I.D.2: How Do My Ethics Rate?

Instrument
Indicate your level of agreement with these 15 statements using the following scale:
1 = Strongly disagree
2 = Disagree .
3 = Neither agree or disagree
4 = Agree
5 = Strongly agree

1. The only moral of business is making money. [ 2 3 4 5
2, A person who is doing well in business does not

have to worry about moral problems. 1 2 3 4 5
3. Act according to the law, and you can't go

wrong morally, 1 2 3 4 5
4. Ethics in business is basically an adjustment

between expectations and the ways

people behave. | 2 3 4 5
5. Business decisions involve a realistic economic

attitude and not a moral philosophy. I 2 3 4 5
6. "Business ethics” is a concept for public relations

only. 1 2 3 4 5
7. Competitiveness and profitability are important

values. | 2 3 4 5

8. Conditions of a free economy will best serve the

needs of society, Limiting competition can

only hurt society and actually violates basic

natural laws. _ I 2 3 4 5
9. As a consumer, when making an auto insurance

claim, I try to get as much as possible regard-

less of the extent of the damage. ' 1 2 3 4 5
10, While shopping at the supermarket, it is

appropriate to switch price tags on packages. 1 2 3 4 . 5
11. As an employee, I can take home office

supplies; it doesn't hurt anyone, - 1 2 3 4 S
12, T view sick days as vacation days that I deserve. 1 2 3 4 5
13, Employees’ wages should be determined

according to the laws of supply and demand. 1 2 3 4 5
14. The business world has its own rules. | 2 3 4 5
15. A good businessperson is a successful

businessperson. 1 2 3 4 5

Source: Adapted from A, Reichel and Y. Neumann, Journal of Instructional Psychology, March
1988, pp. 25-53. With permission of the authors.



Analysis and Interpretation

No decision is completely value-free. It undoubtedly will have some ethical dimensions. This
instrument presents philosophical positions and practical situations. Rather than specify "right"
answers, this instrument works best when you compare your answers to those of others. With
that in mind, here are mean responses from a group of 243 management students. How did your

responses compare‘?

1. 3.09 6. 2.88 11, 1.58
2. 1.88 7. 3.62 12, 231
3. 254 8. 3.79 130 336
4, 341 9. 3.44 4. 3.79
5. 3.88 10. 1.33 15. 3.38

Do you tend to be more or less ethical than the student norms presented above? On which
items did you differ most? Your answers to these questions can provide insights into how well
your ethical standards match other people with whom you will be working in the future, Large
discrepancies might be a warning that others don't hold the same ethical values that you do.
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Global Competitiveness oaeeTn

Many North American companies grew large and powerful tollowing World War 11
because they faced modest competition from around the world, For instance, in the
1950s and 1960s, General Motors (GM) became the world's largest and most prof-
itable corporation. Was it because GM efficiently produced first-rate products thar
were carefully matched to the needs of auto consumers? Maybe in part; however,
GM's success was more a result of the fact that its only major competition came
from two other relatively less-efficient U.S. producers—Ford and Chrysler. Now.,
look at GM rtoday. It has drastically reduced costs, improved quality, and cur the
time it takes from designing a car to having it in dealer showrooms. Did GM make
these changes voluntarily? Absolutely not! It was forced to do this to meet changing
global competition. Ford and Chrysler significantly improved their quality, devel-
oped innovative products such as the minivan, and began selling imported cars
under their brand names. Ford and Chrysler also forged ahead in their global pres-
ence through a series of international acquisitions. Ford went global by purchasing
Jaguar in 1990, Volvo in 1999, and Land Rover in 2000. However, because of
global competitiveness and an economic turnaround, Ford sold Jaguar and Land
Rover to Indian auto manufacturer Tara Motors in 2008. Zhejiang Geely Holding
Group of China acquired Volvo Cars from Ford in 2010. Chrysler went global by
acquiring Maserari in 1987, selling it in 1993, and then merging with Daimler-Benz
in 1998 to form DaimlerChrysler. However, the alliance was short lived, and
economic uncertainty resulted in the 2007 sale of Chrysler to Cerberus Capital
Management, where it was known as Chrysler LLC. In April 2009, Chrysler LLC
declared bankruptcy, and on June 10, 2009, it emerged as Chrysler Group LLC
from a Chapter 11 reorganization bankruptcy. It was sold to the Italian automaker
Fiat, whose stake in Chrysler was 30 percent. In 2011 Chrysler’s owners other than
Fiat were the United Auto Workers (UAW) retiree healthcare trust fund (59.2 percent),
the U.5. government (8.6 percent), and the Canadian and Ontario governments
(2.2 percent).! Fiat eventually acquired all shares of Chrysler except those held by
the UAW retiree healthcare trust fund and on January 1, 2014, they announced a
deal to purchase those shares as well. Meanwhile, aggressive competition from
foreign companies such as Honda, Toyota, Nissan, and BMW has been increasing

pressure on GM ro continue to change if it is going to survive.

IS THERE SUCH A THING AS “BUY AMERICAN"?

The GM example illustrates that organizations are no longer constrained by national

borders. Consider, for instance, that McDonald’s sells hamburgers in China and KFC
sells chicken in China. Exxon, Coca-Cola, AFLAC, and Walmart are U.S. companies
that receive significant portions of their income from foreign operations.” Honda, BMW,
Mitsubishi, Mercedes-Benz, Subaru, Nissan, and Hyundai all have plants in the United
States. Parts for Ford vehicles come from all over the world: Mexico (seats, windshields,
and fuel tanks), Japan (shock absorbers), Spain (electronic engine controls), Germany
(antilock brake systems), and England (key axle parts).

