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Agenda for today

1. The need for a clearly defined and monetized value
proposition...

2. |OF means Intelligent Operations: the holistic view

3. What people need know and learn: Ground rules,

interpersonal- and user skills

4. A Chinese IOF Case Study: Why Project X doesn’t

deliver






Process

Collaborate
effectively

Update work

Build Digital processes to
QOilfield align with
competence intelligent

oilfield vision

Engage Staff and develop
common understanding
of digital oil field

Understand current
work process

IOF Investment practice

Technology

2% 2%

A

Technology

Deploy
visualization
&

applications

Deploy common
data model and
IOF architecture

Resolve data quality and
availability issues

Where is your Return On Investment

60-70%

20-30% 7-15%



Statement of one Problem: The budget balance

Most IOF Projects
100% Technology

Technology (10-20%)

Process (20-30%)

People (60-70%)



Statement of one more Problem: The value chain ‘,DOFAS

Focus on
incremental
revenue

Technical Workflows

Instrumentation, RTOC & CWE Environments
Video Conference & Communication

. : Focus on
Middleware and Data Architecture

spending and
cost savings



Focus on the business case, not on the spending
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Issues arising from previous problems 8 Doras

 Technology works but is used to accelerate previous work practice
« RTOC facilities remain under-utilised as staff continue to work in silos

* Real-time workflows do not
include the technology to .
close the loop’ and act on B
the accelerated actions and s
analysis now possible.

-

-
o Staff demotivated to use system and see it as a ‘white elephant’ and disassociate
themselves

* Management lose interest as the whole exercise is seen as another “failed

experiment’ and....... Most of the Value from 1OF is Lost




Mitigation Package #8 DorAs

Ensure clear engagement by all key stakeholders in the business from the CEO to the engineer
engaged in the real time processes

* Stakeholder Analysis, Risk Analysis and IOF Health check to ensure proper balance across People,
Process and Technology

* Design the business process

first, then the technical
workfows and then the technology
implementation

« Build a fit-for-purpose change

management program to run
alongside and integrated with the
process design to initiate

changed behaviours.
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Change Management Strategy DOFAS
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Transition — Sustain

Stakeholders

. Managers can .
Assess Users trained gers ¢ Reinforcement
. support . lead transition, .
readiness, : in and anchoring
. : operating . teamwork and .
mindset, while collaborative : systems, linked
. . values and . collaboration.
driving behaviors to
understand . . Users can
awareness and : while gaining . performance
" their own . function across o .
positive . operational . .y indicators, in
emotions and discipline and
momentum . knowledge . place
motivations unit

Communications Support




Benchmark for succesful Change (IBM, 2011) DOFAS
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The Change Management Paradigm ' DOFA

Digital Oil Figld Assessment Services

The business The Employee
Looking for businnes Looking for stability
\ driven changes | \ and security |
| |
\ Business survival driven | \ Personal survival driven (fear and anger as survival mechanism) ]
| |

|
’ 100% conscious process ‘ | > 90% subconscious process )
| |
\ UNDERSTAND THE COMPLEXITY OF THE CHANGE PROCESS ]
|
~_ Connection through prepared and Connecti.on thr9ugh emotional awar.eness and
empowered leadership =) education, mindfulness, constellations, roll

games,

AndréBaken®©2016



How to approach the challenge B 0orAs

ME Me

People transition is about helping people
overcome their fears first.

That’s an intrapersonal effort supported by
emotional education while

e learning new personal skills

WE (The Team)

WE

Than its helping them learn how to work with US

others in high performance teams which is an (The
Company)

interpersonal effort supported by
* learning new interpersonal skills

UsS

Once the intra- and interpersonal issues are dealt
with, people become ready for productive
alignment with the company’s needs and
objectives, supported by

e professional skill learning




DOFAS Inner-Out Model: the people Management DNA string

Business Strategy *

* Sponsorship .
Leadership
* Value
e Mo . ¢ Communications
. : * Organizational design

HR adjustments

LEAN management
ilture... : |

We (Interpersona.l) ' ' The company \ '
\ * Process reviews

7 |
!

Integrate
Dperatio

|

Aware
Values
Emotional Intelligence

* Team Work
e Team Building * Workflow development

* Project user skills

Interpersonal skills

Personal skills *  Problem solving Profesional skills:
 Listening ¢ Conflict resolution « Time management
« Adaptability ¢ Collaboration ¢ Knowledge management...

* Taking criticism... Public speaking...




