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CLEAR DIRECTION 

Brian Ewen 

Operations Manager – Remote Sites UK 

  

Remote Sites in the North Sea is big business.  We’re speaking about catering, hospitality, hygiene, facilities 

management and all the support services that make it work…this business is worth hundreds of millions of 

Euros.  It’s important that we share the strategy, the goals, the expectations and challenges with the teams, 

and let them know the vital role they play in making this happen.  Obviously we have business goals and 

objectives which I try to communicate clearly to my team, and to ensure we are being proactive on the 

client’s requirements I have a regular call with the Offshore Installation Managers too.  Generally there are 

three things that I try to do regularly so that I am providing clear direction to my team.   

Setting expectations 

My team need to know what I expect from them.  I ask them to come into the office regularly when they 

are mobilising or demobilising so that we can catch up and plan for the trip, or review what happened over 

the last 2 weeks.  My team need to know the standards I expect, and they need to tell me what support 

and guidance they expect from me.  The standards you set are the standards you get 

Visits to installations 

Because our teams work remotely, it is really important to get out to the installations to see them.  I need 

to make sure that I am providing my Stewards and Chefs as well as my Unit Managers, with the clear 

direction they need.  I want to give them a sense of what we are all achieving here.  It also gives me an 

opportunity to listen to their ideas or concerns so that I can do something about them. 

Conference Calls  

My door is always open, and my team know they can contact me at any time.  I’m a big believer in 

communicating regularly.  If something’s worth saying, it’s worth repeating.  I hold regular conference calls 

on operational and safety issues to make sure that we are all sharing best practice, sharing ideas, and 

sharing the team vision of making Sodexo #1 in the North Sea! 

 



 

 

LEARNING AND DEVELOPMENT 

Marco Bloem  

Campboss Seafox 2 – Remote Sites NL 

 

 

Performance and development                                                            

It’s my responsibility to treat all my crew members with respect, and make sure they all get the same 

attention personally and professionally. It’s easy to use your energy on the colleagues that show you on a 

daily basis that they are excellent performers.  It’s also tempting to focus your energies on the people who 

need to most development and support.  However, while it is your role to organise the support and 

development of your team members, it does not always have to be you that actually gives the support.  

 

I use experienced members of my team to help coach and guide others and I think that it’s just as 

important to focus on colleagues that are in the ‘background’ who carry out their duties quietly and to the 

right standard. They also need your attention whether it is a compliment, a short training or a discussion on 

how they complete their day to day tasks. 

I always try to improve my crew by telling them what they do well and thank them for that. It motivates 

them and it makes the team stronger.  

Start with training your front line personnel (day cook, night cook and leading) and giving them the tools to 

train their teams to a higher standard, sit together on a daily base for a few minutes to review their work 

and if necessary support them with your knowledge.  I am always looking for opportunities to give extra 

responsibilities or new tasks.  For example, when a front line team member is sick or on holiday we can 

move some regular crew members into that position to give them an opportunity to show their skills. It not 

only makes your teams more flexible, it also allows for a fresh pair of eyes to see the task and possibly new 

ways of doing things. 

 



 

 

EMPLOYEE WELFARE 

Halvor Hedenstad  

Camp Boss – West Linus – Remote Sites NW 

 

A really important part of looking after the performance and welfare of the team is the daily discussions 
and interactions you have with your people.  In some respects I think this is a type of daily recognition that 
is more important than just giving praise.  

 
In my 1 to 1’s I focus a lot on who it is we really work for, the common goals we have as a team and how we 
plan to achieve them.   It is about the people and the customers we serve, not just numbers or results.  I am 
trying to create a pleasant working environment for each individual, so while it’s important that we are 
discussing work, we need to remember that we are individuals who will perform better if there is a real 
atmosphere of trust and respect on board. 

 

It is very important to feel that you are liked and respected - for who you are and not just what kind of job 
you do. This means that the others in the workplace must know me as a leader, and it’s important that we 
all become acquainted with each other, finding something in common that we can share.  

 

I believe this helps people provide a better service and makes people excited to come to work. In an 
environment like this, performance improves, safety improves and relationships improve – that’s what 
everyone wants! 

 
When I talk about employee welfare, I'm talking about creating a good feeling with others. Motivational 
leadership does not cost money, it requires awareness of people and their personalities and taking the time 
to make sure that everyone feels part of something positive when they come to work.  
 

 



 

 

RECOGNITION 

Diane McDonald 

Facilities Manager – BG Group – Remote Sites UK 

 

 

 

 

 

 

 

You can’t manage a team just by focusing on what people need to improve on. I believe you get the very 

best out of people when you recognise when things are going right. The thing with recognition is that if you 

are not specific enough then people don’t really know what they are being thanked for. I think when you 

thank someone for something; they have to be clear on what they did that was good, and why it means 

such a lot. You have to use a range of different methods of recognition for it to stick. 

Every month we have employee of the month where it’s the staff that nominate each other based on the 

Sodexo values. The winner gets £25 of John Lewis vouchers and a well done card. 

We also partner with the client for really big ‘thank yous’. Our Handyman was recently given vouchers from 

BG Group and recognised at the town hall for his exceptional customer care skills which was fantastic!  

And we also had the whole team nominated for an excellence award at a recent town hall. I had to stand 

up and say a speech in front of the whole of BG Group and explain to them the challenges we have had 

trying to make cost savings without having an effect on the services we provide. All the staff will receive 

vouchers and a thank you card.  

I think you can see that if you are genuinely recognising the work of your team, your team will then pass that recognition on 

to their colleagues too. We have really focused on the Spirit of Sodexo awards and it’s paying off. People appreciate the 

service and support they receive from each other and are actively recognising each other’s efforts, it’s great to see. 

 



 

 

COMMUNICATION 

Shane Rees 

Facilities Manager - Ocean Endeavour (Shetland) 

 

 

Communication is obviously a vital part of working effectively in a team. I need to make sure that my team 

have all the information, all the resources and all the support they need to deliver the Sodexo service to all 

of our customers, day in, day out. For me, keeping promises, following through on commitments and 

understanding the pressures that my team are under is really important. To do this I need to be listening 

just as much as I’m talking! 

 

In my opinion, one of the most useful tools a manager has is giving positive, constructive and practical 

feedback. This helps us develop personally and professionally. It helps when discussing individual and team 

performance, it shows that I am aware of what’s going on, and that I care about helping them to improve. 

It’s also about giving praise and positive feedback – an opportunity to thank people for a job well done. I 

appreciate it and I hope my team does as well. 

 

I believe one of the main jobs a manager has to do is to remove obstacles that get in the way of the team performing to 

their very best. The only way to do this is to listen to what is causing them problems, and act to do something about it. If I 

can’t change things I’ll always explain why, and then we can start to look for other approaches which might improve the 

situation together. 

 


