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Th e  Fo c u s  R e v i e w  p r o d u c t s

Ensure that the top management and the 
management group represent a single unit 
with common goals.

Provide data on the extent to which the 
company’s managers and employees are 
focused on the top management’s strategic 
initiatives and focus areas.

Offer information on which areas could be 
improved to enhance support for the top 
management’s focus areas.

Offers information on the extent to which 
the focus areas are understood and imple-
mented in the managers’ and employees’ 
daily work.

Give insight into which systems and  pro-
cesses that create the greatest challenges 
for the managers and the company.

Give insight into managers that face the 
greatest challenges in implementing the 
top management’s strategic initiatives and 
focus areas.

Improve communication concerning the 
desired change.

Give insight into which initiatives will have 
the greatest impact on the company’s bot-
tom line.
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The strategic initiatives and focus areas are ini-
tiatives that the top management prioritizes as 
critical to meeting company objectives.

Str  a t e g i c  I n i t i a t i v e s  a n d  Fo c u s  A r e a s

Information Loss in the Organization
Implementation itself often proves to be one 
of the greatest challenges in business manage-
ment. Knowledge and understanding of the top 
management’s focus areas tends to decline the 
further one goes down in the layers of the organi-
zation.

A Single Unit with Common Goals
Despite the great efforts made to communicate 
the meaning and importance that focus areas 
have for the company, variation in assessments 
of the current situation and future objectives is 
often evident already on the top team level, or 
one level below.
This divergence creates considerable communi-
cation challenges for the top management.
In order for the top management and the ma-
nagement group to represent a single unit with 
common goals, they need to have a fact-based 
discussion of their various assessments of the 
current situation and future objectives.

The ideal organizational structure

The reality does not always match expectations

Better Organisations

Direktion

Ledere

Frontlinje-ledere

Medarbejdere

Fokusområdernes 
informationstab

Forøgelse af klarhed og forståelse for 
virksomhedens målsætninger og fokusområder

K
om

m
unikation

Fokusområdernes 
informationstab

Management
group

Frontline 
Managers

Top 
management

Employees

The Focus Review products enhance the 
understanding of  the top management’s 
strategic initiatives and focus areas.

C
om

m
unication

Information Loss in the Organization

The top management’s strategic initiatives and 
focus areas, as well as their implementation by 
managers, are vital to a healthy bottom line. 
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The Focus Review products have been developed 
to increase focus on the bottom line, prompt 
improvement and change, and enable follow up 
on results.

The products are customised to the individual 
company’s specific needs, thereby delivering useful 
and relevant results.

Th e  Fo c u s  R e v i e w  p r o d u c t s

Management Execution Survey
Informs the top management about the extent 
to which its objectives and focus areas have been 
implemented within the organization. Offers 
insight into the extent to which the top manage-
ment and the top team share the same under-
standing of the degree of implementation.
Gives insight into the greatest challenges bet-
ween the top management and the management 
group, and helps determine which improvement 
initiatives could be implemented.

Organization Execution Survey
Contributes to enhancing organizational focus 
on the top management’s strategic initiatives and 
focus areas.
Ensures follow up on the improvement initiati-
ves.
Identifies the extent to which individual mana-
gers as well as the organization’s systems and 
processes influence employees’ focus and beha-
viour.

Correlation Analysis
The Correlation Analysis allows the company to 
identify areas that can improve its bottom line, by 
comparing the company’s actual business results 
with the survey results. Rather than using data 
drawn from other companies at other times in 
other contexts, the Correlation Analysis provides 
information specific to the company’s situation. 
This ensures that the agreed-upon initiatives have 
a positive impact on the particular company, divi-
sion, or department.

Frontline Manager Report
Creates a link between the top management and 
the frontline managers and is as a powerful means 
of communicating the top management’s strategic 
initiatives and focus areas.
Each report gives individual results, advice and 
ideas, enabling the individual frontline-manager to 
create the necessary changes needed to achieve the 
top management’s objectives.
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Th e  Fo c u s  R e v i e w  p r o d u c t s

The Focus Review products are designed to de-
liver facts fast. It typically takes 3-4 weeks, from 
the start, until the results are presented to the 
top management.

