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Hard 'wiring' fop high performance 
Why do some businesses continue to deliver quarter on quarter, yet others 
in the same industry don't? Why are some businesses good at execution 
and others not? MechTech recently visited Partners in Performance 
International (PIP) director Simon Davies, to discuss these challenges. 

P
artners in Performance is a business 
consultancy with a difference. It 
has a hands-on approach to build­
ing better businesses with specialist 

teams delivering performance improvements 
in industrial, resource, manufacturing and 
service companies. PIP has an impressive 
line of successful projects completed in North 
America, Europe, Australasia and Africa, and 
the reasons for these achievements became 
evident when chatting to Davies. 

"You ask why we are successful at build­
ing better businesses," he says. "At PIP we 
actively participate in the client's operations. 
Where other firms consult or advise, we de­
liver results. Where others bill by the hour and 
take no risk, we are happy to back our teams 
by being paid for success, which is why we 
call ourselves 'resultants'. Where many busi­
ness consultants are theorists, our resultants 
have extensive implementation experience." 

PIP works at an operational and tactical 
strategy level, meaning that business turn­
around comes quickly and is sustainable; and 
sustainability is of prime importance to this 
company. MechTech was told about successes 
at Ingwe Collieries, Namibia's Skorpion Zinc, 
BHP Billiton's Bayside Aluminum, Zululand 
Anthracite Collieries, and BHP Billiton's 
Metalloys Smelter, among many others. 

"These are case studies that I can point 
to with tangible and 

measurable results, and the best part is 
that 12 months later, the results are still 
there and have actually improved," he tells 
MechTech. "And part of that is not only 
staying with the client through the 
implementation phase but system­
atically upskilling the client in the 
coaching aspect. 

"This has resonated strongly in 
South Africa; there is a skills shortage 
and a management skills shortage, 
and I can see why that happens. 
You have got this rapid turnover 
in management ranks, plus rapid 
transformation going on - and people 
not really equipped to do the job are plucked 
from the ranks of workers and expected to 
perform at management level almost over­
night," he says. 

This begs the question: why are people 
selected from the ranks of workers to be­
come frontline managers in the first place? 
"The simple answer," Davies states, "is that 
they are good workers. However, being a 
good worker doesn't necessarily mean than 
an individual is equipped to succeed in a 
managerial role. The fact is that most workers 
obtain their managerial skills from watching 
their managers for a number of years; and 
this worked just fine in the past when the 
pace of managerial turnover was slower. 

n today's fast-
paced world, the 

The upskilling of frontline management should be considered a priority for any organisation. 
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Partners in Performance International (PIP) director, 
Simon Davies. 

development timeline for new managers is 
shrinking. The old paradigm of managers 
learning how to manage - just by watch­
ing their bosses - doesn't necessarily apply 
anymore." 

In South Africa, never before have so 
many companies complained about frontline 
skills shortages. Davies says these organisa­
tions often ignore the underlying problems, 
and in the process sometimes set themselves 
and their new generation of managers, up for 
failure. Companies that understand this, and 
actively develop the skills of frontline man­
agement, are the ones that are likely to be 
successful in the new South African business 
environment. Often newly appointed manag­
ers receive development training, which is 
undoubtedly helpful; however, there is a world 
of difference between training and coaching. 

"Imagine being expected to learn to 
drive a car simply from classroom training," 
he says. "The same principal applies to 
new managers. Frontline coaching is about 
teaching managers to observe the dynamics 
of their workplace, while also providing them 
with the tools and confidence to review and 
influence team performance as the work 
day progresses. It is about empowering the 
individual to make those knowledge-based, 
minute by minute decisions that make the 
difference between average and outstanding 
team performance. 

"It's not rocket science!" Davies exclaims. 
"Frontline coaching is geared at lower levels 

Mechanical Technology — October 2008 

P a g e 1 / 3 


