
This article is a continuation from our previous 
newsletter. You can read Part 1 here

The Investments
Baseline Evaluation
To understand the magnitude of the financial 
opportunity and the specific gaps that need 
closure, a baseline evaluation needs to be 
performed.  The baseline evaluation is a data 
driven analysis that focuses on the current 
execution of business processes, the supporting 
behaviors, definition of the stable cultural state, 
and the resulting levels of performance.   The 
baseline evaluation develops the value proposition 
and the justifying business case to proceed with 
implementation.

Time Investment: 1 – 2 Months  
Financial Investment: $125,000 - $500,000

Design and Definition
The purpose of the Design and Definition phase 
is to design detailed business processes and define 
the set of supporting behaviors required to sustain 
a new level of performance.  Most organizations 
start with some level of business process design, 
either formal or informal, that can be used to 
build improvements from.  Large organizations 
usually have many well designed and developed 
processes that are typically functionally 
independent and not integrated properly.  The 
design process is a critical change management 

step in implementation as the organization starts 
to: develop ownership of the process changes, 
recognize the functional interdependencies, 
define the necessary measurement and reporting, 
understand the new behaviors, and develop 
recognition that the new performance levels are 
achievable.   

Time Investment: 2 – 3 Months  
Financial Investment: $200,000 - $500,000

Behavioral Coaching
The largest category of investment to implement 
the Performance Culture is behavioral coaching.  
There are investment tradeoffs that can be made 
with ratio of internal versus external resources, 
time versus number of resources, number and 
sequence of assets, and organizational level of 
coaching.  Despite these tradeoffs, the journey to 
sustainable behavioral change is largely a function 
of time and discipline.  Behavioral coaching 
begins with specific and detailed training on 
the new behaviors and the respective business 
processes.  After a period of time when the 
behaviors have been adequately demonstrated 
by the coaches, the coaching resources allow 
the organization to independently exercise the 
new behaviors.   The coaches assume the role 
of subject matter experts, change management 
experts, and trusted advisors.  The effectiveness of 
the coaching is dependent on the frequency and 
duration of the contact with the roles or functions 

A QUARTERLY PUBLICATION BY SAMI

Issue 2 2014 Vol. 15

Reaching HIGHER

inside
•   Financial 

Return of the 
Performance Culture               
Mark Broussard          

•  The Predictability 
Domain              
Ralph Hedding

•  News & Events

(click to continue on page 2)

Financial Return of the Performance Culture™ Part 2

(click to continue on page 3)

In our last issue, Roger Hedman discussed the key 
elements the Performance Domain attributable 
to a Performance Culture where he posed the 
question “Why is real, measureable, bottom 
line change so difficult to achieve?” His thesis 
was that what’s missing is measuring behaviors. 
Change the behaviors sustainably and you get a 
new culture and different results.  This is true for 
the Performance Domain and is equally as true for 
the Predictability Domain.

Predictability implies a high level of stability 
within the operation and in its performance 
results. This in turn provides confidence to 
shareholders to continue investing in customer’s 

confidence in supply chain continuity, to 
employee’s sense of well-being promoting 
a positive work environment, and on down 
the chain. However, stability does not imply 
stagnation in the status quo. In a Performance 
Culture the organization ensures a constant state 
of predictability while continuing to seek further 
improvements within their operation.

A Performance Culture always assures safety 
and asset integrity. Through layered programs 
of safety training, human behaviors and 
environmental factors are scrutinized for threats 
to employee well-being. Emphasis is placed 
on recognition of the role of human factors in 

The Predictability Domain
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being coached.  For example, coaching of 
the leadership of the organization needs 
to be diligently scheduled and executed 
or it will be overcome and dismissed for 
“higher priority” issues and will not be very 
effective.  Although the concept is simple, 
the execution is not easy!  Organizations 
(and humans) will always want to digress 
to the previous stable state of operation.  
The energy to elevate the cultural state by 
changing the behaviors must be sustained 
over a significant period of time or the 
organizational inertia will overcome the 
change and no sustainable performance 
improvement will be realized.

The investment in behavioral coaching is 
mostly determined by two characteristics 
of the organization: number of staff to be 
coached and number of assets requiring 
engagement.  The coaches must become 
a resident part of the organization and 
viewed as integral to the function being 
improved.  All functions within the scope 
of the initiative must receive some level of 
behavioral coaching or we create a recipe 
for resistance to change.  Given that we 
will encounter resistance and barriers, the 
behavioral coaches must be supported 
by a functional Steering Committee 
comprised of the organization’s most 
senior leadership.  The Steering Committee 
must be a forum for the leadership to 
exhibit their new behaviors and hold the 

organization accountable to achieve the 
new performance levels by challenging and 
eliminating resistance to behavioral change.

Time Investment: 12 – 24 Months 
Financial Investment: $1,500,000 - 
$10,000,000

Information Management
The last category of investment to be 
outlined here is Information Management 
and it is a highly variable investment.  
Small organizations can suffice with 
very rudimentary and even manual 
information management systems in 
some cases.  Whereas, large organizations 
need comprehensive and standard 
information management systems to 
understand performance (and variations 
in performance) between assets to sustain 
a Performance Culture.  Most large 

organizations (and 
some medium) 
have already 
invested significant 
amounts in the 
implementation 
of enterprise 
management 
systems.  The 
implementation of 
the Performance 
Culture may require 
minor configuration 
changes to support 
business process 
revisions, but these 

investments are relatively minor and can be 
performed concurrent with implementation 
activities.

