Maximum PIE -
Winning in Business
*

Happily Maximizing Profit in a Small or
Medium-Sized Company

Copyright, 2017, Tim K. Garrison
www.TimKGarrison.com
timg@TimKGarrison.com
360-708-1865



mailto:timg@TimKGarrison.com

sSources

The source material for this presentation comes from: P E A R I-
Pizico » Eteet Aty » Rise » Luex

* My 5" book, P.E.A.R.L., which includes a bibliography
of 60+ books on success.

ﬁ How

. Titans
* Success consulting with 30+ companies, including Accend
national and international work with True North
Development, a Detroit-based global lean consultant.

* Battle grime from starting up and running successful
construction, consulting, and software companies.

* Images are by the author or from the internet in
accordance with Title 17, U.S. Code, U.S. Copyright
Law, 1976.

Conis|rucTioNnCALC

ENGINEERING « SOFTWARE

BuirLpER'’S
ENGINEER,




Maximum PIE - Winning in Business.

Happily Maximizing Profit in a Small or Medium-Sized Company
Copyright 2017, Tim K. Garrison. All rights reserved

Chapter Slide Topic Chapter Slide Topic Chapter Slide Topic
Front Cover 1 Maximum PIE - Winning in Business 4.1 81 TQ!Culture - Team 7 162 Marketing
2 Sources 82 Team First 163 Marketing defined
3 Table of contents 86 Bad Teammate 166 Getting found
1 4 Defining the Problem 89 Team Compatibility 168 Purchasing decision
5 Winning and losing 93 Likeability 169 Trust in brand
10 Profit 95 Team Management 170 Trust - relationships
Probability theory, Success
1 s - 74 i
S Quotient "sQ" 4.2 96  TQl Culture - Quality 1 Marketing cost
21 Get help, Deming 97 Quality - Deming 175 Give it away
23 A company's report card 95 Mediocre vs. Great 177 Memorable?
25 Management's ugly baby 100 Consistency 178 Be likeable
2 26 Leadership 105 Mistakes 179 Communicate
27 Excellent leadership defined 107 Know your systems 180 Exceed expectations
32 Example - Seattle Mariners 111 Avaid mistakes 181 f::: oSN SOn R
34 Leaders / followers - roles 112 A+ Quality 182 Quality and integrity
36 Bad leader 4.3 115 Integrity 183 Marketing, who?
37 Everyona cequires - constancy. 116 Integrity defined 184 Brand defined
of purpose
41 People first - morale 118 Integrity vs. happiness 187 Brand destruction
42 Money as a motivator 119 Corruption 189 Brand importance
43 Bonuses and profit sharing 121 Trust 191 Our marketing?
45 Non-monetary morale boosters 122 Marketing integrity 8 192 Change
46 2 for 1 attaboy rule 5 124 Maximize Income 193 Making Changes
47 Effective communication 125 Maximum PIE defined 195 Change roadblocks
3 52  The Right People 126 A thousand little cracks 196 Change is a mindset
53 Who's in charge - Org Chart 129 Opportunity cost 197 Find your motivation
individual
55 Right people on the bus 130 Mind the beans 198 Com'patTy vs:tdhicon
motivation
58 True colors 134 Maximize vs. minimize 199 Failure is necessary
60 Be coachable 135 Price point 200 Sh*tty First Drafts
61 Disposition - be happy 139 Getting pald 201 Evaluate and adjust
Teaching, mentoring - teach, = . :
62 vanch: ranch 143 Being fast 204 It's not so simple
4.0 68 Culture 147 Templates 206 It's not so quick
69 Culture defined 6 149  Minimize Expense 208 Mazking it stick
73 Core Values 150 Lean 210 Who's the champion?
75 TQl Culture defined 155 Wasted trips Back Cover 211 Closing - Thank you!
76 Core Vaiues to Culture 158 Minimize dumpsters
78 Habits 160 Human efficiency




Part 3
*

The Right People



Who’s In Charge? Get the Org. Chart Right

One of the first steps any business consultant should do is look at the
company’s org chart. This is a page out of Michael Gerber’s E Myth

playbook.

What does the org. chart tell us?
Why is that so important?
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Be More Excellent — Get the Org. Chart Right

The org. chart does several critical

things:

*Establishes hierarchy, from which
all decision making flows.

*Defines the various arms of the E ' M N i tj S

business.

*Discloses who’s got too many hats E——
on and who has too few. fi -

*Enables delegation via clear
understanding of who has authority o Tota Kaber
over who. i

« Do we have an org chart?

* |Isitup to date?

* Is it complete?

* Does it have the right people in the right slots?




