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bout this to them. T simply took it for granted
that they understood it.
Q: What type of management style do you want
supervisors to have, and how do you pro-
- mote that?
A: Tassumed that they would supervise like me.
T always listened to them when they were
. workers. [ believe in treating everyone with
- dignity and respect and expect others to do
~*thesame. I do not have any method to trans-
~ mit that except to follow my style.
" HR Systems '
O What criteria are used to select, fransfer, and
- promote individuals? -
A: TLhired a firm to do all the hiring for me when
- Iwas expanding. I told them I wanted quali-
~ fied workers. As for the promotion to super-
- visor, I picked the best workers, o
2: Best how? What criteria were you using?
A: Well, I picked those who were the hardest
- workers, the ones who always turned out the
“best work the fastest, and were always will-
- ing to work late to get the job done.

onuses, and so forth? :
A: 1do not have time for that. Ibelieve that peo-
ple generally know when they are doing a
00d job. If they are not, I will not keep them.

L Supervisors receive the orders for each day
- at the beginning of the day and then give it
- out to the relevant workers. They then keep

wnl track of it to see that it is done on time and

i

hey get their ihféafﬂiéﬁbn and where does

| outlothe customer.

. .

P e T
- At Well, Ithink Ipay them well.
- Q: Does everyone

O Are there formai appraisﬂ,systéms? 1If yes,
: Whati,s" the information used for promotion,

are ggp’émg@i;gﬂfcbs organized? Where

- Q: What incentives are in place to encourage
 employees to work toward the success of the
eaTEalon il e e W anealen pah
~ data from the manager

eryone receive the same amount of  used the method provi

A

At the present time, yes, because they are

relatively new supervisors. I do plan to give
them raises based on how well they are per-
forming. -

: Butyou indicated that you do not really have

A

a method of informing them what you are
measuring them on. How are they to know
whatisimportantz =~ . = |

Well, [will tell them. I guess I need to be

sidering that issue down the road.

Performance

>
A

Q:

How do the supervisors know what thy
role is in the company?

I told them that they needed to supery:
employees and what that entailed,
How do they find out how well they are
doing in their job? Is there a formal feedback
process? e : :

A: Ttalk to them about howtheyare gioiﬂg TO;

time to time, but I get your point an
think sboutthay, - . i

Q: Are there opportunities for '“%:iélp 1f theyf

: ﬁhavmgpfobiems?% e
A: Take this problem Wﬁhj_:the yelling an

~ ting employees angry at

Q: ab :
‘A: Actually, they thought it was great
_none of these $upervisors';haize.ha:dmyﬂmm

Mathods and Practices -
Q: What are the policies, proce

A

in the way of supervisory t

training. e

How do they feel abou

procedures, and ¢
in the organization? In your view, how
they facilitate or inhibit performs :

Ireally do not think the

ing their performance. I am als

- help, but I also have work

I promoted en{ﬂdyees to sup

- would not have to deal

business. =
After gathering info:

foﬂt::nws isa portion of th ety
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AN

'séctio‘n is the begimu'ng of a step—by—step

Fabrics, Inc., once a small organization, re-
cently experienced an incredible growth. Only
vo years ago, the owner was also the supervisor
of 40 employees. Now it is a firm that employs

ore than 200. The fast growth proved good for
me, with the opportunity for advancement.
1e owner called a consultant to help him with a
: pr@blems that emerged with the fast growth.
eem to have trouble keeping my mold-
kers and some other key employees,” he said.
ey are in demand, and although I am com-
itive regarding money, I think the new super-
sors are not treating them well. Also, I received
some Complamts from customers about the way
supervisors talk to them. The supervisors were
all promoted from within, without any formal
training in supervising employees. They know
thmr stuff regarding the work the employees are
ﬂ oing, so they are able to help employees who

0 arguments easily, and I hear a lot of yelling
ing on in the plant. When we were smaller, [

ed after the supervisory responsibilities my-
§ and never found a reason to yell a,t the em-

is g in effechve ways to deal w1th employ—

problems a:rzci from that, recommend a
rse of action.” :
Actuaﬂy, I talked to a few other vendors and
they indicate they have some traditional basic su-
pervisor training packages that would fit our
needs and, therefore, they could start right away.
Ireé]ly want this fixed fast,” the owner said,

”_Well I can understand that, but you do
want to be sure that the training you get is rele-

~ ganizational analys1s
‘having problems. However, they seem to get -

1 anly have nine supermsorswould you

~ A: All of those things are important, but % get
to the problems you experienced; otherwise,

it is a waste of money. How about I simply con-
tract to do a training needs analysis and give you
a report of the findings? Then, based on this in-
formation, you can decide whether any of the
other vendors or the training I can provide best
fits your needs in terms of relevancy and cost.
That way, you are assured that any training you
purchase will be relevant,” said the consultant.
“How long would that take’?” the owner
asked. ¢
“It requires that I talk to you in a bl’c more
detail, as well as to those involved; some of the
supervisors and subordinates. If they are readily '
available I would be done this week, with a re-
port going to you early next week,”
tant replied. The owner asked I‘l@W r
would cost, and after negotiating for 15
agreed to the project. They returned to the of
to write up the contract for a needs analysx
The interview with the owner (who was aiso-- ;
the manager of all the first-line supervisors) was
scheduled first and included an organizational
and operational analysis. What follows is an
edited version of the questions related to the or-

The Interview .
Direction of the Orgamzat:on

Q: Whatis the mission of the company?” What are |
the goals employees should be working for? -
A: Ido not really have time for that kind of stuff. i
I have to keep the organization runhmg o
: If there is no mission, how do employees un-
derstand what the focus of their job should be? -
They understand that they ﬁeed to do their -
jobs. =
What about goals or ob;ectlves?‘ -
: Again, I do not have the time for that, and T
have never needed such stuff in the past -
: That may be true, but you are much larger
now and do need to communicate these
~ things in some fashion. How do employees
know what fo focus on: quality, qua,ntlty cus-
tomer service, keeping costs down? :

eo:mp;?@

your point. [ never actually indicated anyﬂ'ung -

(contmued) :
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