B PA3BEKA

HoBbIV KOHTPaKT MeXX4y PYKOBOACTBOM U
TEXHNYECKUM CrNeunanimcTom-HedpTAHNKOM

A New Contract Between Management and the
Petro-Technical Professional

["eHpu SamyHacoH, R Energy Consultants
Mo Bamdopa, Petromall Ltd

POACHKAOLLMACA MOVCK HETY 1 ra3a nosiaraeTcs

B paBHOM Mepe Ha 3PHEKTVBHOE PYKOBOACTBO
1 NEPBOKIACCHbBIE 3KCMEPTHbIE 3HAHWS TEXHNYECKIMX
CNeLVanncToB-HETAHMKOB. KIo4eBbIM (hakTopOM,
O[IHaKO, ABNAETCA ObecrneYeHne OpraHNYHON CBA3N
OBYX 3TVX M1POB M CO3daHMs paboden atmocdepbl,
MOTVBMPYIOLLIEN OBE CTOPOHbI K OOCTVPKEHMIO YCneXa.
3TOro He Tak Nerko OOCTUNHYTb, Kak MOXXET NoKasaTbCs,
no psAgdy dakTopos.

Bo-nepBbiX, 3TO HEXBATKA KOMMETEHTHBIX TEXHUHECKINX
CneynanmncToB-HePTAHMKOB. Korga-To BUHOM 3TOMY
Ha3blBaIM 3HAMEHUTYHO “CMEHY aKMNaxXa” - Takom TEPMUH
1CMNONB30Bancs A ONMCaHUA MafioYNCIEHHOCTY HOBbIX
Ka[poB BO BpeMs NafeHns LieH Ha HedpTb B 1980-x
rogax. Ho cenvac cutyaums nameHmnnacs. B tedeHme
HECKOJTBbKMX MOCNEOHMX NET MPOUCXOANT aKTVBHbBIN
Habop NepcoHana Kak KoMnaHusaM1-onepaTopamu,

Tak 1 CEPBUCHBbIMW KOMMaHWaMM, 1 npobdnemMa “CMeHbl
aKkMnarka” mpeBpaTuiack B MpobremMy NHOro poaa -
YCKOPEHNE MOBbILLEHNS KBNM(MKALMN ThICAY MOMOAbIX
npodeccroHanoB, HEOBXoaMMOe A1 KOMMeHcaLMn
Mo-NpeXxHeMy NpeobafatoLLEN HEXBATKM CNELMANNCTOB,
HaXOOSALUMXCA Ha CPEOHEN CTYMNEHN CBOEN Kapbepbl.

B pesynbTate ceivac HabnoaaeTcs CUMbHbIA YKITOH
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he continued search for oil and gas relies in equal

measure on good management and superior petro-
technical expertise. The key, though, is ensuring that the two
worlds mesh smoothly and create a working environment
that motivates both parties to succeed. This is less obviously
achieved than might be thought, for a number of factors.

First is the scarcity of top-quality petro-technical professionals.
This used to be blamed on the famous crew change, which
described the paucity of recruits during the oil price crash of
the 1980s. But things have now changed. The last few years
have seen abundant recruiting by both operators and the
service industry, and the crew-change problem has morphed
into the different challenge of accelerating the development

of thousands of young professionals to fill the still-prevalent
mid-career gap. The result is an industry obsessed with
accelerating employee development.

Second is the market force generated by the continued lack
of mid-career petro-technical professionals. These lucky
individuals command a price in excess of their equivalent
managers, and so even do the young aspirants joining their
ranks. With the oil price robust around $100 and global
upstream activity buoyant, there remains an extraordinary
lack of competent geoscientists, drilling and petroleum
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EXPLORATION

NHOYCTPUM B CTOPOHY YCKOPEHHOrO
MOBbILLIEHVSI KBUTMDUKALN PaBOTHNKOB.

Bo-BTOpbLIX, 3TO pbIHOYHAsA CUNa,
co3faHHast NPOoOOSIKAIOLLENCS HEXBATKOM
TEXHNYECKUNX CI'IeLI,I/Ia.ﬂI/ICTOB-HerTFIHI/IKOB,
HaXOASILLMXCA Ha CpeaHen CTyneHn

CBOEeW Kapbepbl. ST CHACTINBYNKN TCH -

HasHadatoT cebe LieHy bornblue, Yem y Konuuectso

COOTBETCTBYIOLLMX PYKOBOAUTENEN, 1 PTP.
Population

TaK e NMocTyrnatoT MOSIodble KaHAUAATbI,

2013
2009

nonosHstoLLme nx psiabl. [pu ToMm, 4To
cendac LieHa Ha HeddTb cenvac HaxoOuTCs
Ha cTabunbHOM oTMeTKe okono 100 gonn.
CLLA v BepeTcs akTBHasS OeATENbHOCTU
B chepe pasBeaku 1 obblun, B M1pe
HabnaaeTcs YpesBblHanHbIN AeuumT
KOMMETEHTHbIX Y4EHbIX-re0d3NKOB,
CheumaMcToB-6yPOBUKOB 1 HEPTAHNKOB.
W oHu 3HatoT 06 aToM. Hukorga elle He
ObINO Tak JIErko CMeHNTb pPaboToaaTeNs B HaoeXKae Ha
nydluee dyayllee.

B-TpeTbux, aTO ToYKa, rae NepecekaroTcs MHTEPEChI
PYKOBOACTBA KOMMAHUN 1 TEXHUYECKOrO CrieLmanmcTa-
HedbTsHVKa. O4eBWOHO, HTO 06E CTOPOHbI XXeNatoT ycrexa
B13HeCy, HO NMOA KOPMOPATUBHBIMU LIENSIMA B LLIMPOKOM
CMbICe TaATCst BabKHble pasnmyns. B komnaHusx nioboro
pasyMHO 060CHOBAHHOIO pasMepa, PyKOBOAUTESNN
OOJKHbI, 06PAa3HO roBOpPs, OBECTEYNTb HAOIEXKALLIYHO

COOPKY, 0OUIBHYHO CMasKy 1 PaboTy C MaKCUMASTBHBIM K.M.1.

