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difficulties in the process of cascading the organizational vision down the
hi erarchy. Typically, higher |evels of managenent are clear about the
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per f or MR RAPBEARTSRon. HAwRYH hdvify a freat organizational vision is a start, but it is
merely a dream unless the vision can be clearly articulated, understood and depf.oyed into
meaningful objectives at each level 6f the organization hierarchy, down to the individual
staff at the lower level within the organization. Most companies encounter practical
.25  organizational difficulties in the process of cascading the organizational vision down the
: hierarchy.

- Typically, higher levels of management are clear about the organizational vision and -
_ objectives, but as these objectives are gradually diluted as they are being cascaded down
30 - the organization hierarchy. As such, the work activities of the lower levels of
_Organizational, where most business activities and contribution occurs, may not be aligned
with the organizational vision and objectives, which generally leads to sub-optimized use
_of organizational resource, for example human and other tangible assets, in the
organization achieving the desired performance results in line with the vision. There are
35  also unclear performance accountabilities at various organizational levels, especially at
' lower staff tevels, resulting difficulties in effective performance management. In addition,



this may hanper the organi zational ability in reaching the organization's
full business performance potential. Another problemfacing organizations
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25 of th%oﬁﬁkgﬁ%ﬁ%tsi on, an objective staff attitude and behavi or nonitoring
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and fedb3c systens nust be in place. In order to full engage all

organi zational staff towards their highest-level of performance and
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organizational, will form the true organizational culture of the organization. For the
organization to create and sustain a desired culture based on the established core values
25  of the organization, an objective staff attitude and behavior monitoring and feedback
systems must be in place. In order to full engage all organizational staff towards their
highest-level of performance and contribution to the organization, besides a clearly
understood vision and objectives, the primary key is to have a transparent and balance
performance appraisal systems.
30
Most organization performance management solutions in the market focus on
- management of tangible performance parameters, such as budgeting and forecasting.
However, the intangible performance parameters in the management of human resource,
the most important and valuable strategic capital of any organization, is not considered as
'35 :part of organization performance management, but as separate human resource '
: management domain. | ' |



I nformati on on actual performance is normally not fed back tinmely enough

into the strategic managenent process to take proactive corrective

actions. This tine lag is generally due to the traditional relationship
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| High risk of disclosure or dissemination of the organization’s highly confidential
information is also a concern as this strategic information is captured in files that are only
- locked via password with no other form of encryption or water marking technology. in
~ addition, the non-secure manner of transmitting the file over the internet/intranet is
30 subjected to unauthorized interception. Any leak in strategic information could have

adverse impact on the organization competitiveness and survival.

Most time of the management is spent in reporting at the various levels, instead of
- focusing on the actual strategic planning, deployment, execution, monitoring and analysis,
35  such as root cause analysis, deriving corrective and preventive actions, which contributes

most {0 the organizational success.



difficulties within an organi zation to di ssem nate, review and nonitor the
performance of individuals and groups within the organi zation to inprove

t he perfornmance of each individual, group and the organization relative to
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recevi ngaé received may include input data on a manager, and calculating one value of

performance of the manager including tangible and intangible input data, also including
25  evaluations from other selected or assigned individuals on the manager’s performance.
The intangible input data may be obtained from answers on a series of questionnaires
submitted by other selected or assigned individuals in the organization for evaluating the
performance of the individual, which may include self-evaluation. While the tangible input
| data may be obtained from the comparison of plan targets against actual results under
30 _each assigned objectives, relative to the level of importance of the specific said objectives.
The tangible input data may include a weighting factor assigned according the level
importance of objecitives. The intangible input data may have a weighting factor assigned
-according to the level of importance of the soft aspect category/criteria and type of soft
aspect appraisal.
35
In-an aspect of the invention, a method for systerﬁ management of project planning. And
| monitoring individual and group performance within an organization, comprising receiving
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aspect appraisal.

In an aspect of the invention a computer readable medium is provided, having a program

recorded thereon, where the program is to make the computer execute procedure for a

30  system management of strategic, operation and project planning and monitoring individual

and group performance within an organization, the computer program comprising a

- strategic management module for receiving input data on an individual within an

organization and evaluating the input to calculate one value of performance for the

. individual, wherein the input data includes tangible input data and intangible input data.
35 '
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effect, there shall now be described by way of non-limtative exanple only
preferred enbodinents of the present invention, the description being with
reference to the acconpanying illustrative drawings: 5 FIG 1 shows
sinplified block diagram of a systemi® accordance with an enbodi ment of

t he invention; .Fl 2 shows a.systemin accordance w th an.enbodf.nment of
the i nverPiogikr tit e BeSR el ey B by B4 ORLER Hatilh &R B! anni ng
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eval uat i caccompanyiy itheetadverdralvings: enbodi nent of the invention; 15 FIG 6
shows ,.a flow chart of a method of overall performance evaluation in
accordance with an enmbodi ment of the inventi on; FIG 7 shows an objective
scor e t al#flé. il shawessimgifieddlouktdiagiam efb agstamnt acdorddnee with @nteniodimdrit 6Gf - 8
shows a C{H&?“ n.score table in accordance with an enbodi nrent of the

i nvention © "FF 9 shows an average of question scores table in accordance

wi th an dffBodishent a efsierd b adterdanvenith an enfbbimehbotheimventionei ghti ng of
he i nvention;

et O 08 SRl B LR B PP aBPR BBl i S "
the lonvembodimer?5f e @Gvet@on]l 6 show GUI screenshots of the systemin
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i n accor careeinert bf tha ireebiioh; ment of the invention; FIG 17 shows a .
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depl oy memimitodinient bothe depatidnyent pl an in accordance with an enbodi nent of
e LB B o B Mo oP BB ARRRE AR AR T
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FIG. 7 shows an objective score table in accordance with an embodiment of the invention;
FIG. 8 shows a question score table in accordance with an embodiment of the invention;
FIG. 9 shows an average of question scores table in accordance with an embodiment of
20  the invention;
FIG. 10 shows a weighting of question scores table in accordance with an embodiment of
the invention;
FIG. 11 shows a table of average score in accordance with an embodiment of the
invention;
25 FIG. 12-16 show GUI screenshots of the system in accordance with an embodiment of the
invention, specifically, manager staff plan, director approval, project plan, update, and soft
- aspect GU! in accordance with an embodiment of the invention;
_FIG. 17 shows a strategic. performance deployment table for staff plan in accordance with
- an embodiment of the invention; |
30  FIG. 18 shows a strategic performance deployment table for department plan in
accordance with an embodiment of the invention; and
FIG. 19 shows a strategic performance deployment table for staff soft aspects feedback in
+ accordance with an embodiment of the invention.
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An integrated strategic organi zational performance alignnent and resource
managenent system and nethod is disclosed and showmn in FIG | and 2. In
the follow ng description, 5 for the purposes of explanation, nunerous
specific details are set forth in order’ to provide a thorough understanding
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~drive to I'cate ract
~ be a public network like the Internet or a private network like local area network (LAN) or

the like. The tangible data 32 and intangible data 44, together with the staff data 52 and
~overall tangible and intangible data 54 may be stored on a records database 40 which
may reside independently and accessible via the network as shown. It will be appreciated
30 that the records database, tangible data and/or intangible data may be configured to
reside on the server 26 and/or the workstation 12. The ERP module 38, mobile
communication module 46 and people management module 48 may also be accessed via
network. Similarly, it will be appreciated that the ERP module 38, mobile communication

