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A PERFORMANCE AFPRAISAL OF HUMAN RESOURCE DEVELOPMENT FUNCTION IN
INDIAN ORGANISATIONS: A PRELIMINARY SURVEY

ABSTRACT
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A PERFORMANCE APPRAISAL OF HUMAN RESOURCE DEVELOPMENT FUNCTION IN
INDIAN DRGANISATIONS: A PRELIMINARY SURVEYx

oy

T.V. Rao

A csurvey of HRD practices In Indian Industsries wasz conducted
carlier by Rao and Abraham (1885) covering about 53 organisations

in the "year 1984. - This study covered various aspects of HRD
A ' : :

bl

fncluding  the HRD:ﬁﬂ&LDSDphy,.structure of the HRD functlion and
practices in relation to wvaricus HRD sub-systems including
N,

performance appralsal potential appraisal and rewards training 0D

f this =tudy indicat-

Ct

and feedblack and counselling. The resultes

ed the followling trends:

'

]

1. About

v

12 per cent organisation
B

f.

had a formally stated policy
¢n HRD, Thirty per cent of them had sepearste departments of
HRD while In the remaining the personnel department handled

the HRD function.

2. About 24 per cent of them practiced development oriented
performance appralisale although =2 larger percentage of then

had Introduced development oriented appraisals.

3. Hardly two per cent had professionally estsblished =zZystems
of potential sppraisal and promotions based on then.

)

4, Around 80 per cent of them reportec well established trzin-

Ing syestemn

1

# This study was carried out with support from the Academy of
Hunian Resource Development, Nationa! HRED Networlk.
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ties. Most of the 0D activities wére\ focussed}fgﬁf_teaﬁf

bullding and role clarity.

8 About &0 Fer cent reported as having undertaken UQ?VaCtivi-'

b o

€. About B8O per cent hed performance counsgelling as a part of |

thelr HRD effort.

7. In about 40 pei cent of .organizatieéns tpp;ﬁanagement commit-
ment to HRD was seen ats a strength,

[

e. However, in leses than 10 per cent of the organisations HRD

department was percelved as a strength.

“Phus BbEut seven years ago when HRD practices were being

strengthened in organisations, there was a lot desired on the

part of HRD departments and thelr functioning. In the last few

years many more developments have taken place. The importance .

given to the HRD function in ‘most organisations has gone up g

visibly.

With the establishment of Natlonal HRD Network the HRD literature
has been growing. For ekample.upta 1981 at least four books were
brought out by the National HRD Network documenting various HRb
experiences in the country (Rao et al, 1988, National HRD Net-
work, 198%; Nair a2nd Rao, 1990; and Sinha and Maheswari, 1991).
In addition HRD profiles of several organisations and companies

were publizhed through the HRD Newsletter. The Confederation of

Engineering Industry has constituted HRD groups in different

reglions to promote HRD. With so many developments taking place

in the field of HRD one expects the HRD departments to play a



dynamic and fthvigorating role In their orgaﬁisatians;fDOne also

‘expects HRD dgpartments to make an 1mpact;

A decade ago very few organisations had HRD departments ar'formal

positions 1In HRD. In the last few years the HRD function has
come to be recognised as an importanQ'and distinct functlon. In
Some organisations'it has an jdentitx,pf its own and is separate
.from the Personnel Department. In“ﬁthéf ;rg;nisatians this
functlon 1= being perforped by persoﬁﬁeilexecutives themselves.

This survey attempts to take stock of how well this funetion is

belng performed today in Indian organisations.
Methodology

Questionnaire;

A "Map Your HRD Practice Profile™ was developed by the author to

s the extent to which various HRD activi-

m
10

help organisations ass

tie

r

are belng performed well by those in-charge of the HRD
function (Rao, 1990). This guestionnaire is a 84 ltem question-
nhaire, Ezch {tem 1s a speciflie activity the HRD Department can
undertake. The respondents are expected to Indicate thelr as-
sessment of how well that particular activity 1s being performed
et present by the HRD Department. These zctivities are classi-

fied under the following nine categories:

1. Developing a HR philosophy for the organicsation and getting

the top mansgement committed to it openly and consistently.
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& Keepf inspiring the line managers to have a constant desirs

to learn and develop.

3. Constantly planning and designing new methods and systems of

developing and strengthening the HRD climate.

4. Being aware of the business/social/other goals of the organ-

- isation and diiect all their HRD effort to achleve these goé

- Monitoring effectively the implementation of various HRO

sub-systems/mechanisms.

