
W e have a newly-appointed 
chief executive o�  cer 
(CEO), the eldest son 

of the patriarch of a small, family-
owned business with around 80 
workers. He has no experience in 
management and gets 
one-on-one coaching 
from his father. Recently, 
he started giving instruc-
tions directly to workers 
instead of coursing them 
through their depart-
ment supervisors or man-
agers. What’s happen-
ing? What’s the solution? 
— Yellow Submarine.

You only have to wait a bit before the 
CEO realizes his folly. It’s not possible 
to supervise everyone directly. It’s only a 
matter of time before he is deluged with 
workers asking to clarify his instructions 
and asking him to check their work.

The chain of command is there for 
a reason. It establishes a clear line of 

reporting relationships by job function 
or department, like operations, human 
resources, accounting, or sales. The ob-
jective is to establish accountability and 
responsibility. Thus, a person in sales 
must report directly to the sales depart-

ment head and not to the 
accounting department 
head, much less to the 
CEO.

All department heads, 
regardless of the size 
of the business, do this 
because they have the 
expertise, accountability 
and responsibility. There 
should be no direct re-
porting relationship be-

tween the CEO and non-management 
people of any department, with very few 
exceptions like executive assistants.

Clearly, if the CEO opts to give 
direct instructions to the workers, 
then he is treading on dangerous 
ground. Sooner or later, he will be 
overwhelmed with all the nitty-gritty 

that could eat up a majority of his 
working and waking hours.

ENGAGEMENT
I can’t believe that this is happening in a 
family-owned organization. But fi rst, let’s 
think of all the positives. The CEO may 
not have the work experience of people on 
the ground. Maybe, he’s trying to reverse-
engineer how the work is done. I hope 
he is doing this to get to know the back-
ground and personality of each worker. 
There’s nothing wrong with that.

I only wish he were doing it the right 
way — by engaging each worker in dia-
logue to answer the following questions: 
How are you doing in your current job? 
How can we make your job easier so you 
are more productive? How long have 
you been in this organization? What is 
your career plan?

The di�  culty lies in the complexity 
of the situation. Who among the depart-
ment supervisors or managers is brave 
enough to ask the CEO why they’re not 
being involved? Many would simply 

shrug their shoulders and pretend 
there’s nothing wrong with it.

One possible approach is for depart-
ment supervisors or managers to deal 
with the matter indirectly. Here is a 
possible scenario:

When the CEO asks fi ve workers to 
perform one hour of overtime every 
day to do quality checks on products to 
be shipped to Account ABC, bring up 
the costs, or the potential for discon-
tent among the family men who dislike 
overtime work. Then bring up the fact 
that the managers have already error-
proofed the process. The result was a 
50% reduction in defects, with a goal of 
improving that to 75% soon.

The key is diplomacy. This may take 
several discussions. But you will end up 
relaying the idea that the CEO should 
not give direct instructions to the work-
ers. You have to help the CEO think 
things through. He can’t do it without 
middle management intervention.

He can’t take a trial-and-error ap-
proach all the time. 

TEMPORARY
What you do depends on the success 
or failure of the CEO’s management 
style. The CEO may be trying to fl ex his 
muscles. It might be temporary. Sooner 
enough, he will default to what’s desir-
able and e� ective. If he knows what he’s 
doing, he’s should be able to deal logi-
cally with the situation.

Whatever the CEO does, examine the 
style and substance of his actions. Even if 
you appear to have been bypassed, make 
it your business to fi nd out that the work-
ers are doing what is legal, moral and 
generally acceptable to all stakehold-
ers. That’s because you can’t wash your 
hands of the responsibility even if the 
CEO goes directly to the workers.
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ELBONOMICS: If you’re 
not delegating to the 
right person, you’re 
not in management. 
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Bring REY ELBO’s leadership program 
called “Superior Subordinate 
Supervision” to your line supervisors 
and managers. Or chat with him 
via Facebook, LinkedIn or Twitter or 
e-mail elbonomics@gmail.com 
or via https://reyelbo.com

THE International Labor Organi-
zation (ILO) said 29% of workers 
in the healthcare, retail, security, 
sanitation, transportation and 
clerical jobs are not paid competi-
tively relative to other industries.

In its 281-page World Em-
ployment and Social Outlook 
report, the ILO classified work-
ers from these occupations as 
‘key workers,’ and called for the 
improvement of their compen-
sation and working conditions.

“The poor working condi-
tions of key workers exacerbate 

employee turnover and labor 
shortages, jeopardizing the pro-
vision of basic services,” the ILO 
said in the report.

The report looked into em-
ployment data from 90 coun-
tries. It said key workers ac-
count for 52% of all employment 
globally.

About 26% of key employees 
in the Philippines are low-paid, 
the ILO said.

“In the Philippines, for ex-
a mp l e,  o ut s ou r ce d se c ur i ty 
guards reported that they did 

not have job security,  mini-
mum income security or en-
titlement to paid leave, and 
were thus concerned about the 
consequences of close interac-
tion with the public when per-
forming temperature checks,” 
the ILO said.

It said the Philippines is ex-
periencing a shortage of nurses 
since many of them prefer to 
work overseas for better-paying 
jobs.

Nearly 60% of key workers in 
low and middle-income coun-

tries lack some form of social 
protection, the ILO noted. 

“The picture is even bleaker 
for self-employed key workers 
in most developing countries, as 
they are almost entirely without 
social protection,” it said.

“Greater financial hardship 
was observed in organizations 
with little or no resources to 
furlough employees or provide 
them with social protection 
against income losses,” it said.

The ILO also called for in-
creased access to skills train-

ing to ensure workers carry 
out their duties effectively and 
safely.

In August, the ILO said only 
about 6% of domestic workers 
worldwide have access to com-
prehensive social protections.

It said the Philippines was 
the only country in the Asia-
Pacific to ratify the Domestic 
Workers’ Convention in 2011. 
The Philippines passed the Do-
mestic Workers Act a year later, 
setting a minimum wage, outlin-
ing benefits and improved terms 

of employment for domestic 
workers.

“Valuing key workers means 
ensuring that they receive ad-
equate pay and work in good 
conditions,” ILO Director-Gen-
eral, Gilbert F. Houngbo said in 
a statement.

“ D e c e n t  w o r k  i s  a n 
objective for all workers but it 
is particularly critical for key 
workers,  who provide vital 
necessities and services both in 
good times and bad.” — John 
Victor D. Ordoñez
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