CBOEro MexaHmama rnomcka un nasrieHeHna HquTl/I nrasa.
|_|pI/I OTOM Ba>KHbI CTaHOaPT bl U ANCLMMIIMHE; B XOPOLLO
O4epYeHHbIX rnpenenax, pa6OTHI/IKl/I OOJDKHBI M CnefoBaTh.

Cmaska mexaHu3ma C NoMOLLbIO HOBOIO
KOHTpaKTa Mexxay pyKkoBoOCTBOM N TEXHNYECKUM
cneunanmcToM-HedPTAHMKOM

TexHVYeCKMI CneumanincT, OOHaKo, MapLUMPYeET nog,
OPYryt0 Menoamnio, PyKOBOLACTBYACH COBEPLLEHHO UHbIMM
KpuTepusamMn. Korga pedb 3axouT O TBOPHECKOM

www.rogtecmagazine.com

TCH - BospacTt

PTPAge ﬁ

Mpo6nema cmeHbl akunaxka (2009 r.) TpaHccdbopMmpoBanach B
npo6yieMy YyCKOpPeHMWs NOBbILLEHUS KBaniMdoKauum TEXHUYECKNX
crneumanucToB-HedpTaHMKOB (TCH) (2013 1.)

The crew change challenge (2009) has morphed into the challenge of
accelerating petro-technical professional (PTP) development (2013)

engineers. And they know it. Never has it been so easy to
jump ship, hoping for a better future.

Third is the meeting point between management and

the petro-technical expert. Both obviously aspire to
business success, but beneath broad corporate goals lurk
important differences. In companies of any reasonable
size, managements must ensure that their machine to

find and extract oil and gas is properly assembled, well
lubricated, and working to maximum efficiency. Standards
and discipline are important; within well-defined limits
employees are expected to conform.

Oiling the machine with a new contract between
management and the petro-technical professional

The technical expert, however, marches to a different
tune, motivated by quite different criteria. When it comes
to creativity and improving technical knowledge, petro-
technical professionals prefer less rather than more
management, or even no management. The ideal state
is being self-directed; satisfaction comes from solving
tough technical problems. When it comes to their career,
peer recognition and involvement is as important as
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B PA3BEKA

noTeHUMaNe 1 PaCLUMPEHNN TEXHUHECKMX SHAHWM,
TEXHNHECKNE CNELMANTUCTbI-HEDTAHNKIA NPEeanoHmTatoT,
YTOObI PYKOBOACTBO KOMMaH!M UMENO K STOMY Kak MOXKHO
MEHbLLIE OTHOLLIEHNS, a eLle NPennoqTUTENIbHeE 419 HAX
OTCYTCTBME KaKOoro-mbo pyKoBOACTBa. B vgeane oHn
XOTAT paboTaTb CaMOCTOATENBHO; YAOBIETBOPEHNE OHM
MOMYHaoT OT PELLEHNS CIIOXKHBIX TEXHUHECKIX MPOOIEM.
Korga peyb et 06 1x kapbepe, MpusHaHne cpeam
KONNEr-skCnepToB W yHacTue KOMJEr-3KCrnepToB B paboTe
TaK »ke BaXKHO, Kak 1 posib PyKOBOACTBA. BkpaTLe, prckys
MPOBECTWN YMPOLLIEHHYKO aHaNormi0, MOXXHO CKasaTb,

YTO KBaOPAaTHbIN KOJIbILLEK, KOTOPLIV MPEOCTaBNAET U3
cebds TEXHUHECKMI 3KCMEPT, HE BCEraa MOXKET BOMTU B
KPYr/ible OTBEPCTUSA OTIAXKEHHOMO BU3HEC-MEXaHN3MA.
YTO6bI CNPaBUTLCA C TaKOW HE COBCEM MPOCTOW 3afaden,
TPEBYHOTCS HECKOBKO HEOBbIYHBIE CTPATEMN.

Hay4Hem ¢ OByx nepBooHepeHbIX TPeboBaHWA
PYKOBOOCTBA 1 3aTeEM PaCCMOTPUM 1X MOapOoBHEe.
Bo-nepBbiX, YTOObI HE OTCTaBaTh OT APYIVX KOMMaHWI,
PYKOBOAUTENAM HEODOXOOVMbI MO BO3MOXKHOCTU

Hambonee ogapeHHble N MHPOPMMPOBaHHbIE TEXHUHECKNE
3KCMepTbl. ITO O3HA4AET HEOOXOAMMOCTL B 06ecne4eHn
HaoeXxallen aTMocepb! 4N PasBUTUSA HOBbIX 3HAHI

N HaBbIKOB TEXHNYECKMK CreuyanmcTammn, B HaCTHOCTU
Ha MHHOBALMOHHbBIX HarpaBeHUSIX TEXHONOMM, I
HeobA3aTeNbHO TOMBKO AN MOMOAbIX PAOOTHNKOB. Takxe
3TO O3HAYAET, YTO BKCMEPTbI HY>KAAOTCH B CBOOOAHOM U
BecnpensTCTBEHHOM OOMEHE 3HAHUSIMI U OMbITOM KaK B
npenenax KoMraHum, Tak 1 BHE ee€.

Bo-BTOpbIX, PyKOBOACTBO AO/MKHO CTUMYIMPOBaTb
CBOWX TEXHNHECKMX CNEeLVanMCTOB K TOMY, YTOObI OHM
He yLLInM K Apyrim, Bornee 3aMmaH4mBbIM paboToaaTensm.
3TOro MOXXHO AOCTUMHYTb Pa3HOOOPA3HENLLIMMUA
cnocobamu, BKoYast MOMHbIA MakeT BO3HArPayKaeHUN,
CUCTEMY MOBbILLIEHUS TEXHNHECKOM KBaMdMKaLmm

(MAn “TEXHNHYECKYHO CNY>KEDHYHO NECTHULY”), 1
YOOBNETBOPEHME BbILLEYNOMSIHYTbIX MOTPEOHOCTEN B
pasBuTUN. Ho B NepByto ovepenb PyKOBOAUTENM AOMKHbI
obecneynTb yBepeHHOE NAePCTBO W rapMOHUYHYO 1
MpVBNEKaTENbHYIO KOPMOPAaTUBHYHO KYbTYPRY.