; module 46 and people management module 48 may take other configurations and may

35 . reside on the server and/or workstation. The integrated strategic organizational resource
' management system in accordance with an embodiment of the invention is an approach
and tool that is developed based on the drive to eradicate practicat challenges faced by



8 conpani es and organi zati ons across various industries in focusing
organi zati onal resources, for exanple human capital and other tangible
assets, in a specific direction towards the fulfillnment of the corporate
vision. The integrated strategic organi“zati onal performance alignnent and

s oo HRRBTgh SR P08 A MRS ERNR Bl
cor por at gegmirdasy farex@mps bilihan cepitd iand cttlgerttbmgibié%iseftfs,omfa Ispec:iﬁcgai:'écﬂﬁm i on
ith the [ t alan t or..exa man
capi tal . SRS 0 by 31S BEBRire Wiy B elBY sl DB Ut ur e
cent er ed rerfoumahce slegnmeht esidabdsostved nanggemheardt s';ysterr;]dsrae toall 'u'?ﬁ'?i?? tlgé G 2
h ver / Aatio iguration, however. it wll .be
ppr o at T EOpERoR6 SHRERNE IO B o ludl=af L ShiroR dh PV ons,
for examspeoratepesyrstanne resutls redtivedo reyvidien oftthé ioganidtiomwith Sieamehtiah ohe
/Pl o contbtte indpaRIREY BELIE nBR bR AP SRRy
be confi iitheldesiredarginizational aitpte cattéred rours asetof kstabiished organizmtioras
shown V\/n% \%ﬂggtes are provided on the server are not in real tine. In
enbodi

anot her nent the system and nethod nay be configured to run on real
timeldn the system as shown in FIG 2. 20 Access to the system may be

nonitore r ' her r neans For exanpl e user
aut hent i %é. Pici)énr%rrngae @ééﬁm@%és%?{ er{%hé’ﬁ?ﬁgg@hu?ai@ﬁ,&o&&égaw IW'IL?GF HEE'D ggn
admi ni st itht the dyatenhandmethed niayrtakg difierengcombigwatiorispfou searspleydba system

hent i ' t I endk. ith I an
et or nar b oo HB255 corilienTh a PobaRfor L RO O M CorfP i R BB 1
socket s Ppyientiqresid installed drea bingle.coRfpuikrk gythe &falH danfigurafiort, e systeeyr at efl
' | | Nt resour.ce pmapnagenen
yst Sy ofndTREER B8 BngBEEh T BRCA Bahs nSICE R0 ihent ) SHRR-IBE 3RS o 1
t angi bl eshdver whrampiates arecpretvideghen ther seaver @re ectin tes) tirnend Ini artothegi bl e, f or

exanpl e K I ' Rﬁbgl |t _

or gani zaPBeaft eS8 e RS ML BN birb R Feay FRB R Sstor
Per f or raagehewn igiien?. i s the process of ensuring highest |evel of the
organi zation vision is accurately, conprehensively, effectively and

efficiently articulated, interpreted, conmuni cated, depl oyed and
undel&t obacdsatothesystemgmarbe imegitered apglot sdducsd withes nurabéref secutritomedhse,

e o Pl AOMBE RGPS G e (SR EEAPIL A EEBS o 2 o
or gani z agdrainistratpe n thi genver s gianting aeheas topesessouneal duientication. Access
control may be strengthened with encryption, watermarking and the like. Transmission
may be secured by using secure sockets layer (SSL), or the like.
25
A key capability of the integrated strategic organizational performance alignment and

© resource management system of an embodiment of the invention is that the system
covers both tangible, for example concrete performance results, and intangible, for
example work culture, values, behaviors and attitudes, aspects of organizational

30 - performance for optimum performance alignment. Performance alignment is the process
of ensuring highest level of the organization vision is accurately, comprehensively,

- effectively and efficiently articulated, interpreted, communicated, deployed and
understood into meeting meaningful, specific, measurable, actionable, realistic and time-
bounded objectives and corresponding strategies/tactics at each successive lower

35 organization levels; up to the lowest organization level, in terms individual personnel’s’
o {Manager and/or Staff) goals and corresponding action plan, in order to achieve
synergistic strategic and operational synchronization across an entire organization. The



(Manager and/or Staff) goals and corresponding action plan, in order to
achi eve synergistic strategic and operational synchronization across an
entire organi zation. The 9 system enabl es nmanagenent to focus on the
actual strategic planning, deploynment, ® execution, nonitoring, nanagenment,
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established objectives at all levels. Standardization of format for strategic analysis,
' planning, deployment and execution across all organizational companies with a friendly
~and customizable user interface are features of the system of an embodiment. Objective
performance appraisal of organizational staff at all levels from both tangible performance
30 criteria, for example sales, marketing, service fargets, etc, and intangible performance
criteria, for example demonstration of positive core values via attitude and behaviors, etc.
The system measures the level of organizational culture coherence with respect to
desired organizational core values.

35 . Inan embodiment, the system includes an option to enable 360-degree performance
- review, evaluation and feedback systems with weighted level of importance across soft-
aspect category/criteria (e.g. integrity) and type of soft aspect appraisal (e.g. boss to staff



35 In an enbodi nent, the systemincludes an option to enabl e 360-degree

performance review, evaluation and feedback systens with wei ghted | evel of
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establish objectives in a balanced and unified manner with various strategic

domain/perspectives, such as for example financial, process improvement, customer,

people development, social responsibility, etc.

