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Abstract: In the article the results of BOST method usage was presented to analyse the importance of human and produc-
tion/services issues in three different companies - a steelworks, a plastic-processing and a retail chain company. The im-
portance of human and production/service issues was analysed by using the concept of the managerial grid. The relation be-
tween workers answers with the use of managerial grid after division answers was analysed into four and three areas. The
frequency of occurrence of ratings to determine a degree of perception of importance of human and production/service issues
in these companies was analysed.
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1. otk Toyota management princip]e and rate ladder. Employees must be educated and trained:

its evaluation by BOST research usage they have to maintain a learning organization. The
company which grows their own leaders and finds

The 9" Toyota management principle aims to: ‘building learning organization’ as an ultimate goal

‘grow leaders who thoroughly understand the work,
live the philosophy, and teach it to others.” According
to this principle, a fundamental task of a Toyota leader
is to build a learning organization, thus strengthening a
particularly strong element of culture in this company.
There is a popular saying in Toyota: ‘before we
started building cars, we’d built people’. The goal for
each leader is to develop people so that they contribute
substantially to achieve joint goals and they can think
the Toyota way and follow it at each step in the corpo-

for the leadership, sets foundation for real long-term
successes (LIKER J.K. 2005). This is one distinct dif-
ference between Toyota and nearly every other com-
pany — leaders genuinely live the philosophy and have
the capability to teach it either by direct methods or
‘leading by example.” (WALTERS CH. 2012). When an
organization establishes common thinking and com-
mon direction with all the leaders within the organiza-
tion, the company becomes more stable and there is no
ground lost in continuous improvement or a change in
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the company’s direction before, during or after the
transition (WRYE M. 2013).

The attempt to transform 14 principles of Toyota
management into questions was reflected in BOST
survey (BORKOWSKI S.2012a; BORKOWSKI S.2012b).
Evaluation of the 9"Toyota management principle
was presented in BOST survey in E9 question: Assess
using scale 1 to 9, the importance, in your company,
of:

- human issues, ZP[_bduction/service issues.
where: 1 — lack of interest, 9 — high interest.

2. Managerial grid in different compa-
nies

2.1. Analysis of importance of human and pro-
duction interest in the steel company

The structure of votes on the managerial grid con-
nected to human and production interest could be ana-
lysed in different way(BORKOWSKI S., PIESZCZOCH D.
2009). For example, by using statistical parameters
(BORKOWSKI S., BLASKOVA M., HITKA M. 2009) or by
using different kinds of graphs only to show in the best
way the relation between data.

On the basis of the collected answers by steel-
work’s employees Fig. la was prepared to illustrate
numerical relationships between the assessment of
interest in human problems and production-related
issues. In the next step managerial grid was divided
into four parts (Fig. 1b): I part — low level of im-
portance of human and production issues, II"* part —
low level of importance of human problems, high level
of importance of production issues, III" part — high
level of importance of human problems, low level of
importance of production issues, IV" part — high level
of importance of human and production issues.
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Fig. 1. Analysis of managerial grid: a) numerical structure
of votes, b) percentage structure of votes after its division
into four areas. Refers to the steel company.

Source: own study.

Among the 60 workers questioned, 34 workers
(56.7%) reported a high level of importance of both
production and human issues in the analysed company,
18 respondents (30%) claimed that more emphasis is
on production problems rather than on human ones.

In the next step the managerial grid was divided
into three areas. The first area shows a combination of
answers with identical importance for human and pro-
duction issues. 11"
to which more importance is attached to production
issues rather than to human problems. On the other
hand, I1"area, through combination of the answers,
points to a higher focus on human issues as compared
to production/services ones. The results of this analysis
based on data collected from the company are present-
ed in Fig. 2.

area contains the answers according
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Fig. 2. Numerical and percentage structure of votes after its
division into three areas. Refers to the steel company.

Source: own study.