Management Execution Survey

Organization Execution Survey

Frontline Manager ReportCorrelation Analysis

Each employee will typically spend 10-15 minutes 
completing the survey.
The Focus Review products are available in 
English, Spanish, French, German, Dutch, 
Swedish, Norwegian and Danish.
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C o n t a c t  I n f o r m a t i o n

S A Greenwood Mgmt Resources, LLC

Scott Greenwood, CEO/Senior Consultant

PO Box 504, Antrim, NH 03440-0504
S A Greenwood Mgmt Resources, LLC

Mobile: 603-588-3671

E-mail: scottg@getgmr.com

Website: www.getgmr.com
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On the following pages are examples from the 
Focus Review reports. 
The individual overviews are customized to the 
company’s needs, for instance by covering each 
focus area or each level of the organization.

The reports are designed to supply a quick over-
view, as well as more detailed and in-depth infor-
mation.

E x a m p l e s

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Avg. 10 20 30 40 50 60 70 80 90 100

Top management 40 80 61 82

Management group average  33 82 59 -3 74

Sales department Man. 20 100 82 21 82

Service department Man. 20 100 78 17 79

Division A Man. 0 100 77 16 86

Production department Man. 60 100 76 14 80

Logistics department Man. 40 80 52 -9 89

Purchasing department Man. 20 70 50 -11 77

Research department Man. 0 100 44 -17 79

Administration Man. 10 80 34 -27 46

Division B Man. 10 60 33 -28 48

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Man. Avg. 10 20 30 40 50 60 70 80 90 100

Top management 10 100 54 81

Management group average
Employee average

 44
49

90
71

62
64

9
10 2

78
75

Nichole Jones Man.
Emp.

0
30

80
93

47
71

-7
17 24

62
76

Kurt M. Green Man.
Emp.

20
46

70
86

44
70

-9
16 26

73
72

Kathryn Labrecque Man.
Emp.

0
55

100
79

72
69

18
15 -3

81
79

Raul Norris Man.
Emp.

60
54

100
75

82
64

29
11 -18

88
77

Robert Burkhart Man.
Emp.

0
49

100
81

49
64

-5
10 16

75
78

Denise Rosales Man.
Emp.

0
20

100
90

50
58

-4
4 8

62
73

Miguel Robert Walker Man.
Emp.

40
41

100
69

69
56

15
2 -13

83
68

Joseph Nadeau Man.
Emp.

80
20

100
95

90
55

36
1 -35

88
61

Bradly Dave Meyer Man.
Emp.

30
0

100
100

59
50

5
-4 -9

88
79

29

Peter Hansen

Wh a t  i n f l u e n c e  c o u l d 
y o u r  r e s u lt  h av e  o n 
e m p l o y e e s ’  a t t i t u d e , 
f o c u s  a n d  c o m pa n y 
p e r f o r m a n c e

Your employees have assessed the current situation 

to be 3,56 which is lower thanAndersons House 

Care’s average of 3,88.

Please compare your employees’ score with the score 

of 3,94 that you gave in your Management Execution 

Survey.

The results indicates  that your employees only to a 

lesser extent know and understand the focus and ob-

jectives of Andersons House Care,  you will be able to 

achieve even better results by setting objectives and 

communicating your expectations, creating an even 

higher focus, energy and engagement level.

Perhaps you feel that you have already made a big 

effort. This area will be, however, one of the areas 

where the impact on the performance of your emplo-

yees will be high, so it’s worth thinking of ways to do 

it even better.

Your employees have assessed that the target for the 

next 12 months should be 3,81, which indicates that 

they find it Important.

Andersons House Care has an average result of 3,98.

The results gives some indications of what you can 

expect and what kind of impact it will have on you, 

your team and Andersons House Care;

You feel a heavy burden resting on your shoulders

Often you will find that you have to work late at night 

doing the jobs of your employees.

You feel alone and the workload is piling up in front 

of you because of the many things you feel you have 

to do yourself.

“Interruptions” by Employees

It is difficult for employees to make their own deci-

sions if they don’t have any cohesion between emplo-

yee objectives and Andersons House Care’s overall 

objectives and focus areas.

You will experience a number of interruptions by 

some of your employees asking you whether they are 

on the right track and where to go next.

You don’t feel that you can delegate

Some of your employees can’t make decisions on 

their own because of the lack of cohesion between 

employee objectives and Andersons House Care’s 

15

Peter Hansen

E x E c u t i v E  S u m m a r y  -  S y S t E m S  a n d  p r o c E S S E S 
p E t E r  H a n S E n

Current 12

Dif. mon.

