reason of running it in business environment,
we developed business content to replace the laundry instrument. This instrument asked
participants whetheyesor not a prgectadds value Participants were required to view a table
depicting what had already happened and then make predictions about what would happen in

* Social perspectivaking is how individual act in social situations. Perspective taking consists of the
strategies we use to figure out what others are thinking, feeling angénhegption about situations.
Perspective taking requires a kind of social awareness. Taking the perspective of another person is
reacting cognitively and emotionally to the situation (Roan et al. 2009, 2).
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a new episode. The instrument had 14 items that required the particiguuce outcomes
based on a scenario with predictors of different outcomes and five items that required them to
rate how similar two tables were to one another.

Both, the PTI and DMI included tasks at the primary, concrete, abstract, formal, systematic
and metasystematic stages in the Model of Hierarchical Complexity.

The survey Instrument was in Slovenian languaged it wadaken in Slovenia.

First, the questionnaire was tested on a small group of people from the business environment
in order to tet its validity. Results of pilot testing did not show any problems with
understanding the instructions and the questionnaire.

6.3.2 Sampleselection and dta collection

The research instrumes were sent out to 80 employees from GKN Driveline Slovehga

are taking part in the personal performance development plan (PDP) and are indirectly
connected with the companyds production. T
objectives and hypotheses of the reseafidie pb performance used in the resfamwas

based on the employee data from PDie sampleéncludedfemale and male respondents and
employees of various lengths of service at the company. The respondents were employees
with secondary to higher education, occupying less and more demandingsadtive and
management positions.

First introduction othe survey was made on the weektgeutive meeting with agreement of
pre-defined dates for completing the survey in each department. Access to the survey
guestionnaire was provided to the pap@mts together with an introductory letter through
email. The survey questionnaire was made available online frm@d@ 2012 till 20" April

2012. All participants received instructions for completing the instrument when they logged
into the test syem and no candidate had seen the test before the actual test time. Once
participants have started work on the actual test, all participants and departments received
immediate support in case any procedural questions needed to be answered.

Before staing the actuatest, participants received amroduction of all 3 parts of the survey
guestionnaire including timing, brief content and instructions to complete. They were told to
pay attentiorto use owninterpretations gfor perspectives on a givesocial incidenton the

field of vignettes. Instructions for the DMI sectifor participantswereto only pay attention

to the data gien in the questionnaire tablesi t hout considering oneds
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were requested to complete the brief derapgics inventory at the beginning of the survey
guestionnaire.

Until 20" April 2012 75 participants of 80 invited, completed the survey questionnaire,
which preserdd 9375% response. After thérst review of the results, femoved 13
participants fomot fdlowing instructions and leavin§2 participants in the further analysis,
which preserdd 77,5% response and meet our research criteria for further analysis.
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7. RESEARCH RESULTS

| used a set of instruments basedttom MHC to research about employee development. The
survey questionnairéappendix )} was prepared anddministeredComplete data analysis
was done using SPSS 18 software, Microsoft Excel and Winsteps.

In the first partthe resultof participationdenographicstatisticsare presentedn the second
partare givernthe results on how well the order of hierarchical complexity predicted the stage
of performance in each task sequenidee third part of the results includes a comparison of
mean stage performnce of the groups and a correlation of Rasch scaled performance of the
participants with performance review results.

7.1. Participationdemographicstatistics

In order to better test the hypothesis, the participants were split into 3 groups: executive
managers, middle managers and employees. Theiseledteria for each group wetmsed

on demographic questions related to job tasks that each participant focused most of their time
on. Executive managers were selecteoh the question about theiopition they selectethe

option of being a leader and ithe option lding involved in strategic planning. Middle
managers were also selected for being a leader in the question about their position, but they
did not select being involved in strategic plang. However, they did seletite optionthat

they lead or organize teams. The employee groupfavaged by everyone left oveAt the
beginning of research there were 75 participants comprising 15 (20%) executive managers, 16
(21,3%) middle managers add (58,7%) employees. After further review, we removed 13
participants for not following instructions which left 62 participants for further analysis. Of
these 62 participants there were 11 (17.74%) executive managers, 15 (24,19%) middle
managers and 368,06%) employees. The same split was used in both instruments (DMI and
PTI). The gender distribution of the participants was 69,4% mate43) and 30,6% female

(n = 19). The age of the 62 participants spanned from 18 to 59 years. The most represented
age groups were between 39 and 45 years with 33/9% 21) and 32 and 38 years with
32,3% (= 20). The next most commonage group was between 46 and 52 years with 21% (

= 13)followed by 25 and 31 years with 8,1% (n = 5), 53 and 59 years with 3,292)and

the least represented age group was between 18 and 24 withn=6Bh (

The most represented degree level of the participants was High School, with A1;926]

of t he participants and t he n exx=t 20) ofAttes o ci a't
participants. Following these participanthere were an equal number Ohdergraduate

degrees with 11,3%n(= 7) andGraduate degrees with 11,3% € 7). The least represented

degree was Postgraduate degree with 3y2% 2).
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By years ofGKN experiere, the most represented group was more than 12 years with 58,1%
(n = 36) of participants. The second most represented group was between 9 to 12 years of
experience with 14,4%n( = 9) of participants and 6 to 9 years with 12,9%=( 8) of
participants. Th next most common group was between 3 to 6 years with 659#) of
participants followed by groups between 1 to 3 years and less than 1 yeam3;:2% in.
However 1 participant did not provide any responsgarding years of experienae the
company.

7.2 Prediction of the Hierarchical Complexity Model

The first issue in data analysis was to determine how well Hierarchical Complexity predicted
the stage of performance in each task sequence. To investigate this, a Rasch analysis was
performed, théRasch scores were converted to stage scores, and then a multiple regression of
the item stage scores on the item hierarchical complexity was performed for each instrument.
Regression analysis is a statistical method used to determine the impact of mmpesor
variables on another single dependent variable. For example, it can examine the impact of a
variety of factors(e.g.age, educational qualifications) on salary. Regression analysis was
performed on the stage scores using the order of hierarchicpleoaty of each item as the
independent variable. This was to show that the model successfully predicted how difficult a
given task isCommons LamporndRichardsor2012, 21).

Rasch analysis is a method for obtaining objective, fundamental, lineauraggqualified

by standard and qualigontrol fit statistics) from observations of ordered respsnk uses
logistic regressiorthat serves to minimize the errors in person and item scores at the same
time. Rasch analysis takes the raw person and seomes and converts them into equal
interval linear scales. The item scores represent how difficult the item was and the person
scores present how well a person dealt with the item difficulty. The person and item total
raw scores were used to estimateedin measuredJnder Rasch model conditions, these
measures are iteffinee (itemdistributionfree) and persofree (persordistributionfree).

This means that the measures are statistically equivalent for the items regardless of which
persons (from the sanmopulation) are analysed, and for the people regardless of which
items (from the same set) are analysed. Analysis of the data at the rdspehsalicates

to what extent these ideals are realized wif
performance score is relative to the difficulty of an item, the higher the probability of a
correct response on thatriteby the participanWhen a personds | ocati on

is equal to the difficulty of the item, by definition, there is a pr&bability of a correct
responseGommons LamporndRichardson 2012, 21).
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The way in which the hierarchical complexity of the itgmnsdictsRasch scale performance

was illustrated using a Rasch variable mAp example of what a Rasch variable map
should look like when an instrument is performing as expected can be seen in Figure 12.
the figure each O0#06 is equal to five partic
Rasch map the y axis represents the difficulty of a task. The mosthiams are at the
bottom. On the right side are the item scores. On the left side are thefpsEmes.It

shows the Rasehcaled item scores on the right side and the particgEaied rasch scores

on the left side. The closer the items were tottpeof the scale, the more difficult they
were. Candidates had a 50% chance of correctly answering items. If performance on the
items were in perfect ordemdre would be no item reversals, which meamtscases, in

which a higher order item appedrsiowa lowe order item. According the MHC,aweaker
criterion is to have the Rasch scaled item score means for items of the same order of
hierarchical complexity in the right order
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7.2.1 Prediction of DMI item grformance

There wee 75 participants included in the initial analysis. In orderbetter test the
hypothesis, Isplit participants into three groups: executive managers, middle managers and
employees. The selection criteria for each group were based on demographic gaestions
are explained in detail iohapter 7.11 Participationdemographictatistics.

A regression analysis was performed (Table 1) to determine how well the Order of
Hierarchical Complexity (OHC) predicted performance on the items. The results were
significant {(75) = .587, p<.01) which indicates that the items' Order of Hierarchical
Complexity correlated witkhe stage performance.

Table 1: Regression Analysis, model summarypMI item p erformance, all participants

Model Std. Error of the
R R Square Adjusted R Square |Estimate
1 587 344 335 1.19188

*Predictors: OHC (Constant),

Further on, Figurd3 shows the initial Rasch variable map for Decision Making Perforn
(DMI). The variable map shows two outliers, participants 43 and 75, which leadatge
participant spread. From the Rasch Variable Map we could also see that the questi
mixed and did not have any meaningful gaps.
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Figure 13: Rasch variable map of DMI item performance

The fact that the items were mixed and thapsgavere not present in the initial results
indicated that there was some sort of problem with the items. Upon further review of the data
it became clear that there were 13 participants who didalloif instructions.Instructions

for the DMI section toldparticipants to only pay attention to the data given in the
guestionnaire tables without considering own feeling or presumption. In spite of clear
instructions, 13 participants did not follotkem Because my goal was to measure the
effectiveness of th&HC at predcting performance, | removed #e participants from the
analysis. The reason for not following the instructions might be due to the chosen subject
matter used a management scenario. Management scenario used in questionnaire was about
manageréading the business project and how it turned out. With management scemaeo
participants had personal experiencdeading the projects in real business situation. This
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could cause to answer gtiess based on their experienoestead of using queennaire
tables. After excluding participants due to the above reason, the regression analysis (table 2)
showedan improved outcome (62) = .690, p < .01).

Table 2: Regression aalysis, model summary, DMI item performance, participants
cleared

Model Std. Error of the
R R Square Adjusted R Square |Estimate
1 .69C0° AT76 469 1.09726

a. Predictors: (Constant), MHC

Figure14 shows the updated Rasch variable map on decision making performance (D!
participants removed. This map began to show some ayabdasic grouping of the iter
Still, the order of the items remained quite mixed.
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Figure 14: Rasch variable map of DMI item performancei participants cleared

While performing the new analysig was discovered that there was ag#&nitem in the
Abstract section which performed far below expectations. When lookingpre detail at the
results, Inoticed that not 1 participant answered item (question) AZaityr Looking back

at Figure 14t was possible to see that questionW&s a serious outlier. After this item was
removed, | was able to get a better representation of how well the MHC predicted
performance on the remaining items. The regressions analysis, shown in Table 3, with
participants cleared and the one abstract temoved performed the bes(62) = .751p <

.01.
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Table 3: Regression analysis, model summary, DMI item performance participants
removed,item A3 cleared

Model Adjusted R Std. Error of the
R R Square |Square Estimate
1 757 563 .557 .96620

a. Pedictors: (Constant), MHC
b. Dependent Variable: P_Clrd_A3_Cird

A Rasch variable map for decision making performance (DMI) with participants removed and
item A3 removeds shown in Figure 150ne can see that the items are still mixed, but not as
much & earlier. The easier taskse anixed togetheand the most difficult tasks are mixed
together, but the easy tasks are not mixed with the most difficult tasks.
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Figure 15: Rasch variable map of DMI item performancei participants cleared, item
A3 cleaed
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The Model of Hierarchical Complexity should be able to predict the stage of performance in
each task sequence and can judge an individ
score. Figurel6 shows a Scatter Plot of RegressiAnalysis, how itera are placedn a

scatter plot. Closethey are to the fitthe line; the better the model is predicting the
performancel used Regression Analysis and placed them on a scatter plot as segurén Fi

16.
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Figure 16: Scatter plot of regression analysisitem order on item rasch €ore

7.2.2 Prediction of PTI item performance

There were 75 participants included in the initial analysis. A regression analysis was
performed (Table 4) to determine how well the Order of Complexity predicted performance
on theVignettes. The results were significan(/5) = .820,p < .01, which indicates that
items' Order of Hierardbal Complexity correlates with thetage performance.
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Table 4: Regression analysis, model summary,ignettei all participants

Model |R R Square |Adjusted R Std. Error of the
Square Estimate
1 820 673 .648 .33948

a. Predictors: (Constant), MHC
b. Dependent Variable: Vignette_Unaltered

After removing the participants (table,3)sing the same criteria as before, the vignettes
performed slighty better,r(62) = .861,p < .01; however, they performed well even with all
participants because instructions did not seem to be an issue.

