“Everyone a Leader” - A New Process at High Pressure Equipment

By: Dr. Bruce E. Swanson, Ms. Sarah J. Murphy and Mr. Samuel B. Riley

GGE veryone is a leader
in our Company.
Everyone shows respon-
sibility for their part of

the team effort and tries to
improve it.” This is the phi-
losophy at High Pressure
Equipment Company, LLC.

High Pressure Equip-
ment Company (HiP), a
manufacturer of specialty
valves and fittings for
elevated pressure appli-
cations, was located at a
small manufacturing plant
in West Millcreek, Penn-
sylvania, with just under 50 employees
in 2012. That year Wasserstein & Co.,
an independent private equity and in-
vestment firm based in New York City,
invested in a majority ownership of
the company. The James family, long-
time owners of the company, and the
management team retained a minority
share of the business as a commitment
to the employees.

Larry Loper, president (left), Donald Glover, ma-
chinist (center), and Sarah Murphy, HR manager
(right), complete a review for improving product

quality and process efficiency.

in’s vision led them to hire business
consultant, Dr. Bruce Swanson. Dr.
Swanson worked as a human resource
and training manager at Lord Corpora-
tion for over 20 years. He understood
the manufacturing industry and its
people, having worked as a machinist
early in his career. Most importantly
his passion for teaching leadership and
emotional intelligence, along with his
belief that Everyone is a Leader, made
Under new ownership, the Company | Swanson the best fit for High Pressure.
moved to a much larger facility during
the spring of 2013 and expanded its
organizational structure by almost
doubling the workforce. Employees
from within the company were pro-
moted and professional positions were
created to fill the new structure.

President Larry Loper’s vision is to
create a new culture in the Company
and to create an entrepreneurial work-
force that looks upon their individual
jobs as if it was their own company
requiring a major investment in time,
money, and limited resources for a
small company that was growing and
competing in a global marketplace.
However, with the efforts of all, this
investment in people is changing the
culture at HiP.

During the change, President Larry
Loper, and CFO Larry Serafin, had a
vision and goal of increasing their own
leadership ability along with that of
the entire plant. President Loper said,
“My goal is to create a new climate
in our Company. I want everyone
to take leadership responsibility for
their job and treat it like it is their
own company. [ want them to think
as if they owned the Company and
try to improve it.” Loper and Seraf-

How did High Pressure do it? The
consulting team along with the man-
agement, decided to take a Top-Down
approach. Top Management, including
both Loper and Serafin, were trained
on the same basic principles as those
on the production floor.

A unique customized leadership
training program was designed by the
consulting team to accomplish HiP
goals. The major goal of the program
is to create value for the customer and
eliminate waste. Trainees are taught
that the customer will only pay for
“value.” Seven HiP Leadership Prin-
ciples were created to be a guide and
a focus for the trainees. These princi-
ples are:

1. Everyone is a leader.

2. Leadership begins with an
awareness of one’s self.

3. Leaders should have an entre-
preneurial outlook.

4. Leadership is situational and
dynamic.
Leaders are trainers.
Leaders are change agents.

Leaders have vision, both
professional and personal.

Seven HiP Continuous Improvement
Principles were also created to focus
employees on “Creating Customer
Value.” These principles are:

1. Everyone works to create value
for the customer.

2. Teamwork is essential. Ev-
eryone works together to help
each other.

3. Everyone is a leader and follows
the HiP seven “Leadership
Principles.”

4. Everyone takes responsibility to
eliminate waste in the process.

5. Improving processes and elimi-
nating waste is the goal.

6. The focus each day is on the
customer/supplier relationship.

(continued on page 26)
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7. Each individual takes responsi-
bility to improve his/her value
and to become more effective
and efficient.

The training is designed to be very
interactive with case studies based on
real situations and everyday issues in
the plant. Every week participants
engage in spirited questioning and
discussions. Trainees are taught a va-
riety of quality and management tools
to solve issues and problems in their
areas, while competing in a dynamic,
global marketplace. Personal respon-
sibility, continuous improvement,
quality, and adding to customer value
are expected. The focus on the funda-
mentals and improving the process are
keys to success. The great basketball
coach, John Wooden, said, “The secret
to success is a lot of little things done
well.” This is one of the philosophies
at HiP.

The following is the basic typical
training that everyone (managers and
production employees) receives:

1. HiP Seven Leadership Princi-
ples

2. HiP Seven Continuous Improve-
ment (Customer Value) Princi-
ples

3. Emotional Intelligence
- Self-awareness

Self-discipline

Self-motivation

- Understanding/caring

Interaction principles

1

4. Goal setting/planning

5. Basic business principles (value
streams, profit margins, etc.)

6. Effective listening and commu-
nications

7. Avoiding conflict

8. Leadership & Life Management
Program

9. Teamwork

The management team
also received additional
training in the following
areas:

1. Performance review
process/evaluations

2. Coaching and
mentoring

HiP team members received a certificate of comple-
tion for successfully completing a 14 week leader-
ship course focused on the principle: “Everyone is a
Leader.” Participating team members represent var-
ious departments at HiP: sales, machining, shipping,

3. Performance
improvement

4. Managing conflict

5. Motivation

6. Presentations to small
groups

receiving, quality, maintenance, and purchasing.