Avg. E.M. PH Avg. 10 20 30 40 50 60 70 80 90 100

Executive management E.M. 76 91

Peter Hansen
Employee average

PH
Emp.

81
69

5
-7 -12

96
91

Objectives E.M.
PH
Emp.

69
78
68

9
-1 -10

85
97
78

Performance management E.M.
PH
Emp.

71
77
67

6
-4 -10

92
97
75

Skills and abilities E.M.
PH
Emp.

72
81
74

9
2 -7

85
100
79

Empowerment E.M.
PH
Emp.

87
90
67

3
-20 -23

89
93
74

Communication and cooperation E.M.
PH
Emp.

74
79
62

5
-12 -17

93
100
68

Management E.M.
PH
Emp.

78
82
68

4
-10 -14

92
96
74

Culture and values E.M.
PH
Emp.

70
84
80

14
-10 -4

94
100
83

No. TM. Avg. 0 10 20 30 40 50 60 70 80 90 100

1142 My manager helps me to understand why the company has focus 
on “Customer retention”.

Man. 9 Current 0 37 0 3 2 0 1 0 1 0 2 0 0

Emp. 60 46 4 4 10 2 10 6 8 2 11 3 0

Man. 9 12 months 50 59 1 0 2 0 0 0 1 1 2 0 2

Emp. 60 63 2 3 1 1 7 2 12 12 9 5 6

1074 My manager welcomes input that is likely to improve the 
team’s performance.

Man. 9 Current 10 39 1 2 2 0 1 0 0 1 1 0 1

Emp. 60 43 4 4 11 5 7 5 12 6 3 0 3

Man. 9 12 months 60 53 2 1 0 0 0 0 1 2 1 1 1

Emp. 60 61 1 2 4 2 6 4 15 9 7 4 6

920 My manager follows up on my professional development. Man. 9 Current 40 59 0 0 1 0 1 2 2 1 1 0 1

Emp. 60 54 2 1 4 4 15 5 8 6 7 5 3

Man. 9 12 months 90 80 0 0 0 0 0 0 2 1 3 1 2

Emp. 60 67 2 0 3 1 7 1 10 6 14 12 4

966 My manager ensures that I have a clear understanding of how 
my work is assessed.

Man. 9 Current 80 62 0 0 1 1 0 2 1 1 1 0 2

Emp. 60 54 1 2 3 5 14 5 12 6 6 2 4

Man. 9 12 months 90 77 0 0 0 0 0 0 2 1 5 0 1

Emp. 60 70 0 1 1 0 8 2 8 10 17 7 6

902 My manager ensures that I have a clear understanding 
of any differences between agreed work goals and the 
goals actually achieved.

Man. 9 Current 80 33 2 1 3 0 0 0 0 1 2 0 0

Emp. 60 47 2 9 7 2 5 4 16 6 4 2 3

Man. 9 12 months 90 43 1 3 0 0 1 0 0 0 4 0 0

Emp. 60 60 2 5 3 1 6 3 10 8 14 2 6

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Man. Avg. 10 20 30 40 50 60 70 80 90 100

Top management TM. 40 72 55 81

Management group average
Employee average

Man.
Emp.

48
57

72
70

64
64

9
9 -1

78
75

Objectives
Work goals, job descriptions, work tasks, etc.

TM.
Man.
Emp.

20
43
59

80
89
75

50
62
70

12
20 7

76
78
77

Performance management
Compensation, Bonus, Performance appraisals, etc.

TM.
Man.
Emp.

0
14
33

80
74
64

40
48
57

8
17 10

70
65
70

Skills and abilities
Professional and personal requirements in relation to the 
positions, Education and Training, etc.

TM.
Man.
Emp.

30
40
33

70
94
71

49
59
63

10
15 4

81
75
76

Empowerment
Responsibilities, signature authority, etc.

TM.
Man.
Emp.

60
50
36

100
94
76

72
67
65

-5
-7 -2

88
81
75

Communication and cooperation
Means of communication, cooperation, employee 
involvement, etc.

TM.
Man.
Emp.

20
49
46

80
91
76

53
71
66

18
13 -5

84
84
78

Management
The individual managers’ active efforts to create focus on 
business objectives and focus areas.

TM.
Man.
Emp.

40
48
46

100
91
77

63
66
62

3
-2 -5

84
80
73

Culture and values TM.
Man.
Emp.

