Chapter 7 - Complete the statements - Questions

1. 
Kaplan and Norton is of the opinion that the Balanced Scorecard allows managers to look at the business from four important perspectives, namely a (a)__________________, (b) __________________, (c) ________________ and (d)________________.

2.
According to the ECI’s Balanced Business Scorecard, one of the financial goals is to succeed, this can be measured by means of quarterly sales (a)_____________ and operating (b) _______________ by division.

3.
According to the ECI’s Balanced Business Scorecard, the goals of the internal business perspective include (a) _______________, (b) _________________, (c)_________________ and (d) ____________________.

4.
One of the key aspects in the (a) _______________ and (b) _______________ perspective is to monitor the company's ability to launch new products, create more value for customers and improve operating efficiencies.

5.
The measures in the Balanced Scorecard are designed to pull the employees towards the overall __________ of the company.

6.
The HR Scorecard seeks to strengthen an aspect of the Balanced Scorecard approach which Norton and Kaplan acknowledge to be its weakest feature, the question of how best to integrate HR's role into the company's (a) _____________ of (b) _______________ performance.

7.
One of the benefits of the HR Scorecard is that it enables you to control (a)____________ and create (b) __________

8.
When implementing the HR Scorecard one of the items on the change checklist is to “shape a vision”, the suggested guidelines for implementation include: Define desired (a) ____________ of the HR Scorecard, prepare the key (b) ____________ that will be tracked and monitored, and clarify how they will be tracked, define decisions that will be made using these (c) _____________ and create a (d)_____________ to collect the data behind the measures.

9.
During the implementation of the HR Scorecard one key aspect is to ensure that you have the _____________ people on the project to build enabling systems.

10.
The HR Scorecard helps to integrate HR into the organisational performance management and measurement system by identifying the points of _____________ between HR and the organisation's strategy.

11.
Performance ____________ are core people-related capabilities or assets such as employee productivity or employee satisfaction.

12.
The HR Scorecard requires investment in (a) ______________ systems, hiring HR employees with the required (b) ______________, communicating the Scorecard throughout the organisation and weaving the HR results into (c)_______________ and (d) ______________ systems to be successful.

13.
When linking the HR Scorecard to the Business Scorecard the extent to which the HR practices that you deploy are internally consistent and not working at cross purposes and are really the right ones to drive organisational strategy provides an indication whether the system is aligned with the _______________. 
14.
_______________ success is the dimension on the Workforce Scorecard which captures the “bottom line” of the workforce performance.

15.
According to Beatty et al the objective of the HR Scorecard is to drive those workforce (a) ________________ with substantial impact on business process (b)___________ that lead to (c) ______________ success and ultimately result in (d)_______________ success.
16.
From an HR perspective there is a continuous feedback loop in the HR Scorecard approach where financial success fuels the next new employee (a) ___________. Customer success provides the feedback that enables the HR function to understand what needs to be done to build a better (or different) HR workforce (b)________________, enhance HR practices and determine the necessary steps to (c) _____________ the alignment, integration and differentiation of HR systems.

17.
In the HR Scorecard the high-performance work system is one dimension where the key HR (a) _____________ and (b) _________ that must be in place and implemented well to achieve the organisation's strategy.

18.
After implementing the Balanced and the HR Scorecard, Becker, Huselid and Ulrich realised that it is not the activity that counts, but the ____________ of the activity on organisational outcomes that meant the most to companies.

19.
The components of the Workforce Scorecard (workforce mind-set and culture, workforce competencies and workforce behaviours) become the link between (a)_______________, HR (b) _____________ and the (c) __________, which leads to workforce success.

20.
With the components of the Workforce Scorecard in place the question of what measures to adopt can be answered and managers can now be held accountable not only for their words and actions relative to people but also by the workforce (a)_____________, the (b) _________________, (c) _______________ and (d)___________________ they create.

21.
The successful implementation of the Workforce Scorecard is based according to Huselid et al on three challenges namely, the (a) _____________ challenge, the (b)_____________ challenge and the (c) _______________ challenge.

22.
The Workforce Scorecard points out that workforce investments should help execute strategy through the components of: workforce (a) ____________ and (b)___________, workforce (c) _______________ and workforce (d)____________. 

23.
The workforce culture in the Workforce Scorecard can be measured and assessed in terms of its impact on the company's ___________ success.

24.
Workforce competencies in the Workforce Scorecard can be measured by means of the effectiveness of (a) ________________ among departments, exposure of cross-functional (b) ________ experiences, the extent of organisation (c)_______.

25.
One of the components in the Workforce Scorecard is leadership and workforce behaviours. An important question here is: “are the employees consistently behaving in a way that will lead to the achievement of the company's strategic objectives?” (a) ___________ and (b) ____________ must behave in ways that is consistent with the strategy for it to be executed. 
Chapter 7 - Complete the statements – Answers

1.
(a) customer perspective, (b) internal perspective, (c) innovation and learning 
perspective, (d) financial perspective,  (Figure 7.2)

2.
(a) growth, (b) income, (Figure 7.2)

3.
(a) technology capability, (b) manufacturing excellence, (c) design productivity and (d) new product introduction,  (Figure 7.2)

4.
(a) innovation (b) learning, (Sec 7.1)

5.
mission, (Sec 7.1.2)

6.
(a) measurement, (b) business, (Sec 7.2)

7.
(a) costs, (b) value, (Sec 7.2)

8.
(a) outcomes, (b) measures, (c) measures, (d) mechanism, (Table 7.1)

9.
right, (Table 7.1)

10.
intersection, (Sec 7.2.2)

11.
drivers, (Sec 7.2.2)

12.
(a) HR, (b) competencies, (c) reward, (d) recognition (Sec 7.2.2)

13.
company strategy (Sec 7.2.2)

14.
Workforce, (Sec 7.2.2)

15.
(a) behaviours, (b) success, (c) customer, (d) financial (Sec 7.2.2)

16.
(a) rewards, (b) competencies, (c) improve (Sec 7.2.2)

17.
(a) policies, (b) practices (Sec 7.2.2)

18.
Impact (Sec 7.3)

19.
(a) strategy, (b) investments, (c) workforce (Sec 7.3.1)

20.
(a) success, (b) mindset, (c) capabilities, (d) behaviours (Sec 7.3.1)

21.
(a) perspectives, (b) metrics, (c) execution (Sec 7.3.2)

22.
(a) mind-set, (b) culture, (c) competencies, (d) behaviours, (Sec 7.3.1)

23.
strategic (Sec 7.3.1)

24.
(a) information sharing, (b) job, (c) learning, (Sec 7.3.1)

25.
(a) Leaders, (b) employees, (Sec 7.3.1)
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