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Implementation of the BSC

According to Murby & Gould (2005) the successful development and implementation of a balanced scorecard is dependent on the ability of the organization to effectively articulate the BSC initiatives and ensures that the workers understand the needs for the scorecard and how it would be used. For instance, Murby & Gould (2005) identified the need for an organization to translate the strategy into operational terms, align the business to the strategy, make strategy part of everyone’s job and ensures that the balanced scorecard strategy is a continuous process that it is embedded into the organization culture as well as mobilize change through executive leadership. The application of these strategies is critical to effectively ensure the successfully development and implementation of the BSC in any organization.

BSC implementation at BAE

BAE Systems implementation of the balanced scorecard can be termed as effective based on Norton and Kaplan’s strategies for successful implementation of the BSC but to some extent. BAE’s first strategy to implement the BSC included its analysis of the competitive status of the company as compared to other companies in the same market (Murby & Gould, 2005). This is an effective strategy that helps organizations to gain an understating of its internal operations and how they affect the external presence in the market. The involvement of senior employees is a critical step towards ensuring successful implementation of the BSC. The SWOT analysis carried out by the company was critical to gaining an understanding of the internal and external market (Murby & Gould, 2005). The 130 member group consisting of heads of department key line managers was critical to developing ownership of the BSC as employees’ interests, and these representatives directly address concerns. The creation of a shared vision is another example effective implementation of a balanced scorecard. The shared vision was critical to helping organize the change effort. 
The success of any change implementation as identified by Kotter's change model is the development of a common vision that guides the activities of all parties (Paton & McCalman, 2008). The communication of the vision for change as identified by Todnem (2005) is another effective practice to implementing change such as BSC in an organization. The identification of the five key areas in the values statements can be termed as an excellent move by the company. Values are easily integrated into the culture of the organization and identifying and communicating these values to the employees plays a critical role in the successful implementation of the BSC (Murby & Gould, 2005). However, I believe that a critical step missed by BAE systems in its implementation of the balanced scorecard is the lack of an education plan to raise awareness of the strategy. It would be erroneous for BAE to assume that all of the employees are aware of the BSC being implemented and understand their role in regards to its implementation.

Another effective strategy to enhance the implementation of the BSC at BAE that was exceptional although not identified by Norton and Kaplan is the identification of short-term goals to be achieved (Murby & Gould, 2005).  The short-term goals were further focused on the objectives and the behaviors of individual employees which were critical to the achievement of business targets. BAE systems developed value teams that sought to champion the use of the BSC in the organization and integrate this change into the organizational culture. To ensure that the change is continuous BAE Systems articulated the link between the cultural change aspects to the organizational competitive success (Murby & Gould, 2005). Communicating this aspect was critical to ensuring that the employees were aware of the value that the BSC would bring to their individual productivity as well as organizational performance. The development of performance reporting systems at the company is another key strategy to successful implementation of the BSC.

An aspect of change management during the implementation of the BSC that was overlooked by Norton and Kaplan in their five key principles to successfully implementing the strategic scorecard is that of managing resistance to change an aspect that was well integrated into the implementation process at BAE systems (Murby & Gould, 2005). Resistance to change as identified by Birchler (2015) is a natural part of change management, and therefore the identification of strategies to address resistance is critical. At BAE Systems the establishment, as well as the role of the 130 member group in identifying and clarifying the proposed value statement, was key to overcoming the resistance to change. Communicating these changes and the shared vision of the change is a critical step towards addressing the issue or resistance during implementation (Anderson & Anderson, 2010). Failure to address resistance may lead to the development of a BSC strategy that would only address short-term problems as it would not be engrained in the culture of the organization as employees would not support such an initiative.

BAE systems went a step further in their implementation of the BSC, and that is through outlining the core values, their key performance indicators as well as the measurement methodologies to determine if those values have been achieved. The establishment of causality within the balanced scorecard is another excellent practice implement by BAE systems. Murby & Gould (2005) noted that BAE systems relied on measurable values of performance within the organization and thus focused on what could be a measure not simply what needed to be measured. This approach helped to clarify what the objective of the balanced scorecard was and what it aimed to achieve. In conclusion, BAE Systems addressed various principles of successful implementation the balanced scorecard but failed to address some principles such as education of the employees. However, the company did an excellent job in its implementation of the BSC integrating new concepts into the management of change that was not identified by the Norton and Kaplan principles such as the development of short-term goals and how to address resistance to change. This qualifies the implementation of the BSC at BAE systems as a success story that should be emulated once all principles guiding change management have been identified.
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