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1995 KEY AREA PAPER: HUMAN RESOURCES

ne 1995 Human ResourcesKey Area Paper isa continuationand maension of the HR S=egy
alreadycommunicated to OperatingCompanies. In =iY 1994 theHR Mission and Key Principles

StrategyPaper (mitided*ShapingUp fortheFunim*) was produced which setstandardsforallIiR

Managers to accomphsh. Thiswas fouowed by the publicationof an BR Audit document thatenables
GeneralManagers to assesswhat prop= theirHR Deparu=t ismaidng in achievingthecore

objec@dveslaiddown intheabove strategypaper.

The 1995 Key Area Paper setsout the basisof the HR responsein the Company Plan,and the
informationrequestedshould be suppliedatthetime of theCompany Plan. In view of thenatureof

the informationrequested,which isaimed atidonifyingHP, trendsand developments,1995 isviewed
asthe baseyear fordetectingqi,2reifi-leimprovements inCompany performance. Within H& asin

otherfimctionsin the orpnisa6on, thereare specificstandardsthatshould be =Wr4ed thatare

measurableand thepurpose ofthe 1995 Key Area Paper forHR isto determinewhat progressisbeing
made inachievingtheseand toestabfisha baseagainstwhich such progresscan be tm&ed overtime.

Human Resoumes Mission

BATCo's Human Resourcesflinctionwilladd value to the businessby ennuing thatthebest

talentisemployed and developedtomaxiraiwtheircontributiontothe achievementof Company

objectives.

Successiont)l:mnnin

righttime-

We willhave therightnumber ofemployees withthe appropriateskiusintherightplaceatthe

A.Uoperatingcompanies shalluse theHuman ResourcesPlanning(ERP) "cm. The HRP database
enablesCompanies to definelevelsof poten6alfor managers and to identifythe proposed successors

forkey roleswithintheorgmisation.

SpecificaUy,BATCo's aim isto increasinglyrecruitand develop "worid cim" Managers which will

subsequentlyenabletheCompany toachieveitsstretchingbusinessobjectives.

Additionally,a fundamentalcomponent inmnuing thatmfficientnumbers of talentedManagers are
availablein futureat each management levelisthe vigorousintroductionof a management trainee

scheme. Over time@one consequence ofthisstrategywiU be theanticipatedreductionininternational
staff.

The RurRose of the Key Area Paper forSuccL%@on Planningisto setyear 1995 as the basevearfo

measu iviiyin thismaior areato enablethe Company to trackprojzressover theplan

pe6od,

- Projectionper functionof the % of managers rated"Hieh Potential"forallmanagement

positionsingrade 34 and upwards (1995+ plan period).

- Projectionper functionof the % of management positionsin grade 35 and upwards that
have planned successors(1995 + plan period@

- Projectionof the number ofmanagers to be recruitedin mid c2reer<')*(alsoas % over Lri
totalM2n2gement staff)(1995+ planperiod).
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PlannedreductionofInternationsiVSecondeegt2fftZ)*everplanperiod.

Number (and % over totalmanagement st&M of "obstacle"managers,bloddng
developmentpositions(1995+ planperiod).

Number (and % over totalmanagement staiy)ofHigh potentialmanaizementtrainctsto
be recruitedby function(1995+ planperiod@

Recruitmefft and selection

At everylevelof the org2ni on,we willrecruitand seleathosepeoplewiththehighest
potentialtoadvanceour businm inordertomove toWf-mfficimicy.

Growing BATCo's management populationfrom withinisa corporategoalratherthanrelyingon
e=cmal recruitmentto sourcekey positionsintheCompany (definedas *mid carecerecruitment).
WithBATCo's requirementto recruitand developan increasingmunber ofworld classmanagersand
withrisingexpectationsintermsof perforrr=ccstandardswe willexpectto seethereleaseof some
longerservingManagers unabletomeet theseperforrr=ceobjecfives.

The 2=ose oftheKax AreaPa2er forStoj@merTt And Selecdgnisto setyear1995-asthebase-year
formeasurinizcurrentactivitvinthismaiorareaand toenabletheComipam totrackprog=s overthe
PlanReriod.

Allocatedbudeet12Lndm* on management traineerecruitment(1995+ plan period).

- AllocatedbudeetMend(4)*on mid careerrecruitment(1"5 + planperiod).

- % of the managers recruitedover the lasttwo yearsfeaturingas high potential/GM
potentialperfunction(currentsituation+ objectivesettingforplanperiod).

Planned rn2natrementturnoverm*(dismissal/resignation)rateof grades34-31-9-36(1995+
planperiod).

- % oflinemanagers formallytr2inedin professionalselectionintervigwskills(1995+ plan
period).

- % oflinemanagers formallytrainedinBATCo's assessmentcentremethodolol!V(1995+
planperiod).

Board

Our rewardphilosophywillenableus to recruitand retainthebeg talent@and wdl engenderthe
lighestlevelofperformanceamon_gstouremployees.

Withtheintroductionof a new jobgmde structurewithinBATCO reflectingfewerlevelsof l@trarchy
butbroaderjobgradebands,payscalesshouldbe realignedtoreflectthesenew structures.