MoBbiweHne kBanudukauyum paboTHNKOB
[NoBbILLEHVE KBaNMdVKaLMN PabOTHUKOB - 3TO TO,

YTO JIErKO NOXKeNaTh, HO TPYOHO peann3oBaTh Ha
NpaKTuKe. 3Aech CyLLECTBYET HECKOSBKO “MOABOAHBIX
kamHen”. OguH 13 HUX - 3TO TPAOULIMOHHOE MbILLEHME,
noapasymeBatoLLee, YTO AN MOBbILLEHNS KBaMMKaLmm
[OCTaToO4HO pa3 B rof NPOBOAUTL OAHOHEOEIbHBIN
Kypc 0by4eHnst. Kypcbl, KOHEYHO, BaXKHbI, HO OHM -
JIMLWb OfHA 13 COCTaBNAOLLMX MPOrpaMMbl MOBbILLEHNSA
KBasmMpvikaummn. [pyrve coctaBnsaowme - a1o, B

TOM YUCNEe, CaMOCTOSTENBHOE 0BYyYeHNE (paHblLLe

OHO MPOBOAMIIOCH C MOMOLLLIO KHU, & TeMnepb - C
NCNONb30BaHMeM VIHTepHeTa), MPON3BOACTBEHHAS
NpaKTUKa (aHaSIorNYHas CTXXMPOBKE, KOTOPYIO B
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management input. In short and at risk of working an
analogy beyond breaking point, the square peg that is the
technical expert may not always fit the round holes of the
smoothly running business machine. How to manage this
less-than-exact fit requires some unusual strategies.

Let’s start with two management imperatives, and then
examine the details.

First, in order to keep pace, managers need the brightest
and best informed technical experts possible. This means
ensuring technical employees have the right environment
to develop new knowledge and skills, particularly in
emerging technology areas, and not necessarily junior
employees only. It also means that experts need free

and easy exchange of knowledge and experience both
from within and outside the company firewall. Second,
management needs to incentivize their technical experts
not to leave for more enticing-looking employers. This can
be achieved through a smorgasbord of options, including
total compensation package, a technical promotion system
or ladder, and satisfying the development needs mentioned
above. Above all, management must provide strong
leadership and ensure a coherent and attractive company
culture.

Do’s Do Nots
* Focus training on task * Cut training to shore up
at hand bottom line

* Let competency-driven
training get too big

* Emphasize total package

* Partner with
petro-technicals on
technical ladder

* Assume majority control of
the technical ladder

* Devolve large chunks of
knowledge management
to petro-technicals

* Attempt to manage tacit
knowledge inside the
organization

Guidelines for management in the new contract

Employee Development

Employee development is easy to wish for, harder to put
into practice. There are several pitfalls. One is the traditional
thinking that development is going on a week-long training
course once a year. Courses have their place, but are only
one component of a development program. The other
components include self-study—used to be done from
books but now the internet—on-the-job training, just like
apprentices used to do, and learning from colleagues. Each
training mode has its memory retention factor, and research
shows that the class-room setting, although key for getting
basics across, does not feature high compared with self-
study and repetitive on-hands practical application.
Whatever the mix, there are two management temptations
that must be discouraged. The first is cutting employee
training whenever business looks bleak. It's the easiest
thing to cut since it never impacts the short-term bottom
line, but the long-term is of course another matter.
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EXPLORATION

MpaBunbHO

* dokycupoBaTb 0byyeHne
Ha HenocpeCcTBEHHO
BbINoSIHSieMOl paboTe

HenpaBunbHoO

* Cokpawatb oby4eHune, 4Tobbl
COXPaHUTb NPUBLINLEHOCTL

* [No3BoNATb N3NULLHE

* MNMopyepkmBaTtb paspacrarbcs
pa3mep COBOKYMHOIO 06Y4YEHMIO C YKIIOHOM
BO3HarpaxxgeHusi B NpodeccroHanbHyo

KBanmgrkaumo

BbicTynaTb napTHepom

C TEXHUNYECKMU
crneumanucTamu-
He(pTAHNKaMKN Ha
TEXHUYECKOW CIY>KEOHOM
NecTHuue

* bpatb Ha cebs
Ma)kopuTapHOe ynpasreHve
TEXHNYECKOW CIY>XKEOHOM
NecTHULEN

* MNbiTaTbca ynpaBnsTb

HeABHbIMN 3HAHNAMWN BHYTPU
opraHmnsauunmn

MNepenaBaTb TEXHUYECKNM
crneuvanucTam-
HeTAHNKaM 6onbLume
“nopumn” ynpasneHus
3HaHVAMM
PekomeHpauumn ons pykoBoacTsa B criyyae
HOBOIO KOHTpakTa

MPOLLIOM MPOXO4uM MOAMAacTEPbS), a Takke 0by4eHme
KoMneramm no NPeanpuAaTLO. Kaxkapi pexxnm oby4veHnst
NMEET CBOW (haKTOp COXPaHeHWs B MaMSATU, 1, COTNacHo
Hay4HbIM MCCNegoBaHNsaM, 06CTaHOBKa y4eOHOMO
Knacca, XOT4d OHa N ABNFeTCA BaKHOM OnA nonyyvyeHua
0a30BbIX HABbIKOB, He Tak 3pdEKTVBHA MO CPaBHEHNIO
C CaMOCTOSATESbHbIM 0OYHEHNEM I MHOMOKPATHBIM
BbINMOJTHEHNEM MPAKTUHECKNX 3aaHNI.

The second is believing that the ROI of training and
development can be measured and monitored. Training
and development, by definition, is a long-term commitment,
and it is as hard to quantify the benefits as it is to predict
the success of R&D.