30
43
49

70
93
93

55
72
68

17
13 -4

85
86
78

Extent of Implementation

Execution of the Managerial Function

Identifying Challenges

Organisational Systems and Processes
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Correlation / Manager Rank 83 58 -77 -32 8 87 -27

Charles Brown 1000 82 62 36 50 46 78 52

Peter Jepsen 900 65 82 35 52 55 80 61

Maria Benz 800 82 66 32 81 67 81 47

Judith May 700 66 54 38 56 69 67 64

Poul Neschmidt 600 64 72 37 62 68 62 64

Joanne Gibbs 500 65 64 64 65 54 43 62

Manfried Montana 400 46 64 66 82 49 44 49

Alfredo Salla 300 62 71 68 64 29 66 54

Fabienne Sommer 200 48 48 57 64 58 41 64

Andy Moore 100 49 41 54 62 67 28 62

83 58 -77 -32 8 87 -27
100

90
80
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80
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-100
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Correlation / Manager Rank 66 63 79 88 78 61 43

Janni Anderson 50 63 73 68 82 82 53 54

Peter Jepsen 48 65 72 82 70 80 51 51

Maria Abbot 40 82 66 82 81 75 71 49

Jack May 35 66 64 67 69 74 57 60

Poul Lander 35 64 72 61 62 60 62 54

Joanne Lanceer 30 65 64 81 65 64 43 52

Jacob Sülle 25 46 64 66 62 63 44 49

Marcel Abendroth 20 62 81 45 61 52 56 54

Olaf Hoegwalt 15 48 48 47 43 63 41 46

Andrew Jans 10 49 41 42 48 64 28 48

66 63 79 88 78 61 43
100

90
80
70
60
50
40
30
20
10

10
20
30
40
50
60
70
80
90

-100

0

(Based on sales figures) (Based on productivity)

Correlation with the Company’s Bottom Line

26

32

30
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E x t e n t  o f  I m p l e m e n t a t i o n

To what extent have the focus areas been imple-
mented within the organization?
 

The individual overviews are customised to the 
company’s needs, for instance by covering each 
focus area or each level of the organization.

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Avg. 10 20 30 40 50 60 70 80 90 100

Top management 40 80 61 82

Management group average  33 82 59 -3 74

Sales department Man. 20 100 82 21 82

Service department Man. 20 100 78 17 79

Division A Man. 0 100 77 16 86

Production department Man. 60 100 76 14 80

Logistics department Man. 40 80 52 -9 89

Purchasing department Man. 20 70 50 -11 77

Research department Man. 0 100 44 -17 79

Administration Man. 10 80 34 -27 46

Division B Man. 10 60 33 -28 48

Top management current Managers current

Top management 12 months Managers 12 months
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E x e c u t i o n  o f  t h e  M a n a g e r i a l  F u n c t i o n

Unsuccessful execution of the managerial func-
tion will often reduce employees’ focus and 
engagement, and thereby have a negative impact 
on the bottom line.

If managers fail to implement the strategic ini-
tiatives and focus areas, the likelihood of focused 
employees decreases.

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Man. Avg. 10 20 30 40 50 60 70 80 90 100

Top management 10 100 54 81

Management group average
Employee average

 44
49

90
71

62
64

9
10 2

78
75

Nichole Jones Man.
Emp.

0
30

80
93

47
71

-7
17 24

62
76

Kurt M. Green Man.
Emp.

20
46

70
86

44
70

-9
16 26

73
72

Kathryn Labrecque Man.
Emp.

0
55

100
79

72
69

18
15 -3

81
79

Raul Norris Man.
Emp.

60
54

100
75

82
64

29
11 -18

88
77

Robert Burkhart Man.
Emp.

0
49

100
81

49
64

-5
10 16

75
78

Denise Rosales Man.
Emp.

0
20

100
90

50
58

-4
4 8

62
73

Miguel Robert Walker Man.
Emp.

40
41

100
69

69
56

15
2 -13

83
68

Joseph Nadeau Man.
Emp.

80
20

100
95

90
55

36
1 -35

88
61

Bradly Dave Meyer Man.
Emp.

30
0

100
100

59
50

5
-4 -9

88
79

Top management current Managers current Employees current Negative ambition

Top management 12 months Managers 12 months Employees 12 months
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O r g a n i z a t i o n a l  Sy s t e m s  a n d  P r o c e s s e s

The company’s organizational systems and 
processes influence the focus, motivation, and 
engagement of both managers and employees.

