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[bookmark: _Toc474152611]Abstract	Comment by john: OK.  Straight in, and anyone reading the report has a clear idea of the outcomes.  Actually it’s not a bad way to do an abstract, although mentioning the analytical framework of classical and modern management theory should also be there, perhaps as two opening lines.

It is the opinion of the author that the Matrix style of management at QinetiQ is the primary cause for fault in this system. While employees are encouraged to pursue further development, and to take an active role in the direction of the company; the system of management and the lack of personal accountability have caused widespread failures. This distrust, coupled with the poor remuneration rate for employees in the South-East of England has led to many disillusioned employees and lost productivity.

1. [bookmark: _Toc474152612]Introduction
“In modern industrial society, only minimal effort is necessary to satisfy one’s physical needs”
-Theodore Kaczynski 
Industrial Society and its Future, 1995	Comment by john: Needs the little reference number!
Management can be defined as, “the process of dealing with, or controlling, things or people.”  Principally, it is the use of either authority or charisma to motivate, control, influence and/or organise another individual, or group, to do something. 
Sun Tzu’s “Art of War”, as early as the 6th century BC, expresses an awareness of the strengths and weakness of troop management to provide tactical advantage. Yet, it is not until the mid-19th century, when managers are recognised as an individual group; and that the subject of management is extensively considered, discussed and recorded. From this point unto the present day, management has been a subjective field of thought. Its importance in the workplace however cannot be ignored.	Comment by john: As does Sun Tzu
The focus of this text is to compare classical and modern theories of effective motivation and management; focusing on the work of Frederick Taylor, Henri Fayol,  Elton Mayo,  Douglas McGregor and Abraham Maslow. This shall then be discussed on its application to the workplace at QinetiQ Shoeburyness; specifically in Maritime, Land & Weapons test and evaluation. Where possible, the writer has provided primary sources to validate any workplace conclusions.	Comment by john: And I would drop the reference in for each of these even here in the introduction – Taylor [2], Fayol [3], etc.	Comment by john: Good! Evidence is important.





[bookmark: _Toc474152613]Definition of Terms
	Economic
	Justified in terms of profitability.
"many organizations must become larger if they are to remain economic”

	Motivation
	A reason or reasons for acting or behaving in a particular way.
"escape can be a strong motivation for travel"

	Self-Actualization
	The realization or fulfilment of one's talents and potentialities, considered as a drive or a need present in everyone.

	Scientific
	Based on or characterized by the methods and principles of science.
"the scientific study of earthquakes"	

	Social
	Relating to society or its organization.
"alcoholism is recognized as a major social problem"

	System
	A set of things working together as parts of a mechanism or an interconnecting network; a complex whole.
"the state railway system"



