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I have been engaged by DOF to strategise, evaluate, and implement a Change Management Initiative. In the first instance, this Report seeks to align DOF with its sustainability ambitions and strategies by analysing its current exposure to ‘Short-Termism’ (S-T) leadership approaches across its Value-Chain. The Project will then make a series of Change Management proposals to address areas of exposure to S-T and bridge toward the Company's sustainability ambitions. 

In achieving the above, this Report shall have the following outcomes;
· An overview of organisational areas within DOF where S-T leadership challenges exist or could potentially arise;
· Highlight associated inconsistencies with overarching strategies and sustainability concepts to which DOF subscribes; and
· Outline recommendations and actions to address ‘Short-Termism’ as a business and sustainability leadership challenge. 

This Report is based upon the theoretical sustainability challenges, discussion points and management theory related to short-termism, outlined within the below V-LOG;
· https://youtu.be/M9PaeXqPvnU

It is suggested that readers of this Report listen to the above media to contextualise Short-Termism as a sustainability leadership challenge in the first instance. 

An organisational profile of DOF is provided in Appendix A.
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The McKinsey 7S model (referred to as ‘7S’) has been selected as a change management framework for this project. The 7S Framework emphasises a focus on the constellation and relationship between seven interrelated organisation factors (Figure 1) when analysing the efficacy of a proposal (Corporate Finance Institute, 2015). Recognised as a popular strategic planning tool, a central premise of this approach is that the coordination of 7S elements is directly related to an organisation’s ability to execute existing or new strategies (Spence, 2017). The 7S Framework emphasises the strategic fit instead of just a proposal’s strategy or Structure (Athuraliya, 2021).  
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Within the seven elements outlined in Figure 1, the 7S distinguishes two broad sets of characteristics;
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‘Hard elements’ are generally easier to identify and directly relate to management decisions. ‘Soft Elements’ are less tangible and connect more to organisational culture. Both elements carry the same importance within this methodology (Athuraliya, 2021). 

Addressing S-T with the 7S methodology

Like other managerial styles, the effectiveness of an S-T leadership approach is determined by its suitability for a particular situation and the needs of its followers (van Niekerk & van Niekerk, 2013). This concept is embedded within Path-Goal Theory (House, 1996). Expanding House’s Path-Goal theory, it is judicious to ensure that any evaluation of S-T leadership style acknowledges the characteristics of the ‘followers’ and the nature of the ‘situation’ within DOF. Similarly, any proposed changes or recommendations within this Report should consider situational factors that translate to the personal needs and goals of ‘followers’ (van Niekerk & van Niekerk, 2013). House’s Path-Goal theory justifies a strategic planning tool, such as 7S, that can consider ‘hard’ and ‘soft’ organisational factors if this Report makes holistic changes to leadership style (House, 1996).   

The nature in which an S-T leadership style interacts within a business’s value chain is also complex and inter-related (Featherston, 2017). Therefore, any change initiatives intended to address the adverse outcomes of S-T should be considerate of the wide-ranging and intertwined organisational factors affected. Chief Executives of Corporate Purpose (CECP) supports this notion, theorising that actions used to transition from short-termism to long-term strategies must include the ‘whole-of-business’ and represent the organisation holistically (Featherstone, 2017) (Youmans & Tomlinson, 2017). Comparably, the UN Compat advises businesses to address S-T within their organisations by;
· Coping: Dealing with short-termism in existing investor bases.
· Shifting: To investor bases with long-term Vision;
· Changing: Supporting systematic change within capital markets (United Nations Global Compact, 2017). 

The UN Global Compact and CECP advise similar approaches to address S-T, underlining holistic practices and actions that permeate various business functions, processes, and stakeholders.

The 7S Framework provides a good fit as a change management model. It assumes the relationship and alignment of numerous organisational elements to be success factors in achieving strategic ambitions or effective change implementation (Athuraliya, 2021). 















Application of 7S within this Report

This Report shall follow the sequence of steps outlined in Figure 3 to identify areas of S-T exposure and subsequently make recommendations for an effective change initiative.