30 An-embodiment may also provide management productivity in the strategic documentation
" and reporting so that more time ca-n be spend on value-added activities, such as analysis,
planning and execution. Organizational staff morale and motivation to contribute their
very best at work, instead of mediocrity, as defined and relative by the vision may be
- . monitored and addressed. Since staff is the most important of organizational resources in
35 most organizations, a dramatic improvement in the staff morale and motivation may lead
- to cost reduction from staff tumnover, staff errors (rework), and higher staff operation
efficiency, effectiveness, productivity and eventual business performance. Strategic
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established. E.g. financial, process improvement, customer, people development, social
25  responsibility, etc.

‘FIG. 4 shows the strategic evaluation process 100 in accordance with an embodiment of
- the invention. Each staff plan performance from next higher level of plan is in
collaboration with the higher level management 101. Each staff in each department
30  update/import 102 from operational system the actual performance achieved and match
104 against the planned performance level to derive the actual achievement level, which
is “actual results minus planned targets”. Each departmental management consolidates
 the staffs' actual achievement level 106. Each division management will consolidate all
departments’ within the division each department's actual achievement level 108. The top
35 management will consolidate all division within the company from each division's actual
achievement level 110. The computation formula used to derive 'F absolute score of
_ overall achievement level for each staff, department, division, entire company etc. This is



the staffs' actual achievenent |evel 106. Each division managerrent wi ||

consolidate all departments' within the division each department’'s actual
achi evenent | evel 108. The top 35 managfmant will consolidate all division
wi thin the conpany from each division actual achievenent |evel 110. The
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to determ ne net ar non
one absolute score in term of the manager’s individual performance and the manager’s

25  management/leadership performance over the manager’s team 146 . The scores are
-exported 148, for example to the HR appraisal systems module. The formulas for this
~process is outlined in detail below in 'Formula for Overall Performance'.

Regarding the interfaces, the operational systems import the actual performance achieved

30 - during the strategic evaluation process without manual entry. The HR appraisal systems
module exports an overall performance level score to determine monetary/non-monetary
reward/recognition. |

It also allows for automatic computation of recommended
'35 reward/recognition/remuneration with the derivable of the overall stafffdepartment
- performance score. In addition, with the entry of market rate for (salary and/or bonus), it



reward/recognition. It also allows for automatic conputation of recommended
35 reward/recognition/renuneration with the derivable of the overall
staff/departnent performance score. In addition, with the entry of market
rate for (salary and/or bonus), it 13 '$s able to conmpute the Ievel of
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FORMULAS
A - Strategic Planning/Evaluation {(Hard Aspect)
Deviation:
Actual — Plan
15 Where deviationis = P« | which “Actual” and “Plan” is the actual achieved result and

the pltanned target of a specific objective
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20  where haObj is = L ke . where ‘n’ is the no. of sub-objectives within the main
objective.
Staff Hard Aspect Value:
25
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where haStaff is = 22ebe - , where ‘X’ is the no, of objectives assigned
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to the staff.
Departmental Overall Hard Aspect Value:

: 30
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where haDpt is = @gw ! . where ‘y' is the no. of objectives assigned to the department.



t(Cbi % where haDpt is = 4,-- , where 'y' is the no. of objectives assigned
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the survey,, %ngﬂ} 360 degree review, evaluation and feedback system The
type%is thg age for the |level of inportance of each type category
wher e 5t helhegaia fatheacbret gipssby evabatalfortindilio0tqaestiBhadife weithf tespegh eceachal ue:
typeA vg J maxrate, which nax.rate is the maximumrate or
t he hi ghe\sej{{}earsg%%?%{egyyédgﬁer”g for the questionnaire 25 Manager soft aspect
val ue: ((opedvg(Staff)) -nu a xtypeAvg(Manager aluP4 where saManager is =
max sate e no. of staff in the department. The value is the
targeted %Vége{gg ogg?ft %%top managenent. 30

(gndvex Category%)
10  where saAvg is = 100 ,

The category% is the weightage for the level of importance of each soft aspect
category/criteria where the sum of all categories /criteria is equal to 100%

Average of type:
3 (sadvg x type)
15 where typeAvg is = y—wo% where X’ is the number of different types of the survey
within 360 degree review, evaluation and feedback system.
The type% is the weightage for the level of importance of each type category where the
sum of all types is equal to 100%

20  Staff soft aspect value:

bpedvg
where saStaff is = mxrae, which max.rate is the maximum rate or the highest possible

. score for the questionnaire

25 . Manager soft aspect value:

2, (pedvg(Staf))
saff
n
X typedvg (Manager
A"

value*

“where saManager is = max rate ", where 'n’ is the no. of staff in the

department.

The value is the targeted score set by top management.
30 | |
" "Department. soft aspect value:



Departnment soft aspect value: 15 (saSraff)+ 11peAvg( Manager) .'ate where
saDpt is = n+tl , where 'n' is the no. of staff in the departnment. Note:
Assunption that the staff does not |nclé1de t he Manager C - Overall
Performance 5 Staff Overall Performancd’value: where opStaff is =
(wnxhaSr gfr)+(vvaxsasr§ )ﬁ Managelnoveral | perfornmance value: where

opManager is max rate
[ (W 1xhal\)ﬂlﬁfﬁgéﬁPFﬁ(|§'\F2xsal\/arfager ) ] x\WBuq ('Y th) he DPstyfii WegleparDpn). | xW 4 Wer e

WL 1S Lot EXSupRBR HaF R4 diR it ABIBES fne"indgle Manager, W2 is the

| evel of 1 nportance of soft aspect or t ger conpany where Wl and
W2 will sumup to 1.0. W3 is the |evel of inportance of 15 rranager

i ndi vi duag _ @%.‘faqrﬁg%mwfl is the level of inportance of manager'

t eam | ead€rshi p ce where W3 and W4 will sumup to 1.0. W5|s
t he IévelStaﬁ%@ﬁ'ﬁ?ﬁérmncﬁﬁﬂweaspect for the staff/department and W6 is

t he Ievelwﬁgrebgglgfftlsan@,axh@faﬁr @matt.-aspect for the staff/departrrent W 1 may
be equal to W and W 2 may be equal to W 6, if the organization do
deci ded to have the same | evel inportance of hard aspect for 20 the

st af f / depasidRPo/RNGGRImand »ae | evel inportance of soft aspect for the
staff/departdggntll\/ana errm I'n an exarrpl e wth reference to FIG 7 shows an

obj ect i vevhesppPeMammer 5y~ 1 rranager and 2 staff, where: 25 I\/anagerl -

Oo Obj ect i
R e o e ek S e T R

ijectlve 3.2 - 30%Staff2 - bjective 1.3 - 30% bjective 2.2 - 20%

Obj ect i 3.3 - 15% t 3.4 - 35% 30

[ (Jdgxcxi ;;/S’&ﬁéie W“-Qdi) 4%'&1%’%@%7@3% Of@azdﬁ%%aﬁpmeﬁaﬂe;g@W? isgthe levplafo] hanj |

=M (40+30mBéitanca 2f Séit-sdpedfiol e Madddfer= 0, 98

company where Wtt and W12 will sum up to 1.0. W13 is the level of importance of

15 manager's individual performance. Wt4 is the level of importance of manager's
team/ieadership performance where Wt3 and Wt4 will sum up to 1.0. Wt 5 is the level
importance of hard aspect for the staff/department and W16 is the level of importance of
soft aspect for the staff/department. Wt 1 may be equal to Wt 5 and Wt 2 may be equal to
Wt 6, if the organization do decided to have the same level importance of hard aspect for

20 the staff/department/Manager and same level importance of soft aspect for the
staff/department/Manager.

