[bookmark: _GoBack]In the case described herein, you will learn about a number of business situations involving different managers.  Then, you will be presented with a number of questions regarding how much do you agree with certain statements regarding the case. It will take you approximately 15 to 30 minutes to complete this case. Please note that there are no right or wrong responses to the questions; they measure merely your management style and not your effectiveness. Please note that your answers will remain completely confidential. However, your individual scores on a series of management styles will be computed using your answers to the questions asked throughout the case.  These scores will be made available to you using the confidential ID that you are asked to provide at the end of this document. Once you complete your answers, please click on the "Submit" button at the end of this web page to submit them.


CASE STARTS HERE
Jared Garcia could not believe what his VP of Sales, Stan Cook, was telling him. "Are you kidding me? You have accepted a position with Harry's division starting next week?" "I am sorry" said Stan. "I just could not pass on this opportunity. Harry offered me the job of regional VP of marketing and sales." Frustrated, Jared leaned his head back in the chair. Harry did not mention anything to him about offering Stan a position. Since when was it appropriate for a Division CEO to poach talent from another division without even a courtesy telephone call? Jared wanted to keep his cool in front of Stan. "Have you already accepted the job?" asked Jared. "Yes, but I will be available to answer any questions the new person you bring in may have. You have been a great boss to me and I'd like to help you with the transition. I truly appreciate everything you have done for me." Jared had heard this line too many times before from other employees leaving his unit, but he thanked Stan nonetheless.
Jared Garcia was the CEO of the Industrial Products Division of Compunow Corporation. The division was one of Compunow's smallest, representing only about 15% of the company’s sales. Before Jared was brought in, the Industrial Products Division went through a rough patch with declining income for straight 3 years and returns ranging from 3% to 5%. Jared began his turnaround efforts by conducting customer and competitor analyses. With the help of a consulting firm, he rearranged the Division’s operations to achieve increased productivity while reducing costs. He encouraged people from all levels to share ideas and was quick to share credit. These efforts paid off and the Division's sales and profits quickly increased by 50%. But what troubled Jared was that people were leaving his Division left, right and center. Stan Cook was the tenth manager to leave his division in the last four years, and seven of them had left for positions inside Compunow.
Exasperated, Jared picked up the phone and dialed Sally Patel, Compunow’s VP of Human Resources. When Sally answered Jared said: “Hey Sally, its Jared. I was wondering if you’re free for lunch today. I’d like to discuss something.” Sally agreed to have lunch and inquired about the issue, to which Jared replied “I’ll fill you in when we meet. I’ll pick you up at 12:30 and we’ll head over to the Bistro.” Sally sensed something was serious -otherwise Jared would have never suggested going off-site for lunch.
In the meantime, Jared decided to walk to Harry’s office and meet him in person to talk about Stan. On his way to Harry’s office, Jared found him in the hallway heading to get a cup of coffee and agreed to join him. Jared cut short the small talk about his recent vacation and said “I’m not sure if I would have taken off had I known that you were planning to raid my division. A phone call would have been nice. Since when did we dispense with common courtesy around here?” Harry felt the frustration in Jared’s voice and answered that he did call him, but that Jared was on vacation. "There is always voice mail" Jared reminded him. He asked Harry why he could not wait to make an offer to Stan until he spoke to him first. “Frankly, I didn’t want to lose Stan. I heard he had an offer from one of our main competitors, BTV. Our group could give him a competitive offer. The bottom line is that Stan was practically gone, and my offer allowed us to retain him. I’ve always consulted these things with you first and will continue to do so in future. Stan was a one-time deal.” The news about the offer from BTV took Jared by surprise.