7. 360-degree evalua-
tions

8. Team leadership

Everyone has gone
through, or is going
through, a basic leadership
training program with the
management team receiv-
ing more training as is
appropriate for the posi-
tion. The basic program
is designed to be delivered
during a sixteen-week
timeframe with the trainees meeting
approximately one hour per week,
while the management team meets
every week for continuous training
and development. One of the keys
to success at HiP has been the fact
that the entire management team has
personally gone through the training
program. The management team has
also conducted a 360-degree review
process for each team member in the
leadership area. The management
team continues to meet each week and
to focus on continuous improvement.

Anonymous surveys have been con-
ducted for the first three classes. Nine-
ty-six percent of the participants rated
their satisfaction with the training very
high. Some of the anonymous com-
ments were:

The management team is committed to continuous
improvement. Coming together was the beginning.
Keeping together is continual progress. Working
together is SUCCESS.

- Learning how to deal with people,
change, and working together as a
team was very valuable to me.

- Learning how to work together to
accomplish goals on my job was
very helpful.

- Learning to take a leadership role
and solve problems was a very
good experience.

- I felt the class was very compre-
hensive in relationship to leader-
ship.

All participants responded that they

would like to have more training in a
variety of work areas.

(continued on page 28)
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New ARM Lets Waterjet Operators Keep

Their Distance

he new Automated Remote Ma-

nipulator (ARM) from NLB Corp.
is a semi-automated waterjet system
that increases operator protection
while reducing downtime. It lets an
operator manipulate a variety of acces-
sories from the safety and comfort of
a climate-controlled cab, using con-
venient joystick controls to position
them and to start and stop the flow of
high-pressure water (up to 40,000 psi,
or 2,760 bar, at 600 hp).

With specialized tooling mounted on
the arm of a mini excavator, the ARM
efficiently handles applications as
diverse as shellside tube bundle clean-
ing and hydrodemolition. Its unique
quick-connect system makes it easy
to change accessories, such as NLB’s
patented SPIN JET® and SPIN-NOZ-
ZLE® heads, to suit the job.

The ARM has a vertical reach of
about 12 feet and a horizontal reach

The ARM lets an operator control waterjets
form the cab.

of about 17 feet, with a wide waterjet
pattern to maximize coverage. This
allows the operator to stay out of the
action, not only reducing risk but elim-
inating the fatigue of manual waterjet-
ting and the possibility of inconsistent
results from operators with different
skill levels.

For more information, visit www.
nlbusa.com or call (248)624-5555.

Comments Solicited on
Improvements to
Recommended Practices

Comments are solicited
regarding improvements to
the WITA-IMCA publications,
Recommended Practices for the
Use of High Pressure Waterjetting
Equipment and Recommended
Practices for the Use of Industrial
Vacuum Equipment. While both
publications are reviewed period-
ically at the WJTA-IMCA con-
ferences and throughout the year,
your comments and suggestions
for improving the publications are
invited and welcome anytime.

Please address your comments
and suggestions to: WITA-IMCA,
906 Olive Street, Suite 1200, St.
Louis, MO 63101-1448, phone:
(314)241-1445, fax: (314) 241-
1449, email: wjta-imca@wijta.
org. Please specify which publi-
cation you are commenting on.
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HiP will continue to train small
groups (eight to ten people) of em-
ployees over the next eighteen months
until all employees have been exposed
to the leadership principles mentioned
above. The management team favors
smaller groups for training to facilitate
good discussion and individual coach-
ing.

One of the best ways to judge the
success of this investment are the
following comments from participants
of the program:

- “This is an investment worth
making for HiP. If you limit your
company’s training, you limit
your company’s growth. I've
acquired reassurance and quality
knowledge needed to address
current situations with employ-

ees,” Mark Kaiser, second shift,
supervisor/machinist, nineteen
years of service.

- “I like it that the Company has let
us all know that our opinion
matters,” Seamus Louis, sales
engineer.

- “I had reservations when I first
started the program, but midway
through I found the information
interesting. I really found goal
sefting to be helpful both person-
ally and professionally,” Donald
Glover, machinist, nine years of
service.

HiP, celebrating 60 years in business
this year, has a solid beginning to a
bold experiment. President Loper’s
goal of creating a new climate at HiP

is well on its way to completion. Em-
ployees are learning to be leaders and
take responsibility for their jobs, and
creating customer value is the focus.
Lifelong learning, continuous im-
provement, and individual leadership
are processes that will make American
manufacturing successful. The pro-
cess has begun and will continue into
the future at HiP.W
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