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Background

Mentor Synopsis

Wood Group is a leading international energy services company employing more than 10,000 people worldwide and operating from bases in over 30 countries. Its businesses serve the oil and gas, power generation and aviation industries.

The company is organised into two market facing divisions: Wood Group Oil and Gas, comprising of Well Support, Engineering and Production Facilities divisions and Wood Group Power servicing the power generation and aviation industries. There are strong synergies between the four operating businesses.

Over the last 18 months WGE have participated in the DTI/Pilot Mentoring Initiative and appointed Mr Steve Robertson, as a mentor to KGD Industrial Services Ltd. (KGD). Mr Robertson has worked in the offshore oil and gas industry for over 20 years, initially time served as a Mechanical Engineer with a subsea engineering and manufacturing company in Aberdeen and subsequently involved in all aspects of the design, manufacturing and production processes.

In 1990 a move to set up and run an engineering design office with a new start SME Company in Aberdeen provided experience in offshore topsides design work and involved offshore working on most of the Shell and BP installations in the North Sea. Wood Group became a major share holder of the company in 1993 and this provided the opportunity for positions as Engineering Manager, and Operations Manager of the SME prior to a current role as a Senior Project Engineer within Wood Group Engineering in Aberdeen, managing the engineering topsides modifications as an ESC contract on the Triton FPSO, AH-001 Semi Sub and the Scott platform on behalf of Amerada Hess Ltd.

This background in design, manufacture and various management positions provided experience in issues like contractual changes, strategic re-direction due to varying industry changes and managing change within the organisations to ensure retention of work as the industry drivers varied. This was recently complemented with the completion of an MBA and the mentoring opportunity was seen as an avenue to further develop knowledge of the industry.

The mentor and Mentee ‘matching’ process fitted complementing the background and experiences gained to date and working with an SME in this role was seen as an opportunity to ‘challenge’ current practices whilst providing a greater understanding of the ‘issues’ facing an SME. 

Mentee Synopsis

KGD is a private limited company based in the UK, having over two decades of experience in the design, construction, installation and commissioning of a variety of equipment for the chemical, pharmaceutical, water, oil and gas industries.

KGD’s services range from conceptual engineering studies through to full on-site installation. KGD employs a team of experienced professional engineers and managers, the key personnel having many years' experience within particular industries. The KGD Group has two operating companies with specific relevance to the Oil and Gas Industry, namely KGD Industrial Services and KGD Process International. Mr Roy Wilson is managing director of KGD Industrial Services Ltd and is the appointed ‘mentee’ for the initiative.

KGD Industrial Services

Established in 1982 the company has supplied a wide variety of packaged equipment to the oil and gas industries. The head office and workshop in Hereford which covers a closed office and shop area of 2000m2 alongside a yard area of a further 2000m2, employs between 35 and 60 personnel dependant on shop loading and also runs established site teams for installation either in the UK or overseas. The company manufactures pressure vessels, pipework and skid systems along with an overall assembly group co-ordinating the procurement of valves instruments and controls for incorporation in the completed packages.

On site NDT, including X-ray and purpose built shotblasting and painting facilities, linked to a dedicated Quality Control department ensures maintenance of the high standards demanded in this industry. Materials employed have ranged from conventional carbon steels to the more exotic varieties of duplex stainless steel. The company has undertaken work for most of the major oil and gas producers and related major sub-contractors.
KGD Process International Limited

Building on the excellent reputation that KGD Industrial Services has established within the oil and gas industry, KGD has expanded the group's processing capabilities with the formation of a new group - KGD Process International. 

This has enabled the history of traditional manufacturing and management skills to be blended with the process engineering knowledge and background of experienced personnel, and to merge both of these skills with new technology, which has been developed by the company over the past few years.

The company now has a range of oilfield fluid processing products ranging from media filtration through to the latest hydrocyclone separation technologies.

Building the Relationship

The mentoring relationship was carried out primarily on a one to one basis and additional input or attendance at meetings during each visit was completed as deemed necessary when focusing on specific technical items. There was only one occasion where the DTI attended a mentoring review meeting and this did help focus the progress to date against specific outlined objectives.

Employees had been advised of the involvement of the respective companies within the initiative and this allowed discussions to take place across the workforce on an individual basis as required. The employee awareness of participation in the scheme is seen as a requirement to help any further development of strategies being pursued.

The meetings took place generally on a 6-week cycle alternating between Hereford and Aberdeen, where possible to coincide with the Mentor and Mentee (M&M) club meetings in Aberdeen. They tended to be at least 2 days in duration this provided “challenges” as follows: -

· The set meeting dates helped focus efforts to ensure progress had been made.