In an example with reference to FIG. 7 shows an objective table 150 for 1 manager and 2

staff, where:
25 Manageri - Objective 1 - 20%, Objective 2 - 30%, Objective 3 - 50%
Staff1 - Objective 1.1- 40%, Objective 1.2 ~ 30%, Objective 2.1 - 30%,
_ Objective 3.1 -20%, Objective 3.2 - 30% '
Staff2 - Objective 1.3 - 30%, Objective 2.2 - 20%, Objective 2.3 - 50%,

| Objective 3.3 - 15%, Objective 3.4 - 35%
30

Y [(deviation +1)x Obj%)]
)

N (OB% [(-0.2+1) 407+ [{0 + % 30]+{0.2+ ) x30]
. haObj1 = mwzy:‘agwj ) = {405 30+30)

32+30+36 o8

= 10 =1w =098




16 [(deviatton+t OxCbj %4 E(oj% halhj2 =

[ (0.25+1) x301+[ (-0. 1+1)x20] +[ (-O. 1 +I) X501 33.5+18+45 96.5 _ (30+20+50) =
too = 1oo = 0.965 E [(deviation+ |)xo?% ..ter ¢c(Qbj/) hahj3 = M

[ (0-0.2+1) x201+[(-0.25+1)x301+[(-0.2+ § x15] +[ (-0.1+1) x351

(20+30+15+35) 16+22.5+12+31.5 82 5 = 100 = 100 = 0.82 ,[(Ba(bj)xChj %

ow. m- ( Qbj % ( 0. 98X@BY+{(10e:365x30) +( 0. 82x50) haDpt = _ (20+30+50)

19. 6+28. 95+41 897557 00—t 00 = 0.8955 = haManager E [ (deyiation+ OxCbj %
[(-02+1) pedjE( 0+L)ABGY+[ (- 0. 25+1) x30] +[ (- 0. 2+1) x20] +[ ( - 0. 25+1) x30]
haStaff1l = E(Ofij% _ (40+30+30+20+30) 32+30+22.5+16 +22.5 123 150 = 150 =
0. 82 E[ (devizamaniHl-xpdj-9qo.1+nxs0]  335+18+45 965

[ (0.2+1) x30] +[ (- 0°9*39¥% 20] +[ (-D. 1™1) x50F +# 0.96%+1) x| 5] +[ (- 0. 1+1)x35] 10
haStaff2 = E(bj %9 _ (30+20+50+15+35) 36+18+45+12+31.5 142.5 so = | oo =

0. 95 Assunmi ng t hail-tpve-¥icght i ng of the soft aspect are determined, and
assunming that the T rate = 1 and maxinumrate =10. FIG 8 shows a

t abl e 16Chatibjvei ghw%- j of the 15 soft aspect for managerl, staffl and
staff2. (rate) 6+7+9 FIG 9 shows a table 170 of the average of question,
gnAvg = n_ F‘““W&"?"Tﬁ(‘%’lﬂ{)gﬂ = IRISIE - y) 7.3X40 Average of soft aspect,
saAvg= | 00 = too =2.927""

16+22.5+124+31.% 82

5 = 100 =i =82
3 l(aonx o8]
objective
 (0bi% (0.98 x20)+ (0.965x30)+ (0.82% 50)
haDpt = Mgf(,ob/) = (204 30+50)

19.6+28.95+41 89.55

= 100 = 10" = 0.8955 = haManager

2 ldeviation +1)x 08%] [(=0.2 + 1) % 40) +[(0+ 1} % 30]+ [(=0.25 + 1) 30]+ [(~0.2 + 1) % 20] + [{(~0.25 + 1) x 30]
haStaff1 = 2 lob) = {@0+307 30 430+ 30)

32+304+22.5+16+22.5 123

= 150 o= 150 = (.82

2lldeviarion+ DxOB%] 102+ 1)x30]4[(-0.1+ [ x20] + [(=0.1+ Iyx O]+ [(<0.2-+T) X1 5]+ [(=0. 1 + [} 35]
10 haStaff2 = 2 (08i%) = (30+20+50+15+135)

I6FIBH45+12+315 142.5

= 150 =150 =095

Assuming that the Weighting of the soft aspect are determined, and'assuming that the
minimum rate = 1 and maximum rate =10. FIG. 8 shows a table 160 of weighting of the

15 soft aspect for manager1, staff1 and staff2.

rate
,,2,-;,,,(, ) 6+7+9

FIG. 9 shows a table 170 of the average of question, gnAvg =" » =" 3  .=7.33.

(gndvg x Category%)  7.3x40
Average of soft aspect, saAvg= 100 = 100 =292

20
FIG. 10 shows table 180 of the weighting of questions.
- Z{Sadvgx!ype%)
Average of type, typeAvg1 = 100 =

29413+ 2.6)x30]+[(1.7+ 0.8+ 2.6)% 20 [(2 + 1+ 2. 1% 10]+ [(2.9 +1.2+ 2.6)x40]
160




20 FIG 10 shows table 180 of the weighting of questions. (saAvgxtype7)
Average of type, typeAvgl = ,P 100 [(2.9+1. 3+2.6)x30] +[ (1. 7+0. 8+

2. 6) x20] +[ (2+1+2. 1) x10] +[ ( 2. 9+1. 2+2. 6)4%0] 100 17 204+102+51+335 |l o0 =
6.92 L (saAvgxtype% Average of type, typeAvg2 = 100 =

[ (3.2+1. 4+2, 2 x30] +[ (2. 8+1+2) x20] +[ (2. 8+1. 7+2.5)x | 0] +[ (2. 1+1. 2+26) x40]

100 204+1 i 278 Q9 = 6.22 Z(saAvgxtype% 5 Average of type, typeAvg3 =
nloo = [(1.7+ | +2.B5YX 30] + [(2.6+0.9+ 2.4)x 20]+[(2 6+ 1.2+2.1)x 101+
[(1.3 +1+2.2)x 40] 100 156+]118+59+180 100 = 5.13 FIG 11 shows table 188
of the average score, assunlﬁéthWﬂ% to be 7. t(opeAvg(Staff)) u6 n x
typeANg(Nﬁ fW ﬁﬂéﬂw“© er Soft aspect val ue, saManager = ma= ate
6. 22+5. 1352 P70~ o oLz g0l ¢ y e Avg Staff soft aspect val ue,
saStaff 1= nax rate 0 622 typeAMg

204+116+70+232

= 100 =6.22

i (sadvgx xype%)
5  Average of type, typeAvg3 = 00 =

[(L7+1+2.5)%30]+ [{ 26+09+24)x20]+[(2 6+1.2+2.0x10}+ [(t.3 +1+2.2)x 40]
160

156+118+359+180

= 100 =513

FIG. 11 shows table 188 of the average score, assuming value to be 7.