It is important to point out that although organizations have become increas-
ingly global in their perspectives and have accepted the reality that national borders
no longer define corporations, some in the public have been slower to accept this fact.
Some people feel that the sale of foreign products takes jobs from Americans. The cry
often is “Buy American.” The irony is that many so-called foreign products are made

'.Frcd Meier, USA !'u.f;:}_-, April 12, 2011, hrrp.—-’.ﬂ;:1::mnt.us.nmd;:;.:.::fnn1fcmnmur1':tir:s.-’drix':{mnfpnsﬁlm 1/04/
fiat-given-another- i-E\}--#cds-n:m--mvnﬁ-Bil-nr'{hr:.'-sltrf'l (accessed May 9, 2011).
*L. M. Cacace and R. K. Tucksmith, *Global 500, Fortune, July 26, 2004, F1-F4.
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ees’ work-related values and attitudes, By analyzing various By -
dimensions, Hofstede developed a framework for under- | Lisimd
standing cultural differences. Countries that share similar | s
cultures are represented in Exhibir 2-1.
Hofstede’s findings group countries according to such cultural variables as starus Exhibit 2-1

ditferences, societal uncertainty, and assertiveness, These variables indicate a country's
means of dealing with its people and how the people see themselves. For example, in
n individualistic society, people are primarily concerned with their own family. On the
nirary, in a collective society (the opposite of individualistic). people care for all indi-
who are part of their group. The United States is 2 strongly individualistic soci-
herefore, U.S, supervisors may have difficulties relating o people from Pacific Rim
niries, where collectivism dominates, unless they are aware of this cultural difference.
When working with people from different cultures, we informally learn the differ-
nces that exist between their culture and ours. Many companies also provide formal
uning in this area. Supervisors learn that they must be flexible and adaptable in their
ngs with employees. Recognizing differences in employees’ backgrounds and cus-
s tosters appreciation and even celebration of those differences (see “News Flash!
Culrural Variables™).
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- News Flash!

THE CULTURAL VARIABLES

To date, the most valuable framework h“’ h‘:ﬁ
managers better understand d”ft‘ff”’:“b-_"t("_"ferr
narional cultures has been developed by Ge
Hofstede.* He surveved more th_ﬂ“ 116,000 em-
ployees in forty countries, all of whom worked
for IBM. Whar did he find? Hofstede found that
supervisors and employees vary in fo!.lr dimen-
sions of nanonal culture: (1) individualism versus
collectivism; (1) power distance; (3) uncertainty
avoidance; and (4) quantity versus quality of life.!
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Slb’rllr‘lu.lnl v nfluencing how information is created, stored. and d &
Equally important are ; i s
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B it possess Those vt constantly evolving skills and competencies supervi
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how well your unit is meeting production amnd.'trd;- F R
information might have taken as long as a month. -
k{-}-hﬂ.‘!l"d of Thl_‘ computer on your duik L. ~
instanraneousiy!

In thepast three decades, US. companies such as Gene
3M have wimessed auromared offices,

almost no one had a fax machine. cellio-

eryday words spoken by the general public.
a large dog. Sophisticated gadgeiry was preiry

supported by advances in the silicon chip, has

eding information on
- Forty years ago, obtaining rhat
Today, a few keystrokes on the
an get you that same information almost

| ral Electric, Walmart, and
robotics I manufacturing, computer-assiste

any . _ ’ assistecl
design software, Ill_n;ur.sr-.d circwts, microprocessors, and electronic meerings. These
technologies combined have made these organizations more productive and,

cases, helped them to create and

. In some
d maintain a competitive advantage.

WHAT IS TECHNOLOGY?

Technology is any equipment, tool, or operating method designed

) . to make work more
efficient. Technological advances involve integr

. : atng technology with any process for
changing inputs (raw materials) into outputs (goods and services). In decades past

most processing operations were performed by human labor, Te

; chnology has made it
passible to enhance most

: production processes by replacing human labor with saphis-

ticated electronic and computer equipment. An example is the assembly operation at
Chrysler Group LLC, which relies heavily on roborics. These robots l‘b:'ft:urm repetirive
tasks—such as spot welding and painting—much faster than humans can. In addition.
the robots aren’t subject to the health problems caused by exposure to chemicals or
other hazardous materials.

The use of rechnology goes far beyond application to mass-production manufac-
turing processes. Technology is making it possible to serve customers better in many
industries. The banking industry, for instance, has replaced thousands of bank u_-lh:r.;
by installing ATMs and electronic bill-paying systems—often at locations thar are
more convenient to the customer. One Medical developed a mobile app that allows
patients to pick a physician, schedule appointments, and tell their doctor what's wrong,
ind offers an option ro “ger treated now™ in case a more pressing matter arises—all at
their patients’ hingertups. Creating this system allowed One Medical to increase, retain,
ind track patients more effectively to reduce wait times.*

lechnological advancements are also used to provide better, more useful infor-
nation. Cars built roday, for example, have a built-in computer circuit that a tech-
pician can plug into to diagnose problems with the automobile—saving countless
diagnostic hours for a2 mechanic. Many automobiles have systems that permit driv-
ers to map their location and receive accurate, on-the-spot directions to the driver’s

csfinarion.

to Increase Sales,” Gel W 1th the Future

iver.comy201 31 1/18/4-examples-companies-using
1141 R. Mac, “One Medical Group: A Concierge dervice

13, herpsiiwww.forbes.com/sites/rvanmac/201.3/0327/one

! , C wnother-name-and-price (accessed 03/0272014).
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vitrw Biresiies interdependence over
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power distance

Extent to whach the less-powerful
miemibers of institutions and organiza-
tions expect and accept the idea that
pEwed 18 distributed unequally. Bebiel in
small power distance results in expect-
anca of power relations that are mora
corsuliative or democratic, with people
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regardiess of formal positions. Bele! in
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powerlul accepting power relations
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position in certain Tormal, hisrarciical

uncerlainty avoidance

The extent 1o which members of &
society gttempt to cope with anxiety
vy minimizing ambiguity. Gullures
with high uncertainty avoidance prah
rules and structured circumstances,
whareas low uncertainty avoidance
cultures aperate affectivaly in the
atsence of clear-cul rules, policies,
and procedures.

guantity of life

Belial that values competitiveness,
assertiveness, ambition, and the
accumutation of weaith and materis
POSERSSIONG,

quality of life

Betief that places more value on rel
tionships and overall worth of one’s
in society.

technology

Any equipment, tool, or operating
method designed to make work, m
aificient
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E-Business at Work
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look at whar we mean by e-businesses and whar's un

change in business broug

ique about them,

WHAT IS AN E-BUSINESS?

