THE "HOLD THE LINE" SUPERINTENDENT CONVERSATION MAP
Avodah Rogah LLC — Leadership Retention & Personal Alignment

PART 1: THE SUPERINTENDENT FLIGHT-RISK SCORECARD
Rate your plant superintendent honestly across these 5 core indicators
based on their day-to-day behavior over the past two weeks.

1. How willing is your superintendent to take on new projects?

[ 1 (1) Very willing — Forward-looking, engaged, ready to improve
facility.

[ 1 (2) Hesitant — Dragging feet, viewing new tasks as an unwanted
burden.

[ ] (3) Unwilling — Flat resistance or refusal outside bare survival.

2. How willing is your superintendent to attend meetings?
[ 1 (1) Very willing — Collaborative, present, contributing to
strategy.
[ 1 (2) Hesitant — Showing up late, quiet, mentally checked out.
[ ] (3) Unwilling — Dodging meetings, open resentment or excuses.

3. How willing is your superintendent to learn new things?

[ ] (1) Very willing — Curious, adaptable, open to process updates.

[ 1 (2) Hesitant — Stuck in "always done it this way," resistant to
changes.

[ 1 (3) Unwilling — Hostile to updates, overwhelmed by minor
deviations.

4. Tone of overall language used?

[ ] (1) Very positive — Solution-oriented, grounded, constructive.

[ 1 (2) Neutral — Flat, transactional, devoid of energy ("we're
managing") .

[ 1 (3) Negative — Cynical, complaining constantly, expressing defeat.

5. Attitude of employees under the superintendent?

[ ] (1) Very positive — Crew is steady, communicative, trusting.

[ 1 (2) Neutral — Quiet, going through motions, minimal interaction.

[ 1 (3) Negative — High friction, crew complaining about leadership
volatility.

SCORING RANGES & WHAT THEY MEAN:

* Score 5 to 7: Stable & Grounded
The superintendent is handling the load. Keep communication lines open;
no immediate emergency intervention needed.

* Score 8 to 12: Danger Zone (The 1-Year Countdown)

They are in survival mode and wishing they could quit. A site lead can
quietly suffer in this range for 12 months before cracking.

-> THIS IS THE COACHING SWEET SPOT. Bring in outside leadership
retention coaching (Avodah Rogah) right now to address the person, break



the isolation, and restructure their mindset before the countdown runs
out.

* Score 13 to 15: Critical Red Alert (One Bad Day Away)

Standing on the ledge. Expect a sudden resignation notice at any
moment. Drop everything and execute the conversation map below today.

PART 2: THE 15-MINUTE FLOOR INTERVENTION
(The "Hold the Line" Conversation Map)

THE "HOLD THE LINE" SUPERINTENDENT CONVERSATION MAP

A Floor-Level Intervention for Operations Managers to Stop a Plant
Superintendent Exit Before It Happens.

Author: Lydia Frank | Avodah Rogah

Target Audience: Operations Managers and Direct Supervisors in Regional
Ag Processing & Industrial Operations.

INTRODUCTION: WHY LOGISTICS CANNOT SAVE A BURNT-OUT LEADER

When a plant superintendent is drowning in operational chaos, standard
corporate management tells you to schedule a review, offer a retention
bonus, or hand them a checklist. That is a complete waste of time.

When a leader is sitting alone in a dusty office after 4.5 years in the
trenches, they aren't failing because they lack spreadsheets or process
maps. They are failing because they are entirely tapped out. Survival
mode strips away cognitive bandwidth. They cannot invent their own way
out, and generic corporate pep talks bounce right off.

This conversation map is built for the Operations Manager—the direct
supervisor who needs to walk through that plant door, sit down in the
office, and deliver an intervention that actually works.

PHASE 1: ENTERING THE OFFICE & NAMING THE REALITY

Objective: Break the isolation and shatter the pretense of "we're
managing."

Do not call them into a conference room or pull them away from a critical
line just to interrogate them about metrics. Walk out to their turf, step
into their office, sit down, and drop the corporate pleasantries
entirely.

e The Exact Opening Script:

"From what I have observed, you are very close to throwing in the towel.
But you've been doing a great job under the circumstances."

e Why It Works: That single statement cuts through the exhausting
mask of having to look bulletproof. It validates their silent
endurance and lets them know they don't have to fake it with you
anymore.

PHASE 2: STRIPPING AWAY THE GASLIGHTING

Objective: Admit the structural limits together so they know they aren't
carrying the failure alone.

Upper management usually reacts to plant stress by demanding more output
or making empty promises. You have to do the exact opposite by telling
the unvarnished truth.

e The Exact De-escalation Script:

"I know that we're trying to get you help, and I'm down here every day
helping. That doesn't help you feel like you want to keep going."



e Why It Works: It stops the corporate gaslighting. You are admitting
out loud that staffing fixes and operational band-aids haven't
touched the actual weight they are carrying.

PHASE 3: THE BRIDGE TO THE ANCHOR

Objective: Ask the question knowing they will say "I don't know,'" and use
it to offer the real solution.

When someone is deep in survival mode, asking them to brainstorm
solutions is Jjust handing them another chore. They won't have an answer.
Use the question as an intentional bridge.

e The Prompt & The Pivot:

o Manager: '"Can you brainstorm with me and see what we can do?
What one little thing can we do every day that gives you back
some control until we can get you the employees you need?"

o Superintendent's Inevitable Response: Silence, a shake of the
head, or "I don't know."

o The Intervention: When operational tweaks and secular
strategies fail to reach the deep exhaustion of the soul, you
offer the only anchor that actually holds the line.

e The Closing Script (In-Office or Over the Phone):

"I know all the operational fixes in the world right now aren't fixing
what's heavy on you. My faith and daily prayer carry me through this
weight. If you're open to it, I want to pray with you right now before I
leave this office

POST-INTERVENTION RULE FOR OPERATIONS MANAGERS

e Do not leave them with homework.

e Do not ask them to fix their own burnout.

e Anchor them. When human systems and heavy industries are falling
apart under pressure, spiritual grounding is the only force strong
enough to stop a good leader from walking away.

e Make prayer normal. Your superintendent’s problems are not going to
go away. To maintain this anchor for more than a week commit to
praying with your superintendent on a daily or weekly phone call.

Need outside help keeping your first-tier managers from walking?
Contact Lydia Frank at Avodah Rogah LLC for confidential leadership
retention coaching.

avodahrogah@gmail.com