The winning process: Together "B DorAS
ME (the manager) »WE (The chain of Leaders) » US ‘ WE (his Team) ‘ ME (The Employee)

What the company needs What the employee needs

 Emotional intelligence training

* Management culture and sponsorship * Reset Values, define Behaviors
(Leadership)  Manage Resistance (what will happen

* Honest and timely communications to me)

* The right company culture (and values) * Mindfulness and somato-emotional

* A suitable organization model osteopathy

* A human resources policy set « Teamwork and Collaboration

e Team Building
e Space to learn and to make mistakes
e Training and Gamification

Knowledge sharing IS key e Participation and co-authorship

workflows




about IOF, as the
are the basic

se

requirements and

toolset for all
transformational
leadership and

collaborative work

needs and gaps that arise

during this phase

Subject

DOF

Learning
needs

Basic “Soft” learning & practice needs

Who

Emotional
Awareness &
Intelligence

\

Leaders

[

Collaboration
Process users techniques and
tools

Emotional
Awareness &
Intelligence

What

Leadership during
change

Sponsorship

Coaching

Leadership
communications
during change

Communications
basics- and tools

. Digal O Field Assessmert Services

Basic conditioners

[

Teambuilding

To learn/practice

This package of

basic building
blocks, is not a
“pick & choose” list.
All need to be done.

extended or repeated,
upon results/findings,
until the desired

understanding and
levels of practice are
reached.




Example: Emotional Intelligence Workout 8 D0rAS

m = -

feelings, self-esteem, emotions, cool Self awareness Social Awareness
down techniques, basic human needs,

values, how | see myself, negative and Emotional self gl Empathy

positive thoughts, goals and priorities, AWALERESS b lonai e e
Accurate self assesment Service orientation

criticism and how to deal with conflict _
. : Self confidence E
and avoidance or solution. |

Recognistion

: : v Relationshi rﬁana ement
After completing this Workshop Selt Management P g

leaders and staff will be able to better A CORtrol S Inspirational leadership
handle the emotions and motivations Transparency | E— Developing others
of others and recognize behavioral Adaptability | Influence

patterns. Accordingly changes are Achievement drive Challange catalyst

thus more enjoyable and will be Initiative Conflict management

faster and more efficient. Building bonds
Collaboration

Regulation







mF specific training needs




General Skill needs detected

Communication

Influencing Problem Solving

= Time Management

Interpersonal
P - " Knowledge manageme

onflict resolution

-

A
s
e

General gaps detected. Does not fit all.



”-A
Skill development Areas

For Leaders: * Interpersonal Leadership
skills

For Employees:

. Interpersonal skills

*  Ground rules (ID,
agree and practice)

. Change management skills

. Coaching support




The Transition Management Order

First me,

then the team,

then the Company




Me b DTS

Basic Needs (Maslow)

« Safety Will | still have a job? How does it affect my pension?

- Belonging: Will I have to move? Will my team survive? Pur::':*fmmem
- Esteem: Will my social status change? Will | have less influence’ P

* Identity: What does this mean about who | really am? Achievement, Mastery, Recognition
*  Prediction: What will happen now? Can | see a new future? -

Safety

Security, Shelter
Values

People look for commonsense in your explanations. _

Pyramid of Needs (After Abraham Maslow)

People affected will judge your actions severely.

They will assess your Values and ask whether your actions are moral or ethical (using their own
standards, of course).

Even if they do not agree with the outcomes, it is very important for them to perceive the process
as fair.


http://changingminds.org/explanations/needs/explain.htm
http://changingminds.org/explanations/values/values.htm
http://changingminds.org/explanations/values/values_morals_ethics.htm
http://changingminds.org/explanations/values/values_morals_ethics.htm
http://changingminds.org/explanations/needs/fairness.htm

Change versus Transition .DOFAS

Change is a shift, transition is the process of one state of being to another

Transition
External Internal
Organizational Personal
Quicker Slower
More Visible Less visible
More predictable Less predictable
Physical Psychological
Tangible Intangible

One person at a time, one step at a time



Transition takes place by Hands, Heart and Brain... DOFA
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It takes serious time and effort to
align people’s minds



DOFAS
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Fun is the main driver for adults to learn

d
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Studies show that adults best 4
learn playing




Make them work hard.... And have success! DOFA
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Mutual Trust and Respect need help and
time to grow
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Bury the past...get rid of the backpacks DOFAS

Before embracing the new... let go of the past







DOFAS
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joinin

Allow them to break some eggs and learn

Hands and Heart moving? Prepare for the Brain to




The Brain ready to start working: What is a Team?
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| high performance team needs to be created, nurtured and
sponsored to maturity




New Rules, new behaviors DOFAS
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ontial” Requires the Power of Shared Norms=




What do we need to fix to make this work? DOFAS

| ??E'rzur'/ozui

ME W MATRIX| : I,
(CorARORA T on)
COoRDINAT e, ‘

If its broke, find the R O &
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reasons and fix it Shavarcr




AlFin favor say “Aye”



Does it work in your culture?

Culture is circumstantial or even irrelevant
as we address Emotions first, Motivations later and only than
Behaviors




It does DOFAS

Digal O Field Assessmert Services

People need a challenge, something to work on or
fix it together, make mistakes, learn fast from them
and improve with each iteration
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Only when people understand their own emotions, they become ready for collaboration. Only when ready
for collaboration, they can function in high performance teams. Only than they can master today’s
challenges... if you let them!