Table 5: Regression malysis,model summary, vgnete i participants cleared

Model |R R Square |Adjusted R Std Error of the
Square Estimate
1 861 742 122 .29581

a. Predictors: (Constant), MHC
b. Dependent Variable: VignettearticipantCleaned

7.3DMI and PTI group stageresults

In a further analysis, Wised Rasch analysis to analyse how well executive managddie m
managers and employees, performed on average on the test with regards to their respective
groups. Stage scores are a direct representation of the stage that someone performs at
according to the MHC. Each stage in the MHC is numbered. For exampkgrthal stage is

the teth stage and it is number 10The higheris the meanscore;the betteris the
performance on the instrument.

7.3.1 DMI group stage score @ans

In further analysis, lused Rasch analysis to analyse how welbresentative groups
performed on average on the test for Decision Making performance

Table 6 shows Executive managers on average as a group performed at the Low Systematic
stage with a mean stage score of 11M3=(11.13,SD=.467. Middle managers on average

as a groupperformed at the Uppévliddle Formal stage with a mean stage score of 10M73 (

= 10.73, SD= .564). Employees on average as a group performed at the Upper Middle Formal
stage with a mean stage score of 10M9=(10.69, SD = .479). These results indicateat t
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executive managers had the highestan stage of performance gerédicted. However, they

did not function at the metasystematic lesthierarchical complexity asgdredicted. Middle
managers performed at a lower stage than executive managersnitatysto employees.
Employees on average performed almost asagemiddle manager$his shows that overall

there were some exceptions in the employee group and that some employees have the
potential to grow and become future leaders, which is irapbfor the company to focus on.

Table 6: Rasch analysis, DMI person scoreaport

Hierarchy Std.
Mean |N Deviation

Executive 11.1273|11 46710

Management

Middle Managemen| 10.7333 (15 .56400

Employee 10.6889 | 36 47915

Total 10.7774|62 51738

Each mean stage score also included a sublevel of the stage, which put each mean stage score
in its appropriate transition step.

In the next table (table),7l included all participants without splitting themtan3 groups.
Results showed that participanis average performed at the Upper Middle Formal stage with
a mean stage score of 10. M £ 10.77,SD=.467). The lowest stage score in the group of all
participants was 9.60 and the highest stage score was 12.00.

Table 7. DMI person stage scorerfequendes

N Valid 62
Missing |13
Mean 10.7774
Minimum 9.60
Maximum 12.00

The next table (table 8) shewthe Frequency and Cumulative Percent including all
participants. The most frequent stage score was Middle FormallQage with 14 (22,6%)

of the paricipants. The next most frequent stage score was Systematic stage 11.00 with 9
(14,5%) of the participants. The third most frequent stage score was Formal stage 10.40 and
10.80,both with7 (11.3%) participants. Results shenithat more than half of the gacipants
performed at the Formal and Systematic stage, with stage scores between 10.40 and 11.00.
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Table 8 DMI person stage score frequencies anduenulative percent

DMI Person Score

Cumulative
Frequency Percent Valid Percent Percent

Valid 9.60 1 1.3 1.6 1.6
9.80 1 1.3 1.6 3.2
10.00 4 5.3 6.5 9.7
10.20 4 5.3 6.5 16.1
10.40 7 9.3 11.3 27.4
10.60 14 18.7 22.6 50.0
10.80 7 9.3 11.3 61.3
11.00 9 12.0 14.5 75.8
11.20 5 6.7 8.1 83.9
11.40 3 4.0 4.8 88.7
11.60 4 5.3 6.5 95.2
11.80 2 2.7 3.2 98.4
12.00 1 13 1.6 100.0
Total 62 82.7 100.0

Missing  System 13 17.3

Total 75 100.0

Looking in more detail at the stage performance of each group, table 9 (Hierarchy DMI
Person Score Crosstabulation) shostage scores per group and the related number of
participants.
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Table 9 Hierarchy DMI person score aosstabulation

DMI_Person_Score
9.60 9.80 10.00 10.20 10.40 10.60

Hierarchy  Executive Management 0 0 0 0 0 3

Middle Management 1 0 0 1 2 5

Employee 0 1 4 3 5 6
Total 1 1 4 4 7 14

Hierarchy * DMI_Person_Score Crosstabulation
Count
DMI_Person_Score
10.80 11.00 11.20 11.40 11.60 11.80

Hierarchy  Executive Management 1 2 1 1 1 2

Middle Management 1 3 0 0 1 0

Employee 5 4 4 2 2 0
Total 7 9 5 3 4 2

Hierarchy * DMI_Person_Score Crosstabulation
Count
DMI_Person_Sc
ore
12.00 Total

Hierarchy  Executive Management 0 11

Middle Management 1 15

Employee 0 36
Total 1 62

The lowest stage score for tliEx e cut i ve Mgoumwas bppeMiddie Formal

stage (10.60). Stage performance below Formal stage does not have the characteristics
expected of a gervisor, which indicates thatxecutive managers satisfied the minimum
requirement for supervisionhTe hi ghest st age sanagesogrodpwas t he
Upper Systematic stage (11.80). This result showed fihBtx e ¢ u anagere did Mhot
function d the Metasystematic stage agrédicted, but those performing with transition step

of 11.60 and 11.80 are likely to transition into the next stageeimear future, especially if

given some challenges.

The lowest stage score for tididdle Managemernitgroup was UppeMiddle Abstract stage
(9.60) which indicates that not all iddle managers satisfied the required minimum for
swervision, which stast at theFormal stage (10.00). However, the Uppiddle transition

step indicated that they are well on their way to fully transitioning to the next stage, which is
the Formal stage 10. Looking at the top stage scores fdiMidele Managemert group,
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there wereparticipants with great potential that perfodnat the same stage as some
executive mnagers and in some cases even peddrat a higher stage than some executive
managers. The highest stage scordiliddle Managemeriwas Metasystematic (120

The lowest stage score for thEmploye@® group was Upper Abstract (9.80) stage and the
highest stage score was UpjMiddle Systematic stage (11.60). These results show that there
are employees with potential theerform at the same stage as ex&eutranagers, but not
higher. There arepotentials in the groupEmploye® that perform at the Systematic stage,
which is the mean and the highest stage score fore  gBxexutiye M@nagement

Overall, I noticed that there are differences in stagew/d&en all 3 groups, wheleEx ecut i v e
Manageréhadte hi ghest me a n mgldye®dhe lowsest mead stage storefi E
This shows a correlation between an individ
hierarchy in the organizational structure.

Figure 17shows details about DMI stage performanof each group in the graphnéticed
broad range in the group ofisdle managers. Participants from tfibliddle Management
group performed at the lowest stage Abstract and up to Metasystestedgie.DMI showed
potentialsandarea for development in the groapmiddle managers.
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Figure 17: Hierarchy DMI group stage score

Table 10 shows that there was a statistically significant difference between gfoDpH
stage scores as determined mgway ANOVA (F(2,59) = 3.333, p = .043J.ukeyd post
hoc test revealed that the DMI stage score mean was stdijssicalificantly higher in the
AExecutive Managemernt group compared to theBEmployee group (11.13, SD = 47, p =
.035). There were no distically significant differenes between thefExecutive
Managemerntand thefiMiddle Managemeidgtgroups(p = .124) or théiMiddle Managemeiat
andfEmploye® groups (p = .955).

Table 10: ANOVA DMI Person Score

Sum of Squares df Mean Square F Sig.
Between Groups 1.658 2 .829 3.333 .043
Within Groups 14.671 59 .249
Total 16.328 61
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7.3.2 PTIgroup stage score gans

Table11 showsfExecutiveManagementas a group performed in the Upper Concrete Stage
with a group mean stage score of 8.84<8.94,SD=1.277. Middle managers performed in

the UpperMiddle Abstract stage with a group mean stage score of &464 0.64, SD=
1.49]). Employees performed in the LeMiddle Abstract stage with group mean stage score
of 9.41 M = 9.41,SD = 1.598. These results indicate that executive managers have the
lowest mean stage of performanon wgnettes and do not function at the metasystematic
level of hierarchical complexity asdredicted. Middle managers have the highest mean stage
of performance, but doot function on the systematic level hierarchical complexity as |
predicted. Employees on average perform almost as well as middle managers.

Table 11 Rasch Analysis,PTI* person score

Hierarchy CLRD Std.
Mean |N Deviation

Executive 8.9455 |11 1.27778

Management

Middle Managemen] 9.6400 (15 1.49131

Employee 9.4111 (36 1.59853

Total 9.3839 |62 1.51508

* Perspective taking instrument

In the next table (table )2I included all participants without splitting them into 3 groups.
Results showed thaggicipants on average performed with a mean stage score o338 (
9.38,SD= 1.519. The lowest stage score in the group of all participants was 7.00 (Primary
stage) and the highest stage score was 12.00 (Metasystematic stage).

Table 12 PTI* person stage scoreifequencies

N Valid 62
Missing |13
Mean 9.3839
Minimum 7.00
Maximum 12.00

* Perspective taking instrument

The next table (table 13hows Frequency and Cumulative Percent including all of the
participants. The most frequent stage seass 10.20 with 7 (9,3%) of the participants. The
next most frequent stage score was 8.80 with 6 (8%) of the participants. The third most
frequent stage score was 10.80 with 5 (6.7%) of the participants. Results show that 50% of the
participants performed ¢he stage 10.00 and above. Results show that the most frequent stage
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score was Primary (7.00) with 10 (13,3%) of the participants falling in this stage. The reason
for this is that these tgmarticipants repeated the saméng for each vignette withttle or no
variation. This demonstrated the lack of skill needed to know that each story was not equal.
Excluding stage 7, the lowest stage score in the group of all partisigzvas Concrete stage

(8.00).

Table 13 PTI person stage score frequencies ancumulative percent

Cumulative
Frequency Percent Valid Percent Percent

Valid 7.00 10 13.3 16.1 16.1
8.00 3 4.0 4.8 21.0
8.20 3 4.0 4.8 25.8
8.40 4 53 6.5 32.3
8.60 3 4.0 4.8 37.1
8.80 6 8.0 9.7 46.8
9.00 1 1.3 1.6 48.4
9.20 1 1.3 1.6 50.0
10.00 2 2.7 3.2 53.2
10.20 7 9.3 11.3 64.5
10.40 1 1.3 1.6 66.1
10.60 7 9.3 11.3 77.4
10.80 5 6.7 8.1 85.5
11.00 1 1.3 1.6 87.1
11.20 4 53 6.5 93.5
11.40 1 1.3 1.6 95.2
11.60 1 1.3 1.6 96.8
12.00 2 2.7 3.2 100.0
Total 62 82.7 100.0

Missing System 13 17.3

Total 75 100.0

Looking in more detail at the stage feemance of each group, table {Hierarchy PTI
person score crosstabulatioshowsMHC stage scores per group and the related number of

participants.
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Table 14 Hierarchy PTI person smre aosstabulation

PTI_Person_Score
7.00 8.00 8.20 8.40 8.60 8.80
Hierarchy  Executive Management 2 0 0 2 1 2
Middle Management 1 1 1 1 1 2
Employee 7 2 2 1 1 2
Total 10 3 3 4 3 6
Hierarchy * PTI_Person_Score Crosstabulation
Count
PT|_Person_Score
9.00 9.20 10.00 10.20 10.40 10.60
Hierarchy  Executive Management 0 0 0 2 1 1
Middle Management 0 0 1 2 0 1
Employee 1 1 1 3 0 5
Total 1 1 2 7 1 7
Hierarchy * PTI_Person_Score Crosstabulation
Count
PTI Person Score
10.80 11.00 11.20 11.40 11.60
Hierarchy  Executive Management 0 0 0 0 0
Middle Management 0 1 1 0 1
Employee 5 0 3 1 0
Total 5 1 4 1 1
Hierarchy * PTI_Person_Score Crosstabulation
Count
PTI_Person_Sc
ore
12.00 Total
Hierarchy  Executive Management 0 11
Middle Management 1 15
Employee 1 36
Total 2 62

The lowest stage score for tfiExecutive Management group was LowMiddle Concrete

stage (8.40). Stage performance below Formal stage 10.00 does not have the characteristics
expected of aupervisor. This indicated thakecutive mangers did not satisfy the minimum
requirement for supervision in social perspective taking.

The highest stage score for thExecutive Managemengroup was UppeMiddle Formal

stage (10.60). These results showed that executive managers did not functioe at
Metasystematic stagas lexpected
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The | owest st age sawcages @roup was LdawhCencréteMstaded (8.@0), M
which indicated that not almiddle managers satisfied theinimum requirement for
supervision, which starts at the Formal stéf@00). Looking at the top stage scores for the
fiMiddle Managemeritgroup, the highest stage score was Metasystematic (12.00).

Looking at the scores for thi&mploye® group, the lowest stage score was Low Concrete
(8.00) the same agMiddle Managememt group and the highest stage score was
Metasystemiic (12.00), again the same Agliddle Management group. Looking at the top
stage scores fagiMiddle ManagemeritandAiEmploye@® group, we had participants with great
potential that performedt the stagewe predicted for executiveamagers.

