

Company D		FG 3 – Combined – 7.19.2023
Moderator:	What I’d like to do is start by showing you some of the things we’re summarizing from those last focus groups and then get your feedback on that. We will start with what we have titled, “Safety and Health”. A big category of what we were talking about falls into this title of “Safety and Health.”

	We organized this by thinking about where we heard similar things from the worker group and the manager group, and then where we heard differences, and then we’ll ask you some questions that are down at the bottom in blue.

	But the things that we heard that were similar were that safety is a priority for your company and that during COVID the kinds of things that fell into this “Safety and Health” were that there were some changes to benefits that needed to occur in order to accommodate what was going on with the pandemic, that PPE was provided, that there was the creation of new standards, and guidance about how to do things, so that workers would be safe, and protect their health during the pandemic, and that there were efforts to monitor people’s health and make sure that if all of a sudden you started seeing changes, that could be addressed in terms of people’s health.

	Where we saw differences were about following those new rules and accountability for behavior that was identified as being unsafe. It came down to who addresses safety violations. 

	In your company, our understanding was that there’s a culture to if you see that there’s something going on that seems unsafe, that someone would say something about that. When there was a perception about that feedback being ignored, it was in terms of a feeling that communication wasn’t good or that there wasn’t accountability that happened afterwards if someone continued in an unsafe behavior.

	Those were the things that we heard. Let me just ask here, is there anything else that you felt went well during the COVID changes to “Safety and Heath” that were going on or are there other things that you want to identify that you think were challenges for your company in terms of the “Safety and Health” piece?

[REDACTED]	No, nothing here.

Moderator:	If anything comes to you later, we can always revisit this. Let me go into the next big area and that was about how people felt valued during all those changes that were going on and where we saw similarities.

	People said Safety was certainly valued, but Production was prioritized and where they felt not valued was in not being listened to or not being supported in those new roles that might have come up particularly with regard to making sure people were being safe on the job.

	That led to some frustration and there was certainly a theme about a disconnect with regard to COVID policies and implementation between what you were getting from corporate, and what you were trying to implement locally, and what was going on around you in the community locally.

	Where we saw some differences in your responses were about who was responsible for that policy implementation. Between workers and managers, who was responsible for addressing nuances in negotiating corporate messaging, company messaging, community messaging, and so forth? Between managers and corporate, who was responsible? Can you talk some more about how that nuance was managed either well or not well?	

[REDACTED]:	(Long pause)

	Yes, so with COVID, the difficult thing is normally in a disease processed way, medical is the one that’s handling those issues. With COVID, it threw all that out the window. I didn’t have a say anymore medically because I got told by Corporate that we had to do it this way.

	We each tried to work together in a plant setting, but then we always were out-ruled by Corporate. There was a disconnect because we weren’t running things anymore where normally medical is pretty involved in those aspects. 

	I would say that—I don’t know—from a learning standpoint, that’s the biggest thing that I learned. Management learned too that sometimes things are out of our control.

	(Laughter)

	But sometimes we just need to step up and—

Participant:	Well, there was no discussion about it. Just the fact it was dictated to us assuming  _____ [00:06:25] at the time.

Participant:	Coming from people in Cincinnati who were sitting at home while—

[REDACTED]:	Coming from people who could do their jobs in their homes to people having to actually live on the lines and in the lines. Just the whole situation was just preposterous. 

There is not a virus in the world that will ever live on that paper machine. It’s going to die. It’s absolutely asinine that we have people in masks on the paper machine—100% asinine--

Participant:	--and converting.

[REDACTED]:	--and converting. 

	(Laughter)

	But seriously, everything that I went to school for, everything that I was trained on just flew out the window. It was all just about we had to do what we had to do. 

	That was the biggest thing for me was I’ll never do it again. It happens again? No, I won’t. I won’t. 

Participant:	Well, think about _____ [00:07:19].

[REDACTED]:	No, I—

Participant:	Well, they were setting up for people to actually sleep here. If I have to sleep where I work, you can—

[REDACTED]:	I feel like from a medical standpoint, I totally let my people down in that I didn’t protect them from what I should’ve. I won’t do it again. I won’t. You cannot make me get a vaccine. You cannot make me make people get a vaccine. 

	Just everything I went to school for was just thrown out the window and that stays in this room by the way.

