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Abstract: The South African market is constantly changing and manufacturing SMEs are the ones 

that are the most aware of these changes as they are constantly under thread from imports from 

China, India and other developing countries. New equipment out of China and India has made it 

possible for smaller companies to be started with lower amounts of capital to buy new equipment 

with, which in turn translate to a low start up cost for new businesses.  Manufacturing SMEs need to 

look at their current middle management to develop and train them to become part of their 

competitive advantage. 

This qualitative study aims to gather perceptions of middle management of manufacturing SMEs 

concerning leadership issues in South Africa.   

The research conducted, confirmed that there are a lack of leadership as well as basic management 

skills in the middle management within the SMEs environment.  The research recommends that 

SMEs need to implement policies and procedures that make it possible for the development and 

training of future managers.  
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1. Introduction  

Secondary research (Kanji and Moura (2000:701); Schultz, Bagraim, Potgieter, Viegde and 

Werner (2005:102); Davidmann (2011), Tett, Guterman, Bleier and Parsell and Bligh (2000:199) 

observe that leadership relies on management skills qualities such as integrity, honesty, humility, 

courage, commitment, sincerity, passion, confidence, positivity, wisdom, determination, 

compassion, sensitivity, and a degree of personal charisma.  Some people are born natural leaders 

but in general most people do not want to be leaders.  Previous studies conducted by Gordon 

(2002:15); Charlton (2002:134; and Van Rensburg (2007:90) explain that employees new to 

leadership like supervisors and middle management of SMEs in the manufacturing sector are 

sometimes under pressure from senior management to lead in a particular way and to enforce their 

authority on the production teams they are working with. This could lead to conflict in the 

production team especially if the team is a senior team and the team is well set in their way of 

working. Cefrey (2002:6) mentions that if younger or new middle management tries to be overly 

dominant it could lead to conflict in the team as well as negative behaviour as well as a reduction in 

work performance.  

Employees as Anderson (2010:9) clarify are in general more willing to change if they feel they 

are part of the process of change rather than when they are forced into a specific direction. Human’s 

in general respond better to praise and recognition than to threats of possible disciplinary action. 

This does not mean that disciplinary action, correct planning, communication skills and organizing 

http://www.businessballs.com/charisma.htm
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skills do not have a place as a motivational tool in the workplace. Research conducted by Kriel 

(2011:2) indicates that it seems that there is a huge deficit of efficient middle managers in the South 

African manufacturing sector. A cross examination of the extant literatures indicate that current 

senior managers needs to carry all the responsibilities and decision making in the company, due to 

the lack of leadership capabilities and skills on the part of middle management to step up and take 

up some of these responsibilities and decision making on a lower level has left a void in the flow of 

objectives that needs to be maintained to allow the company to run effective. Kriel (2011:4) 

observes that SME middle management has not been exposed to these levels of responsibilities and 

decision making and by developing their leadership skills.   

Limited research was conducted on leadership issues of middle management in the South 

African manufacturing sector therefore this research aims to contribute new knowledge by gather 

perceptions of middle management of manufacturing SMEs concerning leadership issues.   

According to Statistics SA: (2009), manufacturing contributes 16% of South African industries 

which indicates this sector as the second highest after the 20.1% for finance, real estate and business 

services. The manufacturing industry, with employment levels of 1 799 000 (13.6%) in September 

2007 accounted for the third largest share of total employment in SA, but it shows declining trends 

in terms of poverty alleviation and employment creation (Statistics SA: 2008). The research was 

motivated by the fact that most of the SMEs within the manufacturing sector in SA are failing to 

grow from their current status to a higher level which may be because of a lack of efficient middle 

management.  Productivity SA. (2004:6) classifies the medium enterprise is the largest in size of 

South African SMEs. It employs a maximum of between 100 and 399 employee per enterprise.  