Overall | noticed with PTI results that there were differences in stages between all 3 groups.
Executive managers did not have thighest mean stage score as | predidtedact, their

mean stage score was thevést of all three groups. The highest mean stage scoréywas
fiMiddle Managemerit and there was a very small difference Rifl mean stage scores
bet ween faMpeddsdahdeii EiMoye®. PTlI mean stage scores did not show a
correl ati on b eclassication underdhe WHG and theé jeb hierarchy i@ th
organizational structure aptedicted in hypothesis

Figure 18shows details about PTI stage perfonte of each group in a graphnéticed

overlap anda broad range in the group ofiddle mangers and employees. Both groups
started with Primary stage and ranged up to the Metasystematic stage. People that performed
above formalstage 10 in thdiEmploye® group or systematic stage 11 inetiMiddle
Managemertt group weconsideredas potentials. In both the fiMiddle Managemerit and
AEmploye® groups, we had participants performiaigthe stage we predicted fidExecutive
Managemeritgroup. This showpotentials in both groups and area for development.
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Figure 18: Hierarchy PTI group stage sore

Table 15 shows that there was no statistically significant difference between groups PTI stage
scores as determined by eway ANOVA (F(2,59) = .673, p = .514). PTI stage score mean

was the highest for Middle manager group. There was a very small difference in PTI mean
stage scores between Middle manager and Employee groups. The lowest mean stage score
was for Executive manager group. PTI mean stage scores did not show a corretatemnb

i ndividual 0s classification wunder the MHC
structure.

Table 15: ANOVA PTI Person Score

Sum of Squares df Mean Square F Sig.
Between Groups 3.125 2 1.563 .673 514
Within Groups 136.899 59 2.320
Total 140.024 61
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7.3.3 Correlation between MHGtagescoresand 9-box nmodel

My goal was to research how the MHC stage scores were correlated with the model that the
company uses for following individual job performance. As described in chapter thd.3,
company is using the PDP process where individual performance is shovaxm®odel.

Il predi ct ed t hangersisbould dunction v the nvktasystematic level and

A Nddle Managers at the systematic level of hierarchical complexity. Whemeone
successfully performed tasks from an ordiethe MHC that we expectetiplaced this person

in the boxfiMeets Expectations in 9-box model. If the samperson performed tasks from a
higher order of the MHC then we expectélten | placed this persan the boxi Ex c e e d s
Expectations in 9-box model. When someone did narform tasks from the order of MHC

that we expectedhen Iplaced this person in the békoes Not Meet Epectations in 9-box

model.

For the group of executive amagers| concludel that when they function at the
metasystematic stagiey meet expectations on théo@x model. When they function at the
systematic stage, which is one stage below metasystematic on the MHC, they are below
expectations on the-l8ox model. When they fution at the paradigmatic stage, which is one
stage higher on MHC, they exceed expectations on-tiex9nodel.

For the group of middle managdrsoncludedhat when they function at the systematic stage,
they meet expectations on thd@x model. When #y function at the Formal stage, which is

one stage below systematic on the MHC, they are below expectations otbdlken8del.

When they function at the metasystematic stage on MHC, which is one stage higher on MHC,
they exceed expectations on thbé& model.

It was possible to compare stages according to the MHC andtibg Shodel fordi Mi d d | e
Manager6 and 0 E anagem beacause bdvh of these roles must satisfy the minimum
requirement fo supervision that starts witloimal stage 10.00This mnimum requirement
exists because of those tasks involved with being a supersistn as strategic planning,
managing a department or multiple departments, beirg tablook on the corporatioetc.

With the group of employeethe tasks they must compdeare muchbroader Their tasks can

start with minmum primary (7) stage up till formal (10) or evepstematic (11) stage.
Primary stage can involve simple loading and unloading boxes. Formal or even systematic
stage can involve financial analysis orwltevel supervision. Due to the much bidearange

of behaviours, tould not compare stages on MHC anddodx model for group of employees
without knowing heir individual tasks. Since myesearch was anonymous, that was
impossible.
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Further tables are exicted from softscape programme that supports PDP process. To be more
comparable with MHC stage scoressplit participants intdiExecutive Managegsgroup,
fiMiddle Managerg group andiEmployee.

Table 16shows a pdormance review report for th@Execuive Managers group provided

from the internal 90x model. Results showed that all executive managers were rated with
A Me expsctationsé. Not one executive manager was rated WitE X ¢ e xpettations or

A Does Noxpectiiene. tThe nost represead career rating of the group was within
current role with 83% (n = 10) of the participants. Following career rating was within current
stage and transition to next stalgeth with 8,3% (n = 1) of thBExecutive Managers group.

Table 16 9-box incumbert report for AExecutive Manager group

Within Current Role | Within Current Stage | Transition to Next Stage

Exceeds Expectations

Meets Expectations

X X X X X X X X

X

Does Not Meet Expectations

ReferenceGKN Driveline Slovenija2012.

Table 17 shows performance review report fgiMiddle Manager§ group provided from
internal 9box model. Results showed that 91,6% (n = 11) of middle managers were rated
with i Me e xpsctatiensé and 8,3% (n = 1ererated withfi E x ¢ e xpecttions. Not

one middle manager has been rated witlD o e s N o pectstomr@t ThE most
represented career rating of them was within current role with 66,6% (n = 8) of the
participants. Following career rating wasWi t h i n taQe with 86r6% (nS 2) and the
same by ATr anagewith 16,6% (h ©2) &f thexpgarticipants.
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Table 17 9-box incumbent report for i Mi d d dnagerdigroup

Within Current Role | Within Current Stage Transition to Next Stage

Exceeds Expectations

Meets Expectations

X X X X X X X

Does Not Meet Expectations

ReferenceGKN Driveline Slovenija201d.

My goal was to research how the MHC stage scores were correlated with the model that the
company is using for following indidual job performance. Table 1$hows correlations
between the compar8sbox model, and both MHC stage scores res(liMI and PTI) for the
Executive Managers group. Not one participant in the group of executive managers was
placed in the box di E x ¢ expeattatiori®or i Mes Expectationdin the DMI or PTI stage
scores. 100% (n = 11) of the participants were placédD o e s N oxpectatiens level.E

With 9-box model, 100 % (n = 12) of the participants were placeil Mets Expectations

level.

Table 18 9-box incumbent report and MHC stage sores orre |l at i on f or nEX ¢

Manager group
MHC*
9 box Model
DMI** PTIxx*
Exceeds Expectations
0 0 0
Meets Expectations
12 0 0
Below Expectations
0 11 11
Total 12 11 11

*MHC Model of hierarchical Complexity
** DMI Decision Making Instrument
*** PT| Perspective Taking Instrument

Table 19shows correlatims between compafysnodel 9box and both MHC stagecare
results (DMI and PTI) fofiMiddle Managers group. With 9box model, 8,3% (1) of the
participants in thé@Middle Managers group were placed ifi E X ¢ e xpetttions. 91,6%
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(n =11) of the partipants were placed ifi Met Expectations and no partipants were
pl aced in the bxpecatién®.o\tls DMNand PTMseoees,6% (n =1) of
the participants in the group of middle manageese placed infi E x ¢ e xpecttiors.
26,6% (n = 4 of the participants were placediinMet Expectationé with DMI and 71,4%
(n =10) of the participants were placediirD o e s N oxpectaiens with BEMI. 20% (n
= 3) of the participants were placedfindets Expectations with PTI. 73,3% (n = 11) ofhe
participants were placed imD o e s N oxpectaiensé with EETI. There is one correlation
inthe groupofmi dd |l e man a g e rxseecdbrpedtatioas. One paditipanii viicas
pl aced o0 nxceets Bxpectationgih 9-bdxEnode| DMI and PTI

Table 19 9-box incumbent report and MHC st age scores <correl

Manager group
MHC*
9-box Model
DMI[** PTI***
Exceeds Expectations
1 1 1
Meets Expectations
P 11 4 3
Below Expectations
P 0 10 11
Total 12 15 15

*MHC Model of higrarchical Complexity
** DMI Decision Making Instrument
*** PT| Perspective Taking Instrument

Overall, I noticed that it was possible to compare results of individsal MHC st age

with their PDP performance measurement, but the two differed enoungaki® a meaningful
comparison difficult. Individual results measured witlhhéx model and MHC stage scores

have amly one match in the group of @sutive managers and only one match in the group of

middle managers. It was clear that there was no strondatmrebetween MHC stage scores

and PDP process. Looking as a whole, the MHC is not coming out with similar results as the

9-box model.
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8. DISCUSSION

The purpose of the research was to classify employees according to the MHC to determine to
which stage of hierarchical complexity they perform atthis chapter summarizethe main
research findings anithe predicted hypotheses. At the end of the chapter, | discuss some key
practical proposals and recommendations for further research.

The firstissue in data analysis was to determine how well Hierarchical Complexity predicted
the stage of performance in each task sequence. The results were significant and indicate that
an items' Order of Hierarchical Complexity correlated with stage performance.

There were 75 participants included in the initial analysis. After further review, | removed 13
participants for not following instructionghich left 62 participants for further analysis

In order to better test the hypothesis, | sphrtigipants imo three groupsfiExecutive
Managers, iMiddle Managers andAiEmploye®. | used a Rasch analysis to analy®w well
executive managersniddle managers and employgesformed on average on the test with
regards to their respective groups. | was ablaeémtify differences in sfges between all 3
groups, buthe executive managers did rfve the highest mean stage score. DMI results
showed that executive managers had the highest mean stage score, but this was not true for
the PTI results.

My goal wasto use the DMI to measure the amount and type of information that an individual
was able to consider in a decisioraking process. The results from a test were reflective of
participants' ability to analgsand synthesize information required for complegbfem

solving and decision making. Executive managers had the highest mean stage score on DMI,
which is positive for the company. This is especially important in the fast growing market and
global crisis, where managers need to be fast in acceptinglaptray to big changekinder

these circumstancekeaders with vision and ability to see bigger picture are very important.
The lowest mean stage score was identified in the group of employees. Mean stage score for
the group of middle managewas in between. It's important to mention that individuaviD

stage score results in tiMiddle Manageso andfiEmploye® g rwere glso very high, but

the groups had a lower mean stage es¢ban mean stage score of fiixecutive Manageso

group. This indicates ising tential infiMiddle Managerg and iEmployee group that can
significantly help the company in formulating business vision and strategy. | looked at each of
the three representagivgroups to findthe highest and the lowest DMI stage score. The
highes DMI stage score wa$2.00 (metasystematic) in thiMiddle Manageso group. The

lowest DMI stage score was 9.60 (uppadde abstract stage) again in tlididdle
Manageso group.
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I've found participants from théExecutiveMa n e g and fdlidldle Managesd group that
performed at stages below the formal stage. Stage performance below the formal stage (10.00)
does not have the characteristics expected of a supervisor. | concluded that not all executive
managers and middle managers satisfied the minimunireegents for supervision. There is

a lack of leadership skills in both groups and it is important for the company to focus on
development in this area.

My goal with the PTI was to measure different stages of social perspective taking. The results
from a PTI test were reflective of the participants' social perspective taking ability. Great
managers should be experts at social perspective taking and making decisions clearly, instead
of always choosing the middle way. PTI mean stage scores were in genehndomaer in all

3 represented groups. | was able to identify one of the reasons for this. Some participants
repeated the same rating for each vignette with little or no variation. This demonstrated the
lack of skill needed to know that each item was mnjiaé

With PTI results| was able to identify differences in stages between all 3 gréupsx e cut i v e
Managers did not have the highest mean stage score as | predicted. Their PTI mean stage
score was the lowest of all three groups. The highest meam stage was in the group of

middle managerand there were very small differences in Rdan stage scores between the
fiMiddle Manageso andfiEmployee groups.

In the studyl found a broad range of stage scores in the group of middle managers and
employes. People that performi@bove formal stage 10 in thenloyee group or systematic
stage 11 in théiMiddle Managesd group were considered as potentials. In pisteAiMiddle
Manageso and AEmploye@ groups there were participants performing at the staghere
participants from executive managers group performed. This showed overlap of potantial
both groupsfEmploye® andfiMiddle Manageso group) and area for development.

My goal was also to research how the MHC stage scores were correlatedenitibdel that

the company uses for following individual job performance. The company uses the PDP
process for following individual performance shown #bhd& model. Irecognizedhat it was
possible to compare results of individual job performance mehsute MHC stage scores

and PDP process. At the same tirheoncluded that individual results measured with the 9
box model and MHC stage scores have one match in the group of executive s\andgesre
match in the group of middle managelrwas able tadentify no strong correlation between
MHC stage scores and PDP process.

101



8.1 Answers to hypotheses

All four hypotheses were to some extent integrated three aresof analysis: DMI results,

PTI results and in correlation between MHC stage scards9agbox model. The hypotheses

have two dimensions. There arses wherenepart of the hypothesiis supported, while the

other is rejected. The hypotheses were tested through questionnaire data analysis using SPSS
Statistic software 17 and Microsoftfiae Excel 2007.

8.1.1 Hypothesis 1

The individual 6s classification wunder t he M
structure are correlated.

