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that was always rejected by producers. He attempted to join several social and athletic 
clubs, mostly without success. His favorite pastime was fishing. He told me that fish­
ermen were friendly, and he enjoyed meeting new people whenever he went fishing. 
But he was particularly quick to explain that he preferred to keep his distance from the 
people in the department. 

Tony's group emphasized more than just quantity in judging a person's work. The 
group stressed high standards of both quality and inventiveness. A confidence had 
grown among them that they could master and even improve upon any known finishing 
technique. Tony himself symbolized this skill. Before him, Tony's father had operated 
aisle 1 and had trained Tony to take his place. Tony, in turn, was training his cousin 
Pete. When a new finishing problem arose from a change in customer specifications, 
the supervisor, the department technician, the plant process engineer or any of the peo­
ple directly involved would come to Tony for help, and Tony would give it willingly. 
For example, when a part with a special plastic embossing was designed, Tony was the 
only one who could discover how to treat the metal without damaging the plastic. To a 
lesser degree, the other members of the group were also inventive about solving the 
problems that arose in their own sections. 

Herman, for his part, talked incessantly about his feats in design and finish cre­
ations. As far as I could tell during the year I worked in the department, the objects of 
these stories were obsolete or of minor importance. What's more, I never saw any 
department member seek Herman's help. 

Willingness to be of help was a trait Sartos group prized. The most valued help of 
all was of a personal kind, though work help was also important. The members of 
Sarto's group were constantly lending and borrowing money, cars, clothing, and tools 
among themselves and, less frequently, with other members of the department. Their 
daily lunch bag procedure typified the "common property" feeling among them. 
Everyone's lunch was opened and added to a common pile, from which each member 
of the group chose his or her meal. 

On the other hand, Herman refused to help others in any way. He never left his aisle 
to aid those near him who were in the middle of a rush of work or a machine failure. 
though this was customary throughout most of the department. I can distinctly recall 
the picture of Herman leaning on the hot and cold water faucets that were located 
directly above each tumbling barrel. He would stand gazing into the tumbling pieces 
for hours. To the passing, casual visitor, he looked busy; and as he told me, that's just 
what he wanted. He, of course, expected me to act this same way, and it was this 
enforced boredom that I found virtually intolerable. 

More than this, Herman took no responsibility for breaking in his assigned helpers 
as they first entered the department or thereafter. He had had four helpers in the space 
of little more than a year. Each had asked for a transfer to another department, publicly 
citing the work as cause, privately blaming Herman. Tony was the one who taught me 
the ropes when I first entered the department. 

The people who congregated around Harry Clark tended to talk like and imitate the 
behavior of the Sarto group, although they never approached the degree of inventive 
skill or the amount of helping activities that Tony's group did. They sought outside 
social contact with the Sarto group; and several times a year, the two groups went out 
on the town together. Clark's group did maintain a high level of performance in the 
volume of work it turned out. 

The remainder of the people in the department stayed pretty much to themselves or 
associated in pairs or threesomes. None of these people were as inventive, as helpful, 
or as productive as Sarto's or Clark's groups, but most of them gave verbal support to 
the same values as those groups held. 

The distinction between the two organized groups and the rest of the department 
was clearest in the punching-out routine. The women in rack assembly were not 
involved. Malone and Lacey, Partridge and Swan, and Martin, La Forte, and Mensch 
arranged within their small groups for punch outs, or they remained beyond 5:00 p.m. 
and slept or read when they finished their work. Perkins and Pierce went home when 
the supervisor did. Herman Schell, Susi, and Maher had no punch-out organization to 
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rely on. Susi and Maher invariably stayed in the department until 7:00 p.m. Herman 
was reported to have established an arrangement with Partridge whereby the latter 
punched Herman out for a fee. Such a practice was unthinkable from the point of 
view of Sarto's group. Evidently, it did not occur often because Herman usually went 
to sleep behind piles of work when his brother left, or particularly during the fishing 
season, punched himself out early. He constantly railed against the dishonesty of 
other people in the department, yet urged me to punch him out on several "emergency 
occasions." 

Just before I left the Slade Company to return to school after 14 months on the job, 
I had a casual conversation with Mr. Porter, the production manager, and he asked me 
how I had enjoyed my experience with the organization. During the conversation, I 
learned that he knew of the punch-out system in the Plating Department. What's more, 
he told me, he was wondering if he ought to "blow the lid off the whole mess." 

Activity 10-3: 
Alternative Courses of 
Managerial Action in 
the Slade Plating 
Department 

Objectives: 

a.	 To use the individual-first, team-second decision-making model to synergistically
 
develop alternative coursesof managerial action for the situation described in the
 
Sladecase.
 

b. To use course concepts to make the analysis. 

c.	 To evaluate the consequencesof alternative proposals. 

Task 7 (Individuals Working Alone) 

Alternative 7 (for one-half of the teams in the class): 

Working alone, complete the Slade caseassignment immediately preceding this exercise. 
Assume you are Mr. Porter, the production manager, and have become fully knowl­

edgeable of all the data given in the case study. You are trying to decide on alternative 
courses of action. Complete the accompanying worksheet for Alternative 1. 

Alternative 2 (for the other half of the teams in the class): 

Working alone, complete the Sladecase assignment immediately preceding this exercise. 
Assume you are Tony Sarto and his work group. You have heard that Mr. Porter, the 

production manager, has become fully knowledgeable of all the data given in the case 
study. You and your group have an informal meeting outside work to discuss the prob­
lem. What actions do you think management might take? How would you respond to 
these? How do you think management should handle this situation? Complete the 
accompanying Alternative 2 worksheet for the Sarto group. 

Task2 (Team Activity): 

Teamsare to meet outside class to analyze the questions on the worksheet for the 
alternative they have been assigned. At the next class session, turn in to the instructor 
a one-page typed summary of your analysis. (Note: Use a brief outline form in your 
paper.) 

Task3 (Classroom Activity): 

A spokesperson for each team will outline its conclusions on the blackboard and 
present a rationale to the class. Mr. Porter teams will all report first, followed by 
Sarto teams. Discussion follows. 
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Worksheet for Activity 10-3
 

Alternative 1; Worksheetfor Mr. Porter,ProductionManager 

What are all the
 
possible alternative actions?
 
Ust them below.
 

What are the possible consequences that would be expected to be: ! 
-- ~I 

I
 

Favorable Unfavorable I
 

I
 

I
 

Which of the above alternatives would you choose? Why?
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Worksheet for Activity 10-3 

Alternative 2: Worksheetfor TonySarto's WorkGroup 

list Sarto wofi( group's response to each alternative. list alternative actions management might take. 

~ 
co 

'C

E How would Sarto'swork group think management should handle this situation? Why? 
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