Do the organization’s systems and processes sup-
port the top management’s strategic initiatives and 
focus areas?

Dispersion Current 12

Dif. Mon.

Min. Max. Avg. TM. Man. Avg. 10 20 30 40 50 60 70 80 90 100

Top management TM. 40 72 55 81

Management group average
Employee average

Man.
Emp.

48
57

72
70

64
64

9
9 -1

78
75

Objectives
Work goals, job descriptions, work tasks, etc.

TM.
Man.
Emp.

20
43
59

80
89
75

50
62
70

12
20 7

76
78
77

Performance management
Compensation, Bonus, Performance appraisals, etc.

TM.
Man.
Emp.

0
14
33

80
74
64

40
48
57

8
17 10

70
65
70

Skills and abilities
Professional and personal requirements in relation to the 
positions, Education and Training, etc.

TM.
Man.
Emp.

30
40
33

70
94
71

49
59
63

10
15 4

81
75
76

Empowerment
Responsibilities, signature authority, etc.

TM.
Man.
Emp.

60
50
36

100
94
76

72
67
65

-5
-7 -2

88
81
75

Communication and cooperation
Means of communication, cooperation, employee 
involvement, etc.

TM.
Man.
Emp.

20
49
46

80
91
76

53
71
66

18
13 -5

84
84
78

Management
The individual managers’ active efforts to create focus on 
business objectives and focus areas.

TM.
Man.
Emp.

40
48
46

100
91
77

63
66
62

3
-2 -5

84
80
73

Culture and values TM.
Man.
Emp.

30
43
49

70
93
93

55
72
68

17
13 -4

85
86
78

Top management current Managers current Employees current

Top management 12 months Managers 12 months Employees 12 months
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I d e n t i f y i n g  C h a l l e n g e s

Unlike averages and quartiles, this overview iden-
tifies the number of employees who experience 
challenges with the areas in question.

There is a risk that focus, engagement, and the 
company’s bottom line will be negatively affected, 
if a large number of employees respond in the 
range 0-50 percent.

No. TM. Avg. 0 10 20 30 40 50 60 70 80 90 100

1142 My manager helps me to understand why the company has focus on 
“Customer retention”.

Man. 9 Current 0 37 0 3 2 0 1 0 1 0 2 0 0

Emp. 60 46 4 4 10 2 10 6 8 2 11 3 0

Man. 9 12 months 50 59 1 0 2 0 0 0 1 1 2 0 2

Emp. 60 63 2 3 1 1 7 2 12 12 9 5 6

1074 My manager welcomes input that is likely to improve the team’s 
performance.

Man. 9 Current 10 39 1 2 2 0 1 0 0 1 1 0 1

Emp. 60 43 4 4 11 5 7 5 12 6 3 0 3

Man. 9 12 months 60 53 2 1 0 0 0 0 1 2 1 1 1

Emp. 60 61 1 2 4 2 6 4 15 9 7 4 6

920 My manager follows up on my professional development. Man. 9 Current 40 59 0 0 1 0 1 2 2 1 1 0 1

Emp. 60 54 2 1 4 4 15 5 8 6 7 5 3

Man. 9 12 months 90 80 0 0 0 0 0 0 2 1 3 1 2

Emp. 60 67 2 0 3 1 7 1 10 6 14 12 4

966 My manager ensures that I have a clear understanding of how my work 
is assessed.

Man. 9 Current 80 62 0 0 1 1 0 2 1 1 1 0 2

Emp. 60 54 1 2 3 5 14 5 12 6 6 2 4

Man. 9 12 months 90 77 0 0 0 0 0 0 2 1 5 0 1

Emp. 60 70 0 1 1 0 8 2 8 10 17 7 6

902 My manager ensures that I have a clear understanding of any 
differences between agreed work goals and the goals actually 
achieved.