One aspect of the Performance Culture 
implementation which requires special 
attention is the measurement of behaviors 
and the effect on sustainability of 
performance.  SAMI has created a tool, 
APEX™, which is a proprietary internet 
based platform to document and measure 
required behaviors.  The routine and 
periodic measurement of behavioral 
and financial performance during 
implementation is required to evaluate 
whether the organization has sustainably 
changed stable cultural states.

Time Investment: 1 – 6 Months  
Financial Investment: $50,000 - $1,000,000

A summary of the total investment for an 
organization to implement a Performance 
Culture can be seen in Table 1 above.

Mark Broussard
President & COO
pmbroussard@samicorp.com
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Category of Investment Time Investment Range Financial Investment Range 

Baseline Evaluation 1 – 2 Months $125,000 - $500,000 

Design and Definition 2 – 3 Months $200,000 - $500,000 

Behavioral Coaching 12 – 24 Months $1,500,000 - $10,000,000 

Information Management 1 – 6 Months (Concurrent) $50,000 - $1,000,000 

Total 15 – 29 Months $1,875,000 - $12,000,000 

 

Cumulative Investment Small & Large Organizations
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The Predictability Domain

reducing workplace risks including worker 
fatigue, ergonomic considerations, and 
physical and mental demands. All safety 
assurance processes are behavior based in a 
Performance Culture.

There is an Asset Integrity process in 
place that is well defined with actions 
and responsibilities to ensure that known 
risks are controlled or mitigated. The 
business process for Work Management 
System, Contractor Management and 
Safety are documented, well understood 
and practiced by all employees. There is 
a commitment to focus on best practices 
in design, mechanical integrity, and 
upgrades using advanced technologies 
to assure integrity of the operation. An 
inspection, maintenance and turnaround 
strategy is in place to manage identified 
risks and deliver availability in line with 
the business strategy. Inspection program 
and maintenance results are evaluated and 
modified to take account of the risk of 
equipment and system failures.

A Performance Culture makes decisions 
based on data. Transformation of the 
collected data into useful information 
makes the data ultimately usable providing 
for decisions to be fact-based and 
unemotional. There is a full system of data 
collection within the major processes for 
all variables which need to be controlled. 
Trending of key process indicators and 
key results areas provide the impetus and 
direction for timely actions to correct 
problems in the operation. Both leading 
and lagging indicators are used to monitor 
progress toward short, mid and long term 
targets. The use of a well-documented 
prioritization/risk classification system 
completes the framework for this element. 

A Performance Culture continually 
strives to eliminate variability, the third 
element of this domain. All members 
of the organization are attuned to 
eliminating inefficiencies and variability in 
manufacturing and the business processes 
used to execute their responsibilities. Data 

identifies a wide range of opportunities to 
reduce variability and improve bottom-
line profits. Processes are continuously 
monitored through SOP’s for performance 
gaps or unusual occurrences that may 
suggest control failures and inefficiencies. 
Critical process variables throughout the 
organization have been identified and are 
monitored; the wide spread use of short 
interval controls are in place at critical 
points in the operation. Further significant 
points of behaviors in a Performance 
Culture for eliminating variability are:

• Consistency of outcomes and behaviors is 
   rewarded

• Variation reduction efforts are applied to 
   only those features and processes defined 
   as key or critical based on human safety 
   and/or mission-essential performance

• The organization has a prevention 
   strategy that provides all personnel with 
   immediate feedback so that corrective 
   action can be taken

• Information management and document 
   control is defined and implemented 
   to control the approval, publication, 
   transmission, storage, change, retention 
   and disposal of controlled documents. 

• The organization works toward decreases 
   in variability that will eventually result in 
   greater product performance, fewer 
   defects, and lower manufacturing cost

• Types of information, documents and 
   records to be controlled are specified and 
   formal registers are used to maintain 
   them.

• Ready and secure access is provided to 
   controlled documents, removing obsolete 
   information and documentation from c
   circulation.

Great companies do not become great 
without paying attention to detail while 

managing the larger view. The Predictability 
Domain contains many of the process and 
behavioral details necessary that helped 
them to become great. Predictability in 
safety goes hand-in-hand with predictability 
of the operation. Having the right data, 
knowing what to do with it, and operating 
from data based decisions will deliver 
predictability faster than any other method. 
And finally, variability in manufacturing 
is a way of life and takes many forms. 
Variability in any form produces waste; 
increasing variability increases waste which 
further erodes profits. This is the antithesis 
of the Performance Culture.

Ralph Hedding
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News & EventsNews & Events

In addition to being a gold sponsor, SAMI has been 
selected to present “The Financial Return of the 
Performance Culture” and “Operational Readiness 
Performance Culture” at Maintcon to be held in the 
Kingdom of Bahrain, December 7th - 10th 2014.

SAMI VP for North America, Ian Hedding, has been 
selected to present “The Financial Return of the 
Performance Culture” at the SMRP conference in 
Orlando, FL, October 20th - 22nd

http://www.smrp.org/i4a/pages/index.cfm?pageID=3621
http://www.maintcon.org/

