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I n 2002, at the initiative of the Japan Productivity Center for Socio-
Economic Development (JPC-SED) and with a special grant from the
Japanese government, the APO launched the Member Country Support

Program to help NPOs develop key capabilities that will enable them to
strengthen the productivity movements in their respective countries. Ten NPOs
have been specially selected for participation in this program. Every two years,
two will be singled out for development into model NPOs. The APO will
depute technical experts to help them achieve this. The implementing agency
for this program is the JPC-SED.

The first two NPOs to take part were the National Productivity Organization
of Bangladesh and Vietnam Productivity Center. Over the past two years,
experts were assigned to develop their capabilities in training middle manage-
ment and providing consultancy services in kaizen. Model companies in these
two areas were established successfully. To share the experience and insights
gained from this program with other member countries, a training kit on
“Middle Management Training for Problem Solving and Decision Making”
and a consulting manual on “5S, Reduction of Defective Products, and Kaizen
Practice” were produced.

A systems approach was adopted for training middle management in
problem solving and decision making. A five-step methodology was used:
problem awareness; problem solving; decision making; implementation; and
evaluation and feedback. The consulting manual, on the other hand, has four

parts: 1) understanding kaizen; 2) implementing 5S; 3) defect reduction; and
4) applying kaizen.

For results achieved by model companies, we highlight three from
Bangladesh. National Tubes is a public enterprise that produces galvanizing
iron tubes. It implemented a kaizen project to reduce waste and defective prod-
ucts. Before the project was undertaken in January 2003, National Tubes was
experiencing an 11% defect rate of end products and a zinc wastage rate of
35%, which amounted to 5,380 metric tons. The number of zinc units with
black spots was 1,387. One year later, defect and zinc waste rates dropped to
0.2% and 13%, respectively, and the number of units with black spots was a
meager 11.

Dandy Dyeing is a private company that manufactures textile products.
Demand usually rises by about 40% in October-November each year. However,
the company was unable to increase production to meet demand. A project on
introducing 5S and reducing defects was initiated. After one year, output
increased by 38% in the peak demand period with the same workforce.

Janata Jute Mills, a private company, makes jute products. It implemented a
middle management training program, with the following results: 26%
increase in productivity; 5% savings in material usage; and energy savings of
up to 75%. 
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Organizations invest much time, energy, and money in recruiting and
retaining star-quality employees (A players). This may lead to dangerous
underestimation of the role of the supporting cast (B players). B players may
not like calling attention to themselves, or seek a balance between work and
family, or love their work more than their job title. While they may not bring
in the most revenue, they bring depth and stability to organizations and are
less likely to be involved in scandals or make critical mistakes. B players are
especially important during times of transition because they tend just to get
on with the work. In “Let’s Hear It for the B Players” in the June 2003 issue
of Harvard Business Review, T.J. DeLong and V. Vijayaraghavan give some
advice on how to nurture and retain B players.

1) Accept differences. Since most managers are A players themselves,
they may not sufficiently value B players with a different view of
working life.

2) Give the gift of time. Solid performers often don’t demand time with
their managers, end up feeling alienated, and leave the organization.

3) Give praise. B players who are not promoted or given pay increases as
frequently as A players should be recognized in other ways to make
them feel more appreciated and motivated. A few words of praise in a
meeting or a written note can work wonders.

4) Offer choices. Create a system for coaching and promoting B players
with potential. “Sideways promotions” can be effective means to retain
those who don’t want to go the management route but have valuable
experience and knowledge that could be applied in a variety of roles.

You don’t have to be a star 
(Let’s hear it for B players)p-TIPS