Y (opedvg(Staff))
Hlff
Rn

X typedvg(Manager)

value*

10 Manager soft aspect value, saManager = max rate
6.22+5.13
2 6.92
7 %0 0.81%6.92
= 10 = 10 =056
typedvg

Staff soft aspect value, saStaff 1= max .rate = 0.622

typeAvg
Staff soft aspect value, saStaff 2= max .rate = (.513

E(saSra_ﬁ“)q-M
max rate

Department soft aspect value, saDpt = PEY

062240513+ 522
i0

15 = 2+1 =0.6

~ Assuming Wit1 = 80%, Wt2, 20%, Wt3 = 40%, Wt4 = 60%, W5 = 80%, Wt6, 20%,

Staff Overall Performance value, opStaff 1= #ixhasiay i+ (#e2x sasiaf1)

{80x%0.82)+ (20%0.622)

= 100 =0.78

20 ._ Staff Overall Performance value, opStaff 2= ('ﬂle?asffwf2)+(”’f2><m&@tf?)

(80x0 $5)+ (20 0.513)

| = " 100 =(0.86

Manager Overall Performance value, opManager



Staff soft aspect value, saStaff 2= nmax rate = 0.513 ~ (saSnfj')+ rypel
vg(Man ager) np nax rate Departnent soft aspect value, saDpt = n+,
0.622+0.513+6.92 10 15 = 2+1 = 0.6 Assn,‘lg'/ng WI = 80% W2, 20% W3 = 40%
W4 = 60% W5 = 80% W6, 20% Staff erall Performance val ue, opStaff
1= (wtl xhastaff 1)+(wt 2xsastaf 1) (80x0.82)+ (20 x 0.622) 800 = 0.78 20
Staff Over a1 RbeManaganiee i aK se\lamgzst ok i1 2w [((rit kd DB} -a(WiBpsaPpdlsmBt af 2)
(80 x 0.95)+ (20 x 0.513) 100 = 0.86 Manager Overall Performance val ue,

op Man ager B o.ssl+ (20x0.56)]x40 N [(80x0.89)+(20x(}.ﬁ)}x60

[ (W xhaM 2 1 A3 W S5xhaDpt ) +( W 6xsaDpt ) ] xW 4
J[ (80x 0. 89[ +(20x0. 565 ? x40} +[ (80x0.789] +(20x0. fi[1x60111 } | 100 1 100 32.96
+ 49.92 = 0 = 100 =0.82 5 FIG 12-16 show graphical user interface

(GJ) screenshots in of the systemin accordance with an enbodi ment of the
i nvention. Specifically, FIG 12-16 show screenshots of GU for display on
di splay 24 in accordance with an enbodi rent of the invention. FIG 12-16
show Scr s hil8 stww graphicpl user biksriase (GEl) 2omenshots iowhthesystermpnoj ect  pl an
220, upd | ' i al.sal. .2 s I Mg he GUl of each
step in %&?@ghgﬂiéﬁé@gﬁg%d'@ggﬁ (?nmﬁlﬁ{,ﬁgﬂ' §ﬁ%‘“¢%§£§§b‘}r@gg% e the staff
pl an obj &EtgeHaROtEf GUbisk dispignen gigriay 34 in aecordanag with ph embadimenbeithen FI G

12, such jthatioR ISI'G'?‘H§—1ﬁ%ﬂ9\ﬁ%cr‘één%otg@ﬂi"ﬂ»@blaﬂ‘&we@ti ol Xeﬁ*ﬁ",%‘?ﬂ,,@- rﬁéﬁe’?‘aw gate

and enter data to use the systemfrom an screen. In a t of the
system tRRS 220, gpdate phiective| 238 batdaanporisal @tOwespechiely t Bief GU! ofeaagh stepdmd

15 oy oct e e BN o8 F o Pl R AT Beh? G HadT e
wi t h t he (R8 387 28 HY MIFIBLRIRY 88 slipwn R 1Gotd sHh thahal stalf nigmbareeawi t h t he
'([jihVi Si ON/QRRAEE BN e84l 86 lablaS nafbste-antMiter BQQHB%Q&I‘?J s?&ehﬁr&h%ﬂb ayed in
e staffs term nal upon approval "of the director, I equi red. " The staff
revi ews SREEH dhan anbedimaetflihe sysiass dkera isordinel cellabaiatien befweph the stalfice
manager and director allowing two-way participation and collaboration to best achieve
15  objectives. Once manager issues a plan in the system that is in line with the vision and
objectives of the company, and is in fine with the division/department objectives, etc., the
proposed plan is displayed in the staff's terminal upon approval of the director, if required.
The staff reviews the plan, adds/amends if necessary and submits the plan. Once
submitted by the staff, the manager reviews thé plan and approves the plan, if required.
20 FIG. 12 shows the plan objectives GUI, where staff of all levels to plan their strategies
and objectives as well as for cascading the strategies and objectives from higher level of
organization to the lower level of organization. FIG. 13 shows a GUI for director/manager
_'approval of the plan, and FIG. 14 shows the project plan. FIG. 13 shows the approval
GUI, for the superior to approve the subordinate's strategies and objectives based on the
25 cascaded superior's objectives to that subordinate. FiG. 14 shows the project planning
GUI, to create and update project plan in order to execute a strategy/strategies from a
cascaded objective/objectives from higher level of organization to the lower level of
organization. FIG. 15 shows an updated screen to update actual performance information
into the system, and FIG. 16 shows the soft aspect screen showing the soft aspect or
30  intangible information. FIG. 15 shows the update objective GUI, where staff may update
- on the actual progress of their strategies and objectives with respect to the planned of
their strategies and objectives, typically from lower level of organization to higher level of
organization. FIG. 16 shows the appraisal GUI, where conduct of the 360 degree review,