Man. 9 Current 80 33 2 1 3 0 0 0 0 1 2 0 0

Emp. 60 47 2 9 7 2 5 4 16 6 4 2 3

Man. 9 12 months 90 43 1 3 0 0 1 0 0 0 4 0 0

Emp. 60 60 2 5 3 1 6 3 10 8 14 2 6

Top management Managers, most answers Employees, most answers Challenges
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C o rr  e l a t i o n  w i t h  t h e  C o m pa n y ’s  B o tt  o m  L i n e

What works for one company will not necessarily 
work for another. 
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Correlation / Manager Rank 83 58 -77 -32 8 87 -27

Charles Brown 1000 82 62 36 50 46 78 52

Peter Jepsen 900 65 82 35 52 55 80 61

Maria Benz 800 82 66 32 81 67 81 47

Judith May 700 66 54 38 56 69 67 64

Poul Neschmidt 600 64 72 37 62 68 62 64

Joanne Gibbs 500 65 64 64 65 54 43 62

Manfried Montana 400 46 64 66 82 49 44 49

Alfredo Salla 300 62 71 68 64 29 66 54

Fabienne Sommer 200 48 48 57 64 58 41 64

Andy Moore 100 49 41 54 62 67 28 62

83 58 -77 -32 8 87 -27
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Correlation / Manager Rank 66 63 79 88 78 61 43

Janni Anderson 50 63 73 68 82 82 53 54

Peter Jepsen 48 65 72 82 70 80 51 51

Maria Abbot 40 82 66 82 81 75 71 49

Jack May 35 66 64 67 69 74 57 60

Poul Lander 35 64 72 61 62 60 62 54

Joanne Lanceer 30 65 64 81 65 64 43 52

Jacob Sülle 25 46 64 66 62 63 44 49

Marcel Abendroth 20 62 81 45 61 52 56 54

Olaf Hoegwalt 15 48 48 47 43 63 41 46

Andrew Jans 10 49 41 42 48 64 28 48

66 63 79 88 78 61 43
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0

(Based on sales figures) (Based on productivity)

The Correlation Analysis identifies areas related 
to a particular company’s bottom line, and is 
based on the company’s own assessments and 
definitions of ability, success, etc.
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F r o n t l i n e  M a n a g e r  R e p o rt

Communicates individually with each of your 
frontline managers, reporting on what the results 
say about employees’ focus and engagement as 
well as recommending how these can be impro-
ved.

The Frontline Manager Report offers the company 
a unique opportunity to communicate the impor-
tance of the top management’s strategic initiatives 
and focus areas, to the individual manager.
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I n t r o d u c t I o n : 
o b j e c t I v e s

 

Setting and interpretation of objectives

Setting the right objectives is one of the most critical 

tasks for the organisation and leader. Unclear, con-

f licting or inconsistent objectives will run down the 

performance of the organisation.

However, it is not enough to create objectives for the 

whole organisation - they have to be broken down 

into understandable and measurable objectives for 

all levels across the organisation.

Andersons House Care has outlined Customer re-

tention, Cost and efficiency and Additional sales as 

particularly important. Without a strong focus on 

these and it will be impossible to achieve Andersons 

House Care’s objectives and focus areas.

When all employees learn to focus on the same goals, 

the organisation will be much more likely to achieve 

them.

Awareness of the underlying reasons for Andersons 

House Care’s objectives and focus areas, as well as 

understanding the business reasons behind the 

words, will move employees to a higher level of enga-

gement and increase their focus.

It demands the involvement of every leader in Ander-

sons House Care.

Naturally the objectives and focus areas of Ander-

sons House Care play a role in relation to the exter-

nal world, the media etc, but the objectives and focus 

areas are first and foremost the vehicle that should 

drive the organisation’s performance and, without 

full understanding by the employees, it will be dif-

ficult to achieve them.

Educating all levels of the organisation within areas 

that are important in understanding its overall goals 

will enhance the employees’ understanding of An-

dersons House Care’s situation. Breaking down the 

objectives at  team and individual level creates un-

derstanding and linkage on how each employee in-

f luences the results of both the team and Andersons 

House Care. This enhances the employees’ commit-

ment, accountability, focus and also their willingness 

to put more effort into their job.

The better Andersons House Care creates cohesion 

between the objectives of the individual and the rest 

of the organisation, the better the cooperation bet-

ween different departments will be, and the better 

the performance.

A mapping of how the different objectives are inter-

connected can help the organisation to give more 

empowerment, more responsibility and autonomy to 
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Peter Hansen

Wh a t  i n f l u e n c e  c o u l d 
y o u r  r e s u lt  h av e  o n 
e m p l o y e e s ’  a t t i t u d e , 
f o c u s  a n d  c o m pa n y 
p e r f o r m a n c e

Your employees have assessed the current situation 

to be 3,56 which is lower thanAndersons House 

Care’s average of 3,88.