The first hypothesis contemplates the focus on correlation between an individual's results
under theMHC and the job hierarchy in the organisational structure. In order to better test the
hypothesis| split participants into three groupBExecutive Managets iiMiddle Managers

and AEmploye@®. These groups represethie current established organisatiosaucture in

the companyOrganisational structure péExecutive Managers at the highest level ithe
company andiEmploye® at the lowest level in the companiddle managersare at the
middle level in the organisational structure. With this hypsi | assumed thalExecutive
Marager® as a group would performith the highest mean stage score uritie MHC as

they are ortop in the organisatnal structure. | assumed tH&mployea as a group would
perform on average with the lowest mean stagare under the MHCas they are on the
bottom in the organisational structure.

The hypothesis was tested with both research instruments (DMI and PTI). In thevgtudy

DMI group stage results found a strong correlation between an individual's clasaifon

under the MHC and their position the job hierarchyfiExecutive Managers on average as a

group performed at the Low Systematic stage with the mean stage score oM £.13.(.3,

SD = .467).AiMiddle Manageré on average as a group performed e Upperi Middle

Formal stage with a mean stage score of 10.73 (M = 10.73, SD = ikBvdploye® on

average as a group performed at the Upper Middle Formal stage with a mean stage score of
10.69 M = 10.69,SD = .479). DMI results indicate that executinenagers had the highest
mean stage of performance and employees the lowest mean stage of performance under the
MHC. This is correlated with job hierarchy in the organisational structure. Therefore, DMI
supports Hypothesis 1.

On the other hand, while g&ng the same hypothesis with PTI, | found a weak correlation
between an individual's classification under the MHC and the job hierarchy in the
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organisational structur@éExecutiveManagers on average as a group performed in the Upper
Concrete stage witla group mean stage score of 8.94 £ 8.94,SD = 1.277).iiMiddle
Managers performed in the Uppevliddle Abstract stage with a group mean stage score of
9.64 (M =9.64, SD = 1.491)Employee performed in the LowMiddle Abstract stage with a

group mean tage score of 9.41 (M = 9.41, SD = 1.598). PTI results indicate that middle
managers had the highest mean stage of performance and executive managers the lowest
mean stage of performance. Employees on average performed almost as well as middle
managers. Aghis hypothesis has two dimensions, PTI results partially suppolt i.
supported only in the way that middle managers have a higher mean stage score than
employeesbecause the middle managers are also at a higher job hierarchical level in the
organsational structure than employees. However, executive managers have the lowest mean
stage score, but are on the highest job hierarchical level in organisational structure. This last
result related to executive managers reject hypothesis 1.

8.1.2 Hypothssis 2
The individual 6s c¢classification under the MH

The second hypothesiscused on the correlation between an individual's results under the
MHC and the individual's job performance as measured in the cymipaorder to better test

the hypothesisl used the split of participantstino t hr ee gr o ugnagers, A Ex e c
A Mi d ddnageréMind i Eployed®. For testing the hypothesis used results from both

research instruments (DMI and PTI) and comparednthath the company process for
measuring individual job performance. The company is using the PDP process for measuring
individual job performance and results are shown-imo® model. With this hypothesi$

assumed that results for each representativepgrvould show a correlation between the

MHC and 9box model.

When someone successfully performed tasks from an order of the MHC that we would
expect, | placed this person in the boxioM e e xpsctations in 9-box model. If the same
person performed s&s from a higher order of the MHC that we would expect, then | placed
this person in the box di E x ¢ expecwtiond in 9-box model. When someone did not
perform tasks from the order of MHC that we would expect, then | placed this person in the
box of iBelow Expectationsin 9-box model.

It was possible to compare stages according to tHEMndthe b o x mo de |l iddleor t he
Manager86 and f E anagem because both of these levels must satisfy the minimum
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requirements for supervision that stes with Formal stage 10.00. Due to the mumhre

broad range of behaviourgould not compare stages on MHC anddX model for group of
employees without knowing their individual tasks. Since my research was anonymous, that
was impossible.

Results sha that not one participant in the group of executivamagers was placed in the

box A E x ¢ e xpedcttiond or i Met Expectationd with the DMI or PTI stage scores.

100% (N = 11) of the participants were placediid 0 e s N oxpectaiens level BVith

the 9box model, 100% (N = 12) of the participants were placefl Met Expectations

level. In thei E x e ¢ uanageréegrol| found one similarity between the compampb8x

model and MHC on xXpdctationde v Nlot i Bxee epageduve | pant
Managers group was placed in the box BfE x ¢ e>pettstions in the DMI or PTI stage

scores. The same wadth the 3box model.

While testing the same hypothesis for théli d danageréM g rwithutipe 3box model,

8,3% (N=1) of the participnt s i n t ammge® Migd dlue Mer e pl aced
Expectations. 91,6% (N =11) of the participants were placed iMet Expectations and no

particb ant s wer e pl aced i mpedtatioas With BMI&nd BTd scordd,ot Me
6,6% (N =1) & the participants inthe group ofii ddl e managers were pl |
Expectations. 26,6% (N = 4) of the participants were placediifdes Expectations with

DMI and 71,4% (N =10) ofte parti ci pants wer e xgedtatiane d i n
with DMI. 20% (N = 3) of the participants were placediiret Expectations with PTI.

73,3% (N = 11) of the participants were placediiD o eos Me&t Expectations with PTI. |

also found one similarity between the compafy9x mo d e | and MBHeedon t he
Expectations. With DMI and PTI scores there were 6,6% (N =1) of the participants in the

groypp of mi ddl e man ag expestatipnd. &Vithedthox maodel, BB% NeBH ds E
of the participantsinthe middleanager s gr oup weEpectagibnaced i n 0

Based on these resultssummerizedhat it was possible toompare an individual'MHC

stage score with theRDP performance measurement, but the two differed enough to make a
meaningful comparison difficult. Individual results measuath 9-box model and MHC

stage scores have only one match in the group of executive managers and only one match in
the group of middle managers. It was clear that there was no strong correlation between MHC
stage scores and PDP procé3gerall the MHC s not coming out with similar results as the
9-box model. This rejects hypothesis 2.

® This minimum requirement exists because oséhtasks involved with being a supervisor such as
strategic planning, managing a department or multiple departments, being lable on the
corporationetc.
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The reason for dagreement between the models might be caused by different approaches of
measuring performance. In theb®x modelan i ndi vi dual 0s regdeithf or man
the influence of their maibaxgnedelEanevehat m¢lugest i v e
different variables that can have influence of evaluation. On the other hand, MHC scoring is
based on the mathematical complexity of the hierarchical arg@om of information. With

hypothesis 2, | was comparing the personal subjective nature ofldbe ®odel versus the
guantitative nature of the MHC. frgdictedthat this would give me similaesults and show a
relationshippetween PDP pormance and MC stage scordgut in fact, it did not.

8.1.3 Hypothesis 3
Middle managers predominantly function on the systematic level of Hierarchical Complexity.

In the third hypothesis | assumé@dMi d ddnagersMvould predominantly perform at the
systemati® stage according to the MHGAhen testing the third hypothesisfocused on
results for thei Mi d ddnageréMyroup. The hypothesis was tested with both research
instruments (DMI and PTI).

DMI group stage results showdthti Mi d dahagersdn averagesa group performed at

the Uppen Middle Formal stage with a mean stage score 10\r3 (0.73,SD= .564). The
lowest stage score for tlieMi d dahages Wroup was UppeMiddle Abstract stage (9.60),
which indicates that not all middle managers satisthe required minimum for supervision,
which starts at the Formal stage (10.00). The highest stage score for middle managers was
Metasystematic (12.00)Vith the DMI groupl found that stage results 6fMi d dahageréM

as a groupon average do not fution at the systematic level of hierarchical complexity and
this fact rejects hypothesis 3.

In the study with DMI group stage resulteecognized h at i Mmageds peeformdéd on
average only one stage below systematic stage and their transitiomasteppeir middle.
Related to the theory of transition stepscording to the MHC, someone placed at the upper

T middle sublevel of the stage is on their way to fully transition to the next stage. And next
stage in this case is systematic stagd prelicted with third hypothesis.

® Someone at the Systematic (11) stage approaches a task by using multiple factors that could
contribute to its successful completion. This person works with the amount of information necessary

to manage a team. They may al so see how their s
most effectively meet a goal that no one could succeedoat. Someone at the Systematic stage

could orchestrate multiple factors simultaneously, like putting together a good team and orchestrating
their work with the marketing, advertising and accounting departments to complete the task
(Commond.amportand Rchardson 2012, 44).
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On the other hand, lookingore at the individual DMI group stage results, 33,3%55) of

the middle managers functioned at the systematic level of hierarchical complexity and above.
This meanssome middle managers predonmitig functioned at the systematic level of HC

or above. This partially supports third hypothesis.

PTI group stage results showttthtin Mi d danhagersMn average as a group performed at

the uppemiddle abstract stage with a group mean stage scoré4{\.= 9.64,SD= 1.49).

The | owest st age saocages egrodp avas low ltencrefieMiage d8.08), M
excluding stage scores at the primary stage’7108wv Concrete stage indicated that not all

middle managers satisfied the minimum requirementsiupervision, which starts at the

Formal stage (10.00). Lookinga t he t op st age <smagersgreup,fther t he
highest stage score was Metasystematic (12Wah the PTI group stage resultfound that

A Mi d ddnageréMas a group on avage did not function at the systematic level of
hierarchical complexity and this fact again rejebtshypothesis 3.

Looking atmore individual detailed PTI group stage results, 26,R&5%) of the middle
managers function at the systematic level iefdrchical complexity and above. This shows
that some middle managers predominantly function on systematic léW@Cabove. This
partially supports third hypothesis.

8.1.4 Hypothesis 4

Executive managers predominantly function on the metasysteteasic of Hierarchical
Complexity.

In the last hypothesis | assumed that executive managers would predominantly function at the
the metasystemaficstage of hierarchical complexity. When testing the last hypothesis
focused on r esuldngersdfgmup. The hymothasis was destdd with both
research instruments (DMI and PTI).

"The reason for this is that 1 participant in the group of middle managers repeated the same rating for
each vignette with little or no variation. This demonstrated the lack of skill needed taHatcwach
story was not equal.

® Sameone at the Metasystematic (12) stage coordinates multiple systems. They can provide direction
for marketing, advertising, Research and Development, manufacturing and other areas and lead to the
completion of major strategies (Commdrmmportand Richardsn 2012, 45).
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DMI group stage results show#thtexecutive managers on average as a group performed at

the Low Systematic stage with a mean stage score of 1M13 11.13,SD =.467). The

| owest DMI st age s caoages group was UppeMiddleEForenal stagée v e M
(10.60). Stage performance below the Formal stage does not have the characteristics expected

of a supervisor, which indicates that executive managers satis&ethinimum requirement

for supervision. Theihg hest DMI st age s amagee grdupwas Wppee A EX e
Systematic stage (11.80). These results indicated that executive managers have the highest
mean stage of performance as predicted. However dildenot function at the metasystematic

level of hierarchical complexity aswas assumeand this rejects hypothesis 4.

In the study with DMI group stage results al s o f ound ahagesdtperférBane c ut i v
average one stage below metasystenstiige and their transition step is Low. Related to the

theory of transition steps according to the MHC, someone placed at the Low sublevel of the
stage is not likely to transition into the next stage for a number of years. And next stage in this
case is mtasystematic stage firE x e ¢ uandgeréas |Mredicted itast hypothesis.

PTI group stage results showtthti E X e ¢ uanageréeas aMgroumn averaggerformed

in the Upper Concrete Stage with a group mean stage score oiv8948.04,SD =1.277).

The lowest stage score for theE x e ¢ uanages egrolyp was LowMiddle Concrete stage

(8.40), excluding stage scores at the primary stage®7.®lage performance below Formal

stage 10.00 does not have the characteristics expectedupiervisor. Tis indicated that

executive managers did not satisfy the minimum requirement for supervision in social
perspective taking.fe hi ghest st age sanagesegrotipowas Upgee i EXx e
Middle Formal stage (10.60)Vith the PTI group stage resultsfoundt h at RnExecut
Manageré as a group on average did not function at the metasystematic level of hierarchical
complexity and this fact rejects hypothesis 4.

° The reason for this is that 2 participants in the group of executive managers repeated the same rating
for each vignette with little or no variation. This demonstrated the lack of skill needed to know that
each story was not equal.
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9. CONCLUSION

9.1 Contribution of the study to HR knowledge and practice

Thep ocess of researching this topic and writ
opportunityfor meto expand my knowledge and get more familiar with an area that | did not
know before.

The model of hierarchical complexity is a framework for sggpiow complex behaviour is.
It is a framework for scoring reasoning stages in any domain as well as in any cultural setting
(Commons Lamport al. 2005, 5).

The research supports the fact that the model can be utilized in Slovaeigresented
Model d Hierarchical Complexity (MHC) offers a new strategic opportunity for Slovene
companies, since the model was not yet known in Slovenia before.