Broad contextual learning

Deep
specialist
learning

The T-model challenge: how to strike the balance
between in-depth versus contextual development

What management can insist on, though, is focusing
training and development on the job at hand, or at least
what the employee is likely to be doing in the near future.
Otherwise, training budgets quickly get eaten up providing
employees nice-to-know stuff rather than need-to-know
essentials. The challenge is deciding what is truly necessary
for the business. The oft-quoted T-model of training

Ouwyrure nporpecc. »-

Kpaunbl gna OyposBbix nnardopm

H TexHonorns v MHHOBaLMMN
H OnbIT

B KomnereHumsa
H KauecTrBO

ramanrs

offshore.crane@liebherr.com
facebook.com/LiebherrMaritime
www.liebherr.com
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Mpy NtOBOM COHETaAHMM COCTABNSIIOLLMX, PYKOBOANTENAM
cnenyeT n3beratb ABYX UCKYLLIEHWR. [epBoe - 3TO
CoKpaLlLeHme 0by4eHnst PabOTHUKOB B CIydae yXyaLLeHNs
0en B komnaHum., OT 0By4eHWst oTka3aTbCa ierve BCEro,
T.K. OHO HUKOrda He BAMSIET Ha PE3y/bTaThl AENOBON
OEATENBHOCTU KOMMaHUM B KPAaTKOCPOYHOW MNEPCNEKTUBE,
HO eC/1 rOBOPUTL O AOITOCPOYHON MEPCNEKTUBE,

TO, KOHEYHO >Ke, BCe BbIrNsaauT nHade. BTopoe - aTo

BEpPA B TO, 4TO 3PMEKTUBHOCTD KANUTANIOBNOXKEHI

B OOy4eHNE 1 MOBbILLIEHME KBATNDUKALIN MOXHO
N3MEPUTb M MPOKOHTPOMMPOBaTh. OBy4eHne 1
MOBbILLEHNE KBaNMMKaLMK, NO ONPedeneHmo, ABNATCH
OONTOCPOYHBIM BIIOXKEHMEM CPEACTB, 1 TRYOHO OLEHUTD
VX MPEVMYLLIECTBA B KONIMHYECTBEHHOM BbIDaXKEHNN,

Tak »Ke, Kak TpyaHO npeackasarb pesynbTaTbl HayyHbIX
NCCNefoBaHWn 1 pa3paboTokK.

LLInpokoe KOHTEKCTyasibHOe YCBOEHNEe 3HaHUM

[ocKkOHanbHoe
cneumnanusupoBaHHoe
yCBOEHME 3HaHWUI

Mpobnema T-o6pa3Hon Mmooesin: Kak goCTuYb
OanaHca MeXXay OOCKOHasIbHbIM N1 KOHTEKCTYallbHbIM
NnoBbIilWLeHneM KBaJ'II/ICbI/IKaLl,I/II/I

Tem He MeHee, PYKOBOACTBO MOXKET HacTanBaTh Ha TOM,
4YTOObI 0OYy4EHE 1 MOBbILLEHWE KBATMUKALIAM Oblnm
ChOKyCMPOBaHbI Ha HEMOCPEACTBEHHO BbIMOTHAEMOM
paboTe, UK, MO MEHbLLIEN Mepe, Ha TOM, Yem PaboTHUK
BEPOSITHEE BCErO OYAET 3aHMMATLCA B DnvKarLLeMm
OynyLiem. B npoTnBHOM crydae BbiaeneHHble Ha 06ydeHve
cpencTaa ObICTPO 3aKOHYATCH, 1 B pedynbTaTe PaboTHUKM
noy4ar Nilb 0BLLYHO MHOPMAaLMIO HeOBA3ATENBHOTO
XapakTepa, a He Ty, YTO UM KPUTUHECKM HEOBXOoAMMA

015 paboThl. MNpobnema B JaHHOM Cllyqae 3aKoHaeTcs B
MPUHATUN PELLIEHMSA O TOM, HYTO MNO-HACTOSLLIEMY HEOOXOAMMO
ONs NpeanpusTs. Hacto umtrpyemas T-obpasHasd Mogesb
0ByHEHNST 1 MOBBILLIEHNS KBITMAVIKALIAN SBISETCA MONE3HOM
B OaHHOM cnydae MeTadhopon. BepTukansHas 4acTb OyKBbl
T npencTaBnseT cobol AOCKOHaNBHBIA, CrELMaManpPOBaHHbI
OrbIT, B TO BPEMS KaK €€ MOpU30HTarTbHAS YaCTb MPeaCTaBIaeT
COBO LLMPOKOE, KOHTEKCTYaNIbHOE MoHMMaHme. OByqeHme
KOMMaHVeN CBOVIX PabOTHIKOB B 3HAYTENBHOM MEpEe 3aBUCUT
OT 3HaYeHIST, MPOABAEMOrO KK 3 PasHHbIX CTyreHeN
Kapbepbl TEXHUHECKOMO CrieLpancTa.

KomnaHnu, »xenatoLvie pean3oBaTb CUFOMMHYTHYHO
MPVBLINBEHOCTL MOJOAbIX PAbOTHUKOB, ByaeT
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and development is a useful metaphor. The vertical of

the T represents in-depth, specialist expertise, while the
horizontal represents broad, contextual understanding.
How a company trains its employees depends very much
on the importance attached to each at various stages of the
technical expert’s career.

Companies wishing to realize immediate earning power
from young employees will focus on the vertical, allowing
the horizontal to develop once the employee matures.
Other companies prefer more contextual development
before forcing the vertical. It is a matter of strategy, but it
needs to be thought through.

There are concomitant choices for managing the
employee’s development. The vertical is best managed
through curriculum-based programs, a linear progression of
tasks and learnings to be ticked off. The horizontal is best
managed using a competency management approach that
maps selected competencies and proficiencies to the job at
hand. It risks becoming a large sledge hammer to crack the
nut, but the idea does offer flexibility and the option to tailor
training programs to large numbers of diverse employees.
However, competency management comes with a health
warning. The systems quickly get heavy, they require
employee assessments, and are difficult to maintain. The
trick is to keep things simple.

Another training imperative is coaching, an idea handed us
from ancient times when young people leamed from a master.
It has been unambiguously proven in recent studies that good
coaching provides the most efficient catalyst for accelerating
employee leaming. However, most companies struggle

with the same basic conundrums. The coaching role needs
careful definition, otherwise it ends up meaning whatever the
participants decide. It is also expensive because valuable time
is required from senior technical experts, and in today’s world
there are simply not enough senior experts to go round. Some
companies contract retired experts to provide the role, but this
risks diluting company culture. Coaching is worth every penny,
but there are no cook-book recipes.