6. Working with unions and associations and inspiring them.

7. Conducting human process research, organisational health

survey and renewa)l exercises periodically.

8. Influencing personnel policles by providing necessary Iinputp

to the Personne! Department/top management.
9. Other professional development functions,

The number of activities vary from category to category. Each of
the above categories of activities are considered as HRD func-

tions of the departments,
Sample:

.Thiﬁ guestionnalre was administered to 61 respondents, 30 of them

from public sector and another 31 from private sector organisa-

tions Inecluding uvne from the cooperative sector. The 30 respond-

i}

ents from public sector were drawn from 1% different orgsani

du

2=



ff;bhs_ﬁhé the 31 from private sector were drawn from 48 ditferent
ro;géniég;}pns. However, in most cases the respondents were
‘e!thefe?roh-different divisions, departments and/cor locations and
therefore. have been treated as Independent units. For example,
{in the public sector there were a number of respondents from SAIL
and seven from LIC coming from different plants - and locations
and/or deﬁartments._ Similarly there were three respandenté from
Cpaﬁptan Greaves from three different plants and locations and
those from TELCO were from two different locatlions etec. In view
af this each respondent was treated to form from an independent
unit. However, while Interpreting the data and trends 1t may Ee
useful to keep this in mind. The list of organisations is ap-

pended.

Data Analysis

The respondents answered each {tem of the questionnaire using a
four point scmle where a score of ‘1’ was assigned if the activi-
ty 1s - not being.performed at ;ll, *2' was assigned {if {t was
rated as being performed Inadequately and '3’ for adequate per-
formance and *4' for excellent performance. ltem-wise mean-
scores were computed and percentage giving each response were

also computed.

Table | glves percentages of respondents rating how well each HRD
-activity or task is being performed in their organisation. The
percentages are glven separately for the respondents from public
sector and private sector organisations, The mean scores indi-

Qate the mean of the ratings using a 1 to 4 point scale. Mean



' jcofe5 heér 4 (above 3;?5-1ndicate excél)ent performance of -th;t
"HRD activity. Mean‘scd%ég}%found 3 indicate adequate performance
of that task.and‘mean-gggreé below 2 Indicate Inadequate to poor
perfurmanqe. Tables 2 and.a present function-wise and organisa-

.tion-wise scores respectively.
. Some Trends in HRD Implementation

A study of thejdata from Table 1 indicates the following trends:

1. There appears to be more similarities than differences in
HRD practices of both the private and public sector organi-

satlions.

2, The relatively well performed HRD tasks across the organisza-

tions seem to be the following:

H Conducting and improving in-house programme (items 43

and 44).

i1) Getting top management involved and committed (items 2

and 8).

{11y Conducting periodic discussions with line managers

(items 13 and 14).

iv) Designing and implemen{ing development-oriented ap-

&

pralisal systems (ltems 26 and 27).

2. The activities that do not seem to be well performed in most

organisations include the fecllowing:



i)

‘

Commuhfcating HRfﬁﬁilosophy, values and organi{sational

~values . to all s£$}¥‘pnd monitoring the practice of

RS S)

these values (items 3, 4, 5, 6 and 7).

Inter-organisational visits for development (ltems 19

:and 20).

111)Y

iv)

v)

vit)

viii)

ix)

X)

xit)

ﬁé#illtat{ng line managers to learn from each other

item 23).

Analysis of data arising out of performance appralsals
and discussing these with line managers (items 30, 2%,

32, 33, 34, 35, 36, 37, 39 and 40).
Counselling services for workers {item 41%).

Keeping track of the outstanding work done by the line

managers (item 47).
Post-training follow up activities (item 49).

Formulating Job-rotation and role analysis exerclses

({tem 51 and 52).

Linking HRD with strategic shifts, turn-around and,

growth needs (items 62, 63, 64 and 65).
Monitoring HRD implementation (items 67 to 71).

Working with.unions and getting them to be {nvolved In

HRD ({tems 72 to 78).

Conducting human process research‘(hbghg 75 ta 85).



The

date alsoc indicates that public sector arganiéatdqng

_included in this study seem to‘do relatively bette§ than thq

private scsector on the following dimencsions (& mean ccore

difference of 0.5 1s taken as Indicative of this).

H

Cetting top management Lo attend séhihars snﬁ pro-

grammes ori HRD or related areas (item 10V.

Conducting orientation workshops on :appraiﬁéféf‘ﬁhd
other systems to line manageres and conducting renewal

exercises in appralsals (item 28, 28 and 69).

