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Who are Centrica Energy?

ÅCentrica Energy is part of Centrica plc, a leading 
integrated energy company which owns British 
Gas in the UK, Direct Energy in North America and 
Oxxio in The Netherlands.
ïWe play a vital role in delivering Centricaôs strategy by 

sourcing gas and electricity to supply Centrica's residential 
and business customers in the UK and Europe.

ÅOur operations include:
ïupstream gas production and exploration

ïelectricity generation (wind, gas, nuclear)

ïrenewable asset operations

ïwholesale and industrial gas sales

ïenergy procurement optimisation and scheduling
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Centrica Energy Upstream 

Production & Development
ÅTotal of ~650 staff across 3 countries

ïBase of operations in Windsor

ïLargest gas production operation in the UK, in 
the East Irish Sea

ïExploration and Production in Norway

ïExploration in Nigeria

ÅIn January 2010, added new HQ in 
Aberdeen and base in Hoofddorp, Holland 
through merger with Production PLC
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Who are the PSO?

ÅSpecialists in Programme Management 

training:

ïPortfolio management

ïProgramme management

ïProject management

ïRisk management

ïChange management
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The Programme

ÅWith high growth expected in the next 3 

years, UP&D management realised that 

they needed to be able to:

ïGrow sustainably

ïEnter new countries quickly and effectively

ïIntegrate acquisitions effectively

ïBe compliant with a complex set of 

international regulations
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The Programme

ÅAs a result of this, a programme to 

establish a global management system 

was established

ÅAs a critical programme, the steering 

committee was the management team, 

who remained closely involved throughout

ÅProject team included staff, contractors 

and external consultants (KPMG)
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The Process (1)

ÅManagement team sponsorship : critical

ÅConference Room Pilot (KPMG led)

ïInvolve as many as possible

ï1 monthôs work done in a day

ïCommon language, understanding gained by 

all

ïUse of many great minds working on the 

same problem at the same time, with total 

focus
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The Process (2)
ÅCreate the management system model

ïManagement systems are more than just 
processes!

ïOver 75 workshops held over 6 months to 
map the business

ÅCreate the process model

ïInvolve the business, they are experts in what 
they do

ÅGo live

ïThis is where the fun starts
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Management System Model
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Process 

Model

ÅLogically 

constructed

ÅFlexible
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Key Messages
Imperative

ÅItôs about compliance

ÅItôs about growth and diversifying sustainably

ÅItôs about continuous improvement

Vision

Å1 central management system instead of many

ÅProviding information to all UP&D locations

ÅA common language across UP&D

Å Standardised processes where it makes sense

Solution

ÅCollaboration to use existing skills and knowledge

Å Developing a way forward that works for everyone
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Implementation

ÅWe recognised early in the programme 

that there would be significant issues in 

implementing the system

ÅThe business would not tolerate us ódoing 

thingsô to them

ÅWe also realised that in different locations, 

we were seeing different challenges

ÅSo, how did we approach it?
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INTRODUCTION TO CULTURE

A 5 minute
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What is culture?

Å Culture is defined as

ï The shared beliefs, values, attitudes, assumptions and behaviours of 
the organisationôs members (Schein 1983, 1984, 1985)

ïóThe way we do things hereô

ïóHow it feels to work hereô

ï It is notthe structures and systems, but itôs influenced by them

Å Expressed in several ways in the organisation

Å Very little consensus on how it can be changed ïitôs a complex 
system

Å We need to understand the system and how to manipulate it through 
different óleversô

Å Then, choose the correct levers and adjustments

Å Reviewing and adapting regularly is critical as the culture moves.  
What worked in the óoldô culture could cause problems in the new.
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Culture types

ÅIn implementing change, we needed to 

consider the culture into which the change 

is being introduced

ÅWe had to consider 2 dimensions:

ïIntra organisational dimension, focusing on 

the dominant culture within an organisation

ïInter organisational dimension, focusing on 

the dominant culture within a society
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Organisational Culture

ÅGreiner defines 4 culture types which are 
as follows:

ïPower

ïRole

ïAchievement

ïSupport 

ÅThese culture types are very different and 
required us to think in different ways about 
how to implement change.
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4 key culture types

Power
Based on: Rewards and punishments
Relies on: Control of resources by dominant 
group
At best: Strength, justice, paternalistic, 
ōŜƴŜǾƻƭŜƴŎŜΣ ΨŦƛǊƳ ōǳǘ ŦŀƛǊΩΣ ƻƳƴƛǇƻǘŜƴǘ 
leaders
At worst: Fear, abuse, self serving, intrigue

Achievement
Based on: ά5ƻƛƴƎ ǘƘŜƛǊ ǘƘƛƴƎέΣ άƳŀƪƛƴƎ ŀ 
ŘƛŦŦŜǊŜƴŎŜέ
Relies on:  Internal motivation through 
achievement and job satisfaction
At best: High energy, alignment & common 
vision, self-organising
At worst:  Anarchic, burn-outs, wasteful

Support
Based on: Mutuality and connection
Relies on: Commitment through belonging & 
common purpose
At best: Teamwork, attuned, responsive, 
cohesion, self maintaining
At worst: Avoids conflict and tough decisions

Role
Based on: Roles and procedures
Relies on:  Rule of law, well designed 
bureaucracy
At best:Stability, rationality and justice, 
fairness within rules
At worst: Impersonal, inflexible, slow to 
change, overly bureaucratic

