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[bookmark: _GoBack]Introduction
Peter was hired on to help improve quality of parts that’s being produced daily, to improve daily output and decrease scraps rates, to make sure employees are using the assigned system accurately when they start a job, completes a job or even when a job is short, this way they know in time if customer’s product will be done in time for delivery. He was also in charge of making sure documentation are filled out completely and accurately. Employees attendance and implementing core values; accountability was all part of the reasons why Peter was brought on. When Peter started he noticed it’s a family oriented atmosphere where everyone knows each other closely. Friends with each other on Facebook, employees have worked with the company for three years or longer. Peter focused on impressing his Boss Brad a lot and getting the job done. His always ahead of Brad, He has answers for every question Brad might have. It never crossed his mind how important it is to have some relationship with his crew. He does stuff just because he could. He was almost a perfectionist. He moves his crew around from station to station without telling them why. His not the kind of supervisor that tells his crew “good job” because he believes they are been paid for their services anyway. Anyone who doesn’t meet his or her daily output for the day, he will ask “so what are you getting paid for?” or “why are you here?”.
One Wednesday afternoon, Peter got to work noticed Missy standing in the hall way looking at some documents she’s holding. He said “hi” to Missy and walked straight to his office. He put his stuff away and prepare for his pass down meeting at 2:00pm with the first shift supervisor. After the meeting, he did his rounds to make sure everything is the same as the information he received in the meeting. At 2:30pm, he met with his crew to let them know what’s running and who’s running what. An hour has passed by into his day when Brad, walked up to him on the shop-floor and asked if he could talk to him for a second. Peter said okay and followed him into one of the conference rooms. On getting to the conference room, Peter noticed Missy sitting in the conference room waiting on them. He was curious but said “hi” to Missy again and sat down. Brad turned to Peter and said, “Peter, the reason why you are here today is because in our management meeting we found a note placed in the suggestion box by one or some of your crew and we want you to read it” Peter took the paper and it read “We want a new supervisor who knows what his doing. Peter doesn’t know what his doing. He’s a racist, prejudice, shows favoritism and gives us unrealistic daily goals. He barks orders but we don’t see him on the machines doing the job. He doesn’t know how to use a caliper and he comes to work bring his trouble from home and laying his frustration on us. He walks around boosting that he makes over 60 grand a year. You can go out there and ask the crew and everybody will tell you the same thing about Peter. We don’t want to work with him anymore, we want someone new.” Peter stared at the paper with his heart beating so fast, he didn’t even know what hits him. He was dumfounded. Peter was asked series of questions to try to figure out who could have written the note but to no avail. The only thing Peter remembered before this incident was that there is these specific group of people on his crew that would stop talking as soon as they see him. It doesn’t matter if his walking towards them, walking past them or just trying to get to another department. They just act weird when they see him and when he asks them if there was any problem, he was told no problem but this wasn’t prove enough for Peter to mention because it might be nothing so Peter ask that they investigate further. He left the meeting disappointed and confused. 
What could have been done differently to change the outcome?
[bookmark: _Hlk484688066]Analysis:
                           Concept 1 – Argyris and Schon’s Theory Model 1 [P. 165]
Argyris and Schon’s Theory Model 1 is described as a competitive and defensive stance towards each other in workplaces. Peter was seen as a stumbling block by his crew. They felt he was there to change the home they use to know from how they knew it, or what they are used to and they got scared. They felt sabotaging him by writing negative note would get rid of him. And since they all have a close relationship and Peter was the outcast among them, they thought the management team will take their words for it.
Concept 2 – The Theory of Emotional Intelligence [P. 170]
Emotional intelligence indicates leadership, this tells us about Peter’s complete workplace persona, not just he’s performance. In the note, it state, “Peter was barking orders on the shop floor” Maybe if Peter had shown a better leadership side for example, when he pulls someone off a job, he’ll let that person know why, it might be because the job he pull them off from is not due until four weeks from that day however, the job he needs that person to work on is due in a week. Also, when he tells them what their daily output would be, he can also add that if anyone is struggling they should let him know right away so they can work together on finding a solution on how to achieve the goal. Instead of been bossy and just pulling people off jobs just because he could and making them feel less appreciated.
