
T
he Bermuda Government’s de-
cision to end the strike last
week by compromising on the
dismissal of a bus driver re-
minded me of a time when I

purchased a candy bar for my daughter
after she began misbehaving in a grocery
store.  

At the time it seemed that I had made
a very good decision. She did not get ex-
actly the candy bar she wanted and the
customers witnessing her tantrum were
relieved that the screaming stopped. But
about one week later, after the same thing
happened again, I learned a valuable les-
son: never compromise on accountability.

In particular I learned that the bene-
fits of such compromise are always short
lived. More importantly, I learned that my
daughter’s expectations had changed rad-
ically in two ways.   

First, she no longer expected to be pun-
ished for her misbehaviour; on the con-
trary, she expected it to get what she
wanted. Second, she learned that the
most effective way to get me to compro-
mise in her favour was to act out in public
places where it was the greatest incon-
venience to me and others.  It just in-
creased the pressure on me to give in to
her demands no matter the standards
that I had set.  

As a management consultant I fre-
quently share that story about my daugh-
ter. It is my way of illustrating how so
many incidents of employee misconduct
are actually the consequence of misman-
aging previous misconduct.  

So how should management correct
problems of recurring misconduct? There
is only one way.  

Management must declare a new day.
This starts with an open and frank ad-
mission to employees that misconduct
and substandard performance in the past
was poorly managed.  Management must
make crystal clear the standards of job
performance and workplace conduct, ad-
mitting that these standards may seem
unreasonably high because the substan-
dard performance of yesteryear was not
properly managed.   

Last, but most importantly, manage-
ment should make certain that there is no
doubt about their commitment and re-
solve to manage conduct and performance
properly going forward.

When declaring a new day, I often en-
courage management to articulate their

approach to employee discipline using the
analogy of a hot stove.  Just as everyone
knows that a hot stove will indiscrimi-
nately and immediately burn all that
touch it, so too will the employer adminis-
ter employee discipline promptly, consis-
tently and impersonally.  And just as one

who feels progressive amounts of heat as
they get closer to touching a stove, a fair
and law abiding employer will progres-
sively warn employees who fail to meet
expectations prior to disciplining or ter-
minating them.

Once the new day is declared, it’s just a
matter of keeping the stove on.  No more
turning it off when an employee com-
plains of unfair dismissal.  

The first time someone is held to ac-
count after a new day is declared is al-
ways  par t i cu lar ly  he lp fu l  f o r  the
employer, employee and the union. 

First, the employer’s expectations are
reinforced and the fairness of its employ-
ee discipline policy is demonstrated. Sec-
ond, from his mistake the employee will
learn a critically important lesson and go
on to work more productively in the fu-
ture, even if it has to be with a new em-
ployer.  

And if the employee was unionised,
union leaders can use the incident as a
powerful example to its members of how
the union cannot protect those who fail to
heed the warnings given by an employer
that has managed them properly. Simply
put, accountability helps us all become
more productive.

If you are wondering why this sounds
so sensible yet so unrealistic in the
Bermuda business context, just imagine
the challenge I had with my daughter the
next time I was in the supermarket.  It
was nearly ten years ago but I remember
it vividly. 

Apprehension consumed me as I perse-
vered disciplining my little girl as she
screamed bloody murder in front of a
huge number of inconvenienced cus-
tomers.  But she never again behaved
that way.  Those customers were much
better off in the long and, most important-
ly, my relationship with my daughter was
not weakened.  Standing my ground actu-
ally led to less conflict in the future.

Bermuda can end wildcat strikes once
and for all. We need to declare a new day
and administer some tough love. All it re-
quires is for Government to have faith
that enforcing our labour laws will
strengthen – not harm – their union
brothers and sisters.

Doug Soares is a partner of Expertise,
Bermuda’s largest management consulting
and outsourcing company. He may be con-
tacted at doug@exper tise.bm or via
www.expertise.bm   
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THE JOB with MAX FIEDLER

Age: 26
Role: Assistant Portfolio Manager, LOM Asset Man-

agement
What is your job? I assist in the management and

running of LOM funds, market research, yield calcula-
tions and choosing investment instruments best suited
to the respective portfolio. I also aid the portfolio man-
ager in daily operations and long term strategy deci-
sions.

What is your favourite part of the job? I enjoy so
many parts of my job. I am constantly learning in a
challenging environment and from some of the best
and brightest in the industry. The knowledge that my
decisions directly influence the company’s assets and
that of the clients is very rewarding. I also enjoy being
able to use my MBA to its full potential as I do not only
concentrate on finance but all facets of LOM from web
design to marketing/presentations. The best part is
helping people get the best option tailored to their spe-
cific investment needs, thereby making their dreams a
reality. 

What is your least favourite part of the job? Jug-
gling multiple systems for the administration work. 

What is your most interesting experience at work?
I was invited to the company summer party and re-
ceived a standing round of applause when it was an-
nounced that I would be starting to work with LOM in
August 2010. 