Participant:	There’s also the fact that the stores had no toilet paper and as far as I know most stores didn’t have anything. They were saying, “We need you to come to work.” “Well, if you’re sick don’t come. But we need you to come.” It was—

[REDACTED]:	That’s the thing is even now that it’s over, “Well, what do I do if I have COVID?” “I don’t care.” 

	(Laughter)

	I don’t have to because the company said I don’t have to.

Participant:	But they still _____ [00:08:20].

[REDACTED]:	I know. It’s so backwards and that is the biggest thing I’ve learned is I have a mind of my own and I’m going to listen to it from now on. I will respect the company and do what they want. But I will leave.

	We have a good system of communication at this plant. We tried to use it and every time we got shot down. We need to keep that open and that was the biggest thing that hurt us. 

	We had secret meetings that was just upper management and not even leadership—just upper management. We would determine what we would pass out and what we wouldn’t pass out based on the responses that we thought we would get or wouldn’t get. 

	I was just like, “That is not how this company—this site—works. This site is very open and transparent.” We lost that and that hurt us a lot with COVID. I don’t know. Sorry, I don’t know if you agree with me or not, but you’re the only other manager.

	(Laughter)

	Oh, [REDACTED] too.

Participant:	I don’t count.

[REDACTED]	You don’t count.

	(Laughter)

	I don’t know. [REDACTED]’s is like, “F you, [REDACTED].” Sorry, [REDACTED]. 

[REDACTED]	I didn’t feel like there was a lot of response that Corporate had and the managers were overwrought with worrying to communicate to much nuance to employees and everyone else because we were under strict instruction. There was this implicit fear that if you didn’t just adhere to the rules as they had been dictated, you might get in some pretty serious trouble.

Moderator:	I’m hearing that communication changed and that’s something you would want to have be different in the future where instead of being hierarchical and top-down messaging, it would still be more open, right? Are there other things that you think—

[REDACTED]:	Yes.

Moderator:	--changed that you would want to make sure that you maintained what your comfortable culture was?

Participant:	Huh?

[REDACTED]:	She’s asking if there’s communication that we would want changed with the response to COVID.

[REDACTED]:	Honestly, we talked about it a bunch. But corporate thought they could give one prescribed policy throughout the entire company—the entire country at least—and there was a bunch of people that all went home and just started working from home themselves. 

	They said, “You still have to go to work, but you have to do all the same vaccines and masks that we’re doing.” That’s where the frustration came from. 

	Like [REDACTED] was saying—just to piggyback on that—we as the lower-level managers were told, “This is the policy. You have to do it” and then we had to deal with very legitimate disagreements with the policies that our own personal policies we also felt the same way. 

	We had that internal struggle where, “Do we go with the company policy and save our jobs?” But then we hate coming to work because people don’t want to work with us. There’s a lot there. 

Participant:	We were still following them.

[REDACTED]:	Yes, and you guys had to deal with it directly.

Participant:	Well, upper management doesn’t care what everybody’s beliefs are. [REDACTED] and [REDACTED], here everybody hears everything. 

[REDACTED]:	I heard stuff too, but I didn’t have people walk out of meetings.

	(Laughter)  

Participant:	(Crosstalk)

Moderator:	(Crosstalk)

	Go ahead.

[REDACTED]:	No, just by reiterating what [REDACTED] said, just understanding where your workers are, and the environments that they work in, and the communities that they work in is key. If you’re going to do a blanket mandate, you truly don’t understand and that can lead to looking like you don’t care which--

[REDACTED]:	They don’t basically. That’s corporate. It comes back to the Production over Safety.

[REDACTED]:	That’s hard to convince your technicians that the company cares when they aren’t here.

Participant:	Plus they won’t listen.

[REDACTED]:	You’re not even willing to come into the plant and see.

Moderator:	[REDACTED], I’m just going to repeat that because we’re hearing some voices more clearly than other voices. There was the communication. There’s the local flexibility piece that didn’t happen with this particular pandemic that you would want in the future and a recognition that there could be differing opinions and they would all be valid in some way to address that instead of a blanket mandate. Is there anything else in this area that we ought to talk about?

[REDACTED]:	No.

Moderator:	In some ways we’ve talked about this with the communication in the previous one. But I do want to say that there was agreement that managers were clearly communicating the safety standings. That was happening in trainings and meetings.