Frivate csector organlsatlions seem to do relatively better

than the publlc sector orgsnicsations studied on the follow-

ing dimensions:

1)

i11)

Estaebklishing communication mechaniems within the HRD
departments to facilitate learning from each other

(item 25).

Analysiné, facilitating and inhibiting factors from
appralisal data and identifying factors affecting per-
formance, communicating these to HODs and providing
assistance to line managers in identifying KPAs/KRAsi

(1{tems 35, 36 and 37).

Analysing exit-interview, absenteeism and such dats  to

understand human process problems (item 81).

9



In relation to other items the‘gerformance of .public and

private sector organlsatibns-appéggfyery simi{lar,

6. The similarity‘in pe}formance of the>HRD functlon 1= also
revealed in Table 3 where the overall HRD practice scores
are g;ven organisation-uise. In this table the flest 20
organisations :ére public sector and the remaining are pri-
vate sector. Tﬁé:table }ndicates that five respondents from
public sector goﬁ-scares>sbdve 238 as compared to elght from

the private sector.

7. Table £ Indlicates that on monitocring the HRD implementation
public sector organisations score slightly better than the
‘prlvate sector while the reverse seems to be true on human

process research,

3, Tab{& 2 also iIndlcates that human process research,
monitoring the imp]ementatioﬁ of HRD and mobilising unlons
and asscclatlons to play a role in HRD are the functions
which are weak. lnflgencing personnel policles, articulat-
Ing HR philogophy and getting top management commitment and
strengthening HR climate through systems seem to be rela-

tivel} well performed.

Conclusiaon

\

Thils study is 1nténded to Indicate the trends In the effective
performance of “various HRD tasks by HRD departments and other

staff in-charge of HRD, The assecssment glven by HRD staff fra¢

'bbth public and private sector organisations Indicates that while

‘

0



5hlnumber'gf HRD taske are being undertakev by HRD staff they have

‘a long waycié go Iin the effective implementation of HRD.

The questioﬁnaire and the data presented In thig paper could be
used by interested HRD managers to periodically review their own
and their departments' performance. This questionnalre could be
administered to l(ne managers to study thelr perceptlons and

improve the performance of HRD departments.
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Table f

- Perception of the Extent to which Different HED Activities are l'ir!bmd in Public and Peivate Seclor Organisations

Percentage aentfoning about the extent to which {( {s performed today

Publie Sector

Private Sectot

Not at lInade- Adequa- Very Mean Mot at Inade- Adequa- Very Mean

all quately tely Yell all quetely tely Pell
1 203 4 s & 1 8 8 10 u
I, HRD Phitoscphy and Liaison with Top
Managesent
1, Developing and articulsting MR philnsaphy
for the organization 0 Kk} 50 17 283 &6 45 ¥ 13 2%
2. Getting top management contStaent to HRD 7 2 57 17 283 ¢ t6 @ 0 3,00
K Coseunfesting HR philosophy to a1} statf 7 87 13 13 233 10 61 2% I uz
4. Perlodically reainding ecployees about HR _
philosophy 10 63 2 3 220 23 45 k74 0 2.10
5. Clardtying oklaniutlonal values with
help of top management, 17 43 30 10 233 13 pa B 13 258
6. Conmunicating values to al} esployees 20 53 2 7 243 {0 - 2 1 452
7. Monitoring the practice of these values 2 52 20 0 1.83 13 61 19 7 219
8. Having perfodic discussions with top manage-
aert on HRD practices and faplesentation 0 40 53 7 260 0 23 6t 16 2.9
B. Bringing to the notice of top management
the HED practices of other orgamizatfons 10 50 40 0 230 19 K 10 232
10. Prospting top management -to attend
sealnars, workshops and programses
retating to HRD or other HRD related toples. 3 X 4 20 2.80 16 48 % 16 2.29
11, Creatiog Developuent Motivation i Line
Hanagers
11. Arronglng talks or seeinars by outsiders
(eonsultants, professors, other coapany
executlves) on HRD and the role of line
aansgers. 16 i 0 13 260 13 3 42 £ 2.4