What would you be doing otherwise? Anything as
long as I am working and learning with the best.

EMPLOYMENT
MATTERS

DOUG SOARES

Bus strike shows why it
never pays to compromise
on accountability 

Photo by Tamell Simons
Reaching out: BIU president Chris Furbert makes a call to Minister of Transport
Terry Lister prior to meeting members of the BIU at Public Transportation Head-
quarters after bus drivers went on strike last week in support of a colleague whose
employment had been terminated. The worker was later given his job back.

LONDON (Reuters) – Lower confi-
dence and ambition are putting
women off the top jobs and com-
panies should take positive steps
to nurture them for management,
a study published yesterday said.

The survey, “Ambition and
Gender at Work” by Europe’s In-
stitute of Leadership and Man-
agement (ILM) found almost
three-quarters of women believed
a “glass ceiling” exists, barring
them from senior roles.

While women make up almost
half of the UK workforce, they oc-
cupy just 12 percent of FTSE 100
directorships, according to Cran-
field School of Management.

Former trade minister Mervyn
Davies is due to publish a review
later this month with recommen-
dations on how to increase the
number of women on company
boards. Statutory quotas are
among a raft of measures under
consideration.

Just under half of the women
surveyed supported quotas, com-
pared with 24 percent of men.
However, 62 percent of female
managers were more in favour of
“positive action” to increase the
number of women in senior roles.

“Quotas may be seen as the
quickest solution and some coun-
tries, notably Norway, have intro-
duced them with some success,”
said Penny de Valk, chief execu-
tive of the ILM.

“However, although they drive
compliance, they do not neces-
sarily drive a commitment to the
more fundamental changes that
are required,” she said.

De Valk said companies should
try to address the reasons why
women might be put off more
senior roles.

Lack of confidence in their
abilities and lower career expec-
tations are holding women back,
the study found, making them
likely to take up management
roles three years later than men.

Half of female managers ad-
mitted feelings of self doubt,
compared with 31 percent of
men. Similarly only 50 percent of
women expected to become man-
agers at the start of their ca-
reers, while two-thirds of men
did.

“Employers who are serious
about increasing gender diversity
at the top need to recognise and
respond to these differences, and
find ways to nurture women’s
ambition,” De Valk said.

She said companies should
consider more flexible career
models, as well as coaching and
mentoring for women looking to
take on senior positions.

The ILM surveyed 3,000 male
and female managers for the
study.

Glass ceiling
still blocking
women, says
new survey

So how should management correct problems of recurring
misconduct? There is only one way.  Management must de-
clare a new day. This starts with an open and frank admis-

sion to employees that misconduct and substandard performance
in the past was poorly managed.

BOSTON (Reuters Life!) – A few
simple crisis-management steps
can prevent a disruption to your
company’s service from becoming
a disaster rather than merely an ir-
ritant, according to Harvard Busi-
ness Review.

The Management Tips of the
Day offer quick, practical manage-
ment tips and ideas from Harvard
Business Review and HBR.org. Any
opinions expressed are not en-
dorsed by Reuters.

“Whether it’s a snow storm or a
power outage, disruptions to your
company’s service can be devas-
tating. Responding effectively can
often be the difference between an
interruption and a disaster. Next
time you are faced with a crisis, try
these three things:

1. Figure out what happened.
Too many leaders leap into action
without assessing the situation
first. Find out exactly what is going
on and what’s causing it.

2. Act promptly. Don’t wait for
all of the data to come in. Once you
have a firm grasp on the situation,
begin taking action. Don’t act fraz-
zled – that only worries people. Act
with deliberateness and speed.

3. Adapt. Don’t be wedded to a
single strategy. Circumstances will
change and new information will

come to light. Be prepared to alter
the course if necessary.”

– Today’s management tip was
adapted from ‘How a Good Leader
Reacts to a Crisis’ by John Baldoni.

* * *
You may not be able to change

your bad boss, but there are ways
to at least tilt the dynamic in your
favor, according to says Harvard
Business Review.

“If you’re stuck with a bad boss,
don’t give up. While you can’t
change your boss, you may be able
to alter the dynamic of your rela-
tionship. Focus on trying to better
utilise your manager by doing the
following two things:

1. Exploit your boss’ strength.
Figure out where your boss excels
at and tap into those skills when
they are most useful. For example,
if he is good at big-picture thinking,
ask him to share his vision for driv-
ing your critical project forward.

2. Listen to learn. Too many
bosses are critical of ideas that
they haven’t generated. Next time
your boss takes down your idea,
listen. While it may be hard to hear,
his critique could include useful
feedback that improves your pro-
posal.”

– Today’s management tip was
adapted from ‘How to Bring Out the
Best in Your Boss’ by Liz Wiseman.

MANAGEMENT TIPS OF THE DAY

http://hbr.org/
http://www.expertise.bm/
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