Please compare your employees’ score with the score 

of 3,94 that you gave in your Management Execution 

Survey.

The results indicates  that your employees only to a 

lesser extent know and understand the focus and ob-

jectives of Andersons House Care,  you will be able to 

achieve even better results by setting objectives and 

communicating your expectations, creating an even 

higher focus, energy and engagement level.

Perhaps you feel that you have already made a big 

effort. This area will be, however, one of the areas 

where the impact on the performance of your emplo-

yees will be high, so it’s worth thinking of ways to do 

it even better.

Your employees have assessed that the target for the 

next 12 months should be 3,81, which indicates that 

they find it Important.

Andersons House Care has an average result of 3,98.

The results gives some indications of what you can 

expect and what kind of impact it will have on you, 

your team and Andersons House Care;

You feel a heavy burden resting on your shoulders

Often you will find that you have to work late at night 

doing the jobs of your employees.

You feel alone and the workload is piling up in front 

of you because of the many things you feel you have 

to do yourself.

“Interruptions” by Employees

It is difficult for employees to make their own deci-

sions if they don’t have any cohesion between emplo-

yee objectives and Andersons House Care’s overall 

objectives and focus areas.

You will experience a number of interruptions by 

some of your employees asking you whether they are 

on the right track and where to go next.

You don’t feel that you can delegate

Some of your employees can’t make decisions on 

their own because of the lack of cohesion between 

employee objectives and Andersons House Care’s 

31

Peter Hansen

A d v i c e  A n d  Gu i d A n c e

Although the overall objectives and focus areas 

of Andersons House Care have probably been 

communicated in speeches or talks by the CEO or 

displayed on your webpage, this doesn’t mean that 

employees feel they know these values or can relate 

to them well enough.

Often employees can get the feeling that these mis-

sions and strategy statements were made just for a 

select few.

Andersons House Care’s objectives are  Customer 

retention, Cost and efficiency and Additional sales.

You need to translate these statements; you know 

your team and your employees.

Set aside time to go through the objectives and focus 

areas as well as the business reasons that lie behind 

them. Make it clear how the team and each individual 

employee inf luence the results of Andersons House 

Care.

This will increase focus, productivity, energy and 

engagement.

Make sure you have a presentation procedure to hand 

every time a new employee enters your organisation. 

How do your own objectives look, are they clear, un-

derstandable and measurable? If not, it will be diffi-

cult for you to pass them down to your team.

The objectives for your team have to be Measurable, 

Precise, Achievable, Prioritised and Consistent with 

the overall goals and focus areas of the organisation, 

team etc. Finally they should indicate the timing 

factor – when the objectives have to be achieved. 

Creating an understanding of how the team’s ob-

jectives connect to other teams will provide better 

results for Andersons House Care as a whole. 

Passing down the team’s objectives to the individual 

employee’s level is an essential part in steering the 

direction of focus, effort and behaviour. It will en-

hance your opportunity to delegate, empower your 

employees and free up time for you to do other lea-

dership tasks 

Creating the understanding of the individual emplo-

yee’s role in relation to the overall objectives and 

focus areas of Andersons House Care has a very po-

sitive impact. When employees feel part of it, going 

to work will be different, and the feeling of being 

part of the success of Andersons House Care plays an 

important role in creating focus, energy and engage-

ment.
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E x E c u t i v E  S u m m a r y  -  S y S t E m S  a n d  p r o c E S S E S 
p E t E r  H a n S E n

Current 12

Dif. mon.

Avg. E.M. PH Avg. 10 20 30 40 50 60 70 80 90 100

Executive management E.M. 76 91

Peter Hansen
Employee average

PH
Emp.

81
69

5
-7 -12

96
91

Objectives E.M.
PH
Emp.

69
78
68

9
-1 -10

85
97
78

Performance management E.M.
PH
Emp.

71
77
67

6
-4 -10

92
97
75

Skills and abilities E.M.
PH
Emp.

72
81
74

9
2 -7

85
100
79

Empowerment E.M.
PH
Emp.

87
90
67

3
-20 -23

89
93
74

Communication and cooperation E.M.
PH
Emp.

74
79
62

5
-12 -17

93
100
68

Management E.M.
PH
Emp.

78
82
68

4
-10 -14

92
96
74

Culture and values E.M.
PH
Emp.

70
84
80

14
-10 -4

94
100
83