The following sections shall outline the ‘current’ and ‘desired’ status for 7S elements in Figure 1. Evaluation of ‘Hard Elements’ shall be based upon the author's experience within the subject organisation (DOF), academic or industry literature and DOF documentation in the public domain. ‘Soft Elements’ shall be evaluated collectively (Shared Values, Skills, Style and Staff), using outcomes from an organisational survey performed in 2021 and the author's subjective experience in the business. This shall deliberate on less tangible, cultural elements of DOF’s business and value chain. 

An Action Plan will then be established for 7S areas where disparity exists between ‘current’  and ‘desired’ status. This formulates the basis for the change initiative and further action within DOF to address the sustainability leadership challenge of S-T.
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DOF’s strategy is deemed consistent with sustainability concepts and establishes an environment for longer-term decision making and leadership approaches.





Current Status

DOF’s Company Vision (Figure 4) indicates an aspiration toward ‘sustainable utilisation’ of its fleet within a transitioning oil and gas industry. The concept of ‘sustainable utilisation’ of vessels recognises that any actions taken to engage or be awarded short-term vessel charters must not compromise DOF’s ability to win work and secure vessel utilisation in the future. This entails that DOF is agile to customers' needs and acknowledges the growing agenda of sustainabiltiy action within the oil and gas industry (Potts, 2021). 
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[bookmark: _Ref100667526][bookmark: _Toc101537349]Figure 4 DOF Vision
Figure 4 is reinforced by five strategic objectives set within the DOF Group Improvement Programme 2022 (DOF ASA, 2021) that has been approved by the Board of Directors. DOF’s most prominent and high-level ‘sustainability’ objective is outlined in Figure 5;
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[bookmark: _Ref100668164][bookmark: _Ref100917428][bookmark: _Toc101537350]Figure 5 DOF Sustainability Objective
DOF has also established an operational objective to align its value propositions with the energy transition and the shifting expectations of stakeholders as required by its Company Vision. 
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S-T Areas of Exposure - Strategy

DOF has adopted a Company Vision, an accompanying 3-year improvement plan and strategic objectives consistent with developing medium to long term decision making and strategic planning. This includes ambitions towards becoming industry leaders in ESG performance and diversifying business platforms toward new market expectations. DOF’s strategic direction looks beyond quarterly and short-term deliverables. Although the Improvement Plan has a validity period of 3-years, the aspirations and period for implementation are across a more extensive timeline. 

Desired Status

This Report concludes that the current and desired status of the 7S element of ‘Strategy’ is consistent. Furthermore, DOF’s Strategies facilitate the planning and execution of short-term and long-term business deliverables that are not contradictory or inconsistent with sustainability principles. 
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Elements of DOF’s organisational structure expose its managerial team to S-T leadership styles and/or decision making. This Report finds parts of DOF’s organisational structure inconsistent with its ‘Strategy’ and could potentially undermine sustainability ambitions. 







Current Status 

DOF ASA is the parent company of several subsidiary organisations and is listed on the Oslo Stock Exchange. The organisation has internal and external shareholders represented via various global financial institutions. The Chairman and Board of Directors are allocated to act on behalf of external shareholders and deliver on DOF’s Shareholder Policy outlined below;
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[bookmark: _Toc101537352]Figure 7 DOF Shareholder Policy Extract
As per the Shareholder Policy, the Board of Directors places particular importance upon ‘equity’, financial resources for future growth and ‘lowest possible capital expenditure’ (DOF ASA, 2013). 

DOF is appraised against both its Shareholder Policy and ‘company performance’ on a quarterly schedule, as outlined below in  (DOF ASA, 2021)Figure 8;
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Examination of the Executive Management remuneration policy indicates a correlation between executive-level pay structure and value creation for Shareholders or Company.
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Sustainability Plan



Change Management Initiative


Areas of Exposure to S-T – Structure

Concerning DOF’s organisation ‘Structure’, this Report has diagnosed the following areas of exposure to S-T and sustainability ambitions;

[bookmark: _Toc101537354]Figure 9 Areas of Exposure to S-T: Structure


Change Management Initiative

Desired Status 

DOF’s desired status is an organisational structure that enables long-term value creation while meeting key existing stakeholders' needs. This desired Structure should be consistent with DOF’s roadmap to meeting its company vision and strategic objectives outlined in Figures 4, Figure 5 and Figure 6. 

