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Business leaders understand that as opportunities 
grow, so do vulnerabilities. For global manufactur-
ers, it is shaping up to be an especially challenging 
year. Just two months in and already, the outbreak 
of coronavirus (COVID-19) is presenting automotive, 
medical, life science, electronics, shipping, and a host 
of other sectors with material operational threats and 
costly disruptions.

Teams in the throes of developing or revising strategic 
plans are paying close attention to this disruption as 
they weigh opportunities for growth along with ways 
to mitigate risks. After all, such disruption can come 
not just from an existential threat like coronavirus, 
but uncertainties caused by more concrete realities 
like continued tariffs, evolving trade deals, and con-
stant pressures around demands for digital transfor-

mation and adaptation of Industry 4.0. Still, the coro-
navirus outbreak originating in Wuhan, China, has 
been an especially vivid disruption, striking fear into 
the hearts of many business leaders. Choked supply 
chains, restricted travel, and the reduction of global 
shipping container volumes are causing product dis-
ruptions for all companies, with smaller companies 
most vulnerable.

In the absence of having built a hedging strategy into 
the supply chain from the outset, there will likely be 
many companies unable to recover quickly, if at all, 
from COVID-19 disruption. But for businesses heavily 
invested in the global supply chain that contemplat-
ed operational hedges into their model, and ensured 
they were ready if needed, the ability to withstand 
disruption improves considerably.



The Wall Street Journal, World Economic Forum, 
World Health Organizations (WHO), amongst many 
other authoritative sources, have provided insightful 
articles, webinars, and videos on the potential short 
and long-term impacts of this terrible situation. Their 
commentaries appropriately range from varying de-
grees of  government action and inaction to victim 
statistics and speculative business and sector impli-
cations. No one yet knows the severity of human and 
economic damage this catastrophe will yield.  All that 
is known is that it will be significant.

Here at Audere Partners, we are looking to respond to 
this event from a different perspective.  Like everyone 
else, we see the painfully illustrative human tragedy 
and suffering, business exposure, and global supply 
chain challenges it depicts.  However, we also see a 
circumstance from which there are a critical business 
and operational learnings and opportunities.  

DECISIONS HAVE CONSEQUENCES

In an age of growing complexity, political tumult, tar-
iffs, trade deals, digital transformation, Industry 4.0, 
and more, manufacturers are immersed in strategic 
decisions daily.   Their primary challenge is to find 
ways to measure and manage the critical business 
and operational outcomes objectively and verifiably 
measure results.  Data and analytics are increasingly 
helpful in framing challenges and providing decision 
support inputs.  Translating the data to precise needs 
and driving optimal solutions through implementa-
tion is where many organizations are most challenged.

We work with and see first-hand how great leaders 
and strong teams perform, making rapid and timely 
decisions intended to deliver desired business and 
operational outcomes. They have robust Management 
Systems and streamlined decision support processes.
They resolutely pursue optimal outcomes and con-
sistently strive to help their organizations stay ahead.  
However, a surprising number of these focused  

leaders and businesses are still falling short of deliver-
ing key business objectives.

There is a multitude of reasons why even the best-run 
businesses falter.  Often studying challenged initia-
tives in hindsight might make the misses or problems 
clearer, most organizations still struggle to “operation-
alize” those valuable learnings.  Especially in today’s 
complex operating environments and global supply 
chains, there is little latitude for error or sub-optimal 
performance.

We see in challenges such as COVID-19 that ultimately 
the leaders of successful global organizations have a 
few critical absolutes with which they must reconcile 
their business model: shareholders have entrusted 
definition and delivery of optimal outcomes to them, 
and they are expected to resolve issues/opportunities 
within the shortest time possible.

After an exhaustive study, we have identified fractures 
within even the best performing organizational man-
agement execution systems.  From these learnings, 
we have created an operating framework that shores 
up all of these elements. The result is a turnkey ap-
proach, applicable to every organization, which pre-
dictably and sustainably enables them to perform at 
a level to deliver optimal outcomes for every strategic 
initiative.  We refer to this as the “Maximum Effect.”
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Planning, sharing, and assigning goals, results evalu-
ation, developing corrective actions, communication,  
how to provide individual coaching and confrontation 
effectively are the additional skills and capabilities a suc-
cessful supervisor needs to perform and advance.

In very few cases, these are innate to a person.  However, 
most people need training and experience to build these 
skills.  The good news is that structured programs of 
training and mentoring with consistent follow-up to as-
sure the new supervisor the company is invested in their 
future, are successful.

Selecting the right candidate from your company resourc-
es, when looking to promote from the functional ranks, 
generally doesn’t require in-depth- experience with the 
operating or administrative process and assets.  An over-
all understanding of the company, its products, and the 
assigned process should be sufficient.  A well-construct-
ed training and mentoring program centered on compa-
ny culture and values will build the communication and 
leadership skills needed.

Succession planning of identifying people within the op-
erator or task execution level and beginning basic super-
visory training before gaining position is a great way to 
ensure a supply of vetted candidates.  Naturally, compa-
ny HSE training and area-specific safety training focusing 
on the role of supervisor are always key.

A series of defined workshops and/or training classes 
followed immediately by actual application of the top-
ics covered, supported by the mentor, has the highest 
retention and skill-building results.  For example, basic 
supervisory skills of operational metrics, communica-
tion, building a weekly work schedule with targets, and 
shift handoff meetings should be learned before being on 
the floor.  The goal of the program is to create behavior 
change converting them from a task performance role to 
a task management supervisory role.  Behavior change 
requires the repetition of the new practices supported by 
transparent evaluation and feedback.

More complex topics such as problem identification and 
solving root cause analysis, conflict/coaching, and bud-
geting should be introduced as the new supervisor gains 
experience.  In case these situations arise early in the su-
pervisor’s tenure, the mentor will step in and guide them 
through the process.

Measuring their progress with documented step accom-
plishment scale and evaluation process is critical to the 
company; also to the candidate, to assure the candidate 
is provided the appropriate training in the proper time, 
and that the candidate is successfully adopting the skills 
and engaging in the process.

The progress and evaluation given through the mentor 
provide the candidate with quantitative, metric-based 
feedback to gauge and adjust progress while preparing 
the supervisor for actual on the job performance metrics.
As they enter their full-time supervisory role, they should 
be fully prepared to understand the operations dash-
board(s) the business provides to them real-time, daily, 
weekly, etc. and the basic implications of the movement 
of each metric so they can be coached through action 
plan development.

Following this type of program ensures the new supervi-
sor should be in full, independent operating mode within 
four to six months.
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