An increasingproporfionof the compensationpackageforManagers shouldbe performancerelated
withagreaterpercentage*atrisk*.
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Retirementbenefitschemes remain a major costforthe Company and benefitstructuresshouldbe

reviewedtoc=e compefivenessinthelocalmarkel

By the end of 1995 allmanagers willhave been advised theirnew BATCO iob zmde.
Competitive salarystructurewbeneritspackages will be afigned with the new grade

nmctum

- The company will,within the overallbenefitspolicy,review itsretirementbeneritsto
ensure(cost)competitivenessinthelocalmarkel

- Projectionof in increasingproportionofthe management salaryincrem budget allocated

to perforM2nee rglatedt)avratherthan to COL - (bmakdown of totalbudget into %
COIJ% performance relatedpay,1995+ planperiod).

Manai!ement Develot)ment

Management and techmcalexcejence wiR be developedinternauyusingt2iningmethods that
willsupportthebusinessand encouragepersonalgrowth in orderto developworldclm talent

from within.

BATCo's strategywillmove away fmm trainingcoursesbeingshortterm solutionsto solvea specific

trainingneed towards a systematicapproachwhereby technical, businis and managerialsidlisare
acquiredinstagesthatrelatedirectlytolevelsofseniorityand potential.

Trair@ngroursesare only one component of the management development plim An increasing
number of managers should have the opportunityto learnfrom crossfunctionalprojects/project
solvinggroups,from secandments and projectassignmentsinorderto stretchtheirabilities.

The prime accountabilityfor ennuing thatmanagers are effectivelydeveloped restswith the line
management team. Coaching sldllsare thereforeessentialin ensuringthatthe most appropriate

management developmentsolutionsarefound fordifferingsituations.

V;hilathemajorityof development activitywillbe addressedinternally,e=ernaltrainingcoursm do

providea valuableopportunityforacquiringnew insightsand shouldthereforefeatureinthetotal
TrainingPlanstrategy.

The RILWse of theKgy Area P Lr1295 isthebase y= formeasunng currentactivity

inNs um toenabletheCompany totrzckpro&Ms overthePlan2eriod.

% ofdevelopment plansachievedforallmanagement (1995+ 3 yearsperiod).

Management development budeet(4).as a % over totalmanagement salarybill(1995+ 3
year-speriod).

% ofmanagers trainedin professionalC02chintskills(1995+ 3 years period).

Number of managers (and % overtotalmanagement stafr)beingpart of crossfunctional
develoipmentactivities(projecu,transfer-s,assignments)organisedwithin the company.
(1995+ 3 yearsperiod).

% ofman2gers studying forprofessionalqualiric2tionsm*(1995+ 3 years period). Ln
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averagenumber oftraininizdtysw forhighpatenti&Vpotentillmanagers (1995+ 1996@

Emplovee Relations

To createthecuhuralenvirorainentwhich willensureemployeesatalllevelsarecommitted to their

obiec6m tothemeansachievingthoseobjeltives.andtotheCompany.

Number of company briefintmeetin communicatingthe company'sobjectivesand
performanceformanagement sta(Vagemployees(1995+ planperiod).

Definitions

Note(1) Mid C2rrerRecruitment
Where theCompany isunabletostaffanwagement positionfromwithinandrelieson
externalsearchmethodstoprovidethesuitablecandidatt

NoteM International/SecondeeStaff
Internationalstaff- Care= = m:tn2edbyBATCO HQ.
Internationalsecondee - Employeeswho areon secondmentoutsidehome country.

Note M Man2?-ement TraineeBudi!etSpend
Includecostofcampaigns,recruitmentfayres,sponsorslips,awaru Utwau= and
matmials,pluspubecatioas.Includeanticipatedcostoftrainingmanagement trainees
forfim two years.Excludecostofmanagementtraineesalaries-cccludecostof
managees salariesresponsibleforthisactivityarea.

Note(4) Mid CareerRecruitmentBudretSz)end
Includecostofprojectedjobadverd=ents plussearchf@m (*headhunting"costs).
Excludecostofminagees salariesresponsibleforthisactivityarm

Note (m Mansp-ementTurnover
Pm@cwtage ofmanagers leavingtheCompany due to resignation/disrnissal/retirement
(but= fordownsizingreawns)isapercentageofthetotalmanagement
establishment.

Note(6) Mmnai!ement Development Budget
Management Developmentbudgetincludesallassociatedcostswiththepreparation,
organisationand defiveryoftrainingcourseorleaniingmaterialsformanagersGrade
34 orabove.Thisincludesthewagecostsofstaffwithin(orcontractorsusedby)the
trainingdepartmentbutexcludeswage costsofcourseittendew.

Note(7) Profession2lOUA[irIC2tiOnS
Includeallcoursesofstudywhichdirectlyleadtotheawardofa locallyrecognised
professionalaccreditationineithera specificbusinessdiscipline,a management science
ora technicalquamcation.

Excludeaflquamcationswhichareautomaticallygrantedwithoutrequiringthe
individualtodevotepersonalstudytime.
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NoteM Averai!eNumber ofTraininrDavs
Indicatealloffthejob 'classroom'basedtraining(e.&tWs would includetheoffthejob
elementsofCompetitiveEdge -nottheon thejobelements).Excludesummer schools
fbrprofessionalbusinessqualifications.
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