This study will focus only on medium size SMEs as these enterprises are registered as businesses 

and listed. SMEs from different industries such as automotive, chemicals, ICT, Metals and textiles 

and footwear were used in this qualitative research.   

2. Research Methodology 

The researcher used a descriptive, explorative contextual design to explore the views and 

options of senior and middle management of a manufacturing company to determine the 

requirements for a leadership development program for middle management within the 

manufacturing SMEs. 

 Interviews were conducted with 100 senior managers and middle management of 

manufacturing medium enterprises between April and July 2011.  A list from the Department of 

Trade and Industry (DTI) was use to randomly sample the respondents. Qualitative content analysis 

goes beyond merely counting words or extracting objective content from texts to examine meanings, 

themes and patterns that may be manifest or latent in a particular text. It allows researchers to 

understand social reality in a subjective but scientific manner and therefore the questions explore 

and describe senior managers and middle management opinions as to what constitute a good leader 

in a manufacturing environment and how can these skills be developed in middle management.   

3. Literature Review 

The South African labour population consists of a large sector of uneducated and unskilled 

labour.  With the reduction in manufacturing SMEs this has put even more strain on the South 

African economy due to the fact that less and less people are employed in the low skill sectors of 

the economy and manufacturing SMEs.  SMEs that are still in business are looking at technology to 

replace people to allow them to compete in a global market (Department of research and 

information, 2011). 
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3.1  Senior Management 

Market related skills are a strength in senior management As De Vita (2010:26) observes 

because the managers has been working in these market for over ten years and with all of them 

being mentored or groomed by their managers who has transferred their knowledge of the market in 

South Africa onto them. De Vos, A. S. Strydom, Fouche & Delport, (2004:209) state that even 

though these market related skills are gained by working in these markets and learning how to read 

and interpret the market all of these managers have some formal qualification in marketing to help 

and assist with this process.  

Therefore formal qualifications help and assist with the reading and interpretation of these 

markets as well as give these managers a base to work from.  Banda (2006:66) mentions that the 

same applies in the manufacturing SMEs, if middle management had some understanding of basic 

business principles and had some formal training in management as well understood their fellow 

employees and know what would get their attention this will assist in being a successful leader. 

3.2 Middle Management  

Middle-level managers, or middle managers, are those in the levels below top managers. 

Middle managers' job titles include: General Manager, Plant manager and Manufacturing Manager. 

(Management Levels, 2011).  Middle-level managers as Management Levels (2011) point out are 

responsible for carrying out the goals set by top management. They do so by setting goals for their 

departments and other business units.  

Middle managers can motivate and assist first-line managers to achieve business objectives. 

Middle managers may also communicate upward, by offering suggestions and feedback to top 

managers. Because middle managers are more involved in the day-to-day workings of a company, 

they may provide valuable information to top managers to help improve the organization's bottom 

line.  

3.3  Middle Management Issues  

3.3.1 Development process of middle management  

The problem with leadership according to Anderson (2010:19) is that leadership skills cannot 

be taught but they can be discovered, fostered and allowed to grow and there are four things 

necessary to allow this process to take place. 

The first of these factors as Banda (2006:69) explains are the ability for the potential leaders to 

manoeuvre. They need to be given the opportunity to be able to change things and exercise some 

initiative. They need to be able to experiment and make mistakes as this is one of the quickest 

way’s to learn what will work and what not within their given work environments. 

The second factor is self confidence these leaders need to believe in themselves which is 

frequently rooted in a strong sense of purpose or mission. 

The third thing is a leader needs a very broad perspective on things and does not need to be 

limited by his or her very limited or narrow range of experience. 

The last requirement is the leader needs to have a tolerance for loneliness as leaders may be 

respected and trusted but will not necessary be loved. 

The development program can be broken up into a number of development practices namely: 

 Career planning and discussion with their superiors. 

 Developmental job opportunities or assignments. 

 Special programmes for leader with potential. 

 External development programmes. 