Two terms thar S€Cm [0 cause considerahle

confusion n
and e-business.” The term e-commerce is becoming the
and selling of produc
on websites and filling orders. The Majority of - i
R e he vast najonity ot articles and media attent
Y0 using e Internet in business are directed ar onlj; ¢ shopping—m keri
\1& Boods and services aver the Internet. When you hear 1r!-.[: h I remecd
bter of p{'cap!r: ,-Lhn::'\pl'r.‘- f S i fTL‘IHEnd

I

L 0r) I}'i’ -ﬂ -Ine
ek : 1 _-: inter 1eL, IE'\Z!'I.."'H'L"'- 5CT “P \‘-'k‘i‘SiIES W
A abdl B s, condauct [I'.':-.‘!ﬁ\".!””h i I
n orders, 'l'HII‘I'L‘ hﬂ'ﬂ.fi

dily from 2011 .. - aLes L0 its customers,

¢ed to be clarified: pege
standard labe] to'd eSC
“Ncompasses presentin

.
online .l"L[\'II'Lg 5 0Or services, Ir

: ind how h
L |
Sond €t paid, and f,
t-<commerce, It's a dram itic chanpe i +
I B

ultil]
= L. |
Il 53les are exXpected t

the w:

[ =Ll T -\; ) W J o !1 jthed
¢1|'--. WO A al ".-.-'.",:!. ra 4 Il @) \I:'II I 1; I tn! (= COom
| M i . e 4185 1 i i .
1 I I l S 5 o : I-l arn O

€IS an 1 Are - .
L ; - A€ expected tg §
iU W -"!:L'I" Y

1 already ACCounts for

lanag, ment, July 2000



35

Chapler 2 Suparvision Challengen

rcent 3 1 . i
8 pe Ld of total rerail sales in the United States. is
FExXpected to outpace sales growth a¢ brick-and-mo
ores over the next several years, reaching 1;':.'- e
153 el vears, reaching $370 billion
in sales by 2017, and eventually: will ac
: & I ¥ ALY will account for a fall
tenth of all retail sales in the Unied States. Studies ind
\cate thar more smartphones and tablers ire boos ||11|-
amount of nme consumers spend | 4 e
il Spend online and they are
used to research purchases, find stores ind find the |
prices available.® You should be aware that 90 I"t'r-.:.l:ht
-commerce sales are inees : i
€ e !f‘-“ are business-to-business transactions,
The vast majority of e-commerce Balie i
ch as Intel chip sales D e dobndl i
suc .- : P sales to -t'“ or Goodyear sales 1o Fard
rather than to consumers like vou and me buying com
puters or sweaters for personal g;nn:'.mnptim‘:. f
_l_n_-;m_umsr. g-business refers to the full breadeh of
activities included in a successful Interner-based enter.
prise. As such, e-commerce is a subser of e-business
E-husnm:;s miciu-.'i;-s developing stratepies for running
[n‘:crm:t- ased companies, IMproving communication
with suppliers and customers, collaborating with part-
ners to electronically coordinate design and production,
idenuifying a different kind of leader to run a “virtual®
business, finding skilled people to build and operare
intranets and websites, and running the “back room™ or
the administrative side. E-business includes CTeating new
markets and customers, but it’s also concerned with find-
ing optimal ways to combine computers, the Web, and
applicarions software.

An e-business uses the Internet (a worldwide nerwork
of interconnected computers), intranets (an organization’s
private network), and extranets (an extended intranet
accessible only to selected employees and authorized outsiders) to open up an organi-
zation’s communication channels, making it possible to integrate and share informa-
tion and allowing customers, suppliers, employees, and others to communicate with and

:hruu_uh the arganization on a real-time basis.
Now thar vou have a better understanding of whar an
e-business is, let’s turn our attention to some of the impli-

cafons 5_"E‘1|_\||"|L‘\'\- “'I” h.!\'l;‘ r‘(il' \'-llFI{.‘rTI‘\J.lT.‘\.

WHAT CHANGES CAN SUPERVISORS EXPECT
FROM E-BUSINESS?

Alan Naumann, ftormer
expressed a view widely held by e-business supervisors:
“Despite all our focus on speed, we consciously slow down
for one thing: hiring people ... it’s the one aspect of business
todav in which the cost of mistakes is greater than the
advantage of acting in real nme.” Recruinng good people 15

head of Calico Commerce,

particularlv challenging for supervisors in e-businesses.