Concept 3 – McGregor Theory X and Y [P. 123]
Quite a few workplaces use Theory X today. This is because Theory X encourages use of tight control and supervision. Yes, Peter’s crew were a little reluctant to the latest changes. And it also seems like Peter might have come into the organization with a more dictatorial style and assumption that his crew intrinsically are not passionate enough about their jobs and there is no accountability to help guide them. Therefore, since the employees are not giving their very best, they must be persuaded and compelled in other to achieve the company’s goals. 
Concept 4 – Maslow Theory
Peter didn’t follow the hierarchy of needs. Maslow’s theory let us know human behavior is goal-directed and motivation cause goal-directed behavior. It is through motivation that needs can be handled and tackled purposely. For example, social need was not present between Peter and his crews. There were never small talks of him trying to get to know his crew on a personal level or esteem needs of recognition. All he saw was their negative behaviour and he handle it not well.
Concept 5 – Management Style [P. 172]
With the little we know about Peter and the incident, his leadership style is more autocratic. He makes decisions unilaterally; closely supervises subordinates. There is nothing wrong in supervising his crew closely until he knows who among his crew are capable to do the job right with less supervision. It won’t make him a less of a supervisor if he grants some of he’s crews that are knowledgably and skilled the ability to make decisions to some level; gives them latitude in carrying out their work. This will only make them feel motivated and heard.
Synthesis: 
[bookmark: _Hlk484784886][bookmark: _Hlk484792237]Option 1 – Hiring the Right People:
Peter’s company is based on family oriented culture. There was no core value(s) to guide and keep the company together. They didn’t hire people who “felt right” competent, trustworthy, high-energy, knowledgably and cooperative for the job instead they focused on culture fit. Employees felt entitled and didn’t care enough about the company and its customers. Low quality, not meeting goals, not documenting paper work accurately etc. was not a concern or problem to them.
Predicted Result – If they had built the foundation of their company on a strong core values and hired people who emulates these values, as employees, they would know it is part of their responsibility that parts they make met quality expectations, that they met their daily goals consistently being the fact that they’ve been working on the same product for years, that the documentation is as important as the parts they are making for the customers. 
Option 2 – Invest in Employees:
I believe they should invest in sending their employees, whether they are salaried or hourly, newly hired or old employees to development program training. This will create a pool of capable workers and help identify strengths and weaknesses in their employees. It will keep them engaged at work; get rid of negative attitudes and sloppy work habits.
Predicted Result – If they invest in their employees, employees would know it’s okay to hold on to family oriented culture that they already have and use it to help grow the company not run it down. Also, these training will help their first line and middle managers know how to interact and what works best for their subordinates because what works with individual A might not work with individual B. 
Option 3 – Empower Employees:
Allowing their employees to have input and control over their work, and the ability to openly share suggestions and ideas about their work which includes keeping them informed on need to know about the company will help a lot. Empowered employees are committed and loyal Predicted Result: If they keep their employees informed on what is going on about how their quality is not meeting customers expectation and how employees not meeting their goals is affecting customers’ supply and that they want to hire a supervisor to help oversee all these not because they don’t trust them to do their job but, having someone with the knowledge, skills and experience will help improve things. Especially since they’ve never had a supervisor before on their shift. I believe they would have worked with Peter more and not feel like he was there to take away their jobs.
Evaluation:
In conclusion, I will go with option 1, hiring the right people. This is very important for their company. Employees are the heart and soul of a business and they are the breath of life that enables a business to be something more than an idea. Hiring the wrong person for the job not only affect an employer by driving down sales, quality, moral, costing the company unwanted expenses due to negligence or simple lack of motivation etc. but they affect the customers as well. It’s obvious that Peter’s company overlooked all these facts whether it’s because of time constraints to effectively deal with the problem or lack of better judgment. Whatever the case, in order for their company to reach its absolute best and meet its customers satisfaction, it is very essential that they hire the right people to get things moving in the right direction from the very beginning.

