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Newsletter for June 2014
I appreciate receiving your comments on this newsletter and any suggestions for future topics.  If there is someone you know who would be interested in receiving this newsletter, please feel free to forward the newsletters to them, or forward their e-mail address to me and I will include them in the distribution of future newsletters. If you wish to remove your name from distribution of this newsletter, please respond via e-mail.  Please see “Contact Us” at bottom for e-mail address for feedback, comments and removal from distribution.
To keep this newsletter relatively short, this is intended to be a broad overview of issues for physical asset management, rather than a comprehensive discussion of the topic.
This month’s newsletter is from Ben Stevens.  Ben can be reached at: StevensB@kingston.net 

If you have any questions or topics you would like to have us discuss, please send them to me.
I have had been a recent career change, and am no longer providing management consulting services under the Asset Management Solutions banner.  However Ben and I would like to continue to share our knowledge and insights through this newsletter, therefore we will continue to publish the AMS newsletters.  We have a number of readers worldwide and feel we have been providing a useful service to those who might otherwise want or need the alternate insights provided.  As a result, the Asset Management Solutions web site is being revised to be dedicated to newsletters and information only with no intended marketing content, but that effort is not finished in time for the publishing of this newsletter, but on the list of summer projects.
Note to Canadian subscribers:  With the recent change in anti-spam legislation, we are required to ask you to opt-in to confirm your wish to continue to receive our newsletter.  However, as we have never tracked the Canadian subscribers from our international ones, I am uncertain as to how to identify the Canadian subscribers who did not opt-in.  As noted in the first paragraph above of all the newsletters, please contact us to have your name removed from the distribution list.  We have honoured all past requests for removal and will continue to do so in the future.

	Changing Management
A short while back, a topic arose that goes right to the heart of why so many Maintenance folks are frustrated.  I’ll let my colleague tell his story……

I need to share one of very important issue of our plant / company, which I must say is silent killer of performance.

Whenever a company hires technicians or engineers, and then after few years due to lack of career growth and development, the top professionals resign and leave the company while the “average” professionals are left behind. This process continues and as a result the “average” people become part of management. That kind of management promotes again mediocre people which discourages talented people and they leave company and cycle repeats. 

Ultimately the focus of maintenance management teams shift from performance of people, machines and plant to protecting their own personal growth and favoritism towards their supporters. I have observed the ultimate results in selection of equipment, maintenance planning, poor planned projects, poor/partial implementation of CMMS, procedures and lack of vision and lack of big pictures.  

How can we overcome this actual problem of an internal hurdle to improvement? 

As I am sure you know, there is no simple answer.  First, Why do the top people leave? Three major reasons –

1. “The grass always looks greener on the other side of the fence” – this is a platitude we use to disguise the fact that we know and understand the frustrations of our current position, and we believe the recruiter’s sales pitch that it doesn’t happen in the new company.  Yeah…. Right!
2. The progression path is blocked and we see no way around it.  If a business is expanding, then new internal opportunities will be created – but if we don’t know about these future plans, then waiting for the boss to retire often seems the only alternative.

3. Money!  This is increasingly important in these days of the world-wide Maintenance skills shortage.
Next: Managers act the way they do because they are conditioned to do so – i.e. they have become successful behaving the way they do.  To change how they behave and how they manage requires them to stop doing something they know is successful, and start doing something that they are not experienced in,  Therefore they have a much higher risk of failure and so why would they do it?  In large businesses, this fear of failure is a dominant driver; being black-listed for promotion because of a major mistake dominates the prospect of a promotion or a bonus for success.

From above, our top managers should be requiring the middle managers to stretch more – to achieve higher goals of quality and/or output.  But of course often the top managers suffer from the same sclerosis – so nothing happens.  Or when it does happen, it is the result of a crisis – when it is too late to take measured action.

Instituting change from below is difficult and dangerous; so I always tell people who want to change the rules, that the first thing to do is to get your resume up to date.  This is not entirely facetious.  Ultimately if you cannot get reasonable job satisfaction, then you either have to live with it or change jobs.  Yes it is tough and yes I have done it multiple times and no it never gets easy.  But under my belief system, I do not expect to be re-incarnated and so I must make the best use of this one life I have.  As a green young kid, I well remember one of my managers telling me two things:  “don’t ever think of promotion until you are the best you can possibly be at what you do now.  And the best way to get promoted, is to get me promoted!”
Let’s leave the philosophy behind, and turn to the practice.

Change management tells us that if we are to change the way management behaves, then we have to:

1. show them that our ideas are really their ideas, i.e. joint goals; 
2. that our results are to their benefit, the company’s benefit and their credit; 
3. that change is rewarding to them;
4. that “no change” is more difficult and more painful than change; 
5. and that the risks of change can be managed well enough so as to essentially eliminate them
So our challenge will be to frame the changes we want to see happen so as to meet these criteria.  And then if this turns out to be impossible, choose a new boss!

Experiences and feedback welcomed on this difficult subject… StevensB@kingston.net 

	Upcoming

Please advise me, if there are other topics on maintenance management, project management, or physical asset management issues that would you would find of interest.
The 2014 version of PEMAC’s (Plant Engineering and Maintenance Association of Canada) MainTrain conference will be held in Niagara Falls (Canada), from November 17 to 20, 2014.  For more information, see: www.MainTrain.ca.   

	Contact Us

To provide feedback on this newsletter, including comments on past articles, ideas for future articles, add names for other interested colleagues or friends (please copy them with your request), or to remove your name from distribution of this newsletter, please e-mail me at len@asset-management-solutions.com.  

Please feel free to contact us to discuss any of your physical asset management issues.  See our web site at: http://www.asset-management-solutions.com for other information and past Asset Management Solutions newsletter. 
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