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LETTER FROM THE PRESIDENT
Dear Clients and Friends:
It used to be possible to keep in touch with most of you through phone calls
and by attending NSPI and ASEE conferences. That's not easy anymore. This
Management Update is designed to keep you updated on the types of projects
we've been working on recently.
The mission of our business is to help others improve organizational and
personal performance through applications of Performance Technology. Like
engineering, Performance Technology is a discipline with endless applications.
The Management Update is our ~ttempt to briefly share with you ~ome of the
specific applications of Performance Technology to curriculum design, career
ladders, and improving quality and productivity in organizations. We have a
growing edge in our business, just as you do in yours. The lessons we learn
from the projects we complete are interesting to us, and we hope that they will
be thought provoking for you.
RAY SVENSON

I hope you will take a few minutes to read Update. I would appreciate hearing
your thoughts, reactions, or feedback.

C;Z~~-----CAREER OPPORTUNITIES
FOR
TECHNICAL PROFESSIONALS
Most large companies have at least two career ladders or hierarchies: one for
managers and one for technical professionals. As it happens, technical career
--laclders-&i-<2--raF6~y- eqeivalent to managerial ladders- in-cOI'l'lpeRSat;iefr;---J3Gwef,
authority, and prestige. There are two developments which are affected by
these traditions: a) The recent focus on leaner organizations means fewer
opportunities on the management ladder; and b) Because many U.S. companies are betting on technology as the key to their futures, systems are needed
for stimulating, developing, and retaining high-level professional talent.
One way of ensuring the longevity of a technical workforce is to develop a
technical career ladder with some t~eth in it. The need for technical professionals at various levels -should be based on the organization's business plan.
Compensation should be equivalent to corresponding positions on the
management ladder. Selection of individuals for high-level technical positions
should be based on qualifications for needed positions, not past accomplishments, seniority or loyalty.
_ Designing a technical career ladder in this manner allows the organization to
meet its business needs for technical expertise and leadership, while providing
technical professionals with a viable career path.

DEVELOPING A
PROACTIVE TRAINING
FUNCTION
According to the American Society
_£oL-u:aining_and Developme..T1t,,-----American industry and government
spend $210 billion annually on
employee training. Given the rate of
change in most industries, this figure
is likely to increase every year..
A strategic plan for the training function allows managers to anticipate
needs in order to develop courses,
facilities and delivery schedules
to meet those needs ..A strategic
training plan prevents the training
department from always being in a
reactive mode and better aligns the
department with the organization's
business goals.

BUILD A CURRICULUM
ARCHITECTURE
AND
MAKE YOUR TRAINING
MORE EFFICIENT
A curriculum is a group of individual
courses or training programs that
work together to teach the skills or
knowledge required for a particular.
job or task. Technical, management,
and sales training curriculums in
business and industry are rarely
developed in a systematic manner,
however. Curriculums are usually
built over time, with no clear plan.
This method has led to unnecessary
courses, overlap, and omission of
needed courses.
To make training as efficient as
possible, a "curriculum architecture"
must be built that organizes the curriculum into a logical sequence of
courses or modules that teach specific knowledge and skills. Just as
an architect designs a building so
that each piece contributes to the
entire structure, an "architectural"
approach to training aims at building
a curriculum with individual parts
that add up to a logical whole within
the context of a given profession,
field, or the entire organization.

FINDING THE REAL CAUSES OF
QUALITY AND PRODUCTIVITY PROBLEMS
A recent cover story in Business Week (V24/86) contained a report on the
multitude of fads and quick fix programs for improving quality and productivity in organizations. While there is nothing harmful about most of these
programs, many organizations find themselves going from one program to
another every year or so, without ever solving their problems. Just like the
habitual dieter who tries every new weight reduction plan that comes
along, organizations are often looking for a simple, magical cure for their
productivity problems.
With most things in life, there are no easy cures. Improving quality and
productivity is hard work. What most organizations fail to do is a thorough
diagnosis to identify the causes of their problems. They buy a potential
solution without spending time diagnosing causes.
A thorough cause analysis is an essential first step before plunging into the
latest quality or productivity improvement program.

IMPROVING THE PRODUCTIVITY
OF NEW PRODUCT DESIGNERS
"New products are the life blood of our business;' remarked the R&D Manager.
"My people just aren't developing enough new products, and those they are
developing take too long to get to production. I think the answer is a training
program on creativity?' As is often the case, training was not the answer to this
client's dilemma. Our investigation revealed that the following factors were
responsible for the decline in new product development:
• Weak linkage between product design engineers and marketing organization
• No systematic process for new product development
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• Weak linkage between product designers and manufacturing

process designers
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• Organization structure served as a hindrance to timely and efficient product
design and-development

R.A. SVENSON

• Poorly defined roles and responsibilities.

& ASSOCIATES, INC.
2100 Manchester

Road, Suite 103

Wheaton, Ill1n01s 60187
312/665-5765
This Management Update is prepared
quarterly by the staff of R. A Svenson &
Associates. Its purpose is to share specific
applications of Performance Technology
to improve quality and productivity in
organizations.
Quotation is permitted. However, we
request that this source be acknowledged.

Changing the system used to design and develop new products was the solution to this client's problem. The people had the knowledge, skills, and creative abilities. It was the system that they had to work within that discouraged

rapid development of new products.

By changing

roles, responsibilities, and

developing a systematic design/development process that included marketing
and production, the problem was solved. The client's objectives for increasing
the number of new products and decreasing the development time were
both exceeded. As we find in many of our projects, training is often not
the solution to productivity problems. And even when training is needed,
some aspects of the job environment must also be changed to achieve
peak performance.
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