
CASE STUDY: REDARC ELECTRONICS 
  

A thorough, three stage interview process is used to 
assess the experience, skills and cultural fit of 
prospective employees, starting with an interview 
with their future direct manager, then a manager 
from a different department and finally, the CEO and 
senior managers. A job-skills-gap 
analysis is conducted to identify the 
employee’s training needs. 
Employees are encouraged to 
suggest additional training (both 
on and off the job). Further study 
is supported by providing flexible 
working, mentoring and paying 
relevant course fees. 

Individual employee achievements— both in and 
out of work— are recognised in company 

meetings and newsletters. Production targets 
are visibly displayed, along with team 

achievements. Annual performance reviews are 
conducted, with salaries linked to 

competency levels. There is 
also a bonus scheme based 
on gross marginal profit that 

is divided equitably among 
all employees. 

Both formal and informal systems are 
used to capture employee feedback and 
ideas. Emphasis is placed on 
employees being able to speak in 
meetings and one-on-one with their 
manager. This system is supported by 
formal schemes, including an ideas log for all 
departments, a business-wide suggestion scheme 
and an annual employee survey. Their purpose-built 
factory has a layout that encourages teamwork, as 
managers and employees work in the same building, with 
glass walls to remove barriers between them. There is 
also a health and safety committee with elected employee 
representatives.   

Size:  100 Employees 
Products:  Automotive electronic voltage converters  

and associated products  
Location:  Lonsdale, Adelaide 

WORKPLACE CHARACTERISTICS 

 Annual revenue:  $30 million 
Established:  Over 35 years ago 
Privately owned: Bought by current CEO and Managing 

Director, Anthony Kittel in 1997 

MANAGEMENT PRACTICES 

 



 

 

 

 

IMPLEMENTATION 

The business’ teamwork and innovation focus was championed 
by CEO Anthony Kittel when he bought the company in 1997, 
and developed in collaboration with his senior management 
team. Anthony models REDARC’s focus on employee 
involvement by trying to speak to all his employees individually 
about their experience working at REDARC and career 
development needs. As the business has matured, the way 
employees are managed has become more formalised. Initial 
practices were adopted through trial and error, while new 
practices are now developed and monitored with the advice of 
external consultants.   

BENEFITS 

The synergy of these practices working together creates a 
supportive workplace and learning environment, benefiting both 
employees and the business. CEO Anthony Kittel believes these 
practices have helped REDARC innovate in product and work 
process improvements, which in turn have improved efficiency, 
productivity and ultimately, profitability. REDARC’s product 
innovation is further driven by their investment in research and 

development, having 20 employees working fulltime on R&D.   


