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Our Discussion Today 

• Bienvenidos  

• Challenges with supervisory staff 
• We will use terms mayordomo and 
supervisor interchangeably 

• Considerations in selection 

• Developing first-line supervisors 

• Concluding comments 

• Will be fast-paced! 



A Case Study 
• Vineyard management receives anonymous note of 
complaint from crew member about unfair treatment by 
recently hired ranch supervisor. 

• Investigation determines letter came from a crew-
leader’s wife, upset that ranch supervisor was 
implementing an individual performance evaluation 
procedure.   

• Many co-workers complained about the crew-leader’s 
incompetence and favoritism to his wife and son. 

• Crew leader had been promoted from the crew by the 
English-speaking ranch manager, based on work 
performance and seniority. 



What went wrong? 
• Audience participation time!  
• Real-life scenario, very problematic 
• How could this company have prevented 
this situation from developing? 

• What policies and procedures might be 
implemented to prevent similar or worse 
situations in the future? 

• What other types of problems might a 
poorly trained field supervisor create? 



Supervisors in the middle 



Results to Achieve 

• Production as ordered 
• Good quality work 
• Accident-free 
• Harmonious relations 

• Low turnover 
• Good reputation 
• . . . and . . .  



Results to avoid, including… 



Typical First-line Characteristics 

• Perform some production work  
• Deal with production workers directly and often 
• Lead and control through personal communication 
• Maintain compliance with many regulations 

• Large number of decisions and tasks each day  
• Shorter time frame to react and adjust 
• Bridge differences -- org level, language, culture 











When they gave me the job of supervisor, the 
most important reason was. . . 
1.  I had good work skills. 
2.  I had good interpersonal 

skills.  
3.  I applied and competed 

through application and 
interview, 

4.  I had knowledge of 
compliance with regulations. 

5.  It was my turn.  I had time 
and experience there. 

6.  I am related to, or a good 
friend of the boss. 

7.  I demonstrated a high level of 
motivation. 

8.  I’m not sure. 

1 2 3 4 5 6 7 8

54% 9% 11% 0%6%3%6%11%



Finding the right person 
• You have an opening/need for 
supervisor or mayordomo 

• How do you know what you’re looking 
for (qualifications)? 

• How do you find the right candidate? 
• How do potential applicants know if 
they might be qualified and 
considered? 



Job Descriptions: http://online.onetcenter.org/  

Search: ________ 



Search:  “first line supervisor farm” 





Job opening, job description, now… 

• Might you have employees with 
potential to be really good 
supervisors? 

• How do employees know about 
promotional opportunities? 

• What is the application and screening 
process? 



Applicant Screening 

• Considerations: 
• Meets basic job qualifications per job 
description: Verify 

• Interview 
• Hypothetical situations 
• Testing – Written, Practical 
• Other? 



“We really need some supervisory 
training for the crew leaders.” 



How do you know? 



Trouble to Avoid 

• Tasks not done 
• Poor quality work 
• People injured  
• High turnover rate 

• High indirect costs  
• Conflict, litigation 
• Fines, other penalties 



Duties/Responsibilities Worksheet 

• Staff crews and prepare employees to work 
• Direct and support field operations of crew 
• Check, control, & correct work performance 
• Provide transportation, equipment, and 
supplies 

• Record and report on crew activity 
• Other as needed  



Does the response matter? 



What workers have said . . . 

“Supervisors do not listen to 
employees here.  They ignore 
complaints and even suggestions 
for how to do things better.”  

“Workers are afraid to communicate 
to management.” 



What workers have said . . . 

“Couldn’t the crew foremen treat the 
workers in a friendly and respectful 
manner rather than bossing them 
around?  We are hard workers without 
their bossing.” 

 
“There is a differential treatment of 
workers.  The rules are not the same for 
all of us.” 



Ingredients for good results . . . 

• Knowledge 
• Ability & skills 
• Attitudes 
• Support  

• Tools, equipment, supplies 
• Management guidance 
• Policies  



Possibilities to consider 

• Does the supervisor know what to do?  
---> Understanding 

• Does supervisor have the capability to do it? 
---> Ability, skill  

• Does supervisor attempt to do it?  

  ---> Will and effort   



Do you feel you could use more information 
about what is expected from you? (AgSafe09) 

1.  Yes 

2.  No 

3.  Not sure 

1 2 3

98%

0%2%



Do you think you need more information on 
how to perform your job? (AgSafe09) 

1.  Yes 

2.  No 

3.  Not sure 

1 2 3

92%

0%
8%



What I want most from my boss is . . . 

1.  Always be in a good mood 

2.  Always provide clear instructions 

3.  Show appreciation for my work 

4.  Be a good teacher to me 

5.  Be a person I can trust  

6.  Leave me alone to do my work 

7.  Be fair in enforcing the rules 



Diagnosing Every Situation 

• Did worker know what to do?  
---> Understanding 

• Can the worker do it? 
---> Ability  

• Does worker want to do it?  

  ---> Will and effort   



Battling “Don’t Know” 
• Job definition or description 
• Hiring process   
• Orientation 
• Informational training, coaching 
• Employee handbook 
• Rotating assignments 
• Meetings 
• Ongoing, informal communications  



Battling “Can’t Do” 

• Recruitment 

• Selection 

• Training in techniques & methods, 
education  

• Tools, equipment, process design  



Structured Learning   







Outline for Proposed 
CFLCA Supervisor Training Course 

A.  Welcome and orientation -- (1/2 hr.)  

B.  Roles, responsibilities, challenges, and 
tools of 1st-line supervisors -- (2 1/2 hrs.)  

C.  Providing a safe and lawful work 
environment -- (4hrs.)   

D.  Communicating to get the work done, 
build teamwork, and dealing with 
problems -- (4 hrs.)  

E.  Taking new ideas back to the job -- (2 
hrs.)  



In concluding…. 

• Questions, comments? 
• Thank you! 