According to studies carried out @ermany (Bernholt, Parchmann aBdmmons Lamport

2009) and in the USA (Mdey 2009 Commons Lamporet al.In Press), the MHC proved to

be a legitimate and effective model for measuring task complekitiias successfully
predicted an individual 6s task performance.
carried out in Slognia for the first time, and this proves the above statement of the model
being able to score reasoning stages in any cultural setting.

MHC was applied in business environment for the first time. This supports the assumption
that the model is a frameworkét can be used in any domain.

With the studyl examinedthat MHC provides insight into the characteristics of employees

for a certain position that cannot be identified by performance assessment or competence
verification. The complexity of an individls job tasks, as measured by the MHC, and that
same individual's stage score, as measured by the MHC, predicts how successful they will be
within a certain job position.

According to studies in the past, carried out worldwide, the MHC proved to bearalid
reliabile research instrument. With my research the model was tested again in a new country
and in a new domain. Results from my research once again showed, that the model has
validity and reliability. Itparticulay supported external validity.

During my research, | tested the comparison of the modelanitkher module. The company
GKN uses the 9ox module for performance measurement. | contpéne results of an

108



individual 6s MHC -$dx angdele. $he owmo diffened eéndughttchneake &
meaningful comparison difficult.

The practical value of my work consists in offering guidelines and suggestions in
restructuring the field of Human Resources.

MHC can be used in the process of selecting new employees. Organizations' human resource
depatments usually have a list of job responsibilities that are specified for each job position.
Using the presented instrument could help the company to define standards for required stage
of performance according to MHC. This information can be used ipribeess of selecting

new employees. If employeeastested successfully as being able to perform a specific task,
then the employee's stage of performance on that task would match the task's scorenf we th
know, how hard a set ofgdks isfor specificemployee to perforrsuccessfullythis helps us

to indicate appropriate job division for an employee. We can also define development
activities. This information caalso be helpfufurther on for employee development, not only

in first selection process.

In Slovenia, HR experts are very much focused on appropriate education level of employees.
Trend outside Slovenia is not talking about form@licatiorthat much but about experience

and competences. While using this instrument, this is a chance fasHRe of the key
organi zationds functions to start approachin

| see the MHC having an important role as a selection tool for leadership. Executive managers
are the ones who shape the future and make it happen. They need tokctrasdels for its

values andnspiretrust at all times. They need to be flexible, enabling the organisation to
anticipate and react in a timely manner. All this is possible for someone performing at
minimum on metasystematic level according to the m@dwhen managers are not able to
perform at the required stage, the outcome is seen in inappropriate leadership and in repeated
failures. Putting the right people in the right roles leads the compaugtess.

The module offers to HR a new tool thatoals decisions related to employees taking
objectively. It quantifies the order of hierarchical complexity of a task based on mathematical
principles.

MHC can also be used in recognizing talents and other key employees in the company. This
can be furtheon supported by the appropriate development plan. The company could use it

as a possibility to recognize future employees and combine it with scholarships.

The module is a step forward in excellence of HR function. It can be used as a supporting tool
for EFQM Excellence Model. People are one of the enabler criteria on tHeuheftside of
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the EFQM Model. Using MHC could help to provide better people results on thesidghof
the EFQM Model.

MHC results can increase team work @aadbe helpful in esblishing project teams.

Based on the employee results, the company is able to put together the most excellent people
to create and implement the mission and vision by developing and deploying a stakeholder
focused strategy.

9.2 Recommendation for futher research

Since my research was anonymous, it was impossible to identify specific job tasks for specific
participant included in #hresearch. | would recommenduather researcho testparticipants
without keepingthem anonymous so that job ptishs could be perfectly matched to stage
performance. This would help to identify individual gaps and create more specific
development plans.

Further on, results of the research show individual gaps of participants. Based on results, | can
only recommed the company, what to put the development plamnd what | think could

help the participant to improve their stage performakoe.furtherresearch, | recommend
research to focus on what are specifi@ deve
participant up.

My research was f ocus e d-talong and e@ecigioh makisg. Gne of i a | [
the areathat werenot researched in my caseaisility for ethical behaviour. Ethics involves
systematizing, defending or recommending cpigef right and wrong condudiikipedia

2013) | believe ethics is important in modern business environment and my recommendation
for further research is to f-makmgandbehayioarop !l e 6 s

110



BIBLIOGRAPHY

Armstrong, M 2006 Ar mstrong6s Handbook of Prctioeman Resou
10" ed London Kogan Page Limited.

Baldwin, J. M. 1895Mental Development in the Child and the Race: Methods anckeBses
New York: Macmillan.

Bartol, K.M,, and D.C. Martin1995.ManagementiNew York: McGrawHill.

Beardwell, I., L. Holden and Tlayon. 2004Human Resource Management: A
Contemporary Approachith ed Harlow: Prentice Hall

Bernholt, S., I. Parchmann and M. Lamp@dmmons Lamport. 2009.
Kompetenzmodelirung zwischen Forschung und UnterrichtspraXis i t schr i ft f ¢
Didaktik derNaturwissenschaftefi9): 217243.
Http://handalf.ipn.unikiel.de/zfdn/jg15.html#Art014 (24.01.2013)

Byars, Lloyd L, and L.W. Rue. 2003Human Resource ManagemeNew York McGraw
Hill.

Commons Lamport, M., BM. Miller and D. Kuhn. 1982The relation between formal
operational reasoning and academic course selection and performance alegeg c
freshmen and sophomordsurnal of Aplied Developmental Psychologyl-10.

Commons Lamport, M., FA. Richards and D. Kuhn. 1982. Systematic and Metasystematic
Reasoning: A Case for Levels of Reasoning
OperationsChild Developmern$3:10581069.

Commons LampoytM., and J. A. RodrigueZ.990. The necessity for assessing social
perspectivaaking skills and institutional atmospheBevelopmental Reviet):323
340.

Commons LampoytM., and J. A. RodrigueZ.993. The development of hierarchically
complex equivalence class&sychologicaRecord43:667697.

Commons LamportM., M. L. Trudeau, E. J. Stein, S. A. Richards and F. A. Krause. 1998.
The Existence of Developmental Stages as Shown by the HierarCloicadlexity of
Tasks.Developmental Revie®/(3): 237278.

Commons Lamport, Mand F.A. Richards. 2002. Organizing Components into
Combinations: How Stage Transition Worlieurnal of Adult Developmeft(3): 159
177.

Commons LampoytM., P.M. Miller, E. A. Goodheart and D. Danah&ilpin. 2005.

Hierarchical Canplexity Scorig System (HCSShow to Score Anything
Cambridge: Dare Association Inc.

111



Commons LampoytM. 2007. Introduction to the Model of Hierarchical Complexity.
Behavioral Development Bulletik8:1-6.

Commons LampoytM. 2007. Bringing About Changes in Worlgte Behaviour.
Behavioral Develeopment Bulletii3: 35-42.

Commons LamportM., and A. Pekker. 2008. Presenting the formal theory of
hierarchical complexity. World Futures: Journal of General Evoluti@®(1-3):
375382

Commors Lamport M. 2008. Introduction to the Model of Hierarchical Complexity and
it's Relationship to Postformal Actioworld Futures64:305320.

Commons Lamport, M., and M. Richardson. 2012ZCore Complexity Assessmenikser
Guide Victoria: ACER Press

Commons LampoytM., E. Yujia Li, R. GanéMcCalla, C.D. Baker andcC. T. Tuladhar.
In PressDoes the Model of Hierarchical Complexity Produce Signific&#ps between
Orders and Are the Orders Equally Spacéai®nal of Applied Management

Cooper,D., and IT. Robertson. 1999.he Psychology of Personnel Selectioondon:
Routledge.

Cushway, B1994.Human Resource dhagementLondon: Kogan Page.

Daft, R.L. 2008.0rganization Theory and DesighG" ed.Mason OH: Southi Western
Cengage Leaing.

Daft, R.L., and D. Marcic. 2010Understanding Managemer@8" ed.Mason OH: South
Western Cengage learning.

Dimovski, V., SPengeand JGn i d a r ¢ $obobni Aadaye&meritjubljana: Ekonomska
fakulteta.

Fl orjanlil, J., J. I|dedngaargaoizadjskeha mbdelakadigpwske .

dejavnosti v podjetjKranj: Moderna organizacija.

Fl orjaadd | J. JJ e rtevanje katd@varBnjihovega Fazvoja. Mlanagement

199

kadrovskihviroy i ssued by29%t abjeuiMojga ma : Fakulteta

Graham, H.T.and R. Bennett. 1998luman Resources Managemdmindon Pearson
Professional Ltd

GKN Plc. 2011 Building High Performing Teams through PDIRternal publishment, GKN
Driveline Slovenija

GKN Plc. 2013 About GKN Http://www.gkn.com/Pages/default.as{i2.03.2013)

GKN Driveline Slovenija. 2012 Prezentacija podjetja GKN Driveline Slovenijaternal
publishement, GKN Driveline Slovenija.

112



GKN Driveline Slovenija. 2012bnternal 3box incumbent reparinternal publishement,
GKN Driveline Slovenija.

Hill, C. W. L., and G. R. Jones. 2008trategic Management Theoijason OH: Cengage
Learning.

Hitt, M. A., D. Ireland and R. E. Hoskisson. 20@ategic Management, Competitiveness
Globalization, ConceptdMason OH: Cengage Learning.

Honeylourne, J.,M. Hill and H. Moors. 1996.Advanced Physical Education & Sport.
Haddington: Scotprint.

Inhelder, B., and J. Piaget. 199&e Growth of Logical Thinking from Childhood to
AdolescenceNew York: Basic Books Inc.

IGCSE.20120rganisational structureHttp://www.dineshbakshi.com/igcsmisiness
studies/businessrganisation/revisiomates/88torganisationabtructure(16.1.2013).

| vanBegak,M2006.Zapos!| eni najvel | iMakapioral Z2a1l o¢g9®t
Andy.

Jarrell, D.W. 1993.Human Resource Planningnglewood Cliffs NJ PrenticeHall, Inc.
Jereb, J1989.Strokovnoizoba g e vanj e i .iKramj: Maderna orgdnizatija.o v

Jereb,J1 9 9 8. | zobr agevanj e Mamnagement lsagravskiardv] j anj e
ed Stanel792d.ijudbl jana: Fakulteta za drugben

Kuhn, D., and J. Brannock. 1977. Deyainent of the isolation of variables scheme in
experimental and "natural experiment" conteRis.elopmental Psychologya(1): 9-14.

Linn, M. C. 1975. Providing an experience centered program for the visually impaired child.
The Teacher of the BlingB(4): 237-246.

Linn, M. C., B. Chen and H. D. Thier. 1976. Personalization in science: Preliminary
investigation at the middle school levigistuctional SciencB: 227.

Linn, M. C.,B. Chen and H. D. Thier. 197Teaching children to control variables:
Investigation of a free choice environmedburnal of Research in Science Teaching
14: 249255
Lipovec, F 1987.Razvita teorija organizacije Mar i bor: Zal ogba obzorj :

Lipil.nilk9 9 6B. Ll ovegki viri in ravetanje z nji.

Li pi | ni kRavna@hje z ljué® @i delu = Human Resource Managenigmbljana:
Gospodarski vestnik.

113



Lipi | andiD,MeB.n ar Raviafj@z8judmi pri dels Human Resource
Management_jubljana: Gospodarski vestnik.

Majcen, M. 2009.Management kompetenc Lj ubl j ana: GV zal ogba.

Mayo, A 2003.The Human Value of the Enterprise: Valuing People as Assets: Monitoring,
Measuring, ManagingLondon Nicholas Brealey Pub.

McElroy, R. L 2009.Measuring Intellectual Behavior: The HierarchicStages of Complex
Reasoning in Executive Developmd?tD diss., Santa Barbdfeelding Graduate

University.

Me r k a [1998.Kisldri v organizacii Koper: Visoka gola za mana
Mi hal 2006 MaRagement | | ov eGkkoef gaa |lkiabkiatnalMEahaner .
Mogina, S., J. Jereb, J. Florjanl| iSvetcM.. Svet]

St anoj e\Siklo ka nvte r MManagemeht&ali@kih virov Ljubljana: Fakulteta
za drugbene vede.

Mo gi nR.,RozBan,M.ITav| ar, D. Pulko, G. Ilvanko, B.
J. Kralj, M. Tekav]| i |2002Wanadeinentoovaszkanjazn d B.
uspeh Radovljica: Didakta.

Novak, V. 2008 Kadrovanje Kr anj : Zal ogba moderna organi z.

Pascale, M2006 What is Cognitive Ability / What are Cognitive Abilities a8Hills?
Http://sharpbrains.com/blog/2006/12/18/wAaaé& cognitive-abilities/ (6.4.2013)

Rojc,E1992Kar i era kot spreminj anj.kEublapapEhgnast ni gt v o
Roan, L, B. Strong, P. Foss, M. Yager, H. Gehlbach and KVetcalf. 2009. Social

Perspective TakinghArmy Research Institute for the Behavioral and Social Science

Technical Report2592.