 The rewarding of managers for developing leadership skills in their subordinates. 
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 Programs for helping people to manage the development of their own management 
and leadership skills. 

 Mentoring and coaching. 

 The use of incentive or feedback programs. 

 The adding of additional responsibilities to their current jobs. 

Any one of these programmes can be used individually or in combinations to develop potential 

leaders. 

3.3.2 Absence of basic, management and people knowledge skills 

Technical knowledge and experience are according to Chapman (www.businessballs.com, 2011) 

one of the strength of middle management as the middle management are daily working on the 

equipment that are used to produce the products. Most of these middle managers have been with the 

company for more than 10 years and has grown and developed next to these equipment. These 

foreman and supervisors work on this equipment day in and day out and has experienced 90% of 

the problems that can go wrong with this equipment and has developed the skills to rectify these 

technical problems. However these technical skills do not make them effective leaders or managers 

as they are technically well developed but are lacking in leadership skills required to be effective 

managers. 

It seems that middle management of SMEs is capable and willing to grow their skills base and 

has expresses these requirements to senior management but due to a lack of training opportunities 

as well as work commitment requirements are unable to subscribe to any training or development 

programs due to the high technical demands on their time 

4. Research Findings 

4.1 Middle Management Issues 

The interviews with senior management were aimed to obtain their views and opinion on what 

are the Leadership strength and Weaknesses in Senior and Middle Management. The respondents 

were grouped into groups A (automotive industry), B (chemical industry), C (ICT industry), D 

(metal industry) and E (textiles and footwear industry) thus according to their industries.  They were 

all asked the same questions: 

1. What in your opinion are the current leadership strengths in Senior Management? 
2. What in your opinion are the current leadership weaknesses in Senior Management? 
3. What in your opinion are the current leadership strengths in Middle Management? 
4. What in your opinion are the current leadership weaknesses in Middle Management? 
5. What is your opinion on Formal training? 
6. What is your opinion on Mentorship? 

 

Here follows a summary of participant’s views and opinions: 

(1) Interview with group A 
Senior Management Strengths: 

 They are strong in their current experience in the market place and the relationship 
with their customers 

 Their ability to understand their team, to know how to communicate with certain 
individual persons, customers or suppliers. 
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 they know what gets their attention or what drives and motivate people, what the 
communication styles is of people to be used, this is all coming from experience,  

Senior Management Weaknesses: 

 Their ability to adapt to some changes and circumstances. 

Middle Management Strengths: 

 They have a fair experience base.    

 There is a willingness to learn. 

Middle Management Weaknesses: 

 We promoted some individuals and they operate at the optimum of their capabilities, 
or on the boundaries of their capabilities. 

 We over promote or move people to areas that is not their core skills or their natural 
gift. 

 Lack of more Senior Management skills, the ability to control and lead people. 

Formal Training: 

 We believe strongly in training and one of the key reason being that it is the best 
motivator. 

Mentorship: 

 It is difficult to emphasize the importance of mentorship,   

(2) Interview with group B 
Senior Management Strengths: 

 They have developed that sense of sensitivity and ability to work with the workforce. 

 Senior Management develop their people by giving them more than one function, so 
they allow them to grow and make their particular contribution as big as they want to 
do 

Senior Management Weaknesses: 

 The weakness would be communication, in other words sharing with guys below you 
as to what is happening in the company. 

  A weakness is the lack of policy and direction. 

Middle Management Strengths: 

 Experience is an important part of Middle Management leadership in this country 

 They are fighting against a particularly poor work ethic 

Middle Management Weaknesses: 

 You need to be very sensitive to the different cultures, be very sensitive of what you 
can do and what you cannot do. 

 They find it difficult to make the transition from worker to management. 

 They are lacking the skill how to supervise people and fundamental business principal. 

Formal Training: 

 Formal training would be beneficial, prior to that to identify where, how and what sort 
of formal training is needed.   