[y

-t



[A]

| i 2 3 ] 5§ 6 ? 8 8 10 1
12, Using 1n-house news letters to create 2
~ learnlng environsent. 7 a kY 13 283 2 2 30 16 2.3
. 13. Conducting in-house discussions and other '
. probien solving sessions, 10 30 50 100 260 3 % W2 3 287
-14; Meeting line, managers frequently to
~understand thelr concerns and probless. 0 50 3 2 210 3 % & 2% .5
15! invit{ng suggestions fron 1ine sanagers
© perlodically to laprave HRD 17 [X] N 3 277 18 3 45 3 L
1€. Esperimenting with nev HRD sethods
periodically. 13 50 30 T 2% 16 45 3 6 2.2
17. Reading books on HRD to learn shout
practices in other orgenizations. 1 4 40 10 2.8 7 40 40 1 2.60
18. Leading bj personal example practicing
what lc preached to !ine managers. 3 an 57 3 260 6 23 61 10 21
19. Visiting other organlzations to learn
about practices. B n 20 0 200 % k¢ 2 10 203
20, Sponsoring line managers to visit other
organizations, LX) n 1 3 180 40 40 17 K W
21, Using task-forces and comnittees of 1ime
sanagers for tsproving processes and
systeas in the organization, 11 k) ] 7 231 1B % & 10 2.488
22. Conducting teas building workshops. 17 4a n 7 23 2 40 3 10 2.3
23, Facllitating llne managers to learn
from each other through study elrcles,
learning netvorks, inter-departasntal
neetings ete. 2 28 u 10 221 8 42 2 3 218
2. Understanding self-reneval exercises
for the HRD Departsent itself. 2 8 pé} 0 203 24 4 2 3 2.4
25. Establishing comaunication mechanisas
sithin the HRD Departaent that facilitate
Tearning from each other, 10 H X 3 221 16 27 47 10 2.80
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11, Streagthening HED Climate Through HED

%,

2.

30.

A,

32.

3.

Systeas

Des!gning developnent otiented appraisal
gyslens,

Perfodically revieving the ilplmntntlon
of appralse! systeas.

Conducting orientation workshops to llne

ainsgers on developeest-orlented appralsals.

Undertaking teneval exercises on
petforaince appraisals through internal
task forces or externa) consultants.

Analysing appraisal data for identifying
tralning needs.

Analysing appraisal data to identify
biases In ratings.

Comaunlcating to 1lme managers the
trends in sppralsal ratings.

Discussing with line managers snd
heads of depariments the training needs
energing fron the analysls of appralssl
dats,

Getting varlous departsents/units/
sections to fdentify thelr departeental/
unlt/section training needs.

Analysing annually the factlitating and
Iohibiting factors identitied by appralsees
and Identifying orgenizations] level
and/or departuental level factors affecting
eaployee perforaance.

Communicating performance analysis results
to respective heads (top managesent and
heads of departwents/sections/units) to
foltiate corrective action.

Taking {nttiative and providing assistance
to Mne sanagers fn ldentifying
XPAs/KRAs/tasks/targeta/objectives etc.

&t a part of perforsance planning,

10
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3. Tralning llne wanigers In the art of

A0.

41,

‘2‘

43.

i,

a5,

46.

4.

8.

51,

conducting performance review discussions/
petdoraance counselling.

\dentitylng appraisee-appraiser paits
that need assistance In conducting
perforaance review discussions and
providing help.

Tralning supervisory staff in counselling
skills,

Establishing counselling services for
workers,

Preparing a training pollcy and
reviening 1t periodically,

Conducting in-house programmes.

Iaproving the effectiveness of In-house
profrasses through comstant review
with participants and faculty.

ldentifying potential faculty among
lne asnagets.

Developing internal faculty fros lime
sanagers and others,

Keeplng track of the Innovative and
outstanding work done by 1ine
aanagers and using it for spreading -
the learning.

Taking to participants returning
froa external training programse to
assess the quallty of programses,
Teatning as wvell as follov-up support
they meed for fmplesentation,

Post-training fallow-up by amalysing
presentations by the particlpants
and discussing actlon plans.

Circulating reading material for
eaployees,

Foraulating Job-rotatton pollcles
and undertaking job-rotation exerelses.

21

47

40
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17

17

2
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N

4

2
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"1

3

18

13

21

13

18
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2

13

13

13

10
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1.67
1.?3
1.88
2.86
3.0
2.97
2.
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2.13
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2,03
2.0
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13

10
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10

19
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19

,-;“

52

42
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19

42

82

pLl

16

1

52

13

2

18

18

10

2.2

1.83

1!9‘

2.03

2.45

2.64

2,48

2.18

2.58

2.03

2.28

1.82
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1l

52.

" S,

-85,

5.

8.

5.

60,

61,

€2.

63..

