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Help Them Help You: Developing Effective Supervisor 
Training
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Frost Brown Todd LLC

The making of a supervisor
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What Kind of Supervisors Do you Have?

• 1+7 ≠ Monkey Wrench

The Insecure Type

• Wants to be popular

• Is afraid to administer the clear policies 

• Always passes the buck and puts down others

• Is afraid of confrontation 
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“Boss” Type – The BIG Shot

• Always going to make somebody do something 
• “I got fifteen people working for me”
• “I’ll have my people call your people”

• The new policeman who just had to arrest someone

The Inconsistent Type 

• Always plays favorites 

• Employees can never anticipate how he may 
respond to given situation
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The Dishonest Type

• Not the person who intends to lie or cheat, but the 
person who makes promises he does not have the 
authority to keep

• Tries to get a little extra work this way – short term 
goal focused

The Reactionary Type

• Opposes every change and new idea

• Likes to play “devil’s advocate” to every new idea

• Prides himself on challenging others
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The Cursing Type 

The Playboy/Playgirl Type
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What Kind of Supervisor Do you Need?

What Makes a Good Leader

• Good leaders are built from the inside out

• Leaders know themselves 

• Leaders think before acting 

• Leaders approach leadership as a relationship not a position 

• Leaders are open to learning 

• Leaders view collaboration as a business necessity 

• Leaders show respect 
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What to do with SME?

• But my best employee is gonna leave if we don’t promote him!! 
What do we do??

• Training (if open)
• New title 
• More pay
• Acknowledgement of skills and abilities 

• DO NOT INTENTIONALLY MAKE BAD SUPERVISORS

Leadership Styles 
• Charismatic: exceptional personal qualities, extraordinary 

insight and accomplishment which inspire obedience and 
loyalty

• Participative: seek to involve others in the process of 
decision making 

• Situational: take action based on a range of situational 
factors 

• Transactional: motivates by reward and punishment 

• Transformational: develops the vision and sells it

• Quiet: actions speak louder than words

• Servant: serves others to help them grow
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Performing a training audit 

Not Another Freaking Audit
• Low Hanging Fruit   

• Past training efforts 
• Things your lawyer makes you do
• Things you have been told to do

• Climbing a Bit Higher 
• Litigation dollars spent 
• Complaints made
• Obvious sore spots 

• Reaching the Top
• FMLA audit
• Evaluate retention/turnover by functional area
• Employee satisfaction survey 
• Productivity numbers comparison 
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Topics to Consider
• Harassment and 

Discrimination
• ADA
• FMLA
• FLSA
• Workers 

Compensation 
• Personality 

Assessment 
• Strengths and 

Weaknesses
• Effective 

Communication 

• Documentation and 
Paper Management 

• Investigations 
• Leadership 
• Giving and Receiving 

Feedback 
• Time Management 
• Conflict Resolution 
• Mentoring/Coaching 

Sponsoring 

How Do You Know Which to Pick?

• Legal topics

• Business objectives

• Growth of associates 

• Cost benefit analysis 
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Developing a plan

Who and What

• Who will attend?
• All supervisors 
• New supervisors 
• Supervisors being groomed for great things 

• Who will train?
• In-house
• Attorney
• HR specialist 
• Paid entertainer 

• What?
• Hard skills 
• Soft Skills
• Both
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When, How Often, and How 
• When?

• Time of year better than others
• Morning 
• Weekend
• Nights 

• How often?
• Annually
• Upon Promotion 
• Bi-annual 
• Periodic 

• How?
• In-person
• Out-sourced
• Webinar
• Others

Make a Budget
• Include all tangible costs

• Initial communications 
• Training delivery
• Instructor fees
• Travel, lodging, meals
• Contingencies 
• Paper

• Include intangible costs
• Staff replacement costs
• Ongoing upkeep

• Provide options 

• Put in phases and expansion ideas
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Cost-Effective Training Options

• Committees 

• Conferences and forums

• Webinars

• Field trips

• Job rotation

• Special projects

• Peer-assisted learning 

• Job shadowing 

• Professional association events

• Self-study

Skin in the Game????
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Getting the buy-in

Getting to Yes!