Lomas, “Forrester Research Ine. cited i
\s Ecommerce Mators on with Help from Tablets & Phones'” TechCranch,
1013/03/1 3/forrester-2012-2017-ecommerce-forecast
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s a week, whereas only 10 percent
berloafing? survey data show gh
oot of respondents selecting checking the g
workers claim they don’t
nonwork-refared websites while they're on the clock. The mn-ir-r-j-ait d o
sites include social media, 14 percent: onling shapping, 12 |*c:'mn-.cnro.rt-::innt'n
3 percent; and travel. 2 nereen: he £ ;
el gl h-[hv.-: i 1“1 !l x{-!.:-I:ui.:-llll-:Ll.r|1.1|:fn_t-|.-1.~.ut-d nonworl
the biggest time-waster: followed by Yaho ]_-‘ 8 |n[w.lmd<'nt5 chog
; . percent; Linkedln, 100
Percent; You Tube, 2 percenty
-.I.E_|"|1|\'.1ii'\. H.]HL'-.E O W :.-\1:|r~:--l.-n[: [.[ 5 \ll\‘u EIITCTCSTan;'
MEN Waste more time thap v ) |;-\- I»_L_.ﬁu.-'n On a daily basis the®
Y7510 66 percent margin. |

Ll percent claiming they spend several hours per
items on a dailv basis. OF the people

'-‘]‘l'l'll.‘d \|.1L'Ltl::.'. oft one o two nn

ever waste time on the job, Bur are thev cy
s a big time-waster with 37 P

top  ome-waster: however 20

percent

5 percent; sports,

wogle+, 8 percent: Amazo roen I )
1 s l . " 1-1-'--11, LUl Llll[;[,“i\\\._:
percent; CraigsList, 2 percent. ind Pinge |
o } ¥ A L HICTesT,
Me-wasting stars demae

shows that

"n\.:'.\.l:";_" the Xlar o4 : i Winrer _-.|II|I_ 294

Wy 11, 2003 Hier Time. 1 151

Cdsmy

Ing

Activities—AR
rticle/ 1298 (ace

AN




Chapter 2 Supervision Ch

_f':lndic-‘lzl:s that 82 percent of employees
workers aged thirty-three 1o
75 percent of workers aged

_ s aged twenty-six to thirty-two and 76 percent of

thirty-nine waste ame on a daily basis—higher than the
and those in committed r*-Jcllghm{iL“ b tl.kt..m}--[wr Witky £eid it same. Sirige: peoyes
o Bt o 1L anonships waste the most time per day ar work with
76 percent of people with doctorate ';I:u*;!t: w!r.hjn e By o e iy
to 59 percent of those with a high &clmfl :jt-qiw‘m“ time at work every day, compared
time at work, the main reason giv l b : ‘m_"lm “r-lm“" When asked why they waste
s e Biven by 11 percent of respondents was a lack of incen-
Fve 20 owed closely by 10 percent who said they are unsatisfied in their ic bs: 9 percent
claimed to be bored, but only 3 percent said they slack off beca % £l 1y

Additionally, 43 percent said interacting with coworkers caused the Sl
wark, hcmin_ﬁi out the 28 percent who answered with "%I..Ir;IﬂH. 'tl‘h{'r ;:::Tr:::[mi]::;l[t:: r:;l:t
texting, social media, and takin rsonal phone calls : 4 W
shopping P““M accounted for 2g]“lpl’::‘rf;unt. \t{:f::,:L:t:l{i:‘i:siIr:fﬁ:l:-izgdivm:cﬁt‘ '-;-’hf!‘:'-‘ﬂ_‘*_
the most, it probably is no surprise that Friday takes the cake with 1] zn,-f: 5!‘“: n;t
choosing the day before the weekend as the day they waste time mn%t F:nfna-n Tti]'. : 'mfr'l.t
lowed by Monday at 16 percent, Wednesday at 9 ;;crccm Thurqdulv s i
Tuesday ar 3 percent. The most popular time of day o sln:'k off n later in the day with
27 percent, choosing 3 PM to 5 pM as their main window to waste time, followed by
16 percent at 1 pm to 3 pMm, 13 percent from 11 AM to 1 ry, and 10 perm;n[ fn;m 9 AM

to 11 AM. Surprisingly, 15 percent of people are early birds and get to work between
7 aM and 9 AM to waste nime.

at 6 percent, and

The Hn]urion_ to this problem for supervisors includes making jobs interesting to
em_p!ﬂ_}'r:cx, providing formal breaks to overcome monotony, and establishing clear
guidelines so thar employees know what online behaviors are expected. Many super-
visgrs are also installing Web-monitoring software to assist in this matter, a-trhnup,h
doing so may h_'.we an effect on employee morale. Supervisors in e-businesses will also
have to make faster decisions and maintain their flexibility. Supervisors in any orga-
nization never have all the data they want when making decisions. But the problem is
much worse in e-businesses. Their world is moving fast and the competition is intense,
SIIpfilT\._'l'ﬂt}rs in e-businesses often see themselves as sprinters and their contemporaries
in offline businesses as long-distance runners. Their rapidly speeded-up working envi-
ronment makes waiting for more and more data to make a decision simply ineffective
in an e-business. In addition to speed, supervisors in e-businesses need high flexibility.
They have to be able to roll with the ups and downs. They need to be ablé to redirect
their employees when they find that something doesn’t work. They have to encourage
experimentation.

Finally, e-businesses are rewriting the rules of communication. Because they're
designed around comprehensive, integrated information networks, traditional commu-
nication channels of going through the “chain of command” no longer constrain com-
munication. E-businesses allow, even encourage, individuals to communicate directly
without going through channels. Employees can communicate instantly anytime,
with anyone, anywhere, and their supervisors may not know what is being said. As
such, how communication flows has changed dramatically, making obsolete or revis-
ing interpersonal communication concepts such as the distinction between formal and
informal nerworks, nonverbal communication, and filtering. They also are redefining
how activities such as meetings, negotiations, supervision, and “water cooler” talks are
conducted.

A Gouveia, “2013 Wasting Time at Work Survey: Everything You've Always Wanted to Know About
Wasting Time in the Office”™ Salary.com, July, 2013, hetp:/fwww.salary.com/201 3-wasting-time-at-work-

survey (accessed January 18, 2014).
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Comprehension Check 2-1

1. Parochiafism refers to

. pne's refighon '
g goeing things through one's own eyes.

aving values and morals.,
; ; ;F;acmmg importance on the quality of lite.