2. [bookmark: _Toc474152614]
Classical Theories of Management	Comment by john: The commentary on backgrounds of key figures adds interest to the section.  Referencing used well here.
The era of classical management theory is considered to have stretched from the late 19th century, through to the 1930’s.  At this period in history, the industrial revolution has swept across the globe and continues to develop and refine business; a great global war of attrition pushes manufacturing practises to its very limits; and the notion of scientism is very much engrained into intellectual society. 	Comment by john: Lot of debate around this, whether it ends with the 2nd World War or goes on to the end of the 1950s.
From these origins, we can begin to understand the critical need to optimise the workforce, to find the single “best way” for any production to work. It is also clear to see how Classical, or Traditional Theories of management, begin to manifest.
Classical management theory is based on the principle that workers are not self-motivated; that the manager is the most intelligent and qualified to enact a decision; and that staff are suitability trained for the role that they are required to undertake.
2.1 [bookmark: _Toc474152615]Taylor, the Father of Scientific Management
Frederick Taylor was an American Engineer, principally focused on production efficiency. He established himself as an intellectual from a young age; passing an entrance exam at Harvard before abandoning academia due to poor health. He instead became an apprentice, learning the trade of a machinist in industry. (1)
Quick progression allowed Taylor to pursue his capacity as an intellectual. Not only did he invent a number of industry defining techniques and tools, he also began to theorise about refining manufacturing processes. To this effect, he considered management as an absolute science, and workers as cogs in a machine. By carrying out time and motion studies, he believed that he could determine the scientific “Best way” of completing any process. His ethos was simple:
1. [bookmark: _Toc473871447]Define the “Best Way” – Replace “Brain work” with a series of instructions based on the most efficient known procedure.
2. [bookmark: _Toc473871448]Breakdown complex tasks – consider using an assembly line; whereby a number of workers all do simple individual tasks, eliminating any unnecessary movement.
3. [bookmark: _Toc473871449]Measure everything –Time taken per component, individual employee output, manufacturing error value, resource expenditure and so on. This data will refine the “Best way”.
4. [bookmark: _Toc473871450]Link pay and performance – Measurements allow managers to reward employee efficiency, and remove lazy workers from the business.
The principles of Scientific Management did indeed revolutionise the workplace. The demonstrated increases in efficiency and productivity caused a surge of businesses to adopt Taylor’s method, with definitive results. On the other hand, the implementation of such a technique was immediately controversial. (2) Repetitive stress injuries became common, while workers became dehumanised and unhappy. Staff turnover reached new levels, as a union officer once said: 
“No tyrant or slave driver in the ecstasy of his most delirious dream ever sought to place upon abject slaves a condition more repugnant.” (3)
While “Taylorism”, as it came to be known, is not in widespread use today; some businesses still utilise the founding principles to a lesser extent. Such roles include warehouse “picking”, and the preparation and service of fast food. These industries offer employment to unskilled labour where staff turnover is not considered to be an issue, and where shop-floor employee innovation is seen to be problematic.	Comment by john: Good.  Observations help to leaven the work.
2.2 [bookmark: _Toc474152616]Mayo and the Hawthorne Studies
Elton Mayo was the second born into a wealthy colonial family in Australia. All three of the children were well educated; his brother became a Supreme court Judge; his sister, a doctor. Elton himself became a professor of industrial research at Harvard business school, after years of social and economic studies at the University of Queensland. (4)
His first famous contribution to knowledge stems from “The Hawthorne Studies”, a series of experiments, conducted at the Hawthorne Works, Chicago from 1924 to 1932. The experiments measured the output of employees pertaining to changes in the physical environment. The first varied the level of light intensity in the workplace. Regardless of how the illumination in the first room changed, production would increase, and then return to normal. The control group however, had fluctuating rates of production. The inconclusive results perplexed observers, who began to keep a log of seemingly irrelevant occurrences through the day. When analysed, this log provided a correlation with the output data. The determination of this showed that the workers were temporarily motivated to higher levels of production… when someone began paying attention to them. (5)
The Relay Assembly Test Room Experiments were another feature in Mayo’s writings. In this instance, two women are chosen to select a team of four colleagues to assemble telephone relays. Over a period of more than 5 years, the employers adjusted rest breaks, working hours, supplied food and other factors; discussing changes freely with the workers and involving them in the project. Over this time, the women increased in productivity by approximately 30%, creating relays faster than ever before. (6)
The Hawthorne Studies coupled with Elton Mayo’s writings proved, beyond reasonable doubt, that Taylorism is a false concept. The workplace has a social dynamic with an impact on the rate of production. He also surmised that a manager, who understood the value of social relationships and job content, could drastically improve the performance of the team.	Comment by john: Difficult.  Perhaps better to say “area and time specific” or “a partial picture at best”.  Work study has its uses.
2.3 [bookmark: _Toc474152617]Fayol’s 5 Functions and 14 Principles
At 19, Henri Fayol earned himself a position as an apprentice Engineer in a large French mining company called “Commentry-Fourchambault”. At the age of 47, in 1888, he was promoted to the role of Managing Director. At this time, it was well known that the company was on the verge of collapse. Fayol’s administration was intended to oversee the closure of a great number of inefficient assets. Instead, Fayol presented the board of directors with a plan to bring the company back into successful trading. Within just twelve years, Fayol had returned the company to full strength, and established himself as the largest producer of iron and steel in all of France. (7) Fayol spent much of his later life in the role of managing director; but in 1916, at the age of 75, he published his consideration of this experience in “Administration industrielle et Générale” (General and Industrial Management). 
Fayol theorised that management in any industry has 5 key functions:
1. Planning – to look ahead and schedule industrial processes to ensure efficiency.
2. Organising – to guarantee that the necessary resources are in place, on time. 
3. Commanding – to clearly communicate, motivate and direct employee activity.
4. Co-ordinating – to ensure employee cohesion through positive behaviour.
5. Controlling – to establish standards, measure performance, and take corrective measures.
These principles are applied to industries where creative problem solving is essential for success. Fayol gives managers the tools required to give clear instructions and boundaries to employees, but allowing the freedom for an intelligent, skilled workforce to develop. Fayol also removes the preconception that the manager must know the role in which his employees are undertaking, focusing more on the leadership and resolution qualities of his administration. In this same publication, he further devolves his theory into 14 principles of management (8):
	1. Division of Work
	Work should be divided and given to specific individuals or groups. This will allow that particular person or group to become highly specialised, well informed, and efficient at a task.