Mentorship: 

 We think mentorship is good, providing the person being mentored has got the right 
person showing him, somebody who is interested in transferring information; 
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(3) Interview with group C 
Senior Management Strengths: 

 We think the most important would be the honesty, 

 They are committed and dedicated to the work which they were employed for, and 
are passionate about their work. 

Senior Management Weaknesses: 

 We would say it is wisdom, which is a good understanding of people around us in our 
working environment. 

 Getting side tracked and not completing the required task. 

 We do not delegate enough work to Middle Management. 

Middle Management Strengths: 

 Their work experience. 

Middle Management Weaknesses: 

 A lack of training which will give them the ability to perform better. 

 They do not step up to meet the challenges 

 Their lack of responsibilities and accountabilities 

Formal Training: 

 Before we decide on training, training is a very good thing but you first have to 
determine the person’s attitude, towards the company, his type of personality. 

Mentorship: 

 We think mentorship is a good thing. 
 

(4) Interview with group D 

Senior Management Strengths: 

 They have passion, the guys has got passion. 

Senior Management Weaknesses: 

 The lack of giving a sense of direction, be it guidelines, direction of what we are going 
to do, this is lacking. 

  There is a lot of vision without proper planning. 

 A lack of communicating vision downwards. 

 Ability to manage in difficult times. 

Middle Management Strengths: 

 A big positive thing is team work. 

Middle Management Weaknesses: 

 Consistency, once you have guidelines in place you must be consistent. 

 We have Supervisors who I do not think can write a report to you, he cannot give 
instructions to the workforce. 

 They should have the basic skills for the position. 

 The lines of communications are not there 

Formal Training: 

 With training you have a base and then you can build on it, and to get this base in 
place you have to have structured training.   
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Mentorship: 

 After official training Mentorship will be good. 

 We believe in Mentorship in a more structured and outcome driven basis. 

 
(5) Interview with group E  

Senior Management Strengths: 
 We have a lot of drive and passion towards the business. 

 We also tend to be very consistent in what he does. 

 We feel that once he made up his mind he is consistent about that decision. 

 Co-operation between the department heads are a bit better. 

Senior Management Weaknesses: 
 We do not have strategic vision at the moment. 

 There is no overall consistency. 

 Communication seems to fail from time to time. 

Middle Management Strengths: 

 We have a broad skills base, which we are not utilizing to the full capacity.  

Middle Management Weaknesses: 

 They are lacking the general HR skills which you should have in their position. 

  Management Skills and how to manage people.  

 No policy or procedure is being followed. 

Formal Training: 
 Official training has to have value behind it and lead to a recognized certificate or 

diploma. 

Mentorship: 
 I think mentorship is a good practice and it acts in both ways. 

These interviews were coded and a set of themes were generated which will be explored further 

in this section. 

4.2  Themes 

The researcher used the interviews on the views and opinion of the senior managers as to what 

are the strength and weaknesses in senior and middle management and the following three themes 

emerged from the data analysis. The researcher identified categories and subcategories of these 

themes. The theme deals with the views and opinions of leadership skills required in management 

within a manufacturing environment. 

Theme 1:  External Environment   
This theme deals with the influence of the external environment on leadership within the 

manufacturing environment. 

Table 1.  External environment  

 Fast changing external environment   
The external environment has an influence on the 

management leadership required. The fast changing 

market trends has an influence on the changes 

required in the company to adapt to these changes. Markets are more and more under pressure from 

imports from other countries like China and India. New Products in the plastic industry such as 

polypropylene plumbing fittings are entering the market on a daily basis, which increases the 

 Fast changing external environment 

 Diversity 
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requirement for cheaper PVC products as the fittings are lighter and thinner than PVC fittings and 
also cheaper.  

Diversity       

South Africa has a diverse cultural group of people and with 11 official languages this is a clear 

indication of the diversity of the population of the country. This has it draw backs as the more 

diverse your culture within your organization the more you need to cater for the different need of 

these cultures. To make diversity a strategic measure there need to be a fundamental change in 

attitudes and behaviour in the management and leadership of the organization. Diversity is not only 

cultural diversity but also age and gender diversity as every generation and sex views problem and 

challenges from a different perspective and with these views come different approaches to problem 

resolution. 