Allowing workers to work at remote sites and have them linked to the orga
some form of technology is called

a. outsourcing.

b, global management.
c. telecommuting.

d. all of the above.

refers to the full breadth of activities included in a successful Inte

enterprise.

a. E-business

b. E-commerce

c. Telecommuting

d. None of the above
4. Lost productivity time as a result of employees using the Internet for personal raj

work matters s called

a. electronic commerce.

b. telecommuting.

c. emplaoyee theft,

d. cyberloafing.

Working in a Diverse Organizatioi

Half a century ago, workers and their needs were strikingly alike. In the 195K
example, the U.S. workforce consisted primarily of white males, many of who
trom the same neighborhoods or towns. were employed in manufacturing,
wives who staved ar home tending to the family’s two-plus children. Today®
torce is far more diverse, and it will continue to change,

WHAT IS WORKFORCE DIVERSITY?

I'he single most important human resource ISSUE In organizations rod

ingle ta . ay may be
g organizational policies and pracuces in lig !

Sy o) : ; ht of Increasing workforce diversity, 8
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Labwn \|.m.|l.u.|1 projeces that, between 2002 and 2022, entrams to the labor for m
asast o abwwne 258 oot i { ¢ Wi
Lﬂ: sk alyii § million white non Hispanics: a litde more than 5 million backs:
82 wilbion Fhispanics (the Hisp i . n blackss
wiare than thar of any orl pamis share of the labor force is expected to increase
Lol ,.”1,.."...‘,.\ “II.I ; r.lll'n. i LIl'I|||l1|}".l.|I‘IH* proup); and an increase of 3 million Asians
esultin a 2022 workforee :

; o ce that is 60,8 perce hite non-Hisp

L percent TR % ; 0 PErcent wiite non 1Spanie,
a0, i s I spanic, 12.4 percent black. and 6.2 percent A 10 Wi i
is the makeup of those new waorke L HEMNT nat 1s imporeant
B hare of the worki ers, Minonities and women will make up a significantly
Ll ' W 1 . 2] .
that Bl wroiiv I | orce. Asa rLML|1I.u:|I1|1_1r|,l-\. and their SUPErVISOrs must ensure

[ L) M L

. tonal programs and techniques are appropriate f h diverse

gronips of people priate tor such diverse

HOW DOES DIVERSITY AFFECT SUPERVISDRS?

The wnphcanons of workborce dive .
i I o 0rey leLl"\"_'. tor supervisors are widespread. Emplovee
don’t ser aside thewr cultural values and lifesevle f R s
e ] 5 i vle preferences when they come o work
wrelore, supervisors must remake Organizations g X £
g | e dee Wnizations to accommodare these different life-
sty lex, .|I|1L| ¥oneed \l. and work sryles, They must be flexible enough in their supervi
sary sivle o seek the involvement of all o {
B ees axe ifferontly H :mpl:f_u.;x. and be aware of the fact that all
pimployees are ditterently motivared in terms of whar they wanr and need from work
."?\.\'.il'i'l'll.'\\ of the diversity of the emplovee pool requires a broad range of new poli-
cies andd pracuces, A tew examples will make this point. Work schedules will need 1o
be more tlexible to accommodate single parents, working parents, and couples main-
pining commurer relatonships (living in different locations). Companies will need to
explore the passibilities of providing child care and elder care so that employees may
be hetter able to give full attention to their work. Benefits programs may need o be
redesigned and individualized to reflect more varied needs. Career-planning programs
may need 1o be reassessed ro deal with employees who are less willing o relocarte for
I:\|u_hi|'llnt‘\} joh Experience Or promotions. All employees will need training so that they
can learn to understand and appreciate people who are different from themselves. -'\ﬂdq
vink their motivation techniques to respond to a

of course, supervisors will need ro ret

widening range of employee needs,

o addition to the diversity brought about by such factors as lifestyle, gender,
pationality, and race, supervisors must be aware of the porential effect brought about
by the baby boomers, You've probably heard a lot about the baby boomers. This group
rypically includes individuals born between 1946 and 1964, The reason you hear so
much about them is that there are so many of them. Through every stage of their life
rs, climbing the career ladder, etc.), they’ve

(going to elementary school, reenage ye
had an enormous etfect on t
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t years, they may have one final effect on supervisors. How
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pervisors to recruit and to direct the job activities
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aining that the line beg
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:::;:I':cdk.-m i]l':’l:r'.lg(: of eleven hours more ;;u.r “-U-{'.k['.:,::; ;{F::::; d[:il:? 1
professionals, lawyers, and doctors view ”L--I:,?.‘ fonel forty K
“part-time” job, and according to the report, _""3'1 o gaek an ;::rt
a 40-hour week would be career suicide. This ‘_'-Lh(_’lr. I.I - |:a| e p 5
pﬁ!fur.su:nal-m;an-.m::riﬂl jobs, and tends to spell a {'-"5:"|3'1.'l5n!n1 ous an ;
mobile career path.” Examining two government surveys 13{?; “5';3 At
to 1979 and the other using data from the years EE}U? m_:_l . _l: & regd :
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or more. The report irulic.ncs_m.iiu professionals especia 1 _wmj onger | :
37.9 percent of men with professional and ma nagerial positions work :
fifry hours a week beeween 2006 and 2008, compa red to 34 percent f o
1977 to 1979, With professional women, the change is even more strik

shows 14.4 percent work more than fifty hours currently, whereas only 6.1

thirty years ;15;::.! ‘ 1

Employees are increasingly recognizing that work is squeezing out th
lives, and they're not happy about it. Today's married employee is typica
dual-career couple. This makes it increasingly difficult for married employees
time to fulfill commitments to home, spouse, children, parents, and friends.
ies suggest that employees want jobs that give them flexibility in their work's
that they can better manage work-lite &'Unﬂi_{h.“ In addition, the next ge
employees is likely to have similar concerns.'® A majority of college and ungy
dents say that attaining a balance between personal life and work is a prif
goal. They want “a life™ as well as a job! Organizations that don’t help
achieve a work-life balance will find it increasingly hard to attract and ret
capable and motivated employees,'® Generational differences often surface a
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Generation X (1965-1880;