To achieve this, DOF’s Structure must have an inherent design and controls to mitigate exposure against internal and external drivers of S-T Leadership approaches. 

Some success factors include;
· A Chairman and Board of Directors that understand the material needs of current and future financial institutions (Principles for Responsible Investment, 2017);
· Mutual understanding between executive management teams and Shareholders regarding the erroding effects of S-T upon long-term business strategy, capital investments and financing.
· Identification and communication of short and long-term value propositions associated with the proposed Company vision and strategies. 
· Senior management pay structures should be consistent with DOF’s long-term ambitions and incentivise long- and short-term business outcomes. 
· Criteria for performance-based remuneration should be founded on ESG and financial performance criteria. 
· Definitions of ‘Value Creation’ if part of remuneration measurement should be considered broadly, accounting for a comprehensive range of stakeholder material concerns. 
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Through planned upgrades in the 3-year improvement plan, DOF adopts a clear, long-term vision for business-critical systems and their role in supporting other 7S Elements, such as ‘Strategy’. The upgrade of DOFs business systems is seen as consistent with a long-term vision for the business and sustainability ambitions. 








Current Status 

DOF utilises various technical and business systems across its value chain that are critical to business continuity, both on and offshore. This includes, but is not limited to;
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[bookmark: _Toc101537355]Figure 10 Business & Technical Systems
Within DOF, Management Systems are almost exclusively used for the day-to-day management of DOF’s value chain. Therefore, any changes to business systems must support both the organisation's current ‘Structure’ and ‘Strategy’ and its longer-term direction. 

DOF’s 2022 Improvement Plan outlines multiple initiatives to upgrade its existing business systems to support the adjustment of DOF’s business platform and diversification strategy (Figure 6). 

Figure 11 outlines the proposed development and digitalisation of DOF’s Business Systems over the next three years. These initiatives shall be project managed and executed by the newly established DigiTech Department.  
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Areas of Exposure to S-T: Systems

There were negligible exposure areas to S-T or inconsistencies with sustainability principles within ‘Systems’ elements in DOF. 

Existing Business ‘Systems’ are deemed to support the current ‘Structure’, and DOF recognises that its business platforms must be updated and evolve to keep pace with its Strategic direction. It is evident both from the establishment of the DigiTech Department in 2021 and extensive business improvement initiatives (Figure 11) that DOF has established a long-term vision for its business systems.  

Desired Status 

This Report concludes there are slight discrepancies between the current and desired states of the 7S element, ‘Systems’. However, whilst current ‘Systems’ may not support future ‘Strategies’ (Figure 5, Figure 6), DOF has recognised and addressed these gaps in its 3 Year Improvement Plan. The upgrade of business ‘System’ elements adopt a long-term, strategic perspective of where DOF’s value chain will be in the future and is not restrained by S-T decision making. In addition, planned ‘Energy Management’ System upgrades (Figure 11) are aligned with DOF’s Sustainability ambitions of ESG leadership (Figure 5) through their capacity to significantly reduce fuel consumption and Greenhouse Gas Emissions by up to 15% (DOF ASA, 2022). 
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DOF’s long-term vision and sustainability aspirations entail changing some ‘Soft’ 7S elements. There is a particular appetite amongst DOFs workforce, because of its leadership style, to be actively engaged with proposed strategies or changes. DOF’s culture is also highly aligned to ‘Shared Values’, placing importance on change initiatives being consistent with the workforce’s existig belief systems.


Coupled with DOF’s Leadership style, there is a need for some ‘Soft’elements within the business to be addressed to align with the organisation’s future.  








Current Status 

As a multinational corporation, DOF has numerous business styles in operation. Despite slight regional variances, DOF’s worksites have inherited an organisational ‘Style’ (or culture) consistent with a ‘Nordic Leadership’ approach. Business styles of this kind are characterised by a ‘flat organisation’, a necessity for cooperation amongst employees and delegation of responsibility from top to regional management and staff (Andreasson & Lundqvist, 2018). It is crucial both within Nordic Leadership styles and DOF’s value system that leadership teams engage the workforce in decision-making and do not overly exert their authority. Leadership is best exercised within this Model based on ‘Shared Visions’ or Values and is generally followed on an individual's own accord (Andreasson & Lundqvist, 2018). 

