
Key Area 6MANACEMENT OF HUMAN gF-Soijg(_T--%

1. RF-CRUITMENT AND SELRCNON

I.I. A-@gimRiio"

1.1.1. The availabilityof highcalibremanagement staffcommitted tothesuccessoftheCompany and the

tobacco industryisa pre-requisitetotheCompany's achievement ofitsgoals.

1.1.2. There willbe an increasingrequirementforkey stafftowork outsidetheirhome countryasa member
of internationalstaff,and progresstoexpatriatestatusifrequired.

1.2. Policies

1.2.1. To compete seriouslywith othercompanies inthenationaleconomy forthevery highestqualityof

young managers, professionalsand graduates.

1.3. ActionRequired

1.3.1. Ensure thatrecruitmentformanagerialpositionstakesaccount of potentialto meet longer-termlocal

and BATCO successionneeds,as wellas supportinga high standardofperformanceintheimmediate
job.

1.3.2. Ensure thatrecruitment of high potentialyounger managers, and at midcareer levelswith middle and

senior managers takes account ofwillingness and suitabilityto work outside the home country if

required,eitherwithina Region or,where appropriate,atan internationallevel.

1.3.3. Involveseniormangement directlyinrecruitmentand keep them intouch with earlyprogressa(those
recruited.

2. PERFORMANCF APZRAISAL/JOINT WORK PLANNINC

2.1. Ass=ptions

2.1.1. There isa need fora systematicapproach tothe assessmentoftheperformanceand potentialof

employm and theidentificationoftraining/developmentrequirements.

2.1.2. Employees are entitledto have theirperformance and potentialappraised competently and fairly;they

mustalsohavean opportunitytorecordtheirown aspirations and any constraining personal

circumstances.

2.2. Policies

2.2.1. To use the Performance Appraisal Process to ensure that there is fullagreement between manager and

subordinate about the principalobjectives and key tasks. Itwillserve as the main means for assessing

performance againstagreed work objectives and for identifyingtraining and development needs.

2.3 Action Reguired

2.3.1. Define principal objectives/goals tobe achieved and the standards/means by which attairunentistobe

judged.

Ln

d-X*Vdaekcft\kcy92 CY%

(.n

BATCO document forProvinceofBritiShColumbia 23 April1999

BATCO 00115510



2.3.2. Identifytraining,experienceand developmentneedsinthelightof an employee'scurrentand next
projectedpostasrevealedprimarilyby jobperfom=nce againstagreed objectives.

2.3.3. Record an individual'scareeraspirationsand any fi@aorswhich could restricttheemployees
promotability.

2.3.4. Provideinternaltrainingcoursesformanagersinthetechnique:sof appraisalinterviewing.

3. SUCCESSION PLANNIN

3.1. Amrnplions

3.1.1. Systematicforwardplanningand actionuc necessarytoensurethedevelopment-insufficientquality
and numbersand attheappropriatetime-oftrainedand effectivemanagers. Thisactivityisnecessary
alsotounderpintheOF & SP process.

3.1.2. OperatingCompanies willbecome progressivelymore capableof effectiveself-managementuoderthe
controlofa TerritorialDirector.withdecreasingrelianceon expatriatesforstafringof keyposts.

3.1.3. An increasingnumber ofseniorstaffemployed atBAT Co. HQ willhave internationalstatus.

3.2. Policies

3.2.1. The annualOF and SP exercisewillbe undertakenby means of a directreviewwiththeGeneral
Manager andTerritorialDirector,thebasisof which willbe a writtenReportsubmittedtoMillbaniL

3.3. ActionRequired

3.3.1. Taking accountof economic.socialand environmentalchange,identifyand analysetheprofessionw
and managerialknowledge and experiencecontentof thekey postswhich arecriticaltobusiness
success(Board,head offt=tionandseniorspecialistlevels).

3.3.2. Regularlyand criticallyreviewtheorganisationwitha view toachieveflatterstnxtwes inorderto
push decision-makingdown to thelowestappropriatelevel.

3.3.3. Identifycandidatesatalllevelswithinthemanagement structurewho have potentialtomeetthe
requirementsof key postsand plantheircareerprogression.