Tectwmn-savvy

Drslilciesy ruerarchy

Teamwork very importan

Candid in conversation

WWHl accept long-term employment
# stuation is right

Believes that feadback can be
admiristered irformally and
weicomes feedback

Often guestions why things
should be done in a certain way

Slight preference for a manager
o provide structure about
project dates

Expeacts frequent rewards

Feeis comfortable in multitasking
while interacting with work
associates

become a concern for the supervisor. Exhibit 2-2 iden-
xiated with the different age groups in the

perates
AR R LA

Chupier ¢ Supervisiun Challenges

Generstion Y (1981-2002) Millennial

‘ra-:hno-saw;_ and even questions
e value of standard IT technigue
Such as a-mail, with a priference
for communications on a Web site

Dislikes hierarchy, prefers
participation

Teamwork very important

Strives for work—lfe balance and ma
object to work interfering with
parsonal life; expects flexible
work schedule

Loyaity to own career and professic
and feals antitled 10 career goals

Quite direct in converzation

Locks towards each company as
a stepping stone 1o better job in
another company

Believes that feedback can be give

informally, even on the fly, and
craves feedback

Frequently asks why things shoul
dona in a cerlain way, and asks
a lot of questions

Prefers structure on dates and of

activities based on childhood «
structured activities

Fesls strong sense of entitlemen
to rewards, including promaotic

Assumes that multitasking, incl
listening to music on earphor
while dealing with work asso
s acceptable behavior

Gen X Bosses,” Enfrapransur, November 1985, pp. 60-64: Gregg Hammill, ")
Saperios Delne. WinterSoring 2005, p_ 5: Sommer Kehrli 20a Trudy Sopp “Managing Ganaration ¥ Stop Resisting
113118, Ron Aop, The Traohy Kids Grow Up: How the Millaanial G
Is. Recristers Try \o Detine Traits for Fulyre Students,” Wall Streat Jo

Exhibit 2-2
Value steventypes for
penerations of worker

OBJECTIVE 2.5
Explain why corpora

hereas in the past, higl business domi-
v the case today. More growth has occurred
ing the past decade, and these businesses

nsive. Nonetheless, big business is not throw-

1eir smaller counterparts, large businesses
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ywrking to become “lean and mean”™ organiz
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ations have cut employees from their s
almost all Fortune 500 compan
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1L.S. companics have been we
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this meant that they reduced ¢h
is included employees at all Je
< because it was fun for them,

ciency and ro reduce costs. In many cases

workers employed by the organizartion. Th

supervisors. Organizations did not do thi : b

forced into this action. Why? The world around them changed: ]

To deal effectively with factors in a rapidly changing business environ

as mcreased global cr'prr:pcnnnni companies had to become s ﬂﬁ:ﬂbl:r-
work got dﬁrl.;’:, Formal work rules thar dominated hun‘..‘nr;racu:s.mdn T pers
1o -x;.'.u.r fast enough. There were just too many people invalved in r!'m'kmg_r
and in their imp r:;m:nr.irlnn. In addition, workers in Flw Organizations
had the necessary skills to adapt to the changes in their jobs. In some
nization had not planned ahead, or had nort spent the money yea rs ago,
As a result, someone outside the g

emplovee skills would be up to date.
had to be hired 1o do the work. Companies believed that it was sometimess
continue to do the work outside than it was to train and pay for a full-time
Thus, along with downsizing for flexibility’s sake came a realization thag ',
be significantly cut by downsizing full-time staff resources. i
However, downsizing didn’t achieve its goals in all cases. Downsizing eff
rimes took their toll on workers and the potential financial gains they we
to achieve. Several studies have indicared thar more than two-thirds of altg
that downsized had problems with employee morale, and those remaining i
mzanon mistrusted management. Moreover, companies that downsized exg
higher incident rating of employees filing disability claims.
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44 part | Defmning Superviuon and Supervisory Challenges

SORY IMPLICATIONS OF [;.;.Egus
N ‘£s, CONTINUOUS-IMPROVEMEN
;ON ;E WORKFORCES, GO
[;[]Nf_zgjl[n:;”ﬂ”ﬂ WORK PROCESS ENGINEERING?
o . Lent workforces, coniinuous-IMProvement prag
51I1._-ti'. ities that arc frequently I'I‘l'rt:iall'.*ld at the g
Lvels of an organization, they do have an effect on supervisors, §

‘I involved in implementing the t‘!L-!!‘JgL‘.\. They must be prepa
e s these changes bring about. Let’s loak ap

WHAT ARE THE SUPERVI

\._lr'r|n-|--l- fownseEing. contin

gl i [

wiork procss CNgINeeTIng are
O

ment
afren

with the organizanonal ssue
s . -

implicarions.