Rousseau, J. 197Bmile: a, On eucation New York: Basic Books.

Rozman, R1996.Teor i ja organi zaci j eljublana.cEkondmkkapovzet |
fakulteta.

Rozman, R2000.Analiza in oblikovanje organizacijé¢jubljana: Ekonomska fakulteta.
Svetlik, |. 2005.Kompetence v kadrovski prakkjubljana: GV izobrg e vanj e .

Treven, S1998Ma nage me nt |.LjublapagEosphdarski vesmik.

Treven,S 2000. Vpliv organi zaci j sPovedovazienjadlin | nost
organizacie | ssued by:57lv&Kr akgj:garjeddar o za vred
organizacijski in kadrovski razvoj.

114



Vuko@Gjahd GMi gl i | Zago&awjdnjé kadrovskih viroranj: Moderna
organizacija

Whiddett, S,andS. Hollyforde. 2003 A Practical Guide to Competencies: How to enhance
individual and organiational performanceLondon: CIPD House.

Wikipedia. 2013Ethics Http://en.wikipedia.org/wiki/Ethic$8.4.2013).

115



APPENDICES
Appendix 1 Slovenian Summary

Appendix 2 Survey Questionnaire in English language
Appendix3 Survey Questionnaire iBloveniananguage

116



Appendix 1
Slovenian Summary
Razgirjeni povzetek v slovenskem jeziku
1. Opredelitev problema in obseg raziskave

Kl'jub presegku ponudbe dela je za podjetja

katerih potenci al (kognitivni, |l ustveni i n
specifilnem delovnem mestu. V podj ezagem pri he
sedanjih zaposlenih. Zaradi narave spreminjanja znanja, je potrebno znanje dograjevati v

procesu ul enj a, K i I ma za posl edico veljo
konkurenlno prednost, |l e razpol a@rkurenti. ¥V e | re
strokovni l'iteratur.i l ahko najdemo trditve,
odvisna od kakovosti znanja in sposobnosti zaposlenih v podjetju glede na konkurenco in od

uspegnost.i podjetj a, d a al ypredvsem znange), ki Be sknearvi iz |
zapos!l eni h. Podjetj a, K i gelijo wuspeti, mo r
pridobiti morajo visoko strokovno usposobl j ¢
strategijo ravnanja z njimi. Medsb o j n i ulinek strategije podje
pomembno dejstvo, ki ga podjetja ne smejo zanemariti. V organizaciji mora biti politika in

praksa |  ovegki h Virov povezana Kadgi s el ot n
naj pomembnej ke mrae mongge mpjoaed,j et j e i n njuil hawo ul
poslovnega uspeh&( or j anl| i | , J e s e ®hkpocaswnobliRozagja strategie9 1, 1
mora zato vodstvo podjetja ve,hledoieprimeraekzg ne s c
uinkovito 1 zvedbo posamezne strategke alter
obli kovanju strategije natanl|lno proulii i n u
tudi vkl juleno v proces zapos!l ovaanipanokadr ov
dosegeni ci I ji podj etj a, moraj o zaposl eni: |
potrebne sposobnosti in znanja za izvedbo t

izvedbo omenjenih nalog (Novak 2008 ;65).

Nalrt oasawmejzaifxa mora temel jiti na potrebah
in zmognostih del avca. Pri ge zaposlenih je
poudarjajo se wustvarjalnost, pril agaosthj i vos:H
posamezni ka, mi slimo na njegove strokovne, Vv
spreml jati i n razvijati posamezni kove zmognc
in tistih, K i kagej o vodst vaposamepnki pei nsebinem . Po

in strokovnem razvoju, na drugi strani pa posameznik nudi podjetju svoje sposobnosti, znanje,
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uspegno opravljeno delo in prispevek k cel o
ciljev je v veli kBbsnegamezvoja ljodd ki boglovzmali podvodptves ino | a
strokovni funkcijiizvajats t r at egi j e za doseganjedbciljev ( M
Mo d el hierarhilne kompleksnost:i ( MHC) oOomogo
dol ol eno delovno mest o, K i j @lhovdireu gasg e g nso ¢
preverjanja njihove sicergnje kompetentnost
kadrovanju zaposlenih omogola vigjo stopnjo

kupcev, man j napetost. i n wittrejs@e nsat rdeetl eogvknce
(Commons Lampo2 008, 306). MHC je v Sloveniji ge ne
njegovo uporabnost, tako pripomore k njegov
strategko prilognost rzoal jsul owpernasvklaj amg daj eltljoav

kadrovske agencije.
2. Namen in cilji

Namen raziskave je bil razvrstiti zaposlene skladno z MHC in tako ugotoviti, kje se na lestvici
hierarhil]lne kompleksnosti nahajajo.

Skladno z namenom raziskave bodo testiraastednje hipoteze:

H1: Obstaja korelacija med razvrstitvijo posameznika po MHC in hierarhijo delovnega
mesta v organizacijski strukturi.

H2: Obstaja korelacija med razvrstitviijo
pri delu.

H3: Srednji managerjidel uj ej o pretegno na Si st ema
kompleksnosti.

HA4 : Vrgni managerji del ujejo pretegno |
kompleksnosti.

Temel jna teza magistrskega del a pri tem | e,
izve d b e del ovnih nal og predstavl ja K1 jul ni k
zaposl enih, kadrovskemu nalrtovanju in obliKk

3. Predpostavke in omejitve raziskave

Ker je kakovost raziskave odvisna predvsem pokanega vzorca anketirancev, sem se

odl ol il a, da v rraeziigk&wo zvakplojsd leinm , v kd sodel
razvoja delovne uspegnosti i n so Vmoepesr ednoc
zaj emal genske in amogkie cdoldel avepedjpedjetppr
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Zapos!|l eni vlijul eni V vzorec premorejo naj mal
manj zahtevne wupravne strokovne in vodilne p

Gl ede na raziskave, opr avlipn@mmonyLarhpert2d09), i ( Be
in v ZDA (McElroy 2009 Commons Lamporidr, v tiskanju),se je model MHC izkazal kot
upravi | en i n ulinkovit pri merjenju kompl
posameznikovo izvedbo naloge.

Pri tol mal enj ue rjeg ugdtartolvna awp sktaevv at i dve o
Prvil|: Raziskava je | ahko problematilna =zar
vpragal ni k. Pri odgovarjanju na vpraganja so
navedeni vt a.PAekktieahci tak@ misd gnadli ndgdvarjati na osnovi svojih

mnen |j in preprilanj, temvel so morali sledit
Druga omejitev se nanaga na dejstvo, da | e
Driveline Sloveni a , zato rezultatov ni mogol e pospl o

girge poslovno okol je.

4. Model hierar hMMHO)e kompl eksnost.i

Mo d el hierar hi |[(MHE) jekakwinzd eddrotergeskbmpleksnosti vedenja.
MHC predstavlja okvir za vrednotenje stopenjaz mi gl j anj a na katere

dejavnost i, kakor tudi vV vsakem kulturnem c
uporabljenem gradivu, t emvel na mat emati | n
informacij znotraj delovnih obveznosti. Modet jod leta 1980 naprej razvijal Michael

Lamport Commons Lamports sodel avci I n ] e namenjen m
kompl eksnosti nal oge, K i temel ji na matemat.i
drugal en od pr edhodninpe. Nampeste daebl statogtivposameznikao | n e
pripisal:. vpliv na vedenjske spremembe pri

zaporedje vedenjskih odzivov na naloge oblikujejo hierarhije, ki postajajo vedno
k o mp |l e kCommeonsg-amp@r2007, 1).

Mo d e | hierarhil|lne kompleksnost:i ( MHC) j e kv
|l ahko uporablja na vseh podroljih razvoja.
evolucije in razvoja

Mo d e | hierarhilne kompl eksvnolsitar a(rMHQd)n eo pkroendp
Nal oge razdela v dejanje, K i mora biti us p
razvrsti vsako nal ogo % SVoOj red hierarhi
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kompl eksnej ge, kadar ji hNpéomegol gjergadekdti

dvema al. vel nal ogami ni gjega reda. Nal og
podnal og in uvrglanje v red je poljubno. [z \
dokon| anje nalog vilggegablrieldwaj. e Zhipemrardh) iej on &
kompl eksnej gih in bi mor al vedno sl editd.i dol
kot generator , | ahko oblikujemo kakrgno kol

specificiranje nujnih vedenj in vedekis ciljev posameznih ukrepov. Pravilna izvedba
nal oge znotr aj dol ol enega reda kompl eksnost

pojavlja v stopnjah, ki odragajo potrebo po
MHC opredel. i 16 r éksoost inhnjiheve atophje. Fapaedj&k je mp

nasl ednj e: (0) ramovmskana(l) 2emz&diill Mm@ sen
senzomotoril na, (4) nomi nal na, (5) stavl na,
konkretna, (9) abstraktna, (10) formalna, (k1) st emat i | na, (12) met as

(13) paradigmatilna, (l49)ntetpapadadmgmbat hhn

5. Predstavitev proulevanega podjetja
Za preulitev tega modela sem opravila gtudi]
bilovk!l jul enih 80 zaposl eni h, K i so izpolnil.i

nahaja v Sloveniji in je del mednarodnega podjetja GKN Plc.

GKN Plc. je globalna korporacija s tehnologijo in proizvodi, s katerimi zalaga vodilna
svetovna podjetiy avt omobi | ski in |l etal ski i ndustri|j
GKN Driveline/pogonski sistemi za avtomobil s
metalurgija, GKN Aerospace/letalska industrija in GKN Land Systems/zemeljski sistemi. V
podig j i h in zdrug®@lojih wowglethkath BZKNdr gavah zap
delavcev.

Podjetje GKN Driveline Slovenija d.o.o0. Je ¢
in nenehnemu razvoju. Proizvodi, ki jih izdeluje, so namenjenioswéh proizvajalcem
osebnih avtomobilov s pogonom na prednji kolesi in ciljnim skupinam na trgu z

nadomestnimi deli ter obsega izdelke, kot so:-gpol e d i fiksni krogel ni
vel i kosti i n vrst, za razl broé¢iti pa povemolb:i
Podjetje i ma vel kot 300 zaposlenih. Vel kot

pa v neproizvodnih dejavnostih. Podjetje je organizirano v vertikalni organizacijski strukturi,

Y Reference: GKN Plc 2013, GKN Driveline Slovenija 2012a
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ki i ma na najvipgojdij et agvanii nd ivroedksttovre nai ti m.
managerji in pod njimi ostali zaposleni.

Vel i nski l astni ki podjetja GKN Driveline SI
Zr el ah, na nasl ovu: GKN Driveli mBe18| aZzweeniej,
Slovenija.

6. Opredelitev instrumenta raziskave

Raziskovalna instrument a, uporabljena v empi
Instrument (DMI)T i nstr ument procesa odlolanja (E 20
Cambridge, MA) inPerspective Taking Instrument (PTl)i nst r ument ugot avl j
drugih (E 2007, 2010 Dare Association, Il nc.
Association in licencirala v okviru organizacije Core Complexity Assessments (CCA). CCA

je razvl zaporedje testov, ki so uporabni pri pridobivanju, usposabljanju in razvoju
zapos!l eni h. Razvoj obeh instrumentov je te
(MHC), okvirju za ocenjevanje kompleksnosti veder§arfimons Lamporin Pekker 2008,

375-382) CCA deluje po sistemu merjenja kol ili/

| ahko obravnava v procesu odlolanja. Kompl ek
stopnje predstavljajo manj kompleksna vedenja. Rezultati testa se uporabijo r&titeazv

vsakega anketiranca v ustrezno stopnj o, kat
sintetiziranje informaciij, K i j e potrebna ze

(Commons Lampornd Richardson 2012, 8).

Instrument DMI obseq 14 trditev, ki od posameznika zahtevajo, da sklepa o rezultatih,
navedenih v tabeli s primeri, ali pa oceni, kako sta si dve tabeli med seboj podobni (Bernhold,
Parchmann inCommons Lampor2009, 217243). PTI uporablja kratke opisévinjete).
Vinjete temeljijo na raziskoval-paient kisogga r u me n

prvi razvili Rodriguez,Commons Lamport n Hi | | 1990. Ta model sp
problemov, imenovanihesr| si st emske nal oge. Te nal oge vkl
vinjete, K i opigejo razli]| ne interpretaci]|j
Ocenjevanje pri obeh modelih, DMI in PTI, te
organizacijemf or maci j , namesto na vsebini al i t er
dol ol enega reda hierarhilne kompleksnost:i pI
model om. Rezultat.i CCA |l ahko podjetjem uspeg

ki jih bodo zaposleni izvedli v podijetju, ustrezajo eni izmed stopenj modela MHC. To
pomeni, da se rezultati CCA instrumenta lahko uporabijo povsod v organizaciji in sicer z
namenom, da se izboljgaj o del ©wmmonsLamporne s i %
Richardson 2012,-8).
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7. Metodologija raziskovanja

Celotna raziskava je potekala po naslednjih korakih: opredelitev raziskovalnega problema,
opredelitev namena in ciljev, izbira raziskovalnega instrumenta, priprava anketnega
vpragal ni k azbiramjezpbdatkov, ohdelavacirmanaliza podatkov, testiranje hipotez
in zakl jul ki

Raziskava je bila izvedena s pomoljo sisten
spletu SurveyMonkey. Vsebina raziskave je bila pripravljena v sodelovanju z organizacijo
Core Complexity Assessments, ki jo vodita Michael Lam@wytnmons LampostPh.D., in

Andrew Michael Ri chardson. Uporabljen je bil
bil i za primerjavo med MHC in uspe@h@zstj o i
programa Softscape, ki ga podjetje GKN uporablja za izvedbo letnih razgovorov in merjenje

uspegnost. pri del u. Pri anal i zi rezul tatov

multipla regresija.