Theme 2.1: Strengths of Senior Management  
Table 2. Strengths of Senior Management 

Senior 
Management 

Strengths 

  People centred personal leadership attributes and values 

(Passion, Courage, trust, integrity and honesty) 

 Teamwork 

 Allows for personal and professional growth 

Team Work    

Team work is an integral part of any SME there are not single people that can claim he works 

on his own with no input from other persons or divisions within the company. Every division of the 

company has an influence on the other divisions of the company. Some of these inputs are more 

direct, like the influence planning will have on production, other are less direct like the influence 

financial department will have on production. The ability of leaders to lead their team as well as 

integrate with other teams is crucial to any leader or managers success within the company. 

Allows for Personal and Professional Growth   

According to the researchers even thought the SMEs allows a person or individual to expand 

his areas of knowledge by giving a person more than one area to control and to manage the 

company does not necessarily give the required support, training or mentorship that is required to 

make a person successful in these additional or new positions. 

Theme 2.2: Weaknesses of Senior Management  
Table 3. Weaknesses of Senior Management 

Senior 

Management 
Weakness 

  Autocratic leadership style 

 Lack of visionary policy direction 

 Lack of consistency and follow through 

 Communication (poor lines of communication, feedback and feed through) 

Autocratic Leadership style     
In a manufacturing environment there are room and some requirements for some authoritarian 

Leadership as it can give structure and direction as well as define the line of communication in the 

company as stated by one of the participants: 
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According to the Senior Management of the SMEs: 

“A Foreman should be in a structure in the chain of events, slightly military where 
you have a Manager who speaks to the Foreman, the Foreman who speaks to the 
Supervisors who in turn speaks to the workforce, so you have Manager, Foreman, 
Supervisor and Workforce.  This chain does not exist; you have a Manager 
speaking to the Workforce skipping the Foreman and Supervisor, or the Foreman 
giving direct instructions to the guy on the floor, skipping the Supervisor.”  

  Lack of visionary policy and direction  

As can be seen from the participants comments policies are a fundamental requirement for 

leadership within an organization: 

According to the Senior Management of the SMEs: 

“In the overall picture, we feel that as SME management, we do not have strategic 
vision at the moment.  We do not know where we are going; we do not know what 
we want to do.  This aspect to me is a cause of concern.  Some days we go in one 
direction and the following day we go into a different direction.”    

According to Webb (www.motivation-tools.com; 2009) the leadership styles in the workplace 

are controlled by the workplace policies and leaders will adapt their leadership style to the 

organizational priorities and its goals. Therefore a lack of consistent company policies and 

procedures can lead to a lack of direction and consistency from different department leaders and 

managers, which could in turn lead to conflict within the work place as there are the conception that 

there are different sets of rule for different people within the organization as well as the perception 

that there are different rules from department to department. The company needs one vision and one 

direction otherwise you would find that department would work against each other instead of 

working toward a common goal. 

Lack of consistency and follow through   

According to Anderson (2010:13) you need to be consistent and you have to set out the ways of 

working and you need to stick to them to ensure that colleagues are clear about the culture in which 

they are working. 

According to participants: 

“To us first of all, the focus must be on policies and procedures, it must be 
consistent throughout the company, and it must be practiced consistently” 

The lack of consistency and follow through indicates the leaders and managers are not 

committed to their vision for the company and are therefore creating a sense of insecurity within the 

workforce which in turn has a negative effect on the workforce commitment to the company and its 

vision.  

