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Much to Larry’s pleasure, the skilled fatherly coaching paid off once again as Howard Watson announced, “Beginning
next year, I will develop a corporate automation engineering department. The new department will be responsible for the con-
cept, design, manufacture, installation, and maintenance of all custom automation for TKC’s five manufacturing facilities:
three in the United States, one in Ireland, and one in Taiwan.” Larry was pleased, not only with the decision, but because
Howard had been the one to announce it. With this new advanced technology department, Larry Henderson envisioned keep-
ing his company ranked number-one in world sales.

Development of the Department

Howard Watson, director of manufacturing engineering, worked closely with Larry in developing the automation engi-
neering department. Howard not only knew of Larry’s fondness for equipment but was eager to move up in TKC. Howard
was a very aggressive manager with a positive attitude toward his job, traits that Larry liked in his managerial staff.
Although his responsibilities were many, and growing, Howard had not yet selected a manager to develop and run the
new department.

In fact, Howard had not filled either of the two vacant managers’ positions in his division. Howard was not a distrustful
manager, but a great deal of convincing was always required before he would delegate control. Howard knew that for the au-
tomation engineering department to be successful, he would need a manager with a strong technical background as well as a
good understanding of the business.

The manager he hired would be very visible to the corporate staff, including Larry. The manager would eventually have
to develop and “sell” his own cost-saving automation programs to the vice presidents. There were several people in the man-
ufacturing engineering department who had the qualifications to manage the new department, but none with the technical
background and none with the desire to have such a visible position.

Through a friend of his at Tucker Knox, Ed Leonard learned of the decision to develop an automation engineering de-
partment. In June, Ed began discussing with Howard the need to build the new department and the potential of joining the
TKC team. Ed, a mechanical engineer with an MBA and both management and manufacturing experience, was seeking a new
career challenge. Ed’s engineering degree and experience easily satisfied the technical requirements of the position. However,
his managerial skills were mainly in the project management area with some personnel management. Ed’s managerial style
was not as aggressive as Howard’s, but his highly motivated, hard-work ethic, and commitment to the project appeared to be
the balance that Howard was looking for. In November, Ed joined the Tucker Knox team, not as the automation engineering
department’s manager, but as a machine design engineer.

Howard wanted Ed to first prove his technical ability in the seven-person machine design department that Howard had
created as a beginning for the automation department. Ed would then progress through the step of department supervisor be-
fore moving to manager and further developing the department. This progression was important to Howard for two reasons.
“The performance and success of this department is very important to the future of TKC. The employees in the department
must function as a close-knit team. It is essential that each team member accept and be accepted by every other member.
“Therefore,” Howard continued, “each person functions in their new position for a period of time to demonstrate their ability
and to become accepted by the team.”

The second reason for this slow progression (which Howard did not discuss) was Howard’s nature of being very slow to
delegate and relinquish authority. This plan, being agreed upon by both Ed and Howard, was the beginning of a very strong
management team that was about to develop at Tucker Knox. Within a year, Ed had proven his abilities and was promoted to
manager of machine design.

Soon after Ed Leonard’s arrival at Tucker Knox, the machine design team was divided in two by Howard's boss, Jack
Donaldson. Jack was a relatively new member of the Tucker Knox team whom Larry Henderson had brought in as the vice
president of technology. Larry Henderson was planning on retiring in a few years and had tried to groom several candi-
dates to take over his position. Jack Donaldson was the latest of these candidates. In attempting to imprint his “signature”
on the Tucker Knox organization, Jack decided to reduce some of Howard’s power within TKC by splitting the machine
design team.

The multiple-copy manufacturing group was split off from the manufacturing engineering group and assigned to Matt

Jackson, plastics engineering director. Matt was not only one of Howard’s peers, but also his strongest rival.
Howard was not the type to take such a change lightly. He disagreed with the decision not just because some of his or-
ganization was given to his strongest rival, but also because the decision, in his opinion, was not founded on sound financial
information. Howard and Ed worked closely to develop the cost-saving justification that Ed used to convince Larry Hender-
son and Jack Donaldson to recombine the multiple-copy manufacturing group with the manufacturing engineering group. By
allowing Ed Leonard to present the data and plan to Jack, Howard once again demonstrated his ability to achieve his own
goals through skillful managing of people at all levels within the organization. He also put Ed Leonard in the middle of an
internal political conflict.