The Right People On the Bus

The next step is do as Jim Collins recommends in his book, Good To
Great:

“To be clear, the main point is not just assembling the right team — that’s
nothing new. The main point is to first get the right people on the bus and
the wrong people off the bus before you figure out where to drive it.”

How do you know who'’s right
and who’s wrong?




Be More Excellent — The Right People On the Bus

Here’s a powerful way to know who's right and who's wrong:

* Mentally fire everyone.

* Decide who you’d rehire and who you wouldn't.
1 = Would definitely rehire.
2 = Might rehire.
3 = No way — gone for good.

* Get rid of the 3s.

* Keep the 1s.

* Decide on the 2s, case-by-case.

“Get the right people on the bus,
the wrong people off the bus, and
get the right people in the right seats on the bus.”

What'’s the problem with
keeping 2s and 3s? e




The Right People On the Bus

The results of keeping 3s and 2s:

* Lowers morale.

* Lowers company SQ = too many mistakes.

* Causes others to work harder to compensate.
* Consumes excessive management resources.

These consequences are significant. This is the single most
troublesome issue in every company | consult with.

NOT SO

Can a person be managed or FAST!

trained up a notch?




The Right People — True Colors

A person generally has true colors that no amount of leadership,
management, or training will change. These are hard-wired traits defining

the person.

There will be rare exceptions.

 Is it worth the effort to try to train,

manage, lead a person up a notch?
Half a notch?

« Can you think of someone who

changed their true colors?

 If you find someone like that, is he/she

a keeper, IE a 1? Why?

PEOPLE
SHOW THEIR
TRUEC [ORS,
UNINTENTIONALLY.
PAY ATTENTION.



True Colors

If someone has the rare ability to change for the better, that means they
are trainable, coachable.

In my book that elevates their worth a full notch. It's huge.

Why is being
coachable so
important?




Be More Excellent — Be Coachable

Someone who’s coachable:

» |s eager to learn. Excellence in anything is directly proportional to
knowledge in that endeavor.

» |s a Team player. Super important. More on this later...

» |s likely a friendly, happy person.

Does a person’s , ,
disposition matter in the Z/ s
workplace? —




Be More Excellent — Be Happy

As we learned in the last chapter, disposition matters a lot in the
workplace. Disposition affects morale. Morale affects productivity.

Who wants to be around a grouch? ... a perpetual downer? ... an angry
person? More on this later...

How does a
person learn the
company ropes?




Teaching / Mentoring

The main ingredient in being more excellent is learning.

We learn by being taught. The “teacher” can be:
1) Experience, i.e. trial and error; or
2) A person.

Which is better? Why?

.-

=



Teaching - Mentoring

Trial and error can certainly be effective. But
it can also be counterproductive, even
catastrophic.

Learning from a person has almost no
downside and a LOT of upside.

“Eighty percent of management’s job is to
teach, teach, teach.”
-Jim Sinegal, past CEO, Costco

« List two upsides with person-to-
person teaching.

« Is there a cost involved in teaching?

« Why is teaching so important to
Sinegal?




Teaching — Mentoring

Upsides with person-to-person teaching:

« Promotes relationships.

* Requires that the teacher really know the subject matter.
* Minimizes risk of T&E failure.

« Results in learning, of course.

There is a cost in teaching: Time spent which could be spent producing.

Sinegal recognized that the benefits far outweigh the costs.

Why is knowledge so important
in our business?

How about the employee who
does not respond to mentoring?

COST

BENEFITS .




Teaching - Mentoring

Knowledge of our bailiwick is what separates us from our competition. It's why
a company or person with specific knowledge and experience is worth more
than those without it.

None of use is ever done learning. Ever.

Thus anyone who doesn’t respond to mentoring or learning is a serious
threat to our company.

If this is a true color, that person is likely a 3, certainly no better than a 2.

 Is there a limit on who should
teach and who should be taught?

« Should we concentrate on top-
down teaching?




Who Should Teach?

Each person in this room can learn something from every other
person in this room.

It is my goal to learn something new every single day, from
anyone.

Top-down teaching guarantees problems because management
gets its report card from associates and customers. Jy/

* Can you think of someone who is a
know-it-all, who is above learning from
the likes of you?

* How much teaching should we do?




Teach How Much?

There should be as much teaching as necessary to achieve SQs of 0.95 or
higher.

Jim Sinegal understood this which is why I'll repeat what he said: “Eighty
percent of management’s job is to teach, teach, teach.”

* If you don’t know something, is it better to
guess and go, or get an answer?

* What is the cost of a mistake?
(more on this later)