Windsor, Norway Nigeria

Morecambe
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Every organisation is a blend
Power

Role

Achievement

Support
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The Second Dimension:

National Cultures
ÅOrganisational cultures influence and are 

influenced by national cultures

ÅIf you are in a multicultural (or multinational) 

organisation, then there is an additional 

national cultural dimension to consider

ÅHofstede writes much on the interaction 

between these cultures and we learned that 

Norway is a very different place to work than 

Nigeria, for example
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The challenge

ÅWindsor : Scientists & Engineers

ïAchievement culture, individuals

ÅMorecambe : Technicians and Operations

ïRole culture, one team, change adverse

ÅNorway : Entrepreneurs

ïAchievement culture, but consultative

ÅNigeria : Hidden ïlittle contact with base

ïSupport culture, collective
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HOW DID WE TACKLE 

CULTURAL CHANGE?
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One organisation

ÅWe considered it essential to 

promote a single organisation

ÅWe created one management 

system and one óbrandô

ÅCompetition to name the 

management system

ïUPDate was the winner, the 

prize an iPod touch



25 February, 2010 23© The Programme Support Office Ltd

www.the-pso.com ®

Simple, consistent messages
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Simple, consistent messages...
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...Implemented differently...

ÅWe shaped the messages and tools to the 

culture

ÅWe made mistakes, but moved on quickly

ÅWe had full time change resource so not 

to lose focus

ÅWhat follows are some of the techniques 
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...Planned at a high level...
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...with plenty of flexibility

ÅWe realised that one size didnôt fit all 

ÅTherefore we had to tackle each location 

in a way that suited both the prevailing 

organisational culture and country culture

ïFor example

ÅWe learned it was OK to fall asleep during 

presentations in Lagos

ÅWe learned that decisions were only made in 

groups in Norway
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Challenge: Morecambe

ÅMorecambe had been operating since 

1985

ÅTheir management system worked for 

them for over 20 years

ÅSo, why change?
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How we tackled it

Å1 day workshop with management team

ÅFocused on their top 5 priorities for the next 5 
years

ÅMapped how the process model would enable 
them to meet those challenges

ÅLooked at how their current management system 
would enable them to meet those challenges

ÅConcluded that the new management system was 
actually critical for them

Å100% support obtained from management team
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What happens now affects the future

Right now Future

ÅUP&D only has one operating asset

ÅMorecambe area is a declining 

reservoir A management system built 

around HRL called the IMS

ÅOperator of choice in the East Irish Sea

ÅCentre of Excellence for UP&D 

Operations

ÅOne global management system -

UPDate

ÅTo be operator of choice we need to have all our processes documented and 

residing in a central management system

ÅTo be a centre of excellence we need to lead UP&D and share the knowledge 

and best practices we have acquired over the years

ÅIt means we need to make the IMS as global as possible

ÅWe need to be flexible and ready for future changes

At the time, we didnôt know weôd be propelled to 

the 7th largest operator in the UK within 12 months
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The solution

ÅRetire the local intranet, M-Bay

ÅMove all documents and processes into 

the new management system

ïc. 2500 documents

ÅRetain ISO14001 certification 

(environmental standard)
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Endings are powerful ïuse them
Å For years, a new photo of the 

local area taken by a 

member of staff was 

uploaded

Å A competition to select the 

enduring image of 

Morecambe for the new 

intranet was held

Å All the winners received a gift 

voucher and a personally 

signed letter from the 

Director thanking them

Å 2010 charity calendar 

produced from top 12 photos
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The New Intranet

ÅImage still alive

ÅAll content 

available

ÅNow integrated 

with corporate 

intranet
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Challenge - HQ

ÅHQ worked well for years

ÅBut, as the organisation grew, so did the 

complexity

ÅNow, there was a need to understand what 

we do and to systematically improve it, 

whilst integrating with Group functions

ÅEasy sell - SPIN
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SPIN®

ÅSituationïexplain the current situation 
(facts)

ÅProblemsïshow the problems that emerge 
(finding information, training new entrants, 
showing compliance, new country entry)

ÅImplicationsïdemonstrate the cost of not 
changing (slower development, non 
compliance, fines)

ÅNeedsïshow what we need to do 
(management system)

ÅSolutionïUPDate!
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Challenge: Norway

ÅThe challenge here was easily resolved

ÅWe discovered that in order to obtain a 
permit to drill (mandatory to continue 
operating) they needed a management 
system

ÅUPDate was modified to accommodate 
Norwegian government regulations

ÅPermit was successfully obtained in 
January 2010
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GENERAL TECHNIQUES
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Use metaphor

ÅWe used gatherings ïópavilion daysô

ïWe taught people to juggle

ÅManagement systems enable people to juggle lots of 

processes and information

ïWe had a mass drumming session

ÅWe showed how a company has a rhythm 

ÅIndividually you do your own thing but together, there is 

a distinct óbeatô

ÅThe management system is the conductor 

ÅIt was all some fun, but people remembered
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Get senior managers involved

Dear Colleague

I am happy to let you know that the newly enhanced 

UPDate business management system has been 

launched today.

UPDate is Upstream Production & Developmentôs 

management system and it contains business information 

and processes critical to our day-to-day operations.

The incorporation of the.....

Email from the 

Managing Director