Downsizing and Supervisors When an :.Tr;:,:mzefnuu i_Juwl‘fmc:.xtite mose
fect is that people lose their jobs. Therefore, a -:.uptm.:.‘-ﬂrku-lq _pu:r certa
occur. Employees—both those let go and rhe_mul'.-. that re m:i:'l_ may get
sers of emplovees may perceive that the organization ru,a| Jm;g,ch.]ﬂ'res nbg.
though the downsizing decision is made at higher leve k i.\).-” .: L-’E.El'l‘lcn‘t“
sor mav receive the brunt of this resentrment. In some ﬁ:-l‘-t":_.-r e supery
participated in deciding which individuals to let go and \1'|1.'?h.(l1“'35 to ke
the organization’s goals. After downsizing, employees who remain may
the company. : :

An important challenge for supervisors is motivating -1_.'-\'01'11 flerQF
secure in their jobs and less commitred ro their employers. Corporate émp L
to believe that their employers would reward their loyaley and good \
security, generous benefits, and pay increases, By downsizing, companies g
to discard rraditional policies on job security, semority, and compensag
changes have resulted in a sharp decline in employee lovalty. As COrporg
shown less commitment to emplovees, employees have shown less co

them. This affects the supervisor’s ability to motivate employees and ma
producriviry,
Downsizing may also cause increased competition among a supervisor's
It decisions are made to eliminate jobs based on a performance criterion,
may be less likely to help one another. It mav become every employee for
herselt. Such behaviar can defeat the team thar a supervisor has built,
Finally, dow nsizing may foster issues for the survivors. Unless the wo
cesses have been r'u\.'.un_pud. major rasks of jobs that were cut may srill be'

Usually thar means increased workloads for the remaining employees,
| g I '

or employees between the
ead to grearer anxierv. mare stress on the

ncreased absenteeism. For the supervisor, these roo can dramatically aff
init producriviry, '

cad to longer workdays, creating conflicts f
ind personal lives. It can also

Ennnngrzqi Worklorces  “Companies wanr 4 workforce they ¢;
needed. ™" Although this quote may shock vou.
has begun shifting away from t
torce—part- .

in switch on and' s
the truth is that the labor force al
raditional full-time 1 contingeng :
ume, temporary, and contrag lable f g:H A
as-needed basis. hors. o
have responded by cor

! oty One compensation andil

i workers will need to structure theirg
pending on how | j
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||||‘i\ toward
por; t workers who are avai
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hay |
ey are defined.
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=time, contract, or other nonstandard jobs. A report by recruiting firm MBO
CPartnecs cstimaanes there '\'.IH be 23 million contingent workers by 2017, up from
poughly 17 million today =" Thar's likelv w includ
: What are the implications for supervisors ar
geul emplovees are not ”{!Ill.[\|n_kp[\," in the traditional =ense of the word
:II'IB them has its own set of ;h-i"l'n'ﬂ!:"- and EXpoCtations. ‘Hui—:_r'..\w W4 must recognibe
thar because conbingent \'.\'::-rl-:rr; lack the stability and security of permanent -"--‘E‘L-‘“
ek, *hFF may not identify with the organization or be as commutted or |1'n-7='-."T'-'~1
i:f:lr:ilﬁcl'_fl‘;::\{::t-?:ﬂ;‘d"f;’ ::Z::] t'l“lltlllg!'l'lil_.\'- orkers differently in terms of practices and
4 g communication and l{'.‘ldc(';hll"-, an Orgamzation’s con
tingent employees can be just as valuable a resouree 1o an IFT2.1ﬂI'.'._|[|:.e'|11 as permanent
employees are. Today's supervisors must recognize that it will be their rcw.p-.u.u.';h'.'r'\-
1o morivare their enrire workforce—full-time and contingent—and to build ;hq_"llf -.::1I~
mitment ro doing good work! I "N

yiou!

orgamizations? Because contin-

SUPErVIS

Continuous-Improvement Programs and Supervisors Supervisors must clearly define
wh:i_t J;'I"'-“-‘t':!" means 1o the jobs in their unit. This needs to be communicated .In CVEDY
;mfl member. Each individual must then exert the needed effort to move roward per
fection, Supervisors and their employees must recognize thar failing ro do so could lead
ro unsatisfied customers taking their purchasing power to competitors; should that
happen, jobs in the unit might be in jeopardy.

Th_c premise of continuous improvement can generate a positive outcome for
SuUpervisors and employees. Everyvone involved may now have input into how work
is best done. The foundation of conrinuous improvement is built on the participanon
of the people closest to the work. As such, continuous improvement can eliminate
many of the bottlenecks that have hampered work efforts in the past. Continuous-
improvement programs can help create more-sansfying jobs—for both supervisors and

their employees.

Work Process Engineering and Supervisors  If you accept the premise thar work process
engineering will change how businesses operate, it stands to reason that supervisors,
too. will be directly affected. First of all, work process engineering may leave some
supervisors and employees confused and angry. When processes are restructured, some
longtime work relationships are severed.

Although work process engineering has its skeprics, it can generare some benefits
for supervisors. It may mean that they have an opportunity to learn new skills. They
may now work with the latest technology, supervise work teams, or have more deci-
sion-making authority. These same skills may keep them marketable and help them
move to another organization, should that time ever come. Finally, as these changes
sweep across corporate America, supervisors may see changes in how they are paid.
Under a work-process-engineered work arrangement, supervisors and their employ-

ees may be mn a hetter P€J:-ifii1l1 to be qumpcns.ﬂt;d for the work {hE‘;’ do and receive

honuses and incentives when they exce

Employee Loyalty and Engagement  Supervisors have generally viewed employee loyalty
15 necessary for decreasing turnover and achieving organizational stability. Problems
develop w hen marginal employees cannot or will not leave the organization, instead
exhibiting lovalty by remaining on the job. Employee loyalty is not the ultimate mea-

cure of effectiveness and should be balanced by workforce engagement in meaningful

ks, “Temp work raises long-term questions tor economy,” CBS MoneyWarch, 37/2013, httpdl
wark-raises-long-term-questions-for-economy (accessed 322014), C. Soto,