Much of DOF’s ‘Shared Values’ are epitomised by its organisational ‘Style’ and embodied by a framework of Corporate Values (Figure 12) and Principles;
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[bookmark: _Ref101009218][bookmark: _Toc101537357]Figure 12 DOF Values (DOF ASA, n.d.)
DOF’s Shared Values are contextualised within its Code of Business Conduct (DOF ASA, 2018), providing an employee framework for ‘good’ decision making based on Company Values (Figure 12) and adopted business ethics principles. 









Within recent annual reports, DOF has publicised superordinate topics associated with newly subscribed sustainability concepts and its 3 Year Improvement Plan. Figure 13 provides examples of this, extracted from DOF’s most recent Integrated Report (DOF ASA, 2022); 
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[bookmark: _Ref101014476][bookmark: _Toc101537358]Figure 13 ESG Shared Values (DOF ASA, 2022)
Despite being relatively new, DOF is making a concerted effort to translate ESG topics into ‘Shared Values’. DOF seeks to achieve this by relating ESG concepts to existing Company Values, incorporating these within the Business Code of Conduct and action planning within the 3-year Improvement Plan. 
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[bookmark: _Toc101537359]Figure 14 Tying Values to ESG Topics



Change Management Initiative

Areas of Exposure to S-T; ‘Soft’ elements

DOF’s organisational ‘Style’ generates some areas of exposure to S-T. 
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Change Management Initiative


	Desired Status 

The ‘Soft’ elements of DOF’s corporate culture play a prominent role in deciding the success of the business's long-term Vision. The desired status is that ‘hard’ and ‘soft’ 7S components complement each other and are aligned to enact an effective and sustained strategy. 

For this to be achieved, there are some key success factors related to DOF’s ‘Soft’ elements;

· There needs to be a clear understanding of DOF’s current culture (across all worksites) and ‘Shared Values’ as a starting point before prescribing change (Fine, 2008);
· Managers charged with implementing change are informed, skilled and capable of transcribing corporate strategies, visions, and associated activities within their areas of responsibility linking the boardroom and ‘shopfloor’;
· The ‘skills’ of the workforce are consistent with the future Vision of DOF. Where lacking, a budget, plan and responsibilities are assigned to upskilling and aligning competencies. This includes training and awareness of adopted ESG topics presented as ‘Shared Values’.  


Change Management Initiative

[bookmark: _Toc101875617]7S Diagnosis

Using an abbreviated version of the 7S Framework, this Report has made the following diagnoses with regards to; 
· Areas within DOF’s organisation where S-T leadership challenges exist or could potentially arise;
· Inconsistencies with overarching sustainability strategies and concepts to which DOF subscribes.
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Utilising the inconsistencies diagnosed above (Figure 15), this Report has made a series of recommendations to bridge ‘current’ and ‘desired’ statuses. The actions below shall reduce DOF’s exposure to S-T and/or align organisational elements to its sustainability vision. 
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Change Management Initiative

[bookmark: _Toc101875619]Summary and Conclusion

Implementing sustained change within an organisation is fraught with trials and tribulations. 60-70% of organisational changes fail at implementation phases (Rosenfield, et al., 2016), emphasising the multidimensional, irregular and ambiguous business environment that leadership teams must consider when planning and executing a change proposal. As an organisation, DOF is no different. It has many internal and external influences that can determine the success of a change initiative.

This Report acknowledges the intricacy of change management by adopting the 7S Framework. 
7S has been used within this Report to focus on planning change, assuring the constellation of organisational elements (internal and external influences) is consistent with any change recommendations made as part of Figure 16. The 7S Framework has also been used in this Report as a diagnostic tool, identifying irregularities between current and desired states and providing justification for management measures to address S-T exposure.

Through the successful application of the 7S Framework, this Report has appraised multiple organisational elements of DOF and diagnosed the following areas of exposure to S-T;

· An organisational ‘Structure’ that is susceptible to short-termism through its current investor relations approach. Specific exposure areas include;
· A commitment to report quarterly financial results; and
· A Shareholder policy that accentuates limitations to capital expenditure.
· An executive pay ‘Structure’ that overemphasises short-term financial performance as criteria for annual accomplishment. This is at the expense of incentivising the delivery of DOF's longer-term ‘Strategy’ and subscribed concepts of stakeholder value creation;
· An organisational ‘Style’ prone to temporal or spatial myopia when DOF’s ‘Strategy’ is not fully understood by the workforce and/or misaligned with company ‘Shared Values’. 