	With the COVID response, there was a perception that there was a quick response as new information was happening because this was an evolving pandemic. But one of the challenges that was identified was that in the workplace, people had different access to real-time changes.

	If the message was communicated by email, but you were on the line, you didn’t get to see that at the time it came out and that could have had implications for your ability to comply with the new policy or if it came out and you didn’t have a home computer, you might show up at work, and something would’ve been decided, and you didn’t yet know it.

	There were some challenges with that and we’ve already talked about some of the challenges with the corporate communications. But are there additional things about communication that you want to add here or are there ways that you think communication could have happened better, so that people had the information as quickly as possible?

Participant:	Me personally, I don’t think there was that many updates that happened. I don’t think the speed applied. The communication flowed pretty quick and whenever Corporate made a change it got rolled out to everyone even if it was just via texting everyone on your work team and letting them know.

	I don’t think that was necessarily that big of an issue. I want to say the rules didn’t seem to change when we learned more about the pandemic. We were still wearing masks 100% of the time even after we found out the virus would only spread six feet, or 10 feet, or whatever it was. You still had people working three football fields away from each other needing to wear a mask. I don’t feel people finding out about the changes was that big of a deal personally.

Participant:	I do, definitely.

Moderator:	Were you using text quite a bit?

[REDACTED]:	No. If they did use text, it was on a team level. We only sent out guidance via email or we did sidelines.

Participant:	Corporate was sending email to the Plant Manager, and the HR Manager, and [REDACTED]. They would email the site—

[REDACTED]:	Not me.

Participant:	--then general managers would go and text their workgroups.

[REDACTED]:	Did you guys get texts? I didn’t know they were texting people.

Participant:	There were line managers texting everyone on their team.

Participant:	The thing about text messages in the grand scheme of things is that in the beginning they did text messages. For those of us that have a computer and can sit at a desk all day, we can get the updated emails. But for the people who work on the line? There’s no new emails.

[REDACTED]:	I can’t get people to read physical emails. That’s why I’m wondering was it--

Participant:	(Crosstalk)

[REDACTED]:	Was it happening—

Participant:	--because—

[REDACTED]:	--on the lines? Were they texting because I know you both are in Daily Care. Were they texting and converting in Family Care?

Participant:	It was on the teams. We were on a team.

[REDACTED]: 	They were?

Participant:	Because they wanted to give a false sense of support. 

Participant:	I tried to figure out which team leader to tell  _____ [00:17:58]. 

[REDACTED]:	Yes, because that was a common complaint that I got was that all the information was sent through email and nobody checked their email. I was like, “What else can I do?

Participant:	When you’re on a team, checking your email, you check it once a day or it’s harder to get at that point.

Participant:	It would’ve been nice to have an American See Text system where it just texts to everybody.

[REDACTED]:	We--

Participant:	(Crosstalk)

[REDACTED]:	--tried to get [REDACTED] to do that and he didn’t want to because he was afraid that people would get upset because they’re not working. They got a text when they weren’t working.

	(Laughter)

Moderator:	That’s a legitimate thing that I can see--

Participant:	(Crosstalk)

[REDACTED]:	I get it and there’s the whole graveyard thing, and sleeping, and stuff like that. But it’s hard when you want to get information out. There’s not a perfect system anywhere.

	But I like that the team leaders would do it. But yes, you get some team leads that don’t want to do it.

Participant:	The other day we were doing the _____ [00:18:58].

[REDACTED]:	That’s what I as—

Participant:	This is going to sound awful.

[REDACTED]:	That’s what I would think, but I don’t know. For those who have kids they leave their phones on. I don’t know. It’s one of those things where it’ll probably be different if we have different leadership. I don’t know. I would like to have seen more instant messages going out.

Participant:	But do you think leadership leaves more for the floor (SP) or for Corporate?

[REDACTED]:	They were--

Participant:	How much do you think plant managers struggled with this?

Participant:	Zero.

[REDACTED]:	Zero, yes.

Participant:	They were being told, “We did it too.”

[REDACTED]:	It was hard--

Participant:	“—you’ll do it.”

[REDACTED]:	--because there were sometimes when [REDACTED] was like, “Thank you. We’re doing this.” But it was on the verge of a revolt if he didn’t.