Celotna analiza podatkov je bila opravljenauporabo programske opreme SPSS 18,
Microsoft Excel in Winsteps.

Tako PTI kot D MI sta vkljulevala naloge na
sistemati | ni in metasistemati|lni stopnji mo d
Anketni vpragalnik je bil napi san v sl ovensk
Dabiselako preverila veljavnost in zanesl!l jivVvos
preizkugen na manj gi skupini Il judi iz posl o
pokazal. ni kakrgni h tegav pri razumevanju na

8. Povzetekklul ni h ugotovitev raziskave

Namen raziskave je bil razvrstiti zaposlene v skladu z modelom MHC in ugotoviti, v katero

hierarhi|lno stopnjo kompleksnosti izvedbe sp
Prva naloga pri anal i zi podatkov je bila wu
predvideva stopnjo izvedbe v vsakem zaporedju nalog. Rezultati so zelo pomembni, saj

kagej o, da obstaja korel acij a me d razvrsti

kompleksnosti in stopnjo njegove izvedbe.
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V zal etno anal i ZBankegtimncdyiPri nadajneim jpragle@ursemhodsiranila

13 anketirancev, s aj ni so upogtevaldi navod:.i
analizo ostalo 62 anketirancev. Da bi | im bo
tri skupinevr gne managerje, srednje managerje in d

organizacijsko strukturo v podjetju.

Mo j ci |l j je bil, da z uporabo DMI i zmerim
posamezni k sposoben 0 b r aav Rerzultatit testa wo ppkazalt o p k u
sposobnost anketirancev pri analiziranju in sintetiziranju informacij, potrebnih pri

kompl eksnem regevanju problemov in sprejeme
naj vigjo povprelno oceno spoodpjnetej eDMIT, 0 Kkjaer ¢
pomembno na hitro rastolem trgiglu in v | asu
proi sprejemanju odlolitev in prilagajanju n
voditelji z vizijo in sposobnostjo, da vidij@i r go sl i ko, zel o pomembni
oceno stopnje sem ugotovila pri skupini del a

managementa je bila vmes. Pomembno je izpostaviti, da so bili posamezni rezultati
ocenjevanja DMI stopnje v skupinanednjih managerjev in delavcev prav tako zelo visoki,
vendar so bile povprelne vrednost:i stopenj] 1
pri Sskupini vigni h managerjev. To nakazuje r
in delavcev, ki ahko pomembno prispevajo pri oblikovanju vizije podjetja in njegovih
poslovnih strategijah. Preverila sem vsako od treh reprezentativnih skupin, da bi poiskala
najvigjo in najnigjo vrednost stopnj e DMI
(metasist mat i | na) v skupini srednjih managerjev.
(zgornjasrednja abstraktna stopnja), prav tako v skupini srednjih managerjev.

Ugotovila sem, da so anketiranci iz skupine
stopnj ah, ki so nigje od formalne. |l zvedba,
l astnosti, K i so predvidene za vodstveni k a

srednji managerji ne zadovoljujejo minimalnih zahtev za vodstveno funk@ijobeh
skupinah obstaja pomanjkanje vodstvenih sposobnosti in za podjetje je zelo pomembno, da se

osredotol i na razvoj na tem podrol ju.

Mo j cilj pri upor abi PTI j e bil i zmer i ti r
Rezultati PTI testa so oda g a | i sposobnost anketirancev za
Naj vigji manager|j i bi mor al i biti strokovnj
odl ol anj u, namesto da bi stalno i zbiral:@ STr e
sobile na splogno veliko nigje v vseh treh

ugotovila vsaj en razlog. Nekateri anketiranci so ponovili enako oceno pri vsaki vinjeti, ki sta
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bil i mal o al i skor aj ni | dr ugal RetirancuTda bip o me n |
ugotovil, da postavki nista enaki.

Z rezultati PTlI testa sem |l ahko ugotovila ra
manager|j i nNi so i mel.i najvigje povprelne oc
povprel na oFRcTelnaj estloiplng ev pri merjavi z ostal
povprelna ocena stopnje PTIlI je bila v skupi
povprelnih ocenah PTIlI pa so bile pri pri mer |
Zraziske o sem ugotovila girok razpon pri ocenah
Posamezni ki, ki so izvedl: nal ogo nad for mal

stopnjo 11 v skupini srednj i h maadbehglapinae v , SO
tako srednjih managerjev kot delavcev, so bili prisotni anketiranci, ki so izvedli nalogo na isti

stopnj i kot anketiranci (4 skupine vrgnih
nadarjenih i n drugi h K 1 j ukupini ldelavttey |ina srecirgilv =~ v 0
managerjev). Nadal je je to |l ahko podprto tud
Mo j ci | j je bil prav tako raziskati, v kakg
modelom, ki ga organizacija uporablja pri ocenjevanjodeln e uspegnost.i posa

sl edenje posamezni kove del ovne D®|Perfoknance t ost i
Development Processproces razvoja zaposlenih), ki je razdelan v modelu devetih polj (9

box model ) . Ugot ovi |l a isrezoitate mbsamerniovenoelgvneo proi
ulinkovitosti, merjene z ocenjevanjem stopen
sem ugotovila, da imajo posamezni rezultati, merjeni z modelom devetih polj in stopnje,
ocenjenje z MHC, e no managenavny eno wemasj& v pkupmii Vo
srednji h managerjev. Prigla sem do zakl! jul ki
mo|l ne korelacije.

9. Testiranje hipotez

Vse gtiri hi poteze so bile do neke mere vk
rezultati PTI in v korelacijo med modelom za ocenjevanje stopenj MHC in modelom devetih

polj. Hipoteze so dvodimenzionalne. V nekaterih primerih je en del hipoteze podprt, medtem

ko je drugi del zavrnjen.

Hipoteza 1

Med razvrstitvio posameznika po modeMHC in hierarhijo delovhega mesta v
organizacijski strukturi obstaja korelacija.
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Prva hipoteza prouluje mognost korelacije me
model u MHC, in dejansko hierarhijo delovneg:
bolje preverila hipotezo, sem andergtsrednence r
managerje in delavce. Te skupine predstavljajo trenutno organizacijsko strukturo v podjetju.

Organi zacijska struktura postavlja vrgne man

najnigjo. Srednj i ma n a gie naj vimesrs cavniv Namsngvate i z ac i
hi poteze sem predvideval a, da bo skupina v
povprelno oceno po MHC model u, s aj so na vr |

da bo skupina del avcevz vnagmvpjrjel jpuo vipzrved dchloa
modelu, saj so na dnu organizacijske strukture.

Hi poteza je bila preizkugena z obema instru
instrumentom ocenjevanja stopnje skupine ob
klas fi kacijo v MHC in njegovim pologajem v h
managerjev je v povprelju izvedla nalogo na
11,13M=11,13SD= , 467) . Skupina srednji analogpnaager j e
zgornjis r ed nj i formal ni stopnji S povprelno oce

del avcev je v povprelju ko tsredsjikfarnpalninsiopnji & ve d | &
povprel no ®Meda®hed8,SDI=0479%.Rez(ltati DMI nakazejo, da so po modelu

MHC vr gni manager|ji dosegl i naj vigjo povprel
povprelno stopnjo. To je dejansko v korelaci
strukturi. Zato lahko potrdim, da DMI potrjuje higao 1.

Po drugi strani pa sem med preverjanjem 1S
korelacijo med posameznikovo razvrstitvijo v MHC in dejansko hierarhijo delovnega mesta v
organi zacijski strukturi. Sk u p izgomji konkrgtnii h ma
stopnj i s povprel noMuw8%,EDoE2A7]). Gredjk mapagarjieso 8 , 9 4
izvedli nalogo v zgornjs r e d nj i abstraktni stopnj i S povpr
9, 64, SD = 1,491). De l-sevdcnij i s oa biszZveadkltini nasltog
vrednostjo skupine 9,41 (M = 9,41, SD = 1,598). Rezultati PTI prikazujejo, da so srednji
manager|ji i mel i naj vigjo povprelno vrednost
vrednost i zvedbe.uiziedlinaoge skoraseamakwy kotsrednjprmaragerji.

Ker je ta hipoteza dvodimenzionalna, jo rezultati PTI delno podpirajo. Potrjena je le z vidika,

da i majo srednji managerji Vvigjo povprelno v
tudidejansk na vi gj i hierarhil] ni ravni del ovnega
Vendar pa i majo vrgni manager|ji najnigjo po
hierarhil ni ravni del ovnega mest atatyki er gani z

nanaga ha vrgne managerj e, zavrala hipotezo
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Hipoteza 2

Me d razvrstitvijo posamezni ka po MHC i n nj
korelacija.

Druga hipoteza se osredotola na korelacijo
del ovno ulinkovitostj o, kot jo je izmerilo p
anketirance razdelila v tri skupine: vrgne
preverjanju hipoteze sem uporabila rezultate obeh raziskovalnih instruniBividwn PTI) in

jih primerjala s postopkom merjenja posamez
uporabl ja. Za merjenje posamezni kove del ovne
zaposlenih in rezultati so prikazani v modelu devetih paijtd} hipotezi sem predvidevala,

da bodo rezultati za vsako reprezentativno skupino pokazali korelacijo med MHC in modelom
devetih polj.

Ko je nekdo uspegno izvedel nal ogo, tako koc
modela, sem to osebo umestipw | j e dosegeni h prilakovanj v r
oseba i1zvedla nalogo vigjega reda MHC model
model u devetih pol]j uvrstila v polje preseg
tistem redu, kot edvideva MHC model, sem to osebo v modelu devetih polj uvrstila v polje
nedosegeni h prilakovanj

Stopnje po MHC modelu in modelu devetih pol
vrgni h managerjih, saj mo r aj omapg zahlesds kason i Kk i C
potrebne za izvajanje vodenj a, i n ki se pri
raziskava anoni mna, ni bil o mogole identif
del avcev, zato te pri meskupimdermvcevi bi |l 0o mogol e
Rezultat.i kagej o, da ni ti eden od anketiran
polje presegenih prilakovanij al i zadovol jil
11) anketirancev je behiohupriglekowampa. rBvienn
je bilo 1200 % (N = 12) =anketirancev wuvrglen
vrgnih managerjev sem na ravni presegenih
modelom devetih polj, ki ga uporablja poggetin modelom MHC. Noben od anketirancev v
skupini vigni h managerjev ni bil uvrglen v

instrumentom DMI ali PTI . Enako velja tudi za model devetih polj.

' Te minimalne zahteve obstajajo zaraalog, ki se zahtevajo od managerjan p r . strategko
nalrtovanje, vodenje oddel ka ali vel oddel kov sk
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Med preverjanjem iste hipoteze za skupino srednjinagarjev z modelom devetih polj, je
bilo 8,3 % (N =1) anketiranih iz skupine sr

prilakovanj. 91,6 % (N =11) anketirancev | e
noben anketiranejce nnie dboisle guevnrighl epnr ivl agkoolv a n j
model u, je bilo 6,6 % (N =1) anketirancev i
presegenih prilakovanj. 26, 6 % (N = 4) an
prilakovanja po 1DOMI anmkerl,rdan%e¢Nj= bilo uvr
pril akovanj po DMI . 20 % (N = 3) anketirart
pril akovan] po PTI . 73,3 % (N = 11) anketir
pril akovanja po ugoibvila endpodobnost raekd modeloanwk, ki ga
uporablja podjetje in modelom MHC, in sicer
rezultatih je bilo 6,6 % (N =1) anketiranceé
presegena p rmodela ¢evetihapaljjjeabilo 8,8 @ (N =1) anketirancev iz skupine
srednjih managerjev uvrglenih v polje preseg
Na osnovi teh rezultatov sem povzel a, da | e
ocene stopenj] z me psti povnzodelu PP, vemdar\sc bileurdziike frio v i t
obeh modeli h tako velike, da je bilo tegko
mer jeni z model u devetih pol | i n razvrglanj e
skupini vrgnile wmaoagé¢rmawnjienv skupini sredn]
da molna korelacija med ocenami stopenj MHC

celoti, MHC model ne daje podobnih rezultatov kot modelu devetih polj. To hipoteze 2 ne
potrjuje.