Knowledge Management

Knowledge is essential for any business, not least for
satisfying a technical expert’s ability to keep in touch with
everything that’s new. Technical knowledge in the business
context can be divided between knowledge accessible
from public sources and knowledge that is retained inside
the firewall because it is deemed proprietary or confidential.
Accessing the former is a purely mechanical task,
revolutionized in the last decade by the internet. Managing
the latter is harder because the company itself must create
the mechanisms. This management of internal technical
knowledge divides into two main parts.

One is explicit knowledge gained from company activities
that must be validated, catalogued and made available

www.rogtecmagazine.com



VIHHOBAILIMIOHHBIE TEXHOJIOI'MN IJId
CJIOXKHBIX I'€0JIOTMYECKUX YVCIIOBUIL.

CkopocmHasi Mmodenib 00 momozpacghuu ¢ npuMeHeHuUem lMpumeHeHue paspabomarHozo GX Technology memoda

Hernapamempu4eckol 8bI60pKU. momozpaghuu 8bICOKO20 pa3pPeweHusi C UCoIb308aHUEM
MOYHbIX Henapamempu4ecKux 8b160POK 10380/15€M BbISBUMb
CKOpocmHble He0OHOPOBHOCMU Masio2o Macwmaba.

LEHTPBI OBPABOTKV [JAHHBIX XbIOCTOH, [TEHBEP, OKJTAXOMA —CUTH, KAJITAPY, PYIO—IE—XAHENPO, [IOPT—0d

[TpencTaBnB IEPEIOBYIO TEXHOJIOTMIO MUTPAIM METOIOM OOPAIIIEHHBIX

BPEMEH i TEXHOJIOT MO TIOAABJICHNS KPATHBIX BOJIH II0 METO/Y [TOBEPXHOCTHO —
COTJIaCOBAHHOr0 Momempopannst, GXT MpoaosKaeT MPOBOONTE UCCIIEIOBAHNS C
LIEJIBIO0 CO3AHMS MHHOBAIMOHHBIX M YCOBEPIIIEHCTBOBAHHBIX METOIVIK IIOCTPOSHIS

n3o6paxkenmt. ObJ1aas TaKMMI TEXHOJIOTMSIMY, KaK IIMPOKOIIOJIOCHAS
HATIPABJIEHVIS IESTEJTBHOCTH

obpaboTka manHbEX WiBand ™, HermapaMeTprdecKkass TOMOrpadust u
HeTtumranrie KOJUJIEKTOPBI

10JTHOBOJTHOBAS MHBepCKst, GXT MpeyiaraeT pas3iriHbe PEIIeHs B 001aCTu
Permons! ¢ cypoBsMu

TIOCTPOEHNST CKOPOCTHOM MOZEJIN, TTOOOPaHHBIE MO KOHKPETHYIO 3aJa4y. KIHIMATIHECKMMIL Y CTIOBIAMM

- Paapezm CO CJIO>KHBIM

VITOroBbIil pE3YJIbTAT — M300pasKeHNd CIIOKHBIX Ie0JIONMYECKIX CTPYKTYD B FeONOTIECIUM CTPOGHHEN

CBEPXBBEICOKOM PaspelleHn!, IIOMOraroIyme ,EI;O6I/ITBC$I YCIiexa IIpy N3y4eHnn u Vi3y4eHne 0cafoYHbIX 6aCCEHOB

paspaboTKe MECTOPOXKOEHNS. YV 3HaTE OOJIbIIIE HA BKCIUTyaTaLs MECTOPOXISHI

. On GX TECHNOLOGY
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hoKyCpPOBaTLCA Ha BEPTUKANM, MO3BOSIAA FOPU30HTa
Pa3BMBATLCA MOCE AOCTVIKEHNS PAOOTHMIKOM
onpeneneHHoro ctaxxa. [pyre KoMnaHnm oToaroT
Bosbliee MPeanoYTEHNE KOHTEKCTYaTbHOMY MOBbILLIEHWO
KBaMVIKaLIM, MOCNE Yero hOPCUPYIOT BEPTUKASTbHYHO
YacTb Moaenm. 3To Aeno cTpaTerin, HO ee HEOOXOaAIMO
TLWATENBHO MPOAyMaTh.

COOTBETCTBEHHO, B 3aBMCHMOCTU OT BbIOOPa, MOBbILLIEHVE
KBaTMVKaLN PabOTHNKA MOXKET OCYLLIECTBASTHCS
paaHbiMK criocobammy. BepTukansto y4le BCero
yNpaBiATb NOCPEACTBOM MPOrpaMM, OCHOBaHHbIX Ha
y4eBHOM MnaHe, Mpu STOM UCMOB3YETCS MPSIMONMHENHAS
nocneaoBaTensHOCTb 3aaad 1 MoyHaeMbIX 3HaHIA,
KOTOPbIE “OTMEHAOTCS rafioqKon” MO Mepe MPOXOXKAEHUSI.
["Opu3oHTaBHO NyHLLe BCErO YNPaBsiTb C UCMONb30BaHNEM
KOHLIENLMM YrpaBieHms MpodecCoHasIbHOM
KBaIMVKaLWEeN, COrlaCHO KOTOPOW ONpeaenstoTCcs
KOHKPETHbIE YMEHUS 1 3HAHWS, HEOOXOAVMbIE A5 PabOTh|,
HEMOCPEOCTBEHHO BbIMOHAEMON B KOMMaHWW. [1pn STOM
BOSHMKAET PVCK HECOOTBETCTBUS YCUNUIA MOCTABIEHHOM
3aaade (“cnonb30BaHKs KyBandpl 451 TOro, YTobbl pastunTb
opeLLeK”), HO cama naest AeNCTBUTENBHO AaeT MMOKOCTb U
BO3MOXXHOCTb afarTpoBaTh Nporpammbl 0ByHeHNUs MOf,
Hy>KOb! 60MBLLIOMO KOMMHECTBA Pa3/IYHbIX PAOOTHMKOB. Tem
He MeHee, yrpaBneHre NPOECCHOHANBHOM KBaNMMKaLMEN
CBSI3aHO C OrpeaefieHHbIM PUCKOM. Takne CUCTEMbI BbICTPO
YTSPKENAKOTCS, B UX pamkax TpebyeTcst MPOoBOAUTb OLIEHKM
YPOBHS PabOTHNKOB, U X CIOXKHO OOCIY>KMBATb. VICKYCCTBO
B JaHHOM CJly4ae 3aKk/itoHaeTcs B 0becreqeHn mpocToThl.