• Know your audience 

• Know your revenue 
source

• Make a plan
• Be comprehensive 
• Address all needs and 

requirements 
• Spell out who, when, 

what, how often, and 
where

• Include the “skin”

• Make a budget
• Multi-year
• In phases
• Spend pennies wisely 

and show it
• Tie the budget to the 

revenue stream

• Make the pitch
• Legal support
• Business support
• Bottom line support
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Legal Support – the numbers

• Real world examples (if applicable)
• NOT just actual litigation 
• Costs of investigations

• On average, litigation costs have grown 9% per year*

• Litigation costs are about .6% of revenue for many major 
companies*

• Typical litigation costs of routine employment case - $88,000** 

• Over 80% of attorneys believe that cost of litigation forces 
cases to settle that shouldn’t***

• *Litigation Costs Survey of Major Companies, Committee on Rules of Practice and Procedure Judicial 
Conference of the US 2010

• **www.ncsc.org/clcm

• ***Excess and Access: Consensus on the American Civil Justice Lanscape, Corina Gerety

Legal Support

• Real world examples (if applicable) 
• NOT just actual litigation 
• Effect of investigations on other initiatives 

• The majority of all employment-related lawsuits stem 
from the conduct of supervisors 

• Words
• Actions
• Discipline 
• Favoritism (real or perceived) 

• Even if the Company isn’t liable, it will face 
consequences based on supervisor conduct
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Dollar cost of weak-performing employees?

• Assume the average revenue per employee at Target is 
$138,200. A 10 % above-average-performing employee 
would produce an additional $13,820 in revenue each year 
and a weak one would produce the $13,820 less.

• Assume weak performers perform 30% less than that 
average. 30% x $138, 200. Weak performers are costing 
$41, 460 per year.

• That doesn’t account for absenteeism, bad interactions with 
customers, errors, accidents, theft, wasting other 
employees’ time, etc.

Effect of Leadership

How Damaging Is a Bad Boss, Exactly? Zenger and Folkman, 
HBR, July 16, 2012
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Effect of Leadership

• More than 15 years ago in HBR, Anthony Rucci, Steven Kirn, and 
Richard Quinn identified “the employee-customer-profit chain” at 
Sears.

• This was a straightforward dynamic in which employee behavior 
affected customer behavior, which in turn affected company financial 
performance. Specifically, in Sears’ case, when employee satisfaction 
improved by 5%, customer satisfaction improved by 1.3%, which led 
to a .05% improvement in revenue. That might not sound significant, 
but for $50 billion Sears, that that came to an extra $250 million in 
sales revenue.

• This study has been replicated by J.C. Penny, Best Buy, and Marriott. 
And for all of them the results held true — effective leaders led to 
satisfied employees, which led to satisfied customers, which led to a 
direct and measurable increase in sales revenue.

Bad management 
negates other 
investments
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Implementing the program

Roll it Out

• Prepare for the long road 

• Hire needed specialists

• Develop training materials

• Communicate to all upper management 
• Educate regarding the need
• Explain the “skin”

• Communicate to supervisors 

• Plan the party
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Evaluate and re-plan

Evaluate and Re-plan

• Participant evaluation after every session

• Follow-up with in-person, informal “conversations”

• Yearly evaluation and re-tooling of program based on feedback

• Keep notes of new needs that arise or old needs that are 
resolved 

• Track progress 

• Communicate with supervisors regarding changes to the 
program 
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Putting it all together 

Bug’s Big Button Bonanza 

• BBBB is the hand’s down leader in the button supply 
game. They have been in business since 1902, but 
have recently seen a huge jump in the sale of 
buttons.  They only have employees in Indiana, but 
they ship worldwide and send salespeople all over. 
Right now, they have 97 employees in three 
divisions.  

• Of the 97 employees, 60 are members of a union, 3 
are outplaced salespeople, and the rest are 
members of management.  

• Most of their front line management (and many of the 
top brass) were promoted up through the ranks. 
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Bug’s Big Button Bonanza 

• BBBB has never been sued, but they’ve had to offer 
some generous severance packages to keep it that 
way. 

• Their percentage of employees with active FMLA 
leave is 33%. 

• They are split about 40/60, women to men. 

• Many of their line workers are 40+.  Most of their 
supervisors are under the age of 45. 

• They have never done any kind of training. Ever. 

• They’ve hired you to fix that. What do you do? 

Let’s start at the very beginning, a very 
good place to start....

• Do your audit – what kind of supervisors do you have 

• Conduct a survey  - what kinds of issues do you have 

• FMLA audit

• Severance package audit

• Talk to HR

• Talk to supervisors 

• Look at productivity 

• Look at turnover and retention 
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Put together your plan

Catherine Burgett

cburgett@fbtlaw.com

(614) 559-7287