This Report concludes that the abovementioned areas of exposure are likely to cause an organisational tendency to repeat behaviour that gives them an immediate advantage and not give due attention to the disadvantages of this behaviour. This has a direct limiting effect on sustainability, influencing the extent to which DOF’s Company Vision (Figure 4) and operational/sustainability objectives (Figure 6) (Figure 5) can be achieved and, ultimately, the commercial feasibility of the business in the transitioning market of oil and gas.

The term ‘form follows function’ is well known as a ‘starting point’ within architectural design (Guggenheim, n.d.). Similarly, business strategies are defined by the structural parameters of their operating environment (Chan Kim & Mauborgne, 2009). As a priority, DOF must address the identified deficiencies between ‘Structure’ and ‘Strategy’ to avoid strategic drift and ensure the execution of their long-term Strategies is not defined by inadequacies in their business Structure, Style or Shared Values. This Report considers it the responsibility of DOF’s executive management to ensure the coordination of DOF’s 7S elements if it is to deliver on its commitments to Shareholders. Figure 16 recommendations make every effort to ensure that DOF can provide Shareholder Value and moreover, do this in a fashion that is consistent with the long term interests of the Company and its entire stakeholder base. 
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A full overview of DOF’s Company Profile can be found in the below link and summarised below;
· http://www.dof.no/en-GB/Media-Center/Integrated-Annual-Report-2021.
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Current Status


Desired Status


Action Plan / Recommendations


Summary


1. Current Status: Describe the current status and identify areas of S-T exposure related to the 7S element


3. Action Plan: Plan out actionable steps in addressing S-T and reaching desired status across relevant 7S areas


4. Summary: Provide a summary of findings and outcomes from the Project


2. Desired Status: Determine the ideal situation for DOF and optimal organsational design sought by this change initiative



1. Perceived or actual external stakeholder pressures: 
S-T leadership styles regularly propagate from external stakeholder influences. In particular, Financial institutions or stakeholders that over-emphasise quarterly earnings as criteria for holistic business performance. This perceived or actual stakeholder influence can translate into a managerial culture fixated upon cost-cutting, short-term financial results, and disinvestment from non-revenue generating business streams (Denning, 2017) (The Aspen Institute, 2017) (Semuels, 2016). Counterintuitively, these leadership decisions negatively affect long-term value creation potential across sustainability's economic, environmental, and social pillars (Principles for Responsible Investment, 2017). This, therefore, is misaligned with DOF’s Vision and strategic ambitions in Figure 4, Figure 5 and Figure 6. 

It could be perceived that rudiments of quarterly capitalism have advanced through to DOF’s investor relations approach. For example, DOF’s quarterly earnings schedule (Figure 8) will likely stimulate near-term spending and budgeting philosophies to satisfy periodical earnings predictions (Featherstone, 2017). DOF has also adopted ‘limiting capital expenditure’ to fulfil its Shareholder Policy commitments. A short-term preference to cut capital expenditure can quickly come at the detriment of developing areas of DOF’s value chain that create long-term value, such as new technology, training of employees and innovation (Semuels, 2016). Developing these value chain areas is central to achieving Figure 5 and Figure 6 objectives. 


2. Executive Remuneration
By intertwining key decision-makers pay structures with annual company performance, DOF incentives decisions to reap ‘value’ in the short term. Subsequently, arrangements that create value over the long term may become deprioritised if they conflict with short-term revenue-generating ability (United Nations Global Compact, 2017). A risk-averse attitude may be develop within DOF towards value chain areas of innovation, research, and other longer-term capacity building exercises (Leung, et al., 2016) essential to progressing sustainability within the organisation (IPCC, 2021).  This may cause strategic drift.

The correlation of executive remuneration to value creation for ‘shareholders’ or ‘company’ is also contradictory to enabling long-term decision making and sustainability. ‘Value creation’, in this context, is almost exclusively measured in financial terms, with Shareholders and DOF being the only recipients. Shareholder value creation also reinforces the executive's focus on quarterly financial results at the expense of developing other business areas. This assumption and value network is not consistently aligned with all of DOF’s stakeholder groups needs and creating value across societal and environmental fronts. 