2/2013, hetpafwww snielling.com/

Ws.Cony news temp-
Snelling Staffing Services, 3/1
0contingent % 20worktorce {accessed J2/2014).
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OBJECTIVE 2.7 Thriving on Cha ios do you find more appeal;
Describe why supervisors must be able \s a student, which of che following scenarios do you
o *thrive on chaos.” A5 i

seenario 1: Semesters are fifteen weeks long. On the firse da::-_ (l;.l' Eﬂc‘_h
Scenario bc‘rli are .'L-qujr-:-d to provide a course syllabus that SPEL.Iflcs daily
:n'it::]r dates of exa nljimtimu‘-,_mld the precise |1L:r'Lc11Jr:5gcmW:‘lli?i1tiﬁn;tat
activities count toward the final g__radc, (,{!”L']..L. ':I'dule thﬁe it
classes only at the time specified in the class sc i os :wi;h:'n Gnecs
instructors to grade assignments and return the results w
ime they’re turned in, i .
Sccn::i]{: 2: Courses vary in length. When you sign ;p mrr;]';::u;::;k);m;
how long it will last. It might go for owo wee 5 !Or i_m- s -
nstructors can end a course any time they want, wit 1 _m_!n p.r. Nin
of a class also changes each time it meets, Sometimes lt- asts r'..w:gry m
times it runs for three hours. Scheduling of the next class Irjm.crmg is d
instructor at the end of each class. Oh yes, the exams are a unannounced,
have to be ready for a test at any time; instructors rarely provide vou wi
significant feedback on the results of those exams.

If you're like most peaple, you chose Scenario 1. \‘K"h}:r. Because it
security through predictability, you know what to expect, and you can _
It may, therefore, be disheartening for you to learn that the SUpErvisor’s sus
mdudimg the supervisor’s Jjob—increasingly looks a lor more like Scenarj
Scenario 1.

We propose that tomorrow’s successful supervisors will be those who h
to thrive on chaos. They will confront an environme

at an unprecedented rate. New competitors spring
through mergers, ACquisitions, new technologie
ing marketplace. Downsized organizations me
sary work. Constant innovatiog
make communic

nt in which change is
up overnight; old onesi
s, or failure to keep up with
an fewer workers to complete
15 In compurer and te
ations instantaneous, The
ot product and financial markets, h
business strategies—cre
longer a pply.
Successful supe

IVISOrs must ch
situation in which everything appe
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From Chaos to Crisis

-_Althnu.gh supervisors today must be able o deal with the chaos surrounding them

managing in a crisis takes on a different Proportion in a supervisor™s work life. A
supervisar must be alert to the warning signs of a unit in rouble. Some signals may
include F'i.lJ[t'l'Ill.li pertormance declines, budger deficiencies. Unnecessary uui cumber

sOame plljlt'F("\. fear of conflict amd taking risks, tolerance of work incompetence, and
poor communications within the department i

e t::j:r:::nr-.:-‘;:;r“*{‘“r :l;l:‘::‘ﬁ;l:‘l:!fl P:’_rl’::airm:fm-u declines revolves around the “boiled
trog 15 dropped into a boiling pan 1..|' w |::l‘rr“r: :::Fi‘::-nw l‘x_n'r“"mn' In one BCy living
i ater, re; stantly, and jumps our of the pan, Bt

the “""—'"‘_d. frog, a live trog thar’s dropped into a Pan of mild warer that is gradually heated
o the _!uuiu_lg point, fails to react and dies, Supervisors may be particularly vulnerable to
the boiled frog phenumcrum? because they may nor rec wiize the “water lI:-:fnmu' up”
thar 1s, the subtly duyhnl:.l;: situation. When changes in pertormance are gradual, .|I-.- FifiLis
rEsponse may never l'_n.- triggered or may not be trigigered until it is too late 1o do anything
about _:fn: situation. 5o, whar does the boiled frog phenomenon teach us? It rells us thar
EURADISOIR need o be alert to the signals that something is amiss in the department, and
not wait until the situation reaches the Crisis ““Jilll“_'_l point.

Although most crises N OrganIzatons don’t g0 from problem to crisis overmight,
rmum:ui; events do occur.®” The April 20, 2010, explosion of Deepreater Horizon,
which drilled on the BP-operated Macondo Prospect, is a clear example. So, what can
arganizations and supervisors do?

One of the key components in handling a disaster is to have a plan in place. This
may i”l.'-'llidt' h.‘l\'illp‘. disaster recovery ]'rl;lns—-'.-.-lm-h may mclude Liup||u-_:[¢- and |:*:.|\|-\|_J|}
systems, emergency work sites, and telecommuting options.2* Although these are
important, one aspect appears to have the consensus of the experts in this arena
supervisory support for employees and their families.?® Good communications during

these disasters becomes paramount to help employees understand what is happening.

Supervisors must be able to let emplovees talk abour their feelings and allow them to

grieve, if needed. Supervisors must also recognize that stress may be rampant in some
employees, and some may become dr:}'l-rt.-ssi:d and need additional assistance, In such
situarions there are no manuals to rely on; rather, such times require supervisors to be
kind, sensitive, and empathetic. And they must do this at a time when they, too, may be
experiencing the same emotional “crises™ as their employees!

There’s no doubr that trying times require drastic measures, And although the
hope is that events like those we witnessed on April 20, 2010, will never happen again,
fraumatic events in an organization may occur at any time, Those organizations and
SUPErvIisors that anticipate such catastrophes and have disaster plans in place will be
one step ahead in minimizing the effects of the aftermath.

Good and Profitable Organization

Every organization has one simple goal: It wants to survive. Survival may take on dif-
ferent forms, though. For many it means being profitable, whereas for others it means
generating enough money to continue the work for the good of society. The former

P. Strozniak, *Averting Disaster,” Industry Week, February 12,2001, 11-13.
e Whar ¢ ompanies Can Do in Traumatic Times,” Business Week, Ocrober 8, 2001, 92
¥ Copeland, C. Sliwa, and M. Hamblen, *Companies Urged 1o Rewisic Disaster Recovery Plans,

wputertrorld, Ocrober 15, 2001, 7.
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