4. NIANAGER TRAININ

4.1. Assumplions

4.1.1. The increasingcomplexitiesof work requirementsand therisingexpectationsof employeeswill
requirethatmanagers and supervisorsarewelltrainedina varietyof managerialskills.

4,1.2. A substantialproportionof trainingwilltakeplaceon thejob.

4.2. Policies

4.2.1. To ensuretheidentificationand meetingoftrainingneedsformanagcrVsupavisor3inthebasicsidlis
of management and intheoperationsoftheirbusiness-each manager beingresponsibleforthe
identificationoftrainingand developmentneedsof hissubordinates.
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4.2.2. With opportunitiesnow beingavailablefortrainingatthelocal.regionaland internationallevel.to
ensuredw themost appropriatedevelopmentoptionisseleae&

41.3. Provideopportunitiesforself-developmenteitherthroughtimeoffwork forstudypurposesor inthe
provisionoffacilities/materialsforuseby employee'sintheirown timl

5. nlFW.T,OPMF-NT OF STAFF OF HICAH POTENTIAL

5.1. A-isLimptions

5.1.1. Itisa specificcompetitivestrategytohavebeuer management ateverylevelthinourcompetitors.
Company willhaveambitiousperformancetargetswhich willbe attainableonlyby high-calibre
managemenl

5.1.2. Capabilityispartlya functionofskillsandknowledge acquiredtodateandpardy a ft=tion ofsuccess
indevelopingthatlatentaptitude(potential).'ne need isthereforebothforhigh-qualitypeopleand for
excellentdevelopmentaction.

5.1.3. The most effectiveform ofmanagement developmentistheexperienceofmanaging under an excellent
manager ina well-managedenvironment.

5.2. Policies

5.2.1. To givehighprioritytothesystematicearlyidentificationof managersofhighpotentialand toprovide
them withchallengingand vuiedjobexperience,

5.2.2. To make thedevelopment oftalentedsubordinates2 principalObjectiveforevery manager-of-
managers.

5.3 ActionRequired

5.3.1. Allocatea highprioritytothesystematiceuly identiricationofexceptionalpotentialthroughtheuseof
appraisaland,where possible,ofAssessment Centretechniques.

5.3.2. Ensure thathigh-potentialcandidatesareregularlyreviewedand thattheirdevelopmentplansare
stretchingbutrealistic.

5.3.3. Ensure thathigh-potentwstaffwho requirecareerdevelopmentoutsidetheirhome countryare
identifiedtoMillbank.

5.3.4. Setstretchinggoalsforstaffidentifiedas havinghighpotentialandensurethatTheyareemployed
systematicallyinjobsand projectsof significantexperiencevalue-acceptingan elementof riskwhere
necessaryinachievingtheiraccelerateddevelopment

5.3.5. Clearcareerpathsand developmentopportunitiesfortheexceptionallyable,even ifitmeans disnipting
the positionsof othermanagersoflessertalent.

5.3.6. Seek flatterstructureswithfewerlayersand shorterchainsofcommand toensurethatlower-leve[
managerialjobshavethechallengeand decision-makingcontenttoretainand developtopclass
younger managers.

5.3.7. Broaden thedevelopmentofhighpotentialsmffby creatingopportunitiesformultifunctiontask
forces/projectgroups,and theexposureto otherfunctionsand disciplineswithintheorganisation.
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6. REMUNERATION AND BENEFITS FOR MANAGERS AND PROFESSIONAI, STAFF

6.1. A-ssum2tions

6.1.1. 'ne Company willneedtoattractand retainmanagersandprofessionalsofhigh calibretoachieveits
ambitiousplans.

6.1.2. Performance-reigedrewardcan be a powerfulaidtomotivation.

6.2. Policies

6.2.1. An appropriate"Comparatormarket"shouldbe established,ofCompanies employingpeopleofsimilar
calibre,andarrangementsshouldbe made forregularSurveysof remunerationand benefits,witha
sufficientsampleofcomparatorCompanies (atleast8)toobtaina reliablemeasure ofthemarkel

6.2-2. A Board-levelCompensationCommittee shouldbe establishedtocontrolremunerationfortheTop
Team and otherkeyseniormanagement. Thismust includetheTerritorialDirector.A key roleisto
definethe"ComparatorMarket"and toestablishatargetlevelofrewardrelativitytothatmarkel

6.2.3. Pay reviewsshouldbe basedon themarketandon affordability,noton thecostof living(excepttothe
extentthatinflationisreflectedinmarketpay levels).The frequencyofpay reviewsshouldbe
governed by normalpracticeamong Comparator Companies.