	It’s so hard. Gosh! There are so many complexities. I have learned so much.

[REDACTED]:	Listen, you can always use--

Participant:	Shhh, [REDACTED].

Moderator:	I’m hearing that you would prefer a system that allowed more instantaneous messaging. But perhaps you would need to leave it up to team leaders to get around the problems of when people are sleeping and don’t want to hear their phones go off. Is that right?

Participant:	Yes.

Moderator:	Anything else about communication that you think we ought to make note of?

[REDACTED]:	No.

Moderator:	Cultural shift—we heard a lot about this and basically we heard mostly alignment—that there were conflicts between the rules that were being handed down, individuals’ perceptions about those rules, and the need for them, and the local community norms as well. It led to a lot of frustration.

	There were comments about the corporate office being tone-deaf. That led to people not following the policies sometimes or confusion about the policies.

	Masking, and social distancing, and I should add vaccination—there were a lot of people who said, “I’m not going to do that.” But then there became some confusion about policy like sick leave. “When do I come in?” “When do I not come in?” “How much burden does that add to people if I don’t show up?”, that kind of thing.

	That also lent to some fear of speaking up which meant concerns and needs weren’t being addressed. We also heard the theme that people would have preferred incentives rather than mandates about safety and because it was mandated, that led some people to feel disengaged in that it depended on where you were what those impacts were.

	As you had noted earlier today, if people could do their job at home it was different than if they had to be on the line. That created a schism in the company. Are there things that you can think of that would be changes about culture that would make some of these problems better?

	Let me back up and just ask. Does it still feel like there’s disengagement and frustration or has that gone back to what things were like before the pandemic?

Participant :	Well, I believe we’ve mostly gone back. But there’s still some lingering resentment.. Think about the cultural shift if it were to happen again. In fact, the response is going to be 100% different. It’s going to be, “We’re not going to do this if we have no ____ [00:23:04].

Participant:	I--

Participant:	I don’t think it’s going to be tolerated the way it sounds.

Participant:	The only reason it was tolerated the first time is because it was like, “We’re going to wear masks for x amount of time” and that just kept extending, extending, extending where now we go back to the, “No, I remember that. We’re done.”

Participant:	Their tolerance tended to be very short. Where we’re tolerating it because we didn’t know what Corporate’s response would be.

Participant:	Last time it was new for every single person. Nobody knew what was coming, knew what this was. We were like, “We’d just better do what they say because we don’t know.”

	Now you are like—

[REDACTED]:	Well, and that’s the thing is a lot of people lost a lot of respect for certain aspects.

Participant:	The trust is gone.

[REDACTED]:	The trust is gone. Honestly, it’s crazy. It’s crazy! But yes, I feel like that is the shift. We’re never going to be able to get away with it again. Never. It’s going to have to be. There’s just no way.

Participant:	Well, “Shame on you”.

[REDACTED]:	It’s sad. It’s so sad because it hurt a lot of doctors, and nurses, and stuff like that we’re looked to. This hurt some respect. We’re having to build that back. I don’t know. I--

Participant:	But what I’m saying is, is that going to happen within the corporation or the government?

[REDACTED]:	Oh, both.

Participant:	The government is the leader who tells us what we’re supposed to do and that’s just what the facts are.

Participant:	I--

Participant:	We’re going to get—

	(Crosstalk)

	--could’ve stepped up and--

[REDACTED]:	Lots of companies did.

Participant:	It’s pretty self-audited. I totally get that.

[REDACTED]:	That hurt the company and obviously, it hurt the government. But just give them four years. They’ll change again.

	This company got hurt a lot. It’s a good company product-wise and site-wise. The site does care. But it hurt, so we’re going to have to rebuild some stuff.

Participant:	Recycling things?

[REDACTED]:	Right, and what’s going to, truly tell if we changed is if something happens again. Let’s just not let it happen again.

Moderator:	Good luck with that, right?

[REDACTED]:	Right.

Moderator:	Tell me who’s trusted? Who’s voices are trusted about Health and Safety?

[REDACTED]:	Huh?

Moderator:	Who? Well, I hope it’s mine. But I don’t know anymore because I didn’t have a say for a little while and I’ve been a nurse for a long-time. But I would hope it’s mine. I don’t know. You’d just have to ask them.