Communication    
Communication is one of the skills most frequently used by any leader in any position as they 

have to communicate on a daily basis with fellow employees, customers, suppliers and other stake 

holders. Therefore according to Soorjoo Leadership (www.buzzle.com, 2011), communication is 

widely regarded as being the most important leadership skill. This is not surprising when you 

consider that research has demonstrated that leaders spend 80% of their time communicating with 

clients, staff, investors, the media and other stakeholders.  Communication are one of the skills that 

the participants in the study has highlighted as being one of the skills that are lacking in both senior 

and middle management  and to be an effective leaders these skills are vital in the success of a 

leader. 
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According to Middle Management of the SMEs a good leader is: 

“Good listener – people need to listen to one another, to be understood and heard” 
 “A leader should be open to listen and hear what his/her people say. Should be 

open to hear and receive suggestions from employees” 
“Must have good communication skills, people need to be brought into the picture 

of what is going on, important information should be communicated” 
 “Communicate important changes to all people that are going to be affected by 

the decision or change” 
Poor communication leads to confusion as to what are priorities within the company as well as 

the direction of the company into the future. 

Theme 3.1: Strengths of Middle Management  
Table 4:  Strengths of Middle Management 

Middle 
Management 

Strengths 

  Technical knowledge and experience 

 Attribute: Committed work ethic (Willing and want to grow)  

 

Technical knowledge and experience     
Technical knowledge and experience are one of the strength of middle management as the 

middle management are daily working on the equipment that are used to produce the products. Most 

of these middle managers have been with the different SMEs for more than 10 years and has grown 

and developed next to these equipment. These foreman and supervisors work on this equipment day 

in and day out and has experienced 90% of the problems that can go wrong with this equipment and 

has developed the skills to rectify these technical problems. However these technical skills do not 

make them effective leaders or managers as they are technically well developed but are lacking in 

leadership skills required to be effective managers. 

Attribute: Committed work ethic   
The middle management is capable and willing to grow their skills base and has expresses 

these requirements to senior management but due to a lack of training opportunities as well as work 

commitment requirements are unable to subscribe to any training or development programs due to 

the high technical demands on their time. 

Theme 3.2: Weaknesses of Middle Management 
Table 5:  Weaknesses of Middle Management 

Middle 
Management 

Weakness 

  Poor work ethic (don’t work to full capacity)  

 Lack of responsibility and accountability 

 Over Promotion 

 Absence of basic, management and people knowledge skills 

Poor Work Ethic      
According to the researchers the culture amongst the operators in the different SMEs in general 

is to do as little as possible for as long as possible without getting caught.  This tend to spill over 

into middle management as the supervisor do not want to upset the workers as this could have 

negative consequences for the supervisor as the workers would intimidate and even threaten the 

supervisor. This in turn will makes the supervisors turn a blind eye towards some of the missteps 
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the operators would make creating very poor work ethic amongst the operators as well as the 

supervisors.       

According to Senior Management of the SMEs: 

“Therefore we need to do a good job in the factory otherwise it is a hopeless case.  
The guy comes to work, the general worker is focused on what he has to do and if 
he can do even less than yesterday he is happy.” 

Lack of responsibility and accountability 

According to the participants in the study middle management have a tendency to hide behind 

senior management when it comes to taking responsibility and accountability for their individual 

responsibilities?  They would rather ask the senior manager to make a decision for the simple 

reason that if the decision is made by a manager the middle manager can’t be held accountable for 

the outcome of the decision. This in its self creates a problem due to the fact that the senior manager 

may not be available at that stage due to other commitments and this leads to a delay in making a 

decision on the floor which could have serious implication as to the amount of scrap that could be 

produced. But this is not entirely the fault of the middle managers as there are no clear company 

policy’s as to what are the responsibilities and accountabilities of the middle managers. 

According to the participants: 

“It seems like they are hiding behind Senior Management, seems like they know 
Senior Management will solve the problems so they tend to work just under the 
border line not stepping up to meet the challenges.  For them to improve we have 
to make them well aware of their responsibilities and accountabilities.  We have to 
spell out the responsibilities and we have to “audit” their responsibilities, we 
realised in the last month or two that you have got to manage them well and you 
have to audit them on their responsibilities and accountabilities.” 

