Container Store salespeople covers 'thc store’s lU,UU\{
products, the company’s business philosophy, and ways
to make strong connections with customers.. %
The employees-first philosophy has built a Great
Place to Work (designated by the Great Places to Work

interbrand.com, accessed June 11, 201%; 'Anarm it vie )W ny me Con-

tainer Store Stock Is Tanking,” A”’”"’"’”’”"'/)J‘dfmﬂry 8, -0‘]'4» E‘“])://blugs.
marketwatch.com; Jessica Rohman, “With an ‘l'.lnlﬂ“,""-'c“l‘.”-"" 1\1cmalny_
Everyone Wins: ‘The Container Store,” Culture Impact Brief, Great Place

to Work Institute, 2013, http://www.grcatplaccu)wnrk.cmn.

Valuing Labor Drives High Performance at HindlePower

HindlePower is a small company with a big idea for suc-
cess. The Easton, Pennsylvania, manufacturer of battery
chargers has just 75 employees, most of whom work in the
factory as assemblers. Its president, Bill Hindle, sees those
workers not merely as an expense but as a source of value.

That attitude becomes immediately evident when
prospective customers visit the facility. At most manu-
facturers, a manager or salesperson would conduct a
factory tour, controlling the experience to present the
best face of the company. At HindlePower, employees
are the best face of the company, so Bill Hindle simply
offers a few safety guidelines and then invites visitors
to look around on their own, asking any questions of
the workers. More than once, Hindle says, the trust he
places in his workers is what seals the deal with custom-
ers. They assume that workers in such an environment
will be committed to quality.

Another sign of employee empowerment at Hin-
dlePower is the absence of time clocks. Employees do

not need to punch in and out, and the company has no
rules for time off. If family needs arise during business
hours, employees are authorized to leave and tend to
their families, knowing their colleagues will pitch in to
accomplish the required work. According to Hindle,
employees have been responsible about making up their
time off, to the point that hours in the factory consis-
tently reach 97% to 100% of full-time. In other words,
there is essentially nothing to gain from establishing
rules and procedures to ensure that employees are on
the job for the full 40-hour week.

Seeing workers as a source of value rather than
merely a cost also helps HindlePower fill positions with
skilled workers. Many manufacturers complain that
there is a shortage of workers with the skills needed for
modern production systems. However, Hindle has no
trouble and says the solution is to be patient and invest
in training. HindlePower established a program called

the Professional Manufacturing Team, which couples
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Questions

1. Would you consider HindlePower a high-perfor-
mance organization? Why or why not?

2. Besides the methods described here, what is one
other way an HR manager at HindlePower could
contribute to making the company a high-perfor-
mance organization? How well does your idea fit
with Bill Hindle’s vision for his company?

Sources: HindlePower, corporate website, http://www.hindlepower.com,
accessed June 11, 2014; Pete Fehrenbach, “HindlePower’s Pro Shop:
Greatness Within,” Industry Week, June 3, 2014, ProQuest eLibrary, http://
elibrary.bigchalk.com; Jill Jusko, “The Value of Labor,” Industry Week,
November 2013, pp. 24-26; Ann Wlazelek, “HindlePower Inc.- Manufac-
turing without a Time Clock,” Morning Call (Lehigh Valley, PA), March 4,
2013, http://articles.mcall.com. :

B

Service to the community s aso




