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For any organization with aspirations to outperform 
both the markets and competitors, values should not 
only form the very foundation of the organization but 
also be deeply embedded at the organization’s very 
core. There is an increasing body of research high-
lighting the competitive advantages enjoyed by com-
panies that have successfully embodied their core 
values. At Audere Partners, we have seen this first-
hand. Working with our clients across geographies 
and cultures, what separates the great companies 
from the good companies remains consistent - an or-
ganizational culture built on core values! 

Organizations that have successfully built a  
values-based culture always start with a clear vision 
that supports their values, in turn, shaping the cul-
ture, reinforcing the values, attitudes, and beliefs 
of the people in the organization, as well as people  
interacting with the organization. It is this virtuous 
circle that separates companies that are great places 
to work, are more competitive, and likely deliver high-
er levels of performance.

There is no shortage of case studies over the past 50 
years, where companies that rely on their products, 



commercial or operational performance solely for 
competitive advantage, in the long-term, often fall 
short. It is challenging to stay competitive and deliver 
continuous progress in a world where market condi-
tions are uncertain and fluid. Where competitors are 
relentlessly threatening to seize market share, tech-
nology is highly dynamic with the pace of change and 
progress unrelenting. Customers are continuously de-
manding more, and employee expectations are chang-
ing. Given these and many other factors, a competitive 
advantage that is tough to copy is a company’s culture, 
which we have said, should be built around the compa-
ny’s core values. A company’s culture is unique to the 
firm and can help mold its brand positioning, increase 
personnel retention rates, and serves as an inspiration 
to its employees. 

Organizations are now more aware of the competitive 
advantage of strong values and robust company cul-
ture. Based on the recent Global Human Capital Trends 
survey, 82% of the respondents considered that the 
company culture is a definite competitive advantage. 
Companies with values-based cultures are more inno-
vative than those without strong core values. It is fair 
to say, and undoubtedly true from our own experience, 
company culture is the primary driving force of innova-
tion. We also find that in such organizations, empow-
ered employees find new ways to solve problems fast-
er and better, driving employees to work together for a 
common mission and with shared outcomes.

Values underpin, elaborate, and are the essence of who 
and what we stand for as a company at Audere Part-
ners. They are an expression of what we are passionate 
about, what we strive to express, as individuals as well 
as a collective. They are vital elements of our identity 
that define who we are, our daily behavior, and help 
determine what we deliver at the “touchpoints” when 
we interact with clients.

We believe that a values-based culture will help fur-
ther differentiate us in the marketplace and deliver 
the competitive advantage that firms like ours strive to 
achieve.

ARE YOU READY TO TURN YOUR POTENTIAL INTO REALITY? 
Feel free to call Barry Samria at (+1) 561-236-5745, or visit auderepartners.com to get started. 
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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.

ARE YOU READY TO TURN YOUR POTENTIAL INTO REALITY?
Feel free to call Barry Samria at (+1) 561-236-5745, or visit auderepartners.com to get started.


