
Improving Labor Retent ion with Insights from the Yuma Survey Resul ts:  

Supervisor and Worker Relat ional Tune-up 

Overview 

The majority of immigrant field workers we surveyed in Yuma, Arizona in the fall and 

winter of 2006–07 indicated that they liked their job and were OK with their supervisor. 

However, 60% of those surveyed (n=300+) said they would not recommend their job to others. 

We are now examining these and other results of the Yuma Survey to develop tools and 

practices for better understanding the subtleties of human behavior and the far reaching effects 

that experiential-based interpersonal skills and competencies can have on optimizing employee 

value in the workplace. The training tool the authors are now developing uses data from survey 

questions that address worker perceptions of job and supervisors in order to determine 

underlying causes that could adversely affect the supervisor/worker relationship. 

Supervisor Training and Tools 

Our approach begins with the end in mind: a goal-oriented plan that will give supervisors 

tools to develop a personal leadership style through a realistic self-assessment of their own 

personal effectiveness and of their current use of emotions in daily decision-making processes. 

This will lead to applications for validating supervisors’ core strengths, thus increasing capacity 

for meaningful interactions through a positive self-orientation. Mapping the internal environment 

with a healthy self-focus is the first step in a strategy that then can lead to an active 

interpretation of the group dynamic. 

Just how much do supervisors know about the workers they employ? What are the 

perceptions and assumptions of supervisors concerning worker culture? Using a combination of 

an audience response system in a classroom setting, the Yuma Survey tool, and the survey 

results, we will ask supervisors a series of questions to immediately assess their perception and 

knowledge of topics that include worker job satisfaction, working conditions, social services, 

culture, and environment. Feedback from this instrument will then be used to create an action 



plan for goal-oriented behaviors that support worker culture, including direct involvement and 

practices for effective interaction, and steps for building worker collateral through a group mind 

‘collectivist’ approach. We will develop applications that place sufficient focus on the worker by 

mapping the external environment with special emphasis directed towards the interpersonal 

dynamics that lead to greater social awareness and improved social skills. 

Influence Factors 

While labor survey instruments provide valuable data for assessing worker climate and 

showing where deficiencies exist, what happens after this information is shared with growers 

and the industry will determine the success of supervisor training efforts.  Convening focus 

groups made up of growers, industry leaders and labor contracting firm owners is a critical first 

step towards developing a strategic labor plan that can be implemented through targeted 

supervisor training sessions.   

Management literature is extensive and provides abundant resources for how to direct 

others; and there is always the unspoken expectation that whoever serves in this capacity must 

find a way to do this without acknowledging their own inner environment – managing the 

motivation of others when their own inner state may be under siege.  The more widely accepted 

management approach invests heavily in the external environment, assessing people in work 

situations to determine how supervisors should respond and evaluate the choices made.  A 

deeper level of accountability can exist when those that direct first ‘scan’ their inner state and 

then harness this awareness to influence and motivate the other.    

Does the current labor shortage, stressed by the uncertainty, interpretation and 

enforcement of immigration law both at the Federal and State levels, and the movement of the 

immigrant labor force into other service sectors, lend enough urgency for ag employers to 

consider a more complete approach to human resource management? Larger corporations and 

companies have already begun to capitalize on emotional and social intelligence research by 



investing in education and training programs for their management personnel.  As we enter the 

21st Century employers are no longer viewing this as a curious phenomenon; instead E.I. and S.I. 

competencies are becoming an integral part of human resource development for successful 

companies who understand the dynamics of human behavior and how to optimize cognitive 

thought processes through integration of interpersonal practices.  As ag professionals continue 

to address issues surrounding labor supply, an often overlooked key component is the 

development of an educational tool and practices that can contribute to retention and longevity in 

the ag labor sector; this for a dynamic and moving labor force where supervisors are often 

responsible for integrating new employees day to day or week to week depending upon 

seasonal harvest demands.  

 

 


