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We are continuing to examine why small-medium businesses, such as churches, should have a trained HR function, or obtain professional consultative assistance.  

As stated previously, my own experience has routinely proven the validation of a recent White Paper of the Society for Human Resource Management on this issue.  The authors of the paper identified several reasons why small-medium businesses need trained assistance.

The seventh reason is poor employee communications.  The authors cite some interesting studies that have been recently prepared.  The 2005/2006 Watson Wyatt survey indicates that the employer’s supervisors are the “frontline leaders…have the most day-to-day contact with their employees and are relied upon to communicate company goals, performance and objectives.”  

Coaching and giving feedback are two major duties of the supervisors in an organization.  The article specifically lists the following as important issues to be communicated by supervisors:

· Set clear performance standards and expectations.

· Clearly explain work standards and rules.

· Monitor performance and conduct.

· Address performance issues and conduct violations timely, fairly and equitably.

The problem is that in most small-medium sized organization’s supervisors are promoted from within the internal employees.  Thus these critical members of the management and leadership team have inherent and serious weaknesses.  Additionally, in churches these supervisors may come from a background of primarily theologically applied information and knowledge.  This training very frequently contains minimum to no management/business school principles or training.
They are not trained in employee communication skills and legal issues and consequently they feel uncomfortable handling many situations and therefore handle them not too well.  It is highly typical that supervisors do not understand the laws and issues involved in workplace safety and work performance issues.  It is a proven fact that most of the time supervisors dread dealing with a disciplinary or training situation.  The reason: they are simply not trained and prepared for the task.

I have observed time and time again that supervisors of small-medium organizations, such as churches, do not document the steps taken in correcting behavior of employees.  There is a serious gap in their knowledge and ability to handle and document these situations accurately and legally.

Another problem with poor employee communication is retention.  In a post-exit study conducted on over 19,700 former employees an as amazing statistic was found.  The study revealed that 88% of former employees identified “little or no feedback or coaching” as a primary reason for leaving.  

This is a warning shot for small-medium employers.  Small-medium businesses (churches) have a tremendous need for supervisor guidance, assistance and training in the areas of communicating with employees about: performance and work; workplace violations; work expectations; disciplinary issues; and performance appraisals.

Next time we will look at other reasons why churches should seriously consider upgrading their human resource management program.
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Reasons Why the HR Function is Vital: Poor Employee Communications








Action Point: Give this material to the Senior Pastor and Ministers.


Action Point: Make this mandatory reading for the Church Business Administrator.


Action Point: Make this mandatory reading for oversight bodies such as boards or 


		  committees.





Please note: The Solution does not represent a legal opinion and in no way seeks to provide legal advice.  Its contents consist of information from a Human Resource Management Practitioner-Consultant view point. Should your organization need legal advice you are encouraged to discuss such issues with your labor-employment law attorney.


The information contained in The Solution primarily reflects national trends, federal compliance issues and State of Texas positions. You are encouraged to inquire as to whether or not your particular state has a position different from those expressed in The Solution.


Should others you know desire to receive a free copy of The Solution, simply have them send an email message requesting to receive the newsletter to dbaggett@wcc.net.




