	2. Authority
	Managers should have authority over their personnel. However, it is the manager that should be held accountable for any decisions made that resulted in failure, not the team. 

	3. Discipline
	The application of discipline is essential. Disobedience to management should be met with penalties to provide a standard of performance.

	4. Unity of Command
	Employees must have only one point of authority. Any conflict of authority and  co-ordination can be disastrous for team productivity.

	5. Unity of Direction
	The company should be aligned from the Managing Director to the shop-floor in terms of the aims of objectives of the company. There should be a clear vision, free from miscommunication.

	6. Subordination of Personal Interests
	No individual interests should ever be pursued over the interests of the Company. This includes management, right to the top.

	7. Remuneration
	Employees should be remunerated fairly. With pay reflecting the cost of living, supply of available qualified personnel, working environment and overall business success. 

	8. Centralisation
	 “Shop-floor” workers should be somewhat involved in the management decision making process. This should be pursued as far as is reasonably practical. Remove the emphasis of employee subordination.

	9. Scalar Chain
	Employees should know where everyone fits in the total structure of an organisation. A hierarchy allows everyone to understand the chain of command, and the amount of authority an individual has.

	10. Order
	Everything in the organisation should be clean and in a known location. This has a huge impact on efficiency, safety, maintenance and co-ordination

	11. Equity
	There should be no discrimination to any employee for any reason other than their work. Managers should apply discipline and kindness as a direct response to the productivity to each individual.

	12. Stability of Tenure of Personnel
	Considering the supply of available qualified personnel, retaining Skilled, productive and specialised employees should be avoided if at all possible. Job satisfaction, trust and stability should be engrained in the companies’ culture.

	13. Initiative
	Management should provide employees to suggest new ideas about new methods of work that may increase efficiency or productivity.

	14. Team Spirit
	The more effective group efforts should be positive, social, coordinated and constructive towards management. This also helps to install motivation, loyalty, and trust; and reinforces many other principles of management.


[bookmark: _Toc474152618]Fayol’s unique perspective on the workplace, focused not on the individual, but across a major corporation. His comprehensive theories went unnoticed for many years until his published material was translated into English in 1949. His work is still applied to industrial management today to varying degrees, and he is considered to be the basis for modern management theories.