evaluation and feedback process on the soft aspects category/criteria and corresponding



submtted by the staff, the manager reviews the plan and approves the plan,
If required. 20 FIG 12 shows the plan objectives GQUI, where staff of all

| evel s to plan their strategies and OE' ectives as well as for cascading
the strategies and objectives from higher |level of organization to the

| ower | evgl ' | - ger

appr oval glfes'? %%“%E{?@ﬂégrgﬁéd@‘g?’?ﬁ“%ﬂ 68%00328 lsgl rqt{b'gg ?r’ec%ﬁ%gq@é shows t he
appr oval means offopline ¢todalerption roay be)eﬂﬁmﬁged@lsm?t)&esteblmqnasaieecrﬂaest rat egi es and
obj ectives based on the 25 cascaded superior's objectives to that

subordinate. FIG 14 shows the project planning GJ, to create and update
proj ect phegihérmsped of thepreied planesceeestaf @ g/ m@ﬁ@sdge eserf supmas stafiscaded

obj ect V%Qﬁéq%?ténﬁ@?edﬁqu]enﬁgﬁ% t|g|eq‘.¥|§ats%r t%%ﬁ \Alll?lrh trctiag éﬂ% lgper | evel

of organizat &' 1o act ual
per f or rran@@mnlﬁ eachobjertive that & sehendgmirevad banﬂje ﬁ'laﬁagarana/rfmzvs targetssaibed aspect

I 15 sh
he upda BeiPeiditriyy AR Blariry b BBME o bRho MIHACRIaeky 9 ogr coe ot
“their st rra“pv;@e a ;eangl obisjviewirigwtbs swdcess oprmmgttma plae forl exampte ofe tatdebi r

strat egi eﬁﬁaf‘HQPBFH SRbLdes uPJ(;)ﬁ’n i?)g;’?_%aé&lyk( &%ﬁ%ﬁb h%}"ﬁ]%ét Nl onRlor ‘ﬂ{e‘gﬂﬁérz \%éﬁ’n to

hi gher | eve organi zat praisal
condudt cfvetdge BB@ twegwr@e'N¢lglwt|reav be to\eakh érgetnwhinil maeénebaeﬁ tpdetennrse on t he

soft as pes%kéesgakﬁg&ﬁr)éé Gllek ﬁéﬁeﬂtsad?%lﬁt fid %fg%? Hﬁly%% ejn%lsa &éﬁi@@a' re(s)

across the various es o rai sa |at t hat ot her
means of t@ﬂ’—hnlqvesd%quab@r ation may be envi saged usi ng the t echni ques

descri bed. Another aspect of the project plan screen of FIG 14 provides
the user, such as staff, 5 manager, and the like to enter nultiple targets
for the didfett-i%show mbwsmheﬁrategﬁbaﬁformnce dxmphant tablestfoodpiéplenapdt hat i s

t d t h
ob) et verpieey Eparihehliiad BEEFod Rer B Bl PEb TR, AR, "ML, Gete. al so
provi de alepadnentstafisepressdredywitheoftaspesissorsfs, reshedivelpgn aheorgarme, withoan exanpl e
one targenpg en'PSftHBrrR/eﬁﬂgﬁna‘?ﬁ% é"1ﬂﬁ8§ﬁﬁ%§f?&%léﬁ’@06 Q%ﬂoﬁﬁ%tﬁ% taf 2 get, and

one or the other, or an verage o e to each
tar get, wﬁje@hverwra@evm@er@pte@edéh@tamm soptasc dde. de@artmeutrss@;ammtatmh efits

of multip [ u d. FIG
17-19 showﬁﬁeﬁg?slsgw S ?%tedg‘\ﬁlt@@&gﬁ ngﬂa g Q& .stp?&,féﬂfeﬂ em I e@%f% oérb?st af f
pl an 28nd segt®nsiP6obthe I@I@p@!bhemmes sh@ws @Jﬁdesutt@ rf@§’faf‘s% afEfacbcﬂﬁJtarters pect s

f eedbackqaig, (93/ 84ftlahd ileR3G Q%H&kr&}l%kécfﬂrg‘?a O@ﬂn%%ma\%a{%{t SIRAET

scor es, respec 'vel'y, In acco ance i nvention.
In FIG 9t asreckpragiess 308.0ihepvatalBufomsandecsenrasi 208 ase alse shaw.cltfiGe scor es

whi ch r eppgseddp ahn\%nfﬂgrg'\ SR BIER. shﬁ?ﬁmﬂﬁ@ﬂ@i&ﬁb& @59&&%5 otppget

summary 302 1s displa action I's pr nt e The
sof t aspmﬁdepart@éeitacaﬁn Rbe %ﬂfqrﬁl@e tanpRlegicores. 5@@@@@& pexfgrnanee ﬁ@@aﬁ s for

- Stafhs A Bhig GREASPYRWNE The staff soft aspect feedback section 316 is shown and displays
soft aspect scores for each staff (A,B,C,D,E,F,G,H,l). FIG. 19 shows a questionnaire 320
for obtaining the soft aspect feedback for staff, for example questions such as on integrity,

.'creativity, achievement, and teamwork. Each question is weighted in accordance with the

. business, and the final scores are tallied.

.30

- The devices and subsystems of the exemplary methods and systems described with
respect to FIGs. 1-19 may communicate, for example, over a communication network 20,
and may include any suitable servers, workstations, personal computers (PCs), laptop
computers, handheld devices, with visual displays and/or monitors, telephones, cellular
35 telephones, wireless devices, PDAs, Internet appliances, set top boxes, modems, other

' “devices, and the like, capable of performing the processes of the disclosed exemplary
embodiments. The devices and subsystems, for example, may communicate with each



(AL, R, B, A), and the results are shown plotted in graphic formsuch as
chart of staff soft aspect progress 308. The overall|l performance scores
309 are also shown. In FIG 18 the deﬁqajlrtmant pl anni ng sheet 310 is shown
Wi th division objectives sumary 312 a t he departnent action plan 314

f the t i Ol . ' 25 318 I
shoun.  Trang, dyfe 357 thabie FoB B R TEROS 3 e A iR B BsF ey o
sof t aspewmmtersystemmanddhe likest @hé of Mol iCiebake MeChamidms miak Ge ehthlgledor a