[pyroe nepeoo4epeHoOE TpeboBaHMe ODyHeHMS -
HaCTaBHN4ECTBO, Maes, AoLleallast 4O Hac U3 APEBHMX
BPEMEH, Kora MOMOAEXKb Mpoxoana 0byyeHe y MacTepoB.
HepasHMN nccnegoBaHnsIMM Bb110 OAHO3HAYHO A0OKa3aHo,
YTO MPaBUNbHOE HACTABHUHYECTBO ABMSETCA Hambonee
3(OPEKTVBHBIM KaTaITM3aTOPROM /15 YCKOPEHUS YCBOEHS
3HaHUIA PabOTHMKOM. TeM He MeHee, MHOMVIE KOMMaHn
ObOTCS Haf, PELLIEHNEM OOHUX U TEX XKE TUMUYHBIX MPOGIEM.
Ponb HacTaBHM4eCTBa TPEOYET TLLATENBHOMO ONPeaeneHs,
TaK KaK B MPOTVBHOM Clly{ae AEN0 3aKaHqMBaETCA TEM,

YTO CaMM YHaCTHUKM OMPEOENT ee TaK, Kak UM YOo0HO.
Kpome Toro, HaCTaBHUHECTBO AOPOro, MOTOMY YTO

TpebyeT 3aTpar LIEHHOrO BPEMEHW CO CTOPOHbI CTaPLLIMX
TEXHNHECKMIX CTIELINANCTOB, a B CEroAHSLLHEM MUPE TakuX
CneumanicToB MPOCTO-HAMPOCTO HEAOCTaTOHHO. HekoTopble
KOMIMaHWN 3aKSIKOHAK0T KOHTPAKTbI C BbILLEALLIMMM Ha
MEHCUIO CrieLmanmMcTamm, YToobl OHW BbICTyNan B

Ka4eCTBE HACTaBHIKOB, HO 3TO BMEYET 3a COBOM PUCK
HeraTVBHOIO BO3AEMCTBMS Ha KOPropaTnBHYHO KymbTypy. [a,
HaCTaBHM4YECTBO OMPaBabIBAET CBA3aHHbIE C HIM 3aTpaThl,
HO FOTOBbIX PELIEMTOB MPW 3TOM HE CyLLIECTBYET.

YnpaBneHue 3HaHUSAMN

3HaHWA BaxKHbI And toboro brnaHeca, He B CaMmyto
NOCNedHIo oYepenpb AN TOro, YTOObI TEXHNYECKIN
cneuvanncT MOr HaXOAUTLCA B KYPCe BCEX COBPEMEHHbIX
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Package

Career
Dissatisfaction

Typical reasons for petro-technicals jumping ship

internally. The other is so-called tacit knowledge that is in
the heads of the technical experts and only gets shared

in conversation, either in person or through the intranet.
Sharing tacit knowledge is primarily a social activity. It works
best when there is no interference from management;
they would simply get in the way. The challenge for most
companies is stretching the culture enough so employees
can share their tacit knowledge with zero control. When

it began, this type of activity was called communities of
practice, but what it has become is just a typical social
media activity like LinkedIn or Facebook, but restricted
inside the company.

Incentivization and Careers

Given the continued shortfall in experienced petro-technical
professionals, both operators and the service industry are
fighting for talent. For the professionals, the money offered
can be tempting and occasionally extravagant, to the point
where it is impossible for any given company to compete on
an ongoing basis. What companies can do, however, is to
ensure that their employees understand the total remuneration
package, comprising salary, bonus, housing and travel
benefits, pension and so on. The details are rarely understood
by the employee or even enumerated by the employer. But
the analysis is worth it, because it's the only way the employee
can make a long-term comparison with offers on hand.

The best incentive for petro-technical professionals, though,
is a good career. Time and again, studies have shown that
employees jump ship because of career dissatisfaction.
This covers a multitude of sins, but a few basics cannot be
argued with.

One is the need for status within the company. The company,
in which the management line remains the only path to the
top, risks losing its technical talent. The company with a
secure technical ladder tied to a well-defined compensation

www.rogtecmagazine.com



EXPLORATION

TeHAeHUMIA. TEXHUYECKMEe 3HaHWUS B KOHTEKCTE AeoBo
NESATENbHOCTN MOXHO Pa3aeniTb Ha 3HaHWUS!, IOCTYMHbIE
N3 OTKPBITBIX UCTOYHNKOB, W 3HaHKS, COXpaHsieMble B
pPaMKax O,EI,HOI7I KOMIMaHW1, MOTOMY YTO OHW CHUTAKOTCA
COBCTBEHHBIMI pa3paboTKamm U KOHUAEHUMANBHBIMM
OaHHbIMW. [JOCTyn K NepBOi rpyrne 3HaHU ABNAETCS
YMCTO MEXAHMHECKOWN 3adadert, KOTopast B KOPHE
n3MeHnIach 3a NocneaHee AecaTuneTue 6arogapto
pas3BuUTLO VIHTEpHETA. YNpaBnsaTe BTOPOW Mpynrnomn
TpyOHee, NOTOMY YTO COOTBETCTBYHOLLIME MEXAHU3MbI
JOIKHA co3adaTtb cama KoMnanud. [JaHHoe ynpasneHmne
BHYTPEHHUMN TEXHNHECKMW 3HAHNAMW, B CBOKO O4epeb,
OeNUTCS Ha B OCHOBHbIE YaCT.