6.3. ActionRequire

6.3.1. Establisha Board-levelCompensation Committeewithmembership approvedby theTerritorial
Director.

6.3.2. Selectand implementajobevaluationsystem which facilitatesmarket comparisons,istranslatableinto
Hay equivalents,isclearlyunderstoodby employees,and issubjectto closemonitoringso as to ensure
itsintegrity.

6.3.3. Organiseregularsurveysof ComparatorCompanies.preferablybothin-houseand throughreputable
consultants.The recommended approachistocompare "totalcash"(i.e.pay plusany normal
additionalcashelementsincludingbonus)atTargetfora Commendable Performancelevel.

6.3.4. Obtaintheapprovalof theTerritorialDirectortoanyproposedrevisionofbenefits,including
retirementschemes,priorto implementation.Proposalsmust be supportedby a summary of relevant
surveyfindings,showing ourpresentpolicyandpr=ice againstthatofcomparatorcompanies.
Includewiththeproposalsdetailsofcostsand ofanyproposalsforcostrecovery.

7. EMPLOYEE RELATIONS

7.1. Assumpt4oris

The qualityofcommunicationwithemployeesisa majorinfluenceon theCompany effediveness:it
canbeakeyinfluencean motivationand commitment tothebusinessaswellasofwillingnessto
acceptchangesinwork organisationand pmctices.

7.1.2. The handlingof day-to-dayE.R. issuesisa linemanagement responsibility.The roleofPersonnelisto
adviseon request.
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7.2. Policie@

7.2.1. To developeffeaivehumal communicationand involvementmechanisms(distinctfrom established
Trade Union channels)which encourageemployees toidentifythemselve3withthecompany.

7.2.2. Train linemanagerstohandleday-to-&yER. issues.

7.3. ArtionRequired

7.3.1. Formulateannuallya view ofIikelytrendsand pressuresovera fiveyearsperiodinthelegal,politicak
tradeunionand social-greasand definethenarm and timingof thecompany'sresponse-

7.3.2. Develop sound two-way formalcommunicationssystems-suchas JointConsultative/Works
Committees,Tewnbricting,internalpublications,Handbooks,NoticeBoardsetr--inadditiontoany
existingTrade Union channeltocommunicate managerialviewpointseffectivelytotheworkforceand
viceversa.

7.3.3. Ensure thatemployees,as wellas theirrepresentatives,areadvisedattheearliestconvenient
opportunityofcompany/departmentorganisationchangeswhich affecttheirwork.

7.3.4. Encourage employee participationinproblem solvingby creatingQualityImprovement Teams within
BAT Co.'sQualityThrough Peopleprogramme.

8. INT)IJSTRIAT, RFI,ATION@l;

8.1. Assumptions

8.1.1. Productivitygainsandavoidanceof work disruptioncanbe achievedby adoptinga plannedapproach
to industrialrelations.

8.2. Policies

9.2.1. To adopt and institutea plannedand quantitativeapproachtoanticipatedchangesovera riveyears'
period.

8.3. ActionRequired

8,3.1. Forecastmanpower costs,basedon studiesofsocialand economic trends,likelyTrade Union
pressures,possibleindustriallegislationand associatedfactors(suchaschangesin working hours,
holidays,pensions'costs,etc.).

8.3.2. DefLne,wellinadvanceofperiodictradeunion negotiations,thebenefitsand associatedsavingswhich
management seeksfromthebargainingprocesstooffset-whollyorinpart-any increaseincostsof
wages or otherbenefitswhich isanticipated.

8.3.3. Define,wellinadvanceofnegotiations,a setof alternativebargainingstrategiesand costthesein terms
of boththeinitialand successiveyam ofan agmernent.

8.3.4. Have welldefinedpolicieson suchmattersas redundancy,early/voluntaryretirement@dismissaland
grievanceprocedures.

8.3.5. Emphasise theimportanceofHealthand Safety,involvingemployeestothemaximum extentpossible.
Show a determinedandpracticalcommitment by theCompany tosafeconditionsforemployeel
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