[ ' : - | nj f . feedb f ff, f
eanpl o aneuple; en, viehd| Bkt BRoGARRRER, i 5% A0, Brunb i

t eamwor k. voliEge mcglemss and the Ekeywirglese dommuaicationdanedia varichihe hike. Pesomigly, and

t he fimnal e t.allied, 3 devi,ces and subsyste f th

exenpl ar yne?rr‘g%ogos qg%)ﬁ ’@%}% Bnie" aeg(g;(j:'—{&febe‘ﬁ'r%st% Cowggjﬂécéﬁgqso n%lgs, 199%5|3Fray
comuni catoemiracatiensa npiwerk, Rublic Switohexd Teleahoren Netorky KPSXNs), Racketrdata ncl ude
any suit r tions ersonal co ters . (PCs), lapto

comput er oA LBy SR, I filkrs SknT GPop B eub i orupioe

t el ephondbgreckebhdithardik@5 t el ephones, wirel ess devices, PDAs, |nternet
appl i ances, set top boxes, nodens, other devices, and the |ike, capable of

perform ng the processes of the disclosed exenplary enbodi nents. The
devi cdés dhid tg bbsmderetvnd thHab thecorabglimentapys desoribed with mspidtho €8 1209, and her

i ' I y..be inpl ' | -
comput or "2 S BB Be ARt EMEHOR bR SRR et Ratnume SR athByBl "%
enpl oyed,thé disclosedaanehwjary smbadimegts|are eossiitle a Eoesmmile| the Amotioriatitdf dirs i n

it ; ' d the ik i rel

communi ¢ eV e B e Gy S n 6P e BRITEN ARG bF Fep kBN S0 s iRt ude,
f or exanpregrawinedicemputeosysiem catedees. riet implcossnt sadh wirationscaanweinacatheons

t K, ' ] t Kk PSTNs Packet t Net Kk
(PN REIehE o Hhel6 B fp ) SRIAR B it P il or O Y07 S
conbi nat ioomwre ph theedsfvicea rard tsubsysidoas ofl el exemplano systernsnd €rsthe adhdriaindt he

nbodi ' | E 1: 19
U poses Me.gr ABrEITSRIEY diriilydr 8188 ot Bevie St o dhler (B nhifeRknt
t he di sclthes deviesseapd suhsystemsd ofnthret sxemplapyosysidms. Assordinghidriaciptelheand
f ti ' : ' .t ' t b
onel) i R0 585300 L8 SPRSIRIA Sy SR TRLLATTY
i npl éfrenmayberimplgmieatedoas degiredefiot exmnpie, e incidase achuatriesssnd persérmghee obnput er

system %ﬁ%@@ggﬁwﬁﬁgﬂgﬁ‘w%fggﬁﬂ Hiecthqgs of one or-nore of the

devi ces an tens o e exenplary systens. On the other hand, two or
nore progranmed conputer systens or devices may be substituted for any one

B‘;i nE:ihSI ggé! ;ér%gﬁlpﬁﬂp syHORY BTl wit' PSSR Rldks. SY.56 5y b& R Ao"Eb
_ information relating to various processes described herein. This information may be
25 stored in one or more memories, such as hard disk, optical disk, magneto-optical disk,
RAM, and the like, of the devices and sub-systems of the embodiments. One or more
databases of the devices and subsystems may store the information used to implement
the exemplary embodiments. The databases may be organized using data structures,

such as records, tables, arrays, fields, graphs, trees, lists, and the like, included in one or |

30 more memories, such as the memories listed above.

All or a portion of the exemplary systems described with respect to FIGs. 1-19 may be
conveniently implemented using one or more general-purpose computer systems,
-microprocessors, digital signal processors, micro-controllers, and the like, programmed

35 according to the teachings of the disclosed exemplary embodiments. Appropriate
| software may be readily prepared by programmers of ordinary skill based on the
- teachings of the disclosed exemplary embodiments. In addition, the exemplary systems



advant ages of distributed processing, such as redundancy, replication, and
the like, also 20 may be i nplenented, as desired, for exanple, to increase
- robust ness and perfornmance of the exegEI ary systens described with respect
to FIGs. 1-19. The exenplary systens déscribed with respect to FIGs. 1-19
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variations or nodifications in details of design or construction may be
made w thout departing fromthe scope or purview of present invention as
defined by the appended clains. 22 I MS: 1. A system for nmanagenent of
proj ect planning and nonitoring indivi@tual and group performance within an
organi zat ppRms$-0npPri sing: a server including a strategic 5 nmanagenent

nodul e for Teceiving input data on an individual within an organization
and evaluating the input to cal cul ate one val ue of performance for the

i ndi vi dual , ywh ' i i 06l t ' - t.
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clai med i n any, I cloal | I t. recel I udes
i nput data on Ig&ﬂgﬁ%’gke’@elgrﬁ C %Fi??l%&ﬁtg@&@févr@ﬁé?tapa@@ g%{@%!%éﬁbg# t he

15 manager indda@ing intangi bl e input data, also including eval uations from

i ndi vi dual s ¥ r . |_al ip any

pr ecedi ng cﬁéﬂsﬁsﬁ? g?%?ﬁ% ';ﬁﬁ@%g%@ﬁﬁ’ﬁdﬁp%gfi?%é&moﬁggﬁﬁ%m‘fgﬁ%ﬁansmrs
on a §uest i onradividualsipn©d encediusyof petermanediis/¢aleudted fon eatheindigidgaini zat i on for
eval uating gh (e To (VA : -t jmed in
any. preced Sg s DR R ERERdih it 2 o Wi s ofmedaBYS WAL LM 10T
answers on a d@ieupsiand ear velug obpgriarmands/is salctilateddonmachgmup?. A system as
clainmed in any L pg; i m i i o] ;S obtained
From the compay esra; Bnicath By BREEfa bl WAGRNS DRt AkRek® O

assi gned obj edidludes inpuétiataion@ manadas andeelculafing epovauendeedbrmanse objhect i ves.
25 8.;:A syste 2l I [ r.eJ - i eTelTig

Tncl Ldes 5 wa g RURERY ferio B 0 eRonariting ARflofs raliha il

obj ectives. 9OonMh&yenagarapedoanee i n any preceding clains where the

intangi ble gn ; ; ' I ' -:%r(éa o the

| evel of i rr%o?‘t% ﬁ%@*%‘?%ﬁ@%?@ 'g‘]sa%%dg'?g élgﬁ @g%@@ﬁh?ﬁ%ﬁ?ﬁecﬁhﬁl prS of soft
aspect appr ai Salainegdromuansereemadusdionnaireegybmittad yfotherddiddugid mrthé ng and
moni toring i ngiganfdadn BP&&E@H@W%&%M@&H& hil@uan organization,
conprising: receiving Input data on an individual ‘wthin an organization
and é%al uat9-ng YEEM REiaimed itamureeadingelaim ahereindhe intangible input data is

obtained from answers on a questionnaire submitted by self-svaluation.