[NepBast - 3TO ABHO 3a4aHHbIE (SKCMMNUMTHBIE) 3HAHWS,
noJly4aemMble B XOAe AeSATENbHOCTM KOMMaHWN, KOTOpble
OOMKHbI ObITb MOATBEPXKAEHbI, BHECEHDBI B KaTaslor U
caenaHbl AOCTYMHbIMU BHYTPW KOMMaHuW. BTopas 1acTb -
TaK Ha3dblBaeMble “HESIBHbIE 3HAHVIA”, KOTOPbIE CYLLECTBYIOT
B rOJ/TIOBaX TEXHNYECKNX TEXHNYECKNX CMELMASIMCTOB

N KONEKTUBHO 0OCY»KAAOTCS TONTbKO B Xoae becen,

- JINYHbIX UM Yepes3 BHYTPUKOPMOPATUBHYHO NHTEPHET-
ceTb (“VIHTpaHeT”). COBMECTHOE MOb30BAHME HEABHbLIMI
3HaHVAMK - 3TO, MNaBHbIM 06Pa30M, CoLVabHas
OesATenbHOCTb. OHO MyYle BCErO peanmayeTca npu

scale will have no such worries. But given the number of
failed attempts in our industry, how to create a technical
ladder that both management and the petro-technical
professionals believe in? Two issues are key: the ladder
must be jointly owned and managed by both management
and the technical community, and the criteria for a technical
promotion must address in equal part both business needs
and technical requirements. Another basic is the well-known
fact that many employees quit because they can no longer
tolerate their boss or some other irritant close by. This is
hard for management to pick up on, but can be avoided
through careful monitoring of employee dissatisfaction. In
the last analysis, the employee is as responsible for his or
her career as the employer is. Both make choices. The
challenge is to create the best possible dialogue.

A New Contract

The oil and gas business continues on its technology
journey and petro-technical professionals provide the
know-how. But they will remain in short supply for at least
another decade. In the main, managers and technical
professionals are cut from different cloth, so a company’s
prerogative is to ensure that their respective talents
compliment rather than compromise each other. Contrary
to traditional practice, an awful lot can be gained by an

www.tektech.ru
+7 (495) 646-2294
info@tektech.ru
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O00 «TIOK-Tex»

OWHAMU4YHO pa3BUBalOLasCA KOMNaHUSA — pa3paboT4mnK, U3roToBUTENb, CEPBUCHbIN LLEHTP U
ocdhmumanbHbIN NpeacTaBuTenb B Poccuinckon Pepgepauymnm KOHTPONbHO-U3MEPUTENBHOIO U
METPOSIorM4eckoro 06opynoBaHns, KOTOPoOe NPUMEHSIETCA BO BCEX OTPACHISIX MPOMBbILLSIEHHOCTH,
METPONOrMyYeCcKmX, CEPBUCHBIX U HAyYHO-UCCNEeaoBaTENbCKUX OpraHn3aumsix.

CerogHs Mbl NOCTaBNAEM Ha POCCUNCKUI PbIHOK CaMoe COBpPEMEHHOe 0bopyaoBaHue. Beca npoaykuus
NPOXOANT cepTUdUKaLMIo Ha YTBEPXAEHME TUNa CpeacTB U3MEPEHUN U UMeEET pa3peLUeHne
PocTexHap3opa Ha npMMeHeHue B ONacHbIX 30Hax.

000 «TI3K-Tex» npegnaraet KOMNNEKCHbIE peLleHUs 3af4a4y B METPOIOrMu U aBToMaTusaumm
Cco6GCTBEHHOro NPOU3BOACTBA U BeAYLUNX MUPOBbLIX KOMMaHWUNA.

‘g'I" r,__. "-_?‘\'..
ISOT=CH U

= GUILDLINE
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B PA3BEKA

BosHarpa>xpeHune

KapbepHas
HEeyAOBNETBOPEHHOCTb

TuNnYHbIE NPUYMHBI CMEHbI paboTonarens
TEXHNYECKMMU crneupanimctamm-HedoTAHMKamMuy

OTCYTCTBUM BMELLATENBCTBA PYKOBOACTBA B 3TOT
MPOLIECC; HA4aIbCTBO MPOCTO-HAMPOCTO ByAeT eMy
rnomexoi. CnoXxHoW 3agadelt ans 60NbLUMHCTBA KOMMaHNI
SBSIETCA PACMPOCTPAHEHNE KOPNOPATUBHOM KybTYPbI

B JOCTaTOYHOW Mep ANA TOro, YTOObl PABOTHNKI MO
OENUTbCS CBOMMW HESIBHBIMM 3HAHUSIMI NP MOSTHOM
OTCYTCTBUWN KOHTPOMA. B caMoM Havane gaHHbIn T1n
OEATENBbHOCTY Ha3bIBaICA “COODLLIECTBO MPaKTUKYHOLLNX”,
HO celYac OH MPEBPATUNCS B TUMMHHYIO AEATENBHOCTL B
coumanbHbix ceTax, Hanogobdue Linkedln nnmn Facebook, Ho
OMPaHMHEHHYIO PaMKamm OOHON KOMMaHWN.

MoTuBauusa n KapbepHbIiii PoCT

C yHeTOM MpoaomKaroLerocst Aedpmuyta onbimHbIX
TEXHUYECKMX CMELManMCTOB-HEDTAHMKOB, KOMMaHWN-
oneparopb! 1 MPeanpPUSTUA CEPBUCHON OTpacv 6opoTCa
Opyr ¢ Opyrom 3a TaraHTsl. 18 npodheccroHasos,
npennaraemMble CyMMbl MOMYT ObiTb 3aMaH4/BbIMM 1

VIHOIOA YPE3MEPHO BbICOKMMI, BNAOTb A0 TOr0, YTO B
KaKOW-TO MOMEHT OTAEIbHO B3STON KOMMaHWM CTaHOBUTCSA
HEBO3MOXXHO MOCTOSIHHO KOHKYPUPOBATL C APYrMA. Tem
HE MeHee, KOMMaHM MOryT 06eCNEYNTb MOHMMAaHNE CBOVMIA
PabOTHNKaMM COBOKYMHOMO BO3HArPadKAEHWS!, BKITKOHAOLLIETO
3apnnary, NPeMUIo, MOCOBKS Ha XKMbE W MPOE3A, MEHCUIO

1 T. 0. PABOTHUK peaKo MMEET NPeacTaBneHne O BCeX
COCTaBNSAOLLMX BO3HArPaXKAEHVH, a paboTodaTesb peaxo
NepeYcnsaeT 1x. Ho aHanma Bo3HarparkaeHnst MeeT
CMbICI1, MOTOMY YTO TOJIBKO TaK PabOTHVK MOXET MPOBECTA
CpaBHeHVe B OONTOCPOHHOM MEPCMEKTUBE C APYMVIMM
VIMEIOLLIMIMICST Y HETO MPEOSIOMEHVSMA.