3. [bookmark: _Toc474152619]Modern Theories of Management	Comment by john: OK.  Your two examples do focus on motivation rather than management theory.
Progressing from the Hawthorne Studies and Fayol’s principles, management theorists began to analyse social parameters in the workplace. They searched for a unifying theory that could be applied to industry, pairing the focused, clear defined roles and efficiency of Taylorism; the inspired logistics of Fayol; and provide the much needed boast from Mayo’s “Hawthorne Effect”.
Research into human motivation begins to blur the line between management theory and sociology studies. Theorists begin to merge workplace models with the sociology established “Systems Theory”. This approach spurred thinking of the organisation as a collaboration of interconnecting parts that combine to make a system operate. This period of time is estimated to have occurred from the 1960’s to the present day.
3.1 [bookmark: _Toc474152620]McGregor’s “Theory X” & “Theory Y” of Motivation
Douglas McGregor was a Social Psychologist, whose work is heavily referenced and utilised in modern management and motivation theories. At a simplistic level, it is a guide to the fundamental basics of interacting with people; and simplifies the concept of “Taylorism” vs “Fayolism”.
 Theory X refers to the use of the authoritarian mind-set, the attitude associated with “Taylorism”. The primary assumption of Theory X is that employees need to be pushed to fulfil the requirements of their employment. Without such drive, staff would try to sabotage, stall or take advantage of the system to commit as little effort as possible into their role. Employee comforts therefore should be minimal (to avoid pandering), while heavy monitoring, application of discipline and performance based pay are all key tools for management to minimise trouble and maintain productivity. Strong effective employees, who want to work, will be recognised and promoted. This model will therefore develop successful managers, strong leadership and result in company development. (9)
Theory Y refers to the use of a social, inclusive style of management, the attitude proposed by “Fayolism”. The primary assumption of Theory Y is that employees are self-motivated, exercise self-control and are committed to established management-led objectives. It is instead the responsibility of the manager to secure and supply resources and training to allow the employees to be most effective. Theory Y also suggests that doing well at work motivates people to be more productive, and to exceed their own performance time and time again.
McGregor believed that Theory X is a negative way of interacting with people, while Theory Y proved to be positive. He explains that, while Theory Y could be viewed as optimistic and not realistic; it was the only approach capable of propelling employees to the highest level of achievement. He also stated “Man is a wanting animal - as soon as one of his needs is satisfied, another appears in its place.” (10) The advantage of positive management is to reinforce mans’ desire to exceed himself and his peers, boasting productivity.
3.2 [bookmark: _Toc474152621]Maslow’s Hierarchy of Needs
Abraham Maslow authored a work known as “Eupsychian Management” published in 1965, this was later re-titled “Maslow on Management” and focusses on the theory of motivation, in terms of mental wellbeing, in a modern workplace. In this work, he proposes that the inherent motive of the workforce to develop; is the very key to providing effective leadership. 
[image: ]Maslow’s manager is not a paragon of control and logistics; but instead an individual, capable of motivating an intelligent, skilled and self-managing labour force towards a state of self-actualisation. 
He outlines the principle motivations  of every individual in a model known as “Maslow’s Hierarchy of Needs” (shown right). Simply put, a man on any step of the pyrimid, longs to be on the next step up. Maslow suggests, that this simple diagram is a map to happiness.
“Self-actualizing people enjoy life in general and practically all its aspects, while most other people enjoy only stray moments of triumph” (11)
Physiological Needs – The ablity of an organism to sustain itself, including the need to eat, sleep, drink and maintain body heat.
Safety Needs – The ability of an organism to protect itself from harm, including safety in the workplace, and a secure place to reside.
Love and Belonging – Social Interaction, developing a network of relationships with other individuals for support and futher development.
Esteem Needs – The desire to be prestigous, or to be exaulted within your peers. This is the pursuit of acomplishment and distinction. This can be further catagorised as the pursuit of knowledge, followed by the search for beauty and balance.
Self-Actualisation – Achievement of an individuals full potential, revered by peers;  becoming both a creator and a leader of others.

Maslow’s work came to develop on McGregor’s theory “X” and theory “Y”, stating that restricting an individuals ability to attain next-level needs is a principle cause of stress.
Examples in use  (12):
· It is not possible to motivate an individual to meet employment performance criteria (Level 4), when an immediate family member has recently died. (Level 3)
· A person cannot effectively lead a team (Level 3), when they have debts that may cause their home to be repossessed. (Level 2)


4. [bookmark: _Toc474152622]Application of Management Theory at QinetiQ Shoeburyness
The influence of Fayol’s 14 principles of management is, in the opinion of the author, the most prevalent within the management system in effect at Shoeburyness. However, the system does not appear to be totally successful in its application. To analyse this, the writer will first outline the management hierarchy, and system of operation from middle management to ground-level employees. This will then be discussed in reference to the management theories as stated. Following this focus, the writer has collated a number of primary sources that shall be critiqued in such a way as to provide, as much as is possible, a balanced perspective.
4.1 [bookmark: _Toc474152623]Management Hierarchy	Comment by john: Good.  Helps to set the scene for the reader and underpins understanding of your analysis.
Consider the management hierarchy as belonging to four groups;
	Top Managers

Reside at the highest levels of the organisation.
Top Managers in QinetiQ are considered to reside within the Executive Committee and include;
· Chief Executive Officer
· Chief of Staff
· Chief Financial Officer
· Director of Investor Relations
· Director of Strategy and Planning
· Director of Business Development
· Director of Engineering and Operations
And many more.

Top level management are responsible for establishing the culture and vision of an organisation, and analysing the environment for risks or opportunities for growth
	Middle Managers

Middle managers act as an Intermediary between the Top and First-line Manager, in a variety of roles, such as;
· Director of IT
· Director of Property
· Director of Technical Excellence
· Head of Weapon Facilities
· Head of Site
· Trials Delivery Manager
And many more.