Even though they become ready as a person, they still need  #8poras
collaboration tools and standards

6 Thinking Hats




T

Now they are ready for workflow/process (re)design
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|OF Teams need to be selected (if possible) prepared, built "B DorAS
and coached during the journey




Main Communications Tasks

* Help legitimize and authorize the project
continuously

* Create the positive momentum for engagement and

reduce anxiety

e Transmit and authorize
the new values and
behaviors

 Support to the introduction
of the RTOCs

-
it

“Proud to be a
KOC employee”

Anwar Al-Khaldi & Mariam Zerai




Tools, many, and Often

Tell them, then tell them again and again, and
again

DOFAS
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And many more, and more often DOFAS
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Rl B koc: World Class Company R%%

KwlIDF has in place the most
The data can be analyzed in g

“We can have the best

make no difference if|
Dr. Ade! Al-Abbasi, R&T Ma

bt Wil have The Lataat
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% KwlDForom j === Posters, Newsletters, Websites,
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Town Halls, Workshops...never
stop, never give up

Transition of minds needs time!




And when you think you have told them enough... start again!

“KwlIDF brings true
. real time data”

, Bibi Hussain Akbar
L. Geologist | at KOC

Courtesy of KOC R&T




Point 4:

A Chinese IOF Case Study.

Why Project X doesn’t deliver

—hr R EIOFRBIBT R : AT AXTHE ARG



Chinese IOF project for Company “X” doesn’t deliver full potential .DOFAS

Root Couse

Similar characteristics in cultural bias as the middle east and Asian countries
The combination of long-term orientation and power-distance generates a cultural bias towards a silo-
ed organization

This severely limits the

Symptoms: value that can be

Emphasis on doing 'what the boss wants’ achieved from this

Show only ‘expected' behavior

Lack of data sharing across the organization; hiding behaviors
Aversion to taking on responsibilities that are ‘shared’ - 'not my department' means 'not my
problem’.

Lack of openness based on a fear of criticism or the perception that the quality of work or decision-
making is less than it should be

Chinese IOF
implementation

Consequences:

Building a production digital oilfield for this organization is restricted to the surveillance
and operations activities only that the Production department handles on its own.
There are no reservoir, planning or other activities which can be included.

Old and very poor lines of communication between departments are retained.



China
Chinese Culture Spider diagram

power distance

indulgence vs individual vs

restraint collective
Long term &= S . sy . ] masclinity vs
orientation . - T 7 7 7 7 7 femininity

weak vs strong
uncertainty
avoidance

Source: Hofstede

s China

JOFAS

tal Oil Field Assessment Services



China:

Low Power distribution
Restraint

Collective

Not focused on dealing

with uncertainty
Masculine

Much able to plan ahead
Humble but not so
flexible individuals

|deal IOF Culture diagram: Norway

China-Norway

e CH| China === NOR Norway
1
90 Power
distance

80

70

Indulgence Individual
versus versus
. .6 . 2
restraint 20 collective
oU
20
& .
0
5 3
Long term
orientation Masculinity
versus
femininity

Weak versus strong
uncertainty avoidance
4

DOFAS
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Norway:

Power is distributed
Indulgent

Individual freedom
Able to deal with

uncertainty

Equal sexes

Able to plan ahead
Humble and flexible
individuals




Cultural Types:

Hispanic America,
The Lewis Model Argenting. Mexioo

: Linear-active, multi-active,
Chile reactive variations

Italy, Portugal,
Spain, Greece,
Maita, Cyprus

Russia, Slovakia, Saudi Arabia,

Croatia Arab Countries
France, Poland, Bulgaria,
Hungary, Lithuania Turkey, Iran
Cultural Comfort Zone
Belgium, India
Israel

Australia, Denmark,
Ireland

Indonesia, Malaysia,
Philippines

Austria,Czech Republic,

Netherlands, Norway, T::irlea?\’d
Slovenia
US.A
Germany, :
Switzerland, | REACTIVE RULELGE
Luxembourg |

Sweden, Finland, Canada Smg
Latvia Estonia

pore Taiwan, Japan
oRg Kong




Conclusions ®® DorAs

. People bring the ROI
Make the formal case
e Address the “human side” systematically

« People need to be allowed to transition by heart, hands and brain
e Speak to the individual

* Managers need to lead and coach, and...let go and let them go

e Start at the top
* Involve every layer
e Create ownership

* Intelligent Oilfields effect the Organization, the Culture, the Leadership style, the way people are dealt with

and the way of working as such

e Communicate the message
* Assess the cultural landscape If the company culture isn’t suitable, change it or else

 Address culture explicitly accept low or no IOF results.
* Prepare for the unexpected




Thank you #®ooras

Independent expert advice for Digital Oilfield Initiatives

andre.baken@dofas.info 0034 667 63 1510
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