Hanny4yiwen motmeaumen ons TEXHNYECKUX CreumanincToB-
HEeMTAHNKOB BCE XKe SBNSETCSA BO3MOXXHOCTb Caenarb
XOPOLLYHO Kapbepy. ViccnenosaHmst BHOBb 1 BHOBb
YKa3bIBatOT Ha TO, YTO PabOTHVKI MEHSIIOT paboToaaTens
13-3a HeyJOBNETBOPEHHOCTI CBOEM Kapbepon. 3T0
MOXXET NOApa3yMeBaTh BCE, HTO YrOfAHO, HO, 6&CCMOpHO,
CYLLIECTBYET HECKOJIBKO M1aBHbIX (DaKTOPOB.
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emphatic sharing of responsibility in key areas such

as careers, training and development, knowledge
management, and status for the technical professional.
For the younger generation, especially, this is just plain
common sense. For companies that have adopted this
philosophy, it has paid huge dividends.

OoyH 13 HYX - 3TO NOTPEBHOCTL PabOTHVKA B MOAAEPKAHN
cTartyca BHyTPW KOMMaHW1. KOMMaHKs, B KOTOPOW
PYKOBOASLLIAS NHNSI OCTAETCSt €AVHCTBEHHBIM MYyTEM K
BEPLLNHE, PUCKYET PacTeEPSATb CBON TEXHNYECKIN TanaHT.
KoMnaHust C rapaHTUPOBaHHOM TEXHNHECKOWN CYy»KEBHOI
NECTHULIEN, YBAZAHHOWM C YETKO ONPeaeneHHON LLIKanon
BOSHArpPaXKAEHMSA, MOXKET He BECMOKOUTLCA MO 3TOMY
noBoAay. Ho, yunTbIBas MHOXECTBO HeyAaqHbIX MOMbITOK B
HaLLIe OTPaC/IM, KaK >XXe CO30aTb TEXHUHECKYIO CITy>KEOHYIO
NECTHULLY, B KOTOPYKO MOBEPST 1 PYKOBOAUTENN, 1
TEXHNYECKME CMELMaNNCTbI-HEPTAHMKIA? 30ECh KIMKOHEBLIMM
SABMAKOTCA ABa BOMPOCA: NIECTHMLA OOMKHA HAXOAUTHCS

B COBMECTHOM BaAeH/M 1 yNpaBneHn PyKOBOACTBA U
TEXHNYECKOrO COOBLLIECTBA, U KDUTEPUN TEXHNYECKOTO
MPOABVPKEHMA OOMKHbI B PaBHOM CTEMEHN YHUTbIBATL
NOTPEBHOCTY BUBHECA U TEXHNHECKME TPeBoBaHNS.

Taroke BaKHOCTb NMPeACTaBNSeT OOLLEM3BECTHbIN (DaKT,

YTO MHOVE PabOTHNKM YXOOSAT U3 KOMMaHMA MOTOMY,

4TO Bosee He MOryT TepreTb CBOero 6occa 1 apyroro
Pa3apadKaroLLLErO VX YeNoBEKa 13 HEMOCPEOCTBEHHOMO
OKPY>KeHUs. PykoBOACTBY TRYAHO YIOBUTL 3TO, HO AaHHOW
CUTYaLIMN MOXXHO 130eXKaTb, BeAs TLATENbHbIA MOHUTORUHN
HeyNoBNETBOPEHHOCTY PaboTHMKOB. CornacHo AaHHbIM
nocreaHero aHamaa, paboTHVK OTBEHaET 3a CBOK Kapbepy
TaK XXe, KaK 3a Hee oTBeYaeT pabotodatesb. Oba BbIonparoT,
Kak MocTynaTb. [py 3TOM HaOO PeLLnTL 3aaaqy Co30aHMs
Hanbosnee onTUMarbHOro Juanora.

HoBbIlh KOHTpaKT

HedpTerazobin GU3HEC NPOOOIMKAET CBOE ABVKEHVE

B HaNpaBeHUN HOBbIX TEXHOOMIA, 1 TEXHNYECKE
crneumannCTbl-HETAHNKM NPEOCTaBAAOT HAy4HO-
TEXHUYECKME 3HaHNS. HO Takunx crieumanncToB byaeT
OCTPO He XBataTh B TEHEHNE KaK MVHUMYM eLLe

OEecATN NeT. B OCHOBHOM, MeHeyKepbl U TEXHUHECKME
crneumanncTbl, 0BpasHo roBops, caefaHbl U3 PasHoro
TecTa, NO3TOMY MPEPOraTBO KOMMaHUU ABSETCA
obecnedeHne Toro, HTobbl COOTBETCTBYIOLLIME TaNlaHThI
CcKopee JOMOSHANM, YeM KOMMPOMETUPOBaIM APy apyra.
Bonpeku TpaamLmMoHHOM NPaKTUKe, YpesBbiHaiHO MHOMOro
MOXXHO 006UTBECA Bnarofapst HETKO BbIPaXKEHHOMY
pasfeneHnio OTBETCTBEHHOCTU Ha TaKMX KIKOHEBbIX
HanpaBneHnsIX, Kak KapbepHbIV POCT, OBy4eHNE 1
NOBbILLEHVE KBaNMdMKaLMK, ynpaBieHe 3HaHNsaMN, a
TaKKe CTaTyC TEXHNHYECKOro crneymanmcTa. [ns mononoro
MOKOSIeHNs!, B OCODEHHOCTU, 3TO OObIYHbIN 3A4paBbIN
CMbIC/. KOMMaHusIM, KOTOPbIE MPUHSAMN AaHHbIA MPUHLAT,
OH MPWHEC OMPOMHbIE AVBMAEHObI.
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