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INFORMAL LEADERSHIP CAN 
PRODUCE REMARKABLE 
RESULTS

BACKGROUND

Our client operates one of the world’s 
largest gold deposit and the world’s largest 
copper mine. In keeping with its size and 
status, the company has invested in some 
of the largest and most sophisticated min-
ing equipment in the world. Not all of it is 
fully utilised. 

OBJECTIVES

As expected from an organisation of this 
size, the company had numerous initia-
tives underway. GPR Dehler was engaged 
to determine the links between these 
initiatives, who should be involved in their 
development and implementation, and 
the best way to expedite their value to the 
organisation.

Detailed analytical work was conducted 
in several areas of the mine. This project 
focused on the work and results in the 
Surface Maintenance division.

KEY RESULTS

--	�� Surface Maintenance costs were reduced 
by around 30 per cent, representing a 
saving of approximately US $20 million 
per annum.

--	�� Key areas that contributed to this result 
were:

--	�� Shovel fleet - a six fold improvement in 
Mean Time Between Failures (MTBF).

--	�� Drill fleet - an increase in availability 
from 60% to 90%.

--	�� Truck fleet (Cats) - an increase in avail-
ability from 60% to 89%.

Experience. Performance.
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HOW CAN YOU IMPROVE  
ON THAT? 

Like most organisations, the company’s 
Surface Maintenance department was 
looking for performance improvement 
in its operations. The question was, in 
relation to what? The division had never 
properly clarified the standards against 
which to measure its performance. 

Despite major investments in technology 
(including the successful technical  
installation of MIMS) information was 
still being recorded in basic log books, with 
individual supervisors entering informa-
tion in their own personal styles

The upshot was little usable information 
on resource requirements, the amount of 
time specific tasks should and did take, 
when parts were replaced or when they 
were scheduled to be, and other key data 
on which to base performance expecta-
tions.

An essential foundation for progress was 
lacking.

FACING REALITY

The biggest issue facing the Surface The 
biggest issue facing the Surface Mainte-
nance department was that they did not 
see any problems. It was the old story 
of “we’ve been doing it this way for 25 
years”.  
At best, localised problems were recog-
nised and discussed – usually without 
resolution.

Combined with this were the cultural 
sensitivities of the local workforce. Many 
were from nearby villages where the hier-
archy was the opposite to the one at work. 
Irianese holding supervisory roles at the 

mine were reluctant to impose their views 
on fellow villagers – particularly when 
those villagers were their elders or held a 
higher rank in village life.

LET’S FIX THIS TOGETHER

While individuals felt uncomfortable 
questioning the work practices of oth-
ers, they were enthusiastic about solving 
problems in teams.

We took 24 people – one from each key 
section – to brainstorm the problems as a 
group. Gradually they were coached into 
identifying the same obstacles to perform-
ance we had identified during the initial 
analysis.

The group established a list of performance 
problems, identified what was causing 
them (lack of skills, communication, cul-
tural issues) and identified the solutions.

They then set about agreeing and building 
a set of desired performance standards for 
each key area – for example truck avail-
ability – assessing what the current state 
of play was, and what was needed for 
progress. 

The entire process was then accelerated, 
with sub groups looking at individual 
issues to enable a wide range of problems 
to be identified and fixed in the shortest 
possible time.

IT’S OURS AND WE WANT  
IT TO SUCCEED

Having invested substantial time, the 
group of 24 went back to their own areas 
highly motivated and enthusiastic about 
their findings. These were genuine shop 
floor solutions and there was a real desire 

Cultural barriers are often blamed 

for preventing performance im-

provements. 

Viewed from a different perspec-

tive, those barriers can be turned 

into a useful foundation on which 

to build lasting and positive change.
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to see them implemented.

Results came fast, which encouraged 
further management support. Funds were 
made available to invest in the equip-
ment and resources needed for ideas to 
be put into action. This helped create an 
even stronger groundswell of support for 
change and enabled us to set high expecta-
tions for performance improvements. 

The long term benefits are set to see even 
more impressive results.

The local workforce now has the skills, 
structures, processes and the confidence 
to be able to identify and solve problems. 
Continuous improvement, once little more 
than a management slogan, has become 
an accepted and desired part of the work 
environment.

EASY ON PAPER

This project, like many of our engage-
ments, looks straightforward on paper. 
The reality is far from it. Our skill is not 
just in identifying problems and designing 
solutions, but in making those solutions 
work - often in a tough business and cul-
tural environment. 

GPR Dehler has an excellent record of 
implementing change programs in Aus-
tralia, New Zealand, Asia, Europe, North 
America and Southern Africa. Every-
thing we do is geared towards achieving 
results - not writing reports. We have the 
management and planning skills as well 
as hands-on consultants with experience 
to overcome obstacles and transform 
good ideas into effective and successful 
programs. Significantly, we do this with 
minimum disruption to our clients’ busi-
ness operations.