Participant:	Have to ask who?

[REDACTED]:	Safety.

Participant:	(Background chatter)

[REDACTED]:	Safety is the next big issue besides COVID because our plant does push Safety as a priority. But sometimes the technicians don’t get that trickled down to them. I don’t know.

	Personally, I’ve seen from when I started is that management does want Safety to be top priority. But there are some aspects that are a little bit of, “Well, this is the way we’ve always done it. We’re just going to keep doing it this way” when that shouldn’t be the case anymore. When people do speak up to change that, they get pushed down as, “Well, you don’t know.”

	There’s a lot of frustration in the fact that it’s been done this way wrong for so long that nobody cares to change it and people are trying to get it changed. But it’s been done so long that way that we’re just going to leave it because it’s not worth it anymore. 

That’s frustrating for me because I want that culture to be fixed. But it’s hard when I’m the level I am. 

Moderator:	I’m going to move on because this leads us into this next question. In the research world where we’re thinking about how this all fits together, we’re linking to some things called the Total Worker Health Competencies.

	Total Worker Health is about both Safety and well-being. In that world, there are these six competencies. I’ve tried to put them up here and I’m thinking with the concerns that you’ve raised, there are perhaps some areas where the company has strengths and areas where there are challenges. I’m wondering if you could look at these six competencies and tell me where you think the strengths are for [company].

Participant:	At least in my experience, a strength is the subject matter expertise. There are very few Safety risks that we don’t see that we couldn’t anticipate already at least with my experience in the Technology that we have here. I’m not sure how it is with others.

	But a weakness or something we could be better at is actually implementing Safety plans we create. We got better at responding to near misses, creating plans. But actually getting them done and getting them done in a timely manner. With quality, it doesn’t always happen—myself included.

Participant:	Also, it’s freeing. It’s people know how to do it, but if there’s  someone that _____ [00:29:33] without knowing what it says, they know to be careful, that  _____ [00:29:39].

Participant:	Even today, somebody came up and said they wanted to install STEP. But it was only a thousand dollars. We’re like, “Do we have enough money for this?” It was a Safety STEP Like, “Yeah, definitely. But as a volunteer (SP), we feel bad spending that  much money for even a Safety improvement.

Participant:	You see the payback.

Moderator:	Was the previous comment about the cost of implementing Safety as well?

Participant:	You don’t see it paid back immediately the way you do Production. It’s harder to justify and sometimes it’s easier say for people to say no to.

Moderator:	Thank you. Any other thoughts about this?

	(Long pause)

	Strengths, subject matter expertise challenge is better implementation which has links to both cost, and listening, and that whole idea of production being prioritized. Did I miss anything?

Participant:	No, that’s it.	

Moderator:	Great. Well, the last thing is in moving forward, we’re hearing a lot from you in both some worker and some management roles. There’s a layer of management above that you’ve identified where there are some challenges--is worker engagement. That is people just like you who are in the room throughout the company. Is worker engagement and decision making or problem solving a priority for your company? 

Participant:	Yes.

Moderator:	How does that happen that your voices get heard as decisions are made?

Participant:	We’re given the—I don’t know what the right word is—unless we get on the floor and settle with our experts—if we had a way to go about something as far as problem solving or making something better, my leadership agreement is all for us taking the initiative to do that.

	We wish we could get more involved and more people on the floor to look at it like that. But it is a priority for our plant. We encourage our technicians and everybody on that floor to help solve the problem.

Moderator:	Does everybody feel that way or do you feel like it differs by department?

[REDACTED]:	I don’t think Baby Care works like that. I feel like in Baby Care, if someone has a suggestion, it’s not going to work. That’s just what they say. I know that.

[REDACTED]:	I would agree. It’s not every department. It’s interesting from a new person coming in. Process and converting are a lot like that where they should get in there and fix the problem. They have the idea to do it. 

	But the newer technicians in Baby Care—especially in Fem Care—are like, “That’s not my job. I’m not going to do it” or “If I do give a suggestion, it’s shot down” because that’s not the way it’s done and we’ll just--

Participant:	I feel like in Fem Care, you’ve had people there as long as we’ve been here, right?

[REDACTED]:	Right.

Participant:	They had the, “Oh, I can say it because I know—” where we have so many new people that they’re either scared to say it or if they say it people are like, “You haven’t been here long enough. You don’t know how it works.”