7. A system as claimed in any preceding claim wherein the tangible input data is
obtained from the comparison of plan targets against actual resuits under each
assigned objectives, relative to the level of importance of the objectives.

25 8. A system as claimed in claim 7 wherein the tangible input data includes a

| weighting factor assigned according the level importance of objectives.

9. A system as claimed in any preceding claims where the intangible input data has a

 weighting factor assigned according to the level of importance of the soft aspect

| categbrylcriteria and type of soft aspect appraisal.

30 10. A method for management of project planning and monitoring individual and group
performance within an organization, comprising: receiving input data on an
individual within an organization and evaluating the input to calculate one value of
performance for the individual, wherein the input data includes tangible input data

and intangible input data.
35



performance for the individual, wherein the input data includes tangible
i nput data and intangible input data. 35 23 11. A nethod as clained in
claim 10 wherein receiving the input data is for a plurality of individuals
and cal cul ating one val ue of performan is for each individual. 12. A

met hod as chai Nﬁ%tﬂo’a a%l ?1 #maﬁ.rﬁ WhdrBf r&%ewr?d t;’ué Yngﬂi dath % 4t gﬁﬂa'ggch

divided into ting oné value ormance
group 5 13. A diwalﬁsartdlcaiqm@ﬁng nnawuemépaﬂormamensfol@admmvmmuah n the
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dat a 10|s obt al ne romansvves on a questionnarre s ot her
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intangi ble input data 1s rom'a ronnalr
submi tted by salthe mapdgersiperformamiceA met hod as cI aimed in any one of clains

10- 15 wher eip A ReinbaagRinged :H%'r\& oqgﬁf‘cféﬁns 1%51 f\;‘v)ﬁeﬂb!ﬂ?ﬁe {nfa%g]g ehiﬁi)S‘tO )ari son

of plan targets agal nst actual eac assi I'ves,
rel atlove to thﬁéobt@lvgﬂ frem anﬁwenstoara:westrommeeblpmttted bpsthenﬁdlvﬂuabtlmtm as

clainmed in a”Y)r#Hﬁ?zaf?én ﬁtg"’ﬂ%@g}&ﬂépé’*@%?#&hﬁtwmﬂ?bg' e input data has a

wei ghting factor assi evel I'frport ance of the soft
aspect cat etfoyinethpd es pialrrm@kjn @ypen@bf daifns 18seriereaip thainabibledputdiata

conput er readah) aﬂ%frmang\ﬁé(ﬂs%g ﬁ&{n% S@ﬂtggﬂ%ggﬁé\%ﬂ%wwere the

programis to nake the computer ex managenent of proj ect
pl anni ng antf- Aonethed paglaimadi iv aayiane aﬁdafglﬁd@ﬂSpMQ‘r@n rﬂmtaeglhietlmpm\ data is

organi zati on, ohiaReqGBMAHE %Bmgé%h%‘p%ﬂqﬁ’rrﬁgé'a@gm% éétﬁaﬁhe%%lt&uﬁ%’? agarent

nodul'e for receiving Input data on an 1 Hdi Vi an or ganl zation
and eval uat i ngssigned ayneiivasoreddive &b thel lated obimportaageof dfe glgedtivestance for t he

i ndi vi dual ’17"‘4@%&!}&1 5@93?5%9% Hyranﬁe of A A8 el P’Jeqntjagﬁylte l‘gpﬁhﬂaﬁ

intangibleinﬁ ata uter programas C
wher ei n t he i Apie wgihting @eter assignesi EfC@Wdlf@ tpther lavel of implortenei ofitokisds and one

val ue of perfggﬁggpgﬁeé /E'%ﬁé%ﬁ&mﬁg e bPEo %?Qc up:bp%@/apdual 30 20. A conputer

program as clained a|m re|n y of individuals is
di vi é&d i nt'$- @rcemﬁytearﬁ@d@w@ mesiue, rwrp@rwrggnam@eomisd therenn, whene ther each

group. program is to make the computer execute procedure for management of project
planning and monitoring individual and group performance within an organization,
the computer program comprising a strategic management module for receiving
input data on an individual within an organization and evaluating the input to
25 calculate one value of performance for the individual, wherein the input data
includes tangible input data and intangible input data. _
19. A computer program as claimed in ctaim 18 wherein the input data received is for
- a plurality of individuals and one value of performance is calculated for each
| individual. |
30 20. A computer program as claimed in claim 19 wherein the plurality of individuals is
divided into groups and one value of performance is calculated for each group.
'21. A computer program as claimed in any one of claims 18-20 wherein the input data
received includes input data on a manager, and calculating one value of
performance of the manager including intangible input data, also including
35 - evaluations from individuals on the manager’s performance.



21. A conputer programas clained in any one of clains 18-20 wherein the
i nput data received includes input data on a nmanager, and cal cul ati ng one
val ue of performance of the manager igil udi ng i ntangi bl e i nput data, also
including 35 evaluations fromindivid@als on the nmanager's perfornmance. 24

22. A conputgr r ' [ ' [ - 1n the
ni angi bl o e oMt & SBfhe AV oB0F gk 1EoT bt bR i ¢ ca
by other i ndiiupedalass ohtaired formyamvesat ora qiestioanaitelmbmittedityetipsr f or mance of
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guest i onnai 28. A abmputersproprnansas ¢laimedah amt drenof cdms A8-22 mphietesn theritigngibeas
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each assigned ®M|uatitn.ves, relative to the level of inportance of the 10
obj ectives. 525 oqJ. | a1 med, in one of . cl ai 18- 24
wherei n' t ne 2SR AP PR B ol TS e T2 ST e 8 e
accor di ng t he ihmughtaiisrpbiained demothe cotnpaniton\o plan 24 getd againpiLacaral prsaljg am as
claimed in any aj - . e I.ntangi bl e i nput has a
wei ghting f actug(ragg%é;&%ga%é@hg%8%?%&%%\,}?%{"%1@ ﬂlt'é;@t\ﬁl o&)*m 988?(? %tﬂ]ttﬁ:% of the soft
aspecl0 cat egoropjestivaseri a and type of soft aspect appraisal.
25. A computer program as claimed in any one of claims 18-24 wherein the tangible
input data includes a weighting factor assigned according the level importance of
objectives.
26. A computer program as claimed in any one of claims 18-25 wherein the intangible
15 input has a weighting factor assigned according to the level of importance of the

soft aspect category/criteria and type of soft aspect appraisal.