Promotion 

A number of “good workers” has been promoted to supervisors in the past and the view has 

been that this person is a “good worker” we should promote him to supervisor because he is a 

person that if given a task will complete the task in a reasonable period of time. The problem with 

this is that these so called “good workers” are actually good followers and not good leaders as they 

are capable of working on their own, but not good in working in groups. To be able to lead the 

workers on the shop floor, the workers must be willing to follow you as leader and you as leader 

needs to be able to lead them. 

According to SME participants: 

“We made the mistake of taking the best Operator, who operates the most and 
make him the Supervisor, he is not the kind of guy who is going to have a bit of an 
attitude.  You need a guy who has a bit of an attitude and that will actually 
enforce himself on the guys.”   

Absence of basic, management and people knowledge skills 

Supervisors and operators do not understand the basic concepts of business; producing a good 

quality product at a reasonable price to be competitive in the market.  According to the researchers 

the employees have this concept that the SME has an endless supply of money and as they state it 

“the company has lots of money, why should we care” and this is the fundamental concepts of 

business are lost on the employees and these are the concepts that the worker once promoted 

supervisor or foreman bring with him to middle management.   
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According to the participants 

“If you look at Supervisor Level, we would say that the quality of supervision in 
Middle Management is particularly poor.  And they are seriously lacking in 
leadership skills.  One of the reasons would be that they find it difficult to make the 
transition from worker to management.  We promote them, we give them the 
opportunity but they still think like a worker.  We do not know how you are going 
to fix this factor.  This is a very difficult challenge.” 

5. Conclusion 

The conducted research argued the opinion and views of senior and middle management as to 

what leadership qualities are both present and lacking in senior and middle management. The 

participants had clear opinions as to what makes a good leader in a manufacturing company and 

what are the skills lacking in management. 

The participants also had strong views as to what structures and policies are required to ensure 

that managers can perform their duties successfully as well as get some form of uniformity 

throughout the company to ensure consistency in the disciplinary process as well as the clear 

definition required as to what are the responsibilities and authorities of each individual foreman and 

supervisor throughout the company.  The participants also highlighted that there are basic business 

principles lacking in middle management that needs to be addressed. 

6.  Recommendations 

The researchers recommend that the following four programs be used within the context of the 

company requirement for the development of leaders within the company: 

 Career planning and discussion with their superiors. 

 Mentoring and Coaching. 

 The use of feedback programs. 

 The adding of additional responsibilities to their current jobs. 

The researchers also recommend that the Myers Briggs type inventory be used for the selection 

of potential candidates for the leadership development program and that consideration be given to 

the following personality types: 

 Introvert-Sensing-Thinking-Judgement (ISTJ) types are described as thorough, 

painstaking, systematic, hard working and careful with detail. Their approach to leadership 

involves using experience and knowledge of the facts to make decisions, building on 

reliable and consistent performance as the basis for taking charge.  

 Extrovert-Intuition-Thinking-Judgement (ENTJ) types are described as logical, 

organized, structured, objective and decisive and their approach to leadership is to take an 

action-orientated energetic approach.  They provide a long range vision for the organization, 

they are direct and can be tough when necessary and they enjoy tackling complex problems. 
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7. Concluding Remarks 

The study was conducted due to a lack of leadership and management skills that was observed 

and identified by the researchers in middle management within the SME manufacturing 

environment. 

The research indicated that there are a lack of leadership as well as management skills in 

middle management and that the current practice of employing a good operator as a supervisor are 

creating a weakness in middle management. This needs to be addressed and unless these employees 

are properly trained to be able to fill these positions within the company, there will be a constant 

lack in middle management as well as no contingency planning for the future of the company. The 

findings and recommendations provide a foundation for the development of leadership and 

management skills within middle management within the SMEs environment. 
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