As results from the relationships determined between
employees’ answers, the company puts more emphasis
on production issues rather than on human problems
(according to 76.7% of respondents). Only 11 from 60
workers (18.3%) emphasized more interest in employ-
ee problems. Equal importance of ‘production’ and
‘humans’ was assessed by 5% of the workers. Obser-
vation of the results contained in Fig. 2 from the
standpoint of the most frequent combinations of an-
swers reveals that they were 8-3 (6 times and 8-7 (6
times), where the first number means importance of
production issues. As results from this fact, employees
sense a trend of the company to focus on production
issues (high assessment (8)), whereas the standpoint of
employees towards human issues in the company is
not that unequivocal —
assessment of 7.

low assessment of 3 and high
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2.2. Analysis of importance of human and pro-
duction interest in the plastics processing com-

pany

The assessment of importance of human problems
and production issues in the company which processes
plastics was determined based on the results of an-
swers of 84 employees. The diagram which illustrates
votes is presented in Fig. 3a.
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Fig. 3. Analysis of managerial grid: a) numerical structure
of votes, b) percentage structure of votes after its division
into four areas.Refers to the plastics processing company.

Source: own study.

As results from Fig. 3 a distinct focus in the company
is on production and human issues — the overwhelming
majority of answers (70.2%) are accumulated in TV™
part. If we assess the importance of production and
human issues separately in the company, it was noted
that the human issues scored slightly better than pro-
duction — 84.5% in comparison to 82.1%.

The answers grouped according to three parts are
presented in Fig. 4.
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Fig. 4. Numerical and percentage structure of votes after its
division into three areas. Refers to the plastics processing
company.

Source: own study.

Results of classification of answers to three parts
revealed that, from the standpoint of employees, the
enterprise attaches great importance to widely under-
stood production issues (54.8%). 29.7% of the re-
spondents observed more interest in human problems
in the enterprise. In consideration of relationships be-
tween answers, one can note that the most popular
arrangement are 9-6 (10 times), 9-7 (10 times) and 7-7
(9 times). Production issues are mainly in the first
place in the company (according to the employees),
whereas human problems are also very important — a
high assessment of 6-7.

2.3. Analysis of importance of human and ser-
vices interest in the retail chain

In order to assess the level of interest in human
and service-related issues in the retail chain, the BOST
opinion survey was conducted with 65 respondents
from the analysed company. The results containing
answers and their division to the four parts are present-
ed in Fig. 5.
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Fig. 5. Analysis of managerial grid: a) numerical structure
of votes, b) percentage structure of votes after its division
into four areas. Refers to the service sector company.

Source: own study.

As a result of calculations of the answers, one can
assume that the investigated entity, according to 56.9%
of the employees, shows a high level of interest in both
service-related issues and human problems. According
to 40% of the respondents, the focus in the enterprise
is more on services rather than on human problems.
Graphical presentation percentage votes structure
(SELEIDAK J., DYJA P. 2009;STOBIECKA K.,
BORKOWSKI S. 2008; BORKOWSKI S., MAZUR M.
2008) according to three parts is presented in Fig. 6.
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Scale of human problems
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Fig. 6. Numerical and percentage structure of votes after its
division into three areas. Refers to the service sector com-
pany.
Source: own study.

Figure 6 illustrates the advantage of service-related
issues over human problems. 70.8% of combinations
of answers pointed to a relatively higher focus on ser-
vices rather than on human issues. 16 employees out of
65, i.e. 24.6% assessed a relatively higher importance
of human issues. The emphasis on both issues was
found by merely 4.6%.

3. Summary

The analysis of answers to the question E9 in the
BOST questionnaire acquired much valuable infor-
mation about the interest in human problems and pro-
duction/service issues in all the analysed companies.
The assessment of the company was made by the most
important resource in each company — employees.
Visualization of the results in diagrams in the form of
managerial grid and then division into parts (3 and 4)
allowed for unequivocal determination of importance
of the researched problem. The results from the mana-
gerial grid also allow for the conclusion that all the
analysed companies put great emphasis on realization
of production/service issues, however, human prob-
lems are also of a high priority. Of the three compa-
nies, the best situation is observed in the company
from the plastics processing industry, where 70.2% of
the employees confirm a high interest in human and
production issues, of which 15.5% of the respondents
assess both issues at the same level of realization. The
remaining two companies also show high results, at the
level of 56.7% and 56.9%, relating to IV"part. In all
the analysed companies, one can observe, however, an

advantage of answers pointing to more interest in pro-
duction/services rather than human issues. Therefore,
creating and analysing the managerial grid based on
the BOST research allows one to determine the man-
agement style in the companies from the standpoint of
interest in core activities (production/services) and
human issues. Answers to the E9 question might be-
come an essential source of information for managers
in terms of the degree of perception of the company’s
strategies by the employees.
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