· At the initial meeting the schedule and responsibilities were clearly discussed and agreed ensuring that future meetings would best utilise the available time.

· The 6-week rotation caused large unavoidable ‘gaps’ during holiday periods and other commitments. Rescheduling around this was difficult due to extended travel durations. (Ie. potentially up to 1 wk lost between travel and visits).

· The location and distance between companies, although not seen as a disadvantage for progressing the objectives, affected the expected timescale in developing a working relationship and understanding of company requirements.

· There were fewer meetings relative to other “local” partnered relationships (12 in total over 18 months). Although the duration of each meeting was longer the momentum was often lost between meetings.

Overall the “building of a relationship” has been successful, but with distance mentoring over an 18-month duration it was optimistic to identify and succeed with all significant business changes over the period.

The Mentoring Initiative Process

The identification and setting of objectives was seen as an important step in the process. For KGD Industrial the objectives were business driven based on agreed strategic growth areas from the company business plan. Their objectives comprised both short (achievable within the 18 month timeframe), and longer term. The objectives set by WGE/Mentor were mainly personal based on gaining a greater understanding of the challenges faced by an SME and bringing any learning outcomes into WGE. 

At the first meeting the roles/responsibilities and expectations for the initiative duration were clarified and objectives agreed, along with proposed meeting dates and durations. The objective target dates although set need to be flexible due to market changes, etc. The meetings were generally held on a one-one basis and notes were taken for recording formally on an adapted version of the Action Logs supplied. Recording in this format helped focus actions for meetings whilst providing a mechanism for monitoring of progress.

The Mentor and Mentee meetings (M&M Club) were seen as an opportunity to discuss and learn from others as well as providing a networking opportunity and gaining their support or advice on a matter. It was felt that this was not fully achieved within the initiative timescale perhaps as a result of not managing to attend some meetings, or due to the format of the meetings. The initial meetings provided information transfer but minimal time was left for mixing, some of the best meetings were the ones, which encouraged interaction and questioning between SME/Mentor pairings. For future initiatives more activities should be considered up front to encourage the ‘group’ relationship.

The Website was not used initially but recently it has been used to obtain newsletters and was found to be a great source of information. Its use and benefits should be pushed to future participants.

The following flowchart (Figure 1) is provided to give an overview of the process: -
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Key Achievements 

The initiative in general has been a success for the parties involved although several of the objectives set will not be achieved within the 18-month timeframe. Some of the perceived successes are as follows: -

· Registration with First Point Assessment (FPAL) and completion of the company Web site has resulted in several enquiries, but no confirmed work to date. This has provided an additional marketing tool to the company.

· The company has successfully marketed and sold its first Hydrocyclone and a marketing plan is being compiled for increased market penetration.

· There has been a success following a supply chain review for a specific service and discussions are ongoing for a potential partnering agreement.

· A targeted product development and patenting program is nearing completion and has already received interest from one of the major operators.

· The relationship will continue beyond the designated 18-month period.

There is also believed to be unrealised values for the North Sea Industry that will be fully realised once product testing and marketing has been completed, this is hoped to be within 2002.

Learning Outcomes & Recommendations

Following our involvement in the Mentoring Initiative there have been several learning outcomes that may be of help for future pairings. These are typically: -

· Appreciate that there may be market issues that affect the desired outcome of objectives. Be prepared to review and adjust to suit. Changes may also provide market opportunities.

· Give considerable time during the initial discussions and meetings to understand the strengths and weaknesses of each company as well as agreeing and appreciating the desired objectives.

· For ‘distance’ mentoring consideration should be given to meeting more often (perhaps monthly), to maintain the momentum especially initially. Alternative meeting techniques such as video conferencing may assist as an alternative.

The following recommendations identify some areas of improvement for consideration in the next phase:-

· Pairings should be encouraged to participate greater across groups and the M&M meetings focussed towards team sharing and learning opportunities. Perhaps an initial main team building effort may help or more meetings initially.

· The initiative should continue beyond 18 months, (especially for distance mentoring). In addition a bi-annual or annual meeting would provide feedback and encourage continued mentoring and learning.

· Presence or mixing of first phase participants alongside the second phase may assist the Urquhart partnership in providing a “mentor for the mentors” and avoid hitting the same stumbling blocks.

· Employees within respective companies should be briefed on the company’s involvement and expectations from the initiative.

· The 10% estimated weekly time allowance for participation within the scheme was underestimated, especially when travelling over significant distance for meetings is required. This should be noted for phase 2 participants.




Matching Process





Figure 1 – The Mentoring Initiative Process
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