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M           ichael  B.  Romano real izes
           i t ’s  not  enough to s imply 
k n o w  w h e r e  y o u’r e  h e a d i n g  i n  
b u s i n e s s .
        A s  p r e s i d e n t  a n d  C E O  o f
A s s o c i a t e d  M a t e r i a l  H a n d l i n g  
I n d u s t r i e s  I n c . ,  h e ’s  l e a r n e d  
t h a t  e v e r y o n e  w o r k i n g  u n d e r  
h i m  a l s o  n e e d s  t o  k n o w  t h a t  
d i r e c t i o n  b e c a u s e  i f  e v e r y o n e  
u n d e r s t a n d s  t h e  u l t i m a t e  
g o a l s ,  t h e n  t h e y  c a n  w o r k  
c o l l e c t i v e l y  t o  a c h i e v e  t h e m .   
H e  e q u a t e s  i t  t o  a  b a s k e t b a l l  
t e a m  w h e r e  e v e r y o n e  p l a y s  a  
d i � e r e n t  p o s i t i o n ,  b u t  i f  
e v e r y o n e  p l a y s  t h e i r  p o s i t i o n

well ,  then the team wins.   
       To ensure equal playing time 
for his employees, he works with 
m e m b e r s  o f  h i s  m a n a g e m e n t  
team to develop ways to achieve 
i t .   He says  that  i f  he mandated 
ever ything,  nobody would care 
a b o u t  t h o s e  t h i n g s .   B u t  b y  
creating solut ions themselves,  
employees are  more incl ined to 
get  things done at  the material  
handling storage company,  with 
p o s t e d  2 0 0 7  r e v e n u e  o f  $ 1 1 7  
mil l ion.
       S m a r t  B u s i n e s s  spoke with 
Romano about how to e�ectively 
c r e a t e  a  v i s i o n  f o r  y o u r  
organizat ion and get  ever yone 
playing on the same page.

Interviewed by KRISTY J. O’HARA

     Smart Leaders

Create a vision.  You �rst have to 
look at what is the purpose of your 
organization.  The vision should 
answer;  ‘What is the need an 
organization is trying to address?  
How is your organization di�erenti-
ated?  What makes it unique?’  Then 
you should consider and address, 
‘Who are the bene�ciaries of what 
you do?’
       There should be a purpose 
statement, which basically says 
what the organization seeks to 
accomplish, why does it exist, and 
then there should be an activity 
description — what exactly is the 
business?  Many companies get 
sidetracked and get involved in 
unproductive activities because 
they’re working outside their core 
competencies because they haven’t 
truly de�ned what their business 
activity is.
       Then, beyond that, the mission 
and vision should include and 
consider the cultural values that you 
�nd important and that you would 
like the organization to hold in 
common and endeavor to practice.  
That would begin to establish your 
culture.  
       The vision can be categorized in 
those three areas — the purpose, 
the business and the values.  If 
someone thinks in terms of those 
three areas and answers some 
questions in those three areas, 
that’s when they start getting their 
hands around their future vision.  

Revisit that vision.  I  and our 
organization must embrace our 
strategic planning process.  It starts 
with setting a vision and mission for 
the organization.  It then goes 
through evaluating the environ-
ment in which we operate, both 
internally and externally.    
       We do this every year, and then, 
based on opportunities that we feel 
we have in the market place or 

possible shortcomings, we develop 
initiatives that drive individual 
departments to develop their own 
goals and strategies to ful�ll those.  
       Vis i t  that  ever y  year  and 
challenge it.  We may tweak our 
mission statement based on things 
that we’re trying to stress.  That’s 
actually done at the beginning of 
our planning process because we 
want to make sure that the plans we 
then develop the following year are 
allowing us to constantly work 
toward that vision that we’ve 
established.  

Get buy-in.  It’s not only my vision 
but the vision of executive manage-
ment, and if we’ve done it right, the 
vision shared by all employees.  
       The key is to make sure that 
everyone in the organization, from 
technician to general manager, are 

in the process, so they’re bought in 
to the process, they feel they have 
contributed to the development of 
the plan, and they fully understand 
their role in the execution and the 
success of the plan.  That is 
fundamental to the whole empow-
erment.  
       We bring the planning process 
all  the way down to the 
individual through the perfor-
mance review process.  The 
employee is reviewed every year 
on how they perform relative to 
their contribution to their 
department’s plan.  
       Ever y  employee within  a  
department knows not only the 
department plan but their role in it.  
At  the end of  the year,  that ’s  
ultimately how they’re judged.
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It goes back to the buy-in.  These are 
not top-driven.  The vision is 
top-driven, but the rest of the plan, 
all the way down to the department 
level, is developed by those people, 
so that’s the key — their involve-
ment.

Review employees.  The employee 
performance review is simply an 
embodiment of that department’s 
goals and strategies, so when an 
employee looks at their review form, 
they see their department’s goals 
and strategies.
       A manager is supposed to 
review all of those with them and 
agree as to what areas they’re going 
to be involved in.  What is their role?  
Those areas are then marked as 
applicable, and that’s what the 
employee gets reviewed on the 
following year.

       That employee review process is 
what creates the employee traction 
with the planning process because 
it forces the manager to review the 
goals and strategies for their 
department and to make sure the 
employee knows their role in the 
execution of the plan.   You then let 
a good employee, who has the basic 
skills and capabilities, go out and do 
the job and make decisions and 
receive coaching and mentoring 
when they need it. ...
       If they understand what they do 
[and] ... what their department 
contributes to the overall organiza-
tion, all of a sudden, they feel a part 
of this.  That’s what it’s all about - 
creating that inclusionary environ-
ment. << 

“ The vision should answer,
  ‘What is the need an organization
   is trying to address?’ ”