Middle managers are responsible for breaking down the Top management Initiatives into actionable, measurable objectives.
They are also responsible for the allocation of resources as needed, and the performance and co-ordination of first line managers.

	First-Line Managers

First line managers within QinetiQ are primarily office based and support Ground-level operations. These include;
· Labour Manager
· Trials Manager
· Project Manager
· Trials Safety Manager
And many more.

These managers are responsible for overseeing team performance; allocating training and development opportunities; Scheduling; and producing Health and Safety documentation
	Team Leaders

Team leaders are typically Ground-level employees who have been assigned to lead their peers. They include;
· Leading Hand
· Gun Foreman
· Range Foreman
And many more.

Team Leaders allow teams to manage themselves in a clear chain of command. The team leader can assess and react to changing situations, but ultimately shoulders the responsibility of such action. Team leaders are typically responsible for assigning job responsibilities, and maintaining the teams focus on the activity.



Since May 2015, a corporately-led initiative known as “Transform” has been in effect (See Annex A). This vision, promoted by top level management, is to minimise labour cost, and develop “Functional Capability Teams” that can delivery trials at any range across the country to meet customer requirements. These are facilitated by “Geographical Teams” who comprise of local supporting services, and a matrix management system of middle managers known as “Domain Capability Teams”. 
In the interest of simplicity, this document will focus on low-tier middle managers through to team leaders only. For the most part, these teams follow a scalar chain of command;
Trials Delivery Manager
Trials Manager
Trials Manager
Range Foreman
Range Foreman
Leading   Hand
Gun    Foreman
Leading   Hand
Gun    Foreman