[REDACTED]:	Some of it’s money thing too.

Participant:	Process is now the net weight in a sense because when things go down, they’re like, “We need person x, y and z who know how to rebuild this—” rebuilding it keep these other people out who are new because they don’t know how to do it and we have to get back up. We’re not getting any more skill. You just have people--

[REDACTED]:	That’s bad. That’s bad and sad because we need these people to have these capabilities because these people aren’t going to be around forever and we want them to eventually have that skillset.

Participant:	But every man down is not enough.

[REDACTED]:		Which--

Participant:	It’s a balance.

[REDACTED]:	It is a balance. 

Participant:	(Crosstalk)

Participant:	I feel like since COVID the employees are different. Their attitudes are different.

Participant:	Oh, absolutely.

Participant:	It’s like when we started, we didn’t want to miss a day because we didn’t want to get in trouble for missing a day. Now it’s like they miss a day because nobody says anything to them. They just keep missing days, missing days, not coming to work, being late. Nobody said anything about anything to them.

Participant:	They’re still in probationary period.

Participant:	Yes, so--

Participant:	(Crosstalk)

Participant:	I think we just had a different culture starting at [] than the culture is now for the new hires.

Participant:	Totally different culture. 

Participant:	Culture in the game with problem solving is still there. But the cultural shift is going away from a percentage of people wanting to take initiative for the engagement. Even though we promote it, you are in charge of yourself; you need to take the initiative. But there are times when it is—like you said—we’ve got to get back running with priority over training. But overall, the cultural shift is not there for very many. They don’t want to. They’re not very patient.

Moderator:	So it sounds to me that there is like a bridge between new workers and seasoned employees - building something that bridges people across into being a seasoned employee would be helpful. Am I understanding that correctly?

Participant:	That’s correct.

Participant:	Just one point. It is tough to know how much of that is COVID-related and how much of it is just the fact that we’re tripling the size of our site. For a long time we had a very stable number of employees. 

	Right before COVID and during COVID we’ve tripled the population of our site. I’d like to know how much of that is COVID and how much of it is just we’re bringing in a few people. 

	(Crosstalk)

	We’re not necessarily fine.

[REDACTED]:	No, we are not.

Participant:	Part of that’s not being choosy about who you hire. It’s like, “Oh my god, can you start by tomorrow?”

[REDACTED]:	I’d like to caveat that with no, that’s not how it’s going. But yes, that’s funny.

	(Laughter)

Moderator:	Any clarification on the caveat?

[REDACTED]:	It does feel like we are hiring anyone and everyone. But we still are excluding people. But we are definitely seeing a shift in the workforce that we are hiring. 

	When I first started, they had the restrictions—the tests and the other stuff—that weeded out a ton of people. Well, when we were hiring the big, huge push for Fem Care, we did stop that test. There is a gap in 100-150 employees where we just, “You’re breathing, you’re in.” 

	But since then, we have re-implemented--

Participant:	_____ [00:38:00].

[REDACTED]:	Well, some of them have gone. Most of them are still here. 

Participant:	Is that 51% most or is that—

[REDACTED]:	No.

Participant:	----50% most?

[REDACTED]:	No, it’s like 50-40%. 

	(Laughter)

	Anyway, we weeded out some. But now we are being more strict, but there is a smaller pool. When I first started we did what’s the walk-in hiring thing that we did?

	We did that twice and we got over 100 candidates from each of those. We were just hiring them and--

Participant:	That relates the policy to _____ [00:38:40]. They have new ways to see them do it that when you’re hiring _____ [00:38:45] some place. You can’t let people down.

Participant:	(Crosstalk)

Participant:	We have 5,000 hours for maybe 60 people.

[REDACTED]:	Holy crap! Are you serious?

Participant:	(Crosstalk)

	If you interview 1,000 people and you’re only going to hire 100 of them--

Participant:	Sixty, yes.

[REDACTED]:	Holy cow! Yes, no. We don’t have that.

Participant:	We’re not that competitive anymore.

[REDACTED]:	That’s another thing. 

Participant:	(Crosstalk)

[REDACTED]:	Yes, and that’s something where we have to change—like I said—in ourselves because you are the older generation. Not age older, not age. [REDACTED], get that look! 