Jared met with Sally for lunch and mentioned how angry he was at first to learn about Stan being offered a position in Harry’s division. But later he met Harry who filled him in on Stan’s offer from BTV. Sally mentioned that it was a good opportunity for Stan, but Jared replied: “Stan is the tenth person to leave my division and the three most recent departures were people I brought in from outside the company. The turnover rate was high for this division before I came in because of the bad state it was in, but if anything the turnover rate has gone up. I wonder what the corporate office is saying about this.” Sally reassured Jared that the corporate office had always praised Jared’s managerial style and his knack for finding talent. His meticulous people selection skills were much appreciated out in the industry as well. Jared was struck by the irony and said “I spend untold hours to find the right external candidate instead of raiding internal divisions. Not only does my division’s performance get impacted when people leave, but employee morale does too. I know strong arming my employees isn’t the right approach. It’s my peers who need some reining in. I’m not interested in running a backdoor training facility.” Realizing he might have sounded too bitter to Sally, Jared apologized. He speculated about the possibility of offering stay-put incentives to his employees to reduce attrition.
Sally thought for a moment and replied,” I’m not sure if that’s the right option. I can envision other divisions countering your offer and bringing Compunow in a salary bidding war against itself. Other divisions can throw more money at people than your division can. Besides, people care about intangibles and their promotion as much as they do about money. With your division being one of the smaller ones, employees may feel they have better opportunities in other areas." Sally continued, "I’m not sure what to do. We can create a policy limiting internal transfers, but I’ don’t think it’s in anyone’s best interest. Another option is to help division heads with recruiting but most managers are not keen on corporate involvement. It’s only the Industrial Products and Medical Devices divisions that are affected.”
Jared was surprised to hear about the turnover issue in the Medical Devices Division headed by Martin Hall. He wondered if he should set up a meeting with Martin. “It’s clear I don’t have easy solutions” said Sally “but I promise I’ll think seriously about this whole issue over the next few weeks.” “You better” said Jared with a smile as he placed his credit card on top of the bill. “I’m picking up the tab this time, Sally, but I won’t do it forever.”
Now, step back from the case for a moment and take the time to answer the following questions by selecting the answer that best describes your style using the following scale:
1. strongly disagree
2. disagree
3. undecided
4. agree
5. strongly agree
1. Jared should approach HR and ask them to develop a policy regarding division-to-division transfers.
strongly disagree
1
2
3
4
5
strongly agree
2. Jared should train other managers on selection procedures.
strongly disagree
1
2
3
4
5
strongly agree
3. Jared should approach upper management and ask them to start their own career/succession plans.
strongly disagree
1
2
3
4
5
strongly agree
4. Jared should conduct a survey among his employees to see how they feel.
strongly disagree
1
2
3
4
5
strongly agree
5. Jared should approach top management and ask them to provide incentives for divisions which develop their own managers.
strongly disagree
1
2
3
4
5
strongly agree
6. Jared should ask employees to sign a contract and stay for a specified period of time.
strongly disagree
1
2
3
4
5
strongly agree
7. Jared should foster open communication with his employees.
strongly disagree
1
2
3
4
5
strongly agree
8. Jared should meet his staff and ask them how they feel.
strongly disagree
1
2
3
4
5
strongly agree
9. Jared should be turned into a formal mentor for high-potential managers.
strongly disagree
1
2
3
4
5
strongly agree
10. Jared should approach top management and ask them to create division-specific retention incentives (e.g., stock options).
strongly disagree
1
2
3
4
5
strongly agree
11. Jared needs to stop being a trainer and become a mentor.
strongly disagree
1
2
3
4
5
strongly agree
12. Jared should make sure employees are challenged.
strongly disagree
1
2
3
4
5
strongly agree
13. Jared should hire people with “smaller” ambitions.
strongly disagree
1
2
3
4
5
strongly agree
14. Jared should abandon the misconception that people are happy working for him.
strongly disagree
1
2
3
4
5
strongly agree
15. Jared should recognize employees.
strongly disagree
1
2
3
4
5
strongly agree
16. Jared should focus on those employees who he wishes to retain.
strongly disagree
1
2
3
4
5
strongly agree