64,

Conducting role analysls exerclses and
leproving role elarity,

Preparing cereer paths and career
developeert plang,

Undertaking potential spprafsal and
petential developzent exerelses,

Iepraving the comsunications within
the corpany threugh newsletters and

» -d.
oiher p2dla.

Uadertabing 0D and self-reneval
eretelses orgamization-wlse or In
differen! dsparteents/ onlts/sections,

Directing HRD Effort to Goals and
Strategles of the Organizatfon

. Understanding and clarifying business

goale of the crganization,

Understanding and claritying strateples
pianned by the organization to achieve
the goals,

Clarifying the sccial objectives of the
organizatione,

Contributing to the strategies to be
sdopted by the orgsnization ts achieve
gozls.

Shaping HRD philosophy to suit the
goals and strategles,

Providing finputs relating to pesple
whenever strateglc shifts are made,

Developing HRD planms to sulte dlversi-
ficatlon and other {eportant decisions.

ldentifylng slek, locs-meking or poor
perforcance units/departments/cactions
and cendusting dlagnos- tie exerclses,

17

26

17

10

1

kY

50

51

37

30

57

57

)

10

2

21

33

87

1

7

17

10

(=]

2,07

1.5€

2,00

2,43

2.50

10

18

13

10

19

16

40

N

61

&2

32

3

i

23

45

38

2

16

23

48

5

2

x

13

10

13

1.80

2,65

2.16

2.63

2.2

2.19

2.19
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13

65, Worting with the top samagement of thece
units/departaents to {mprove thelr
perforaance througk human process
interventions,

66. Kssisting top sanagesent in organiza-
tiara) revivels ar rensvals,

Y. Monftoring HRD taplesentation

67, Designing queétlonnalres for sanitoring
the effectivenees or effective
tsplesentatlon of varlous systens,

68. Use of task forces for fapleseriation
ard sonttaring.

89. Conducting erientatlon workshops for
d!fferent HRD systens. ‘

0. Conducting reviev workshops/eeetings
for ditferent HRD sub-systess.

M. Uslng unconventional amethods of
soritoring HRD aystens.

¥i. Inspiring Unfons and Associations

7. Claritylng the role of unlons/
associatlons in emsurlng esployee
develcpaent and quality of vork life,

3. Tralnlng unlon/asscclat{on leaders on
thelr HRD roles through workshaps!
sealnats {internal ot eiternal),

M. Vorking with unfon/assoclation
leaders and lnspiring then to initiate
HRD/QWL activities for eaployees.

T5. Diagnosing crganizational health

. and wark condltlons theough surveys
of varkers and thelr petceptions,

6. Conducting persone! growth and sush
other tralning prograeses for
urionized calegories of explovees,

71, Conducting worker education prograpses
) for better faplly and work }ife,

&0

17

23

20

16

7

&)

i
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50

50

43

37

53
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40

2

48

43

18
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¥
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2.13
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1.63

.

(8

1.8t

1.87

1.83

2.00

~o
-
>

2.3



Rt

M. Iavolving union/association leaders in ,
" various HRD setivities/deelsiaons, 7 7 0 .06 M & il 3 1.9

Y11, Ruman Process Research

B, Canducting surveys of learning
© envirousent nd HRD climate In the
organization, KK

1

817 7T oL o3 w0 2.0

80. Studylng human processes and
prablers theough surveys, [YR Y, 7 ¢ 1.60 38 38 2 3 1.8

81, Analysing exit-Intervies, absenteelss,
Tesves and such other dats for
understanding hugan processes and

prabless, KEE 1) 2 0 .03 13 n 43 7 24
82. Studying leadership styles and other

hursn processes, 250 17 0 t.83 23 Y] 20 0 203
83. Providing feedback tc elployees'on

survey resulls, 47 A0 10 3 LN 3 k) 24 1 M
8. Conducting stress audit and stress

regexrch, woonu 0 0 .28 B 32 7 0 1.46
85. Conducting comsuricaticns research. 5 & 3 0 148 5 .| 4 D .6

TIiL, Influencing Personnel Polfcles

86, Providing imputs for formulating
revards and recognition policies. 20 % 40 3 227 13 2 60 7 280

81. Helping in forsulating prosotional
policies that create a positive
eliazte (healthy competition ete.) 3 % (& 7 248 13 B 4 1 2.4

88, Helping in formulating personnel
‘pollefes {transters, leaves, perks,
fncresents, work conditions ete.)
that erhance ezployee motivation
&nd contrlbute to good quallty of
vork 1fle, 13 50 To2s0 7 45 & 7 248
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11

80,

L

Bt

8.