Razlog zaneuj emanj e med model oma je |l ahko v razl
izvedbe nal oge. Pri model u devetih pol] s e
vplivom subjektivnega ocenjevanja njihovega
r az | iprenmegljivks, ki lahko imajo velik vpliv na vrednotenje. Po drugi strani pa

razvrglanje po modelu MHC temel i na mat ema

informacij. Pri hipotezi 2 sem primerjala osebno subjektivho naravo vrednotenja modela
deveth polja z kvantitativho naravo modela MHC. Predvidevala sem, da npribwerjava

dala podobne rezultate in pokazala povezavc
stopnje MHC, vendar v resnici tega ni bilo.
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Hipoteza 3
Srednji managerijai sdisltemajto | mieradgmo Mmier ar hi

Pri tretji hipotezi sem predvidevala, da srednji managerji delujejo predvidoma na
sistefragavininigl ede na model MHC. Pri testiran
rezultate skupine srednjhmanpa r j e v . Hi potezo sem preverjala
instrumentov (DMl in PTI).

Rezul tati vrednotenja skupine po DMI razvrggl
zgornjks r ed nj i formal ni stopnji Ms1p73%phpx 6684no oce
Najnigja ocena stopnj e s kup isnednja abstraktha $taprjla ma n a
(9,60), kar nakazuje, da niso vsi srednji managerji izpolnili potrebnega minimuma za vodenje

in nadzor, K i se prilnegvngj doobpmahai ssobpppei
managerjev je bila metasistematilna (12, 00).
pokazal o, da srednji manager|ji kot skupina

hi erar hil ne k o mptiogkkne potjsjd tretje hippteze.o | e d

Pri raziskovanju rezultatov pridobljenih z DMI modelom sem ugotovila, da srednji manager;ji
poprelno izvajajo naloge samo eno stopnjo ¢
zgornjisrednji. Glede na teorijo ookakih prehoda po modelu MHC so posamezniki, ki so
razvr gl e ssiednjvpodnigoastopmjg, ina poti k polnemu prehodu na naslednjo stopnjo.
Nasl ednja stopnja je v tem primeru sistemat
hipotezi.

Po drugi st ani , |l e pogl edamo bol j i ndividual ne r
modela DMI, je 33,3%N=5) srednji h managerjev delovalo

kompl eksnost.i in vigje. To pomeni , dea SO0 ne
sistemati | ni ravni hierarhilne kompleksnosti
2 Nekdo na sistemat| ni stopnji (11) vsed alzdoti i nnhl dg@¢ agniplon

pripomorej o k nj elaioseba siguge s rdliko infarmaxi], kot jih potrebuje za
vodenje ekipe. Morda tudi vidijo, kako je treba sposobnosti posameznih podrejgrarabiti na

naj bol j ulinkovit nalin, da se dOselja noal piskem.
stopnj i | ahko i stolasno uskl ajuje vel razl il ni
uskl ajevanje njihovengjae,dedgl azmyevdde¢l kii nza att ugpo v«

nalogo (Commonkamportin Richardson 2012, 44).
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Rezultati vrednotenja stopnje skupine po modelu PTI prikazujejo srednje managerje kot
skupino z izvedbo na zgorrgrednji abstraktni stopnji, s skupno podpre o0 o ceno st 0]

9,64 M = 9,64,SD= 1,49) . Najnigja ocena stopnje skupi
spodnja konkretna stopnja (8,00), z ndupogte
Spodnja konkretna stopnja prikazuje, da niso vsi srednjiagexji zadovoljili minimalnih

zahtev za vodenje in nadzor, K i se prilne na
ocen stopnje pri skupi ni srednji h managerj e\
(12,00). Pri analizi rezultatov,iprd o bl j eni h s pomol jo model a PTI
srednjih managerjev v poprelju ni del oval a n

to dejstvo je ponovno zavrnilo hipotezo 3.

Le natanlneje pogledamo pcenrualljtatRTIs klhueli jnei, nqg
26,7% N=5) srednjih managerjev delovalo na sis
in vigje. To pomeni , da je nekaj srednj i h m:
hierarhil ne ko mptegstkodendelama potrjajd trietjo hipotggzoe . T

Hipoteza 4

Vrgni managerji delujejo pretegno na metasis
Vv zadnj i hi potezi sem predvideval a, da \
met asi s'freanan ii | meikempleksrosti.| Pri preverjanju zadnje hipoteze sem se
osredotolila na rezultate skupine vrgnih man

raziskovalnih instrumentov (DMl in PTI).

Rezul tati viednotenja skupi rke skppmo ZDaMddboma z v r g |
ni gj i sistematil ni stopnjMs11,83,SpoyvdB &) noNajcreir
ocena stopnje skupine vr gni dsrednaforamana stppejayr p o
(10,60). Izvedba pod formalno stopnjo nimalastngst ki so pril akovane za
kar kage na to, da so vrgni manager|ji zado\
Najvigja ocena stopnje skupine vrgnih ma n a ¢
stopnja (11, 80).a Tiimarjeozuvrt@qrii rkamgaedger,jid naj

®Razlog za to je, da je emketiranew skupini srednjih managerjev pri vsaknjetiz mal o al i ni |
odstopanja ponavljal isto ocerlb.o  k a g e jkange spretnosd, potrebne za uvid, da vse zgodbe
niso enake.

“YOseba na metasistematil|lni Zagonavl (420 kabkdiwno
oglagevanja, razi gkav ni rruaga \he sp@Eijdzpgnjeanpglaveld n v o d i
strategij (Commonkamportin Richardson 2012, 45).
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i zvedbe, kot sem predvideval a. Vendar pa Vv
metasi stemati | ni ravni hierarhil|lne kompl eksn

Pri raziskavi z DMl sem pri skupi h rezul tati h stopnje wugotov
managerjev v povprelju eno stopnjo pod metas

v spodnjem pologaju. V zvezi s teorijo kor
postavljen na spodnjoppdaven stopnj e, po Vse,j verjetnost
na nasl ednj o stopnj o. V tem pri meru j e |
metasi stemati|l na stopnja, kot sem predvideva
Skupni rezultati stopnje za PTlI so pokazal da so vr gni manager|j i K
dosegali zgornjo konkretno stopnNM=89%,Shovpre
=1,277) . Najni gja ocena stopnje za Vvrgne man
(8,40),0b tem pa so izkluene ocene na p¥ilzuedba,nki ne sidsegp n j i

formalne stopnje 10, 00, nima | astnosti, K i
razvidno, da vrgni managerji ni so i zpolnil:i
ugotavl jamjugi et alsiedl. Najvigja ocena za vrgn
formalna stopnja (10, 60). Pri skupnih rezul
manager|ji kot skupina v povprelju ni so del

kompleksnosti, in to dejstvo ne potrjuje hipoteze 4.

10. Prispevek raziskave k znanju in praksi u
Proces raziskovanja te teme in pisanje magi s
svoje znanje in se bolje seznanimspotlrj em, ki ga pr e] nNisem pozn
Mo d el hierarhilne kompleksnosti je okvir za

Ta okvir je namenjen ocenjevanju stopenj raz
koli kulturnem okolju Commons Lampoitidr. 2005, 5).

Razi skava podpira dejstvo, d a Predstavijem dhedel mo g o
hierarhil ne k omodeleokHienatscal iCompldkityLslovenskim podjetjiem
ponuja novo strategko mognobsjii §geajntakegpomno

»"Razlog za to je, da sta dva udeMingtize nntcaal ov aslkiu pniinl
odstopanja ponavljalaistoocedoo kage na pomanj kanj e wezgoaghdenost i,
niso enake.
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Gl ede na raziskave, opr avl j €éameons LamNpoia009)j i ( Be
in v ZDA (McElroy, 2009;Commons Lampordr, v tiskanju) se je model MHC izkazal kot

uprav i | en I n ulinkovit pri merjenju kompl ek:¢
posameznikovo izvedbo nalogé. mo j i raziskavi je bil predst a
Sl oveni ji, kar dokazuje zgor aj navedijajao tr di
v katerem koli kulturnem okolju.

MHC se je tokrat prvi |l uporabil V posl ovnem
model okvir, ki se | ahko uporabi na katerem

V raziskavi sem preul eval a, (kvbkCo marbeglo | hai evrpa

% znalil nosti kandi dat ov za dol ol eno del ov
uspegnost. i n preverjanjem kompetentnost.i

posamezni kovi h delovnih nal og, k oizmerjenithz me r i

MHC, napovedujejo, kako uspegni bodo na dol o
Gl ede na pretekle gtudije, K i so jih izvedl:
raziskovalni instrument. Z mojo & agniskawv@alyie
na novem podrolju. Rezul tati te raziskave g

zanesljiv. Zlasti je podprl zunanjo veljavnost.

Med raziskavo sem naredila testno primerjavo modela z drugim modelom. Za merjenje
uspegnost i podeep GKN eporabfja model devetih polj -@x model).
Posamezni kove rezultate dosegene glede na s
model u devetih polj. Med obema model oma obs:H
smiselno primerjavo.

Praktilno vrednost moj ega dela predstavljaj
podrolja |l ovegkih virov.

MHC j e mogol e wuporabiti v postopku i zbiran
organi zacijah 1 majo obi | ajnost in odgal@rosinki s®ee z na m

predpisane za vsako delovno mesto. Uporaba predstavijenega modela lahko podjetju pomaga
pri opredelitvi standardov za posamezna delovna mesta v skladu z opredeljenimi stopnjami po
MHC. Te informacije jp&kumogdlie amp ar almivti ih Wep e
uspegno opravil preizkus po model u MHC 1in
vidno na nalin, da se bo delavlieva stopnj a
stopnjo te nalogezpamdMHZahtevrnakto nal og, K i
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uspegno izvede, nam to pomaga ©pri ugotavl j a
| ahko opredelimo tudi aktivnosti za razvoj z
pri zal e tuizbiradgaecs, anoppkkudi pri njegovem nadaljnjem razvoju.
Strokovnj aki za |l ovegke vire v Sloveniji S
raven delavcev. Usmeritve zunaj Slovenije pa ne govorijo toliko o formalni izobrazbi, ampak
boljoizkugnjah in kompetencah. Z uporabo tega n
kl julnih funkcij organizacije mognost, da za
V. MHC vidim pomembno orodje za izbiranje zez¢
managerjijvpodj et ju so tisti, K i obl i kujejo prihct
Delovati morajo kot vzorniki, ki vedno stojijo za vrednotami in vlivajo zaupanje. S svojo
prilagodl jivostjo morajo omogol ati olrggsamo zac
odzove. To je mogole pri nekom, K i v skl adu

ravni. Ko vodilni delavci ne zmorejo delovati na zahtevani stopniji, je rezultat tega viden v
neustreznem vodenju in ponavljanju neuspehov. Postavljanje ppagilv Iprave vioge vodi

podjetje k vel]ji uspegnost.

Modd ponuja kadrovski sl ughbi novo orodj e, ki
zvezi zZz zaposleni mi. Mo d e | po matematil nih
naloge.

MHC se lahkopor ab i tudi za odkrivanje nadarjenih
Nadal je je to |l ahko podprto tudi z ustrezn
uporabil o kot mognost za prepoznavanje SV C

gtipendi j ami

Mo d el j e korak naprej proi odl il nosti kadr ov:
za model o d | EutopeansFbundatier fQr MDuality Managemegio od meril

operativnosti na | evi strani mo de | @mvljdaE QM s o
boljgih rezultatov glede | judi na desni stra
Rezul tati MHC | ahko okrepijo timsko delo in
N a osnovi rezul tatov zaposl enih | ahko pod)j
oblikuej o in uresnilujejo poslanstvo in vizijo

osredotoleno na vse zainteresirane.
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9.2 Priporolila za nadaljnjo raziskavo

Ker je bila moja raziskava anoni mn éa,nalogi bi |l
za dol olenega anketiranca v raziskavi . Za
ohranjanje anoni mnost. anketirancev, tako d
primerjati z izvedbo stopnje. To lahko pomaga pri opredeljevanju posamezeh in

obli kovanju bol | natanlnih razvojnih nalrtov
Rezul tat.i razi skave pri anketirancih pokage
l ahko I e priporol i m, k aj naj podjetje vnese
mnenju pomagal anketirancu, da 1 zboljga svojo izve
raziskave osredotolijo na specifilne razvoj.

"potisnejo” navzgor.

Moja raziskava je bila usmnmemrjwnmr ovc ausg od chlvd |j &
podrol i j, K i jih v mojem primeru nisem razi
vkl juluje sistemati ziranje, zagovarjanje al.i
vedenja (Wikipedia 2013).Pr epr i | a nja v sodammnem poalovnem okolju etika
pomembna in zato priporol am, da se nadal jnj
etilno odlolanje in vedenje.
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Survey Questionnaire in English language
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