	(Crosstalk)

	[REDACTED], shut up! Seasoned employees somehow need to engage the younger generations. But it’s hard because the younger generations don’t--

[REDACTED]:	Want to work.

[REDACTED]:	--want to, don’t care to.

Participant:	(Crosstalk)

[REDACTED]:	But we need to figure it out. We do because--

Participant:	You have to be careful of everyone’s feelings too. I’m not even kidding. It is a thing. 

[REDACTED]:	Oh, honey! Yes!

Participant:	(Crosstalk)

	Somebody could tell us how it is. “Just suck it up.” Now you’re like, “Do I dare say this to so-and-so? What’s going to happen if I say it?”

Participant:	Well, it’d be the same thing. It used to be if someone came to through the door. “Hey”, big deal. They probably need to start teaching themselves and it’s just not the reality of nowadays.

[REDACTED]:	It’s not and--

Participant:	You’ve got a probationary period to--

Moderator:	A probationary period?

[REDACTED]:	It is and--

Participant:	That does help.

[REDACTED]:	It does have to come from an HR standpoint too and also a manager standpoint because a lot of managers don’t have manager experience. They’re hired as engineers and they’re hired as technical people.

	(Laughter)

	What [REDACTED]? We do have to teach them certain aspects of mongering. That’s where the manager training is being worked on. What [REDACTED]? Just say it.

Participant:	(Crosstalk)

	--from day-to-day every single one of these people. They know. They go to HR and say, “This is the issue.” “Well, we can’t technically do anything about it right now” because they don’t listen.

Participant:	Also, managers see and don’t say anything because--

[REDACTED]:	That’s another problem--

Participant:	--we have them on the floor and we don’t want to get rid of the floor.

[REDACTED]:	--because we have workers--

Participant:	There’s also dog and pony shoes which—

[REDACTED]:	Our--

Participant:	--is a lot to process.

[REDACTED]: 			What? Say it. Say it, [REDACTED].

[REDACTED]:	During COVID—pretty much when I started and I was started as a Line Leader—it was just, “How can I get anybody here at the plant? I don’t care if they come on time or not just so we can run the line of any semblance.”

	If people had to miss work or if they were not working hard, it was what it was, right? We just had to work through it. 

	Digging out of that lack of accountability has been very difficult. We made a lot of strides since then, but it’s been tough. 

[REDACTED]:	Say it.	

Participant:	I’ll piggyback on that. It’s like we have a ton of applicants that are good employees. You can’t evaluate those people, the freedom to make more decisions, and get more involved, and have more authority. They all bring in and we’re just desperate for people. Getting just a couple of bodies out there to run at least part of the shift, there is going to be a little bit of a shift in balance and you need to set a little bit tighter guidelines. 

[REDACTED]:	It’s good and that needs to be. I wish people understood that because three years is not a lot of time—that’s the time I’ve been here FYI—not a lot of time for changes to happen. But I feel like we’re trying to push for these changes in a rather short period of time because COVID messed everything up and now we’re trying to fix it.

	Our size messed everything up and now we’re trying to fix it. Management and HR do want things to improve. It’s just pushing through muddy water. It’s so difficult.

Moderator:	I want to go back one slide and ask if I’ve captured the conversation correctly. In the Advocacy and Engagement, I’m hearing that some groups are engaged and some aren’t, and that some improvement in bringing in those unengaged groups would be helpful.

	I’m also hearing that you have a lot of people who this direction and vision hasn’t yet become part of who they are in the company in that there’s certainly training needs, but also probably some needs to instill culture in some of the new employees. Have I got that right?

[REDACTED]:	Yes.

Participant:	Yes.

Moderator:	I cut somebody off. I’m sorry. Go ahead.

Participant:	We’re good.

[REDACTED]:	We’re good.

Moderator:	Well, thank you. We have gotten to the end of the questions that we have. Has the conversation led you to a place where you think, “I wish they would have asked that”? This is the time to tell me. Is there anything else?

[REDACTED]:	No, we’re good.

Moderator:	We appreciate this. You’ve provided additional clarity on some of the earlier comments and opened up some possibilities for recommendations that could be made. We appreciate you sharing that with us. Thank you.

[REDACTED]:	Thank you.

Participant:	Thank you.

Participant:	Thanks.
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