83.

i,

Bringing to the notice of top
kzragerert or persenngl department
how the organizatlonal pollcles
are sffecting esployee nctlvatlon
&nd developaent,

Vorking collaboratively and hand-in-
hand with the personnel departsent.

L

Others

Netwarking with HRD staft of cther
arganizations and leatning free them,

Participating In the activities of
prefessional badies like the
Mationa! HRD Netwurk, ISTD, NIPK,

- T6ABS, 1S1SD and the ke to keep fin

touck with new developsents,

Preparing developsent plans for
HRD sisft and {mplementing thea.

Periodically undertaking se!f-reneval
exerclses for the HRD stalf and the
depar taent,

‘A

3

13

2

17

-

43

ki

20

50

3

21

51

47

27

10

o

.21

1.93

2.83

2.23

2.2

10

28

1

2

- A7

51

55

2

40

P

2.5%

2.5

2.00

2.47




Table 2

LSRR TN

Mean Scores Indicating how Vell Different HRD Functlons are Beiﬂ
Performed in Public and Private Sector Organisation
Mean cf the points assigned

Sr. N by respondents from
No. HRD Functlon

' . Public Frivate Means of

Cector Sector two meanr

J. Articulaiing HRD philocsophy and

liaison with top manzgement 2.44 2.47 2,485
2, Creating development motivation

in line managers 2,38 2,45 2.40
2, Strengthening HRD climate through

HED systems 2. 26 2,38 2,30
4, Disecting HRD effort to goals -

and strategies of the organisation 2.21 2.38 2.28
E. Mcnitoring HRD dmplementation 2.13 1.86 1.888%
€. Inspiring unions and associations 1.8 .12 2.08%
7. ~ Conducting human process recearch 1.68 1.91 1.795
= lnflﬁencing personne! policies 2,4k 2,54 2,48k
9. Others 1nctud1ng self-renewal and

professions! development of HRD
staff

N
r)
m
N
|\
-
N
3]
w




Table 3

Pverall points obtaine& by each d;gsﬁigation/unit across the 84 HRE
practice {items (maximum rossible score is 376 and minimum 24. For thé
purpose of this calculation no response was taken as '0').

Sr. . Total  Sr. . Total
No. Organisatfon Points No. Organisztion Points
1. PS 1 Location i 224 21, PS 5 Location 2 187
2. ‘'FS 1 Locatioﬂlﬁ : 283 22, PS €6 Locaticon i 218
3. PS 1 Location 2 264 a3, PSS § Location 1 126
4, PS 1 Location Z 262 24, S € Locztion Z 178
S. PS4 Location 3 227 25, PS 7 200
E. - és' i1 Locstion ¢ | &z &, ' PS & 166
7. PS 1 Location 4 223 27. PSE 9 . 192
8. FE 1 Location b =17 28 FS 10 200
@, PSS 2 Locstion 1 188 2o, FE 11 SRS
10. PS 2 Location 2 121 36. FS 12 240
11. PS 2 Location 3 192 ‘a1, Priv. Location 1 204
1Z. FS £ Location A- 205 3¢, Priv., 1 Location 1 203
13. PS 2 Locatlon § 219 33. Priv. Location 1 177
14, PSE 2 Location 6 208 34, Priv. 2 Location Z 231
18 PS 2 Location 7 135 35, Priv. 2 282
16. PS 3 Location ¢ 218 36. Priv. 4 319
17. PS8 3 Location 2 164 37. Priv. S 211
18. P& 3 Leocatlion 3 aR2 25. Priv. €& Locatlon ! 252
19. FE 4 203 39. Priv. £ Location 2 258
20. PE 5 Location 1 170 40. Priv. 6 Location 1 258

)



Sr.

Total
No. Organisation Polinte
.41‘ Priv. 7 195
42, Priv, & ﬁ01
43. Priv. S 216
44, Priv, 10 252
45, Priv. t1 198
46, Priv., 12 186
47, Priv. 13 Lacatiqﬁ 1 182
48, Piriv. 132 Location 1 1514
49. FPriv. 13 Locstion 1 203
50. Priv. 13 Location 1 186
51. Friv., 14 174
52 Priv., 15 191
£2. Priv. 18 184
4. Priv; 17 174
55. Priv. 18 280
Ee. Priv. 19 Location 1 208
57. Priv. 18 Loextion 1 183
58. Priv. 20 239
59. Priv. 16 157
80. Priv. 17 139
61. Priv., 18 231