To put the transformation initiative into perspective; The Trials Delivery Manager is fixed to one location; Trials Managers are to operate on any site depending on their specialist activity; while Range crews (Range foreman and below) are considered to be versatile, skilled labour, capable of deployment at any site, with any Trials Manager.
Analysing this structure against Fayol’s 14 Principles of management, a discord is immediately evident;	Comment by john: Using Fayol as a lens is an interesting idea.  It should help to avoid missing anything important in the operation.
Your application and commentary draws some strong conclusions and does illustrate an appreciation of Fayol’s underlying thinking.
Division of work – The company ideology really promotes Trials managers to become specialised at one activity, while less emphasis is placed on Range crews to do so.
Authority – The roles and responsibilities of each party are clearly defined, understood, and followed for the most part. However, team leaders are often held accountable for poor management decisions. They are instead expected to call a “STOP” to an activity if they feel that it is hazardous or with risk, contrary to Fayol’s ideology.
Discipline – Typically enforced by the Range Foreman, as he is the only constant authority within the working group.
Unity of Command – Very poorly controlled, conflicts of authority are commonplace with significant effect and delays
Unity of Direction – Top managers provide a very well communicated vision through the Q-Talk initiative, where members of the QinetiQ Executive committee give a presentation to Ground-level staff once a month.
Subordination of Personal Interests – This aspect of the business is not managed, in any way. This attitude often leads to mistrust and division among staff.
Remuneration – Considered by the ground level staff at Shoeburyness to be very poor. Despite the cost of living in the south-east being approximately 30% Higher than in South Wales or the Outer Hebrides; pay is consistent across the company. Ground-level employees at global grade 5 are paid £15,000-£18,000 per annum. This is comparable to a store assistant at Aldi.
Centralisation – Employees are not involved in management decisions, but may raise concerns with the Employee Engagement Group; a corporate run Employee feedback system. The EEG has however been a source of tension since QinetiQ terminated Union recognition in 2012, with many employees calling it a lip-service service. 
Scalar Chain – Does not apply.
Order – A recently introduced system known as “Strategic Management Information System” has been introduced. This registry accounts for every available QinetiQ asset, but has had a significant impact on the accessibility of such equipment, impacting company efficiency.
Equity – While discrimination is not commonplace within the business, there are a disproportionate number of men (4,817) to women (1,190) in the company; less than 25% (Annual Review, 2016).
Stability of Tenure of Personnel – The supply of available, qualified personnel is very low; and yet the remuneration level, coupled with management distrust causes a number of people to leave the business each year, at significant cost.
Initiative – The “My Contribution” initiative allows employees to propose new methods of work to increase efficiency; but these ideas rarely come to fruition, and are often rejected without explanation.
Team Spirit – Ground-level teams are very sociable and co-ordinated, but rarely positive and constructive towards management. A lack of resources in the business has built a distrust between these two groups.
4.2 [bookmark: _Toc474152624]Workforce Culture 	Comment by john: Good.  The significance of culture can’t be overestimated.
At least part of your discussion relates in no small way to communications.
QinetiQ PLC stems from the MoD Defence Evaluation and Research Agency (DERA) and retains much of the original personnel. The highly specialised, highly sensitive and highly advanced environment in which QinetiQ operates attracts the eccentric, leading to a collective of strong, self-motivated personnel. Complimentary to this, it retains the strong military “Make-do” attitude towards the working environment. Range crews, Trials Managers and many others believe themselves to be intelligent and cautious enough to proceed with an activity safely, despite a severe lack of resources offered by the management community for many years. As evidenced by employee interviews;	Comment by john: Very unusual and pleasing to see primary research included in an undergraduate report.  The caution expressed about the validity of opinions from a case study individual is entirely sensible.
 “I can’t help but feel that the managers are just paying us lip service; they don’t care about the staff or the business. We have provided higher management with definitive data to show that we are under-resourced and yet I’ve seen no investment. It seems as though the company put more value on repeatedly analysing risk than providing the means to make the job safer. The attempts at employee engagement are just insulting… they tell us how the company is doing well; and still refuse us the basics. I don’t believe a word they say.” (13)
The first interview must be very carefully considered, as the expressed view is emotional, and therefore inclined to bias. The second interview conducted by the writer clarifies the issue slightly…
“Our local and site managers are not empowered to provide us with the resources we require. I can see that it upsets them as much as us that we can’t get the equipment or manpower to do the job properly! For four years we have been promised that the site will recruit staff to meet the manpower shortage… We are not getting any younger.” (14)
QinetiQ has a very complex structure of management and resource allocation. While the chain of command is proving to be difficult to understand and operate within; the allocation of resources has been, for the most part, lost. Typically, for a project, any allocation of resources requires a business case to be presented; this is then subject to a raft of middle-management reviews. The outcome of this process is rarely communicated back to the original source, but broadcast with a bulk of other data. The only except to this rule, is if the business case is doggedly pursued by an individual.
The result of empowering a workforce, without instilling a sense of trust has been very damaging. Just a few years ago in 2012; a “wordpress.com” blog entitled “QinetiQ-ette” began. In this blog, the unnamed QinetiQ-employed author expressed his views as to the companies’ activities in a slanderous and satiric manner, an example of which can be seen in Annex B. The website proved to be so popular, that a google search for “QinetiQ” would return the blog as the second hit; QinetiQ.com being first.
The humiliation this caused the company cannot be overstated, with the CEO Leo Quinn being interviewed on the matter in the Telegraph (15). Such actions only serve to widen divisions within the organisation.
5. [bookmark: _Toc474152625]Conclusion
It is the opinion of the author that the Matrix style of management at QinetiQ is the primary cause for fault in this system. While employees are encouraged to pursue further development, and to take an active role in the direction of the company; the system of management and the lack of personal accountability have caused widespread failures. This distrust, coupled with the poor remuneration rate for employees in the South-East of England has led to many disillusioned employees and lost productivity.
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[bookmark: _Toc474152628]8.    Appendices
Appendix A – A graphical representation of the Transform structure
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Appendix B – a QinetiQ-ette Excerpt
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Qinetiq: A Defence Company Run by Children

October 26, 2012

You wouldn't let children run off and play with guns (unless you were
American perhaps). But currently a significant defence contractor, with
access to all sorts of big guns, and bombs and things, is being run by a
bunch of kids so immature they make the Muppets look like a Commons’
Select Committee. (actually, on second thoughts, perhaps that's not the
best analogy).

The company? Qinetiq (of course). The reason? Leo “It's MY BALL” Quinn
has not allowed union meetings to take place on Qinetiq property. These
meetings are not just any old recruitment meetings, but have been
organised to help the 2000 or so members of the Defined Benefit pension
scheme understand the options available to them. So, the mestings are
clearly there to aid the employees, in a way that's not being done by the
company. This gives a pretty clear indication that the Qinetig
management - Quinn and his henchweasels — really do not care about
their employees and their welfare, and have no interest in helping them
get an independent view of the pensions decision that awaits them.

What can be the reasons for this? Well, we all know that Quinn has a
hatred of anvone ather than himeelf havina authority or nower (recall him
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