3. Workforce uncertainty and myopia: 
Research indicates that uncertainty hinders actions of sustainability amongst consumers and causes temporal myopia (van der Wal, et al., 2018). The same assumption could be made about DOF’s workforce. If employees are uncertain of the strategies they are responsible for executing, they may revert to focusing on short-term outcomes instead of DOF’s long-term plans and sustainability vision (Wijayasinha, 2020). Similarly, a lack of strategic insight amongst Regional Management teams may give rise to spatial myopia, where attention is placed on current market conditions instead of planning for DOF’s or the industries future as required by Figure 6 (Ridge, et al., 2014). 

Given DOF’s reliance on delegated responsibility under a Nordic Leadership model, there is potential for S-T exposure. If the workforce is not educated, informed and engaged with proposed Strategies, there is a possibility of temporal and spatial myopia within DOF. Furthermore, executing DOF’s ESG Strategy (Figure 5) is dependent on broad organisational understanding of the concepts in Figure 13. Employees must be the ‘backbone’ support of ESG initiatives, advancing policy, mobilising resources and providing vision and support (Kramer & Marc, 2016). Therefore, the currently abstract notions in Figure 13 must evolve to become Shared Values for the entire organisation. Failure to engrain ESG Shared Values will likely deliver subpar performance against desired outcomes (Gleeson, 2021). 
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DOF VISION

The DOF Group is a trusted and leading partner delivering services globally for a sustainable
utilisation of offshore energy and other subsea resources
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“Adjust business platform to facilitate future customer demands and competitive
business offering, maintain position as #1 ship manager of OSV and #1 in IRM, survey,

mooring, and light construction and establish DOF as a recognised, preferred company
within renewables” (DOF ASA, 2021)
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to provide its sharcholders with competitive retums on invested capital by distributing

dividends and by an increase in value on the share price...” (DOF ASA, 2013)
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FINANCIAL CALENDER 2022

Date Event
19 May 2022 19t quarter 2022

24 Aug 2022 Half-yearly Report

15 Nov 2022 3 quarter 2022

24 Feb 2023 4 quarter 2022

08 Apr 2022 Annual Report

24 May 2022 Ordinary General Meeting

Please note that he dates might be subjct fo changs.

Per DOF ASA press release on 11 Novemser, 2021,
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“Parformance-related- remuneration- of the-executive- management-shall- be- linked- to-value-
creation: for shareholders-or 1o the- Company's profit-over time. Such arrangements-are-meant,

to- incentivise- performance- and- shall- be-based- on- quantifiable- factors: the- employee- may
influence, and-then-be-rewarded-accordingly."~-(DOF-ASA, 2013)f
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e Customer relations databases;
¢ Financial Management Systems;

 HSEQ Management Systems, and
Onshore applications;

¢ Human Resource Management Systems;

¢ Global communication and company
portals

¢ Preventative Maintenance Systems;
Offshore ¢ Documentation Management Systems;
¢ Permitting Systems
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SHARED VALUES
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Our values reflect what is important to us all.

DOF is a value-driven organisation. Our values, “Respect”, “Integrity”, “Teamwork”, “Excellence” (RITE) —
and “Above all, we are SAFE”, were developed by our employees to ensure consistent focus and emphasis

towards an attitude of success.
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1 - STRATEGY 2 - STRUCTURE 3 - SYSTEMS 4 - Soft 7S Elements

Notes Notes Notes Notes

Consistent with? Consistent with? Consistent with?

STRATEGY No STRATEGY Yes STRATEGY No

STRUCTURE Yes STRUCTURE Yes

SYSTEMS Yes

       DOF's Strategy is consistent with 

Sustainability concepts & long-term decision 

making.

      DOF's organisational structure exposes it to 

external stakeholder pressures that may 

exacerbate S-T approaches and create 

inconsistencies with DOF's long-term strategic 

visions. 

      DOF's executive remuneration structure is 

not consistent nor incentivises the delivery of 

long-term goals consistent with its 'Strategy'.

       DOF's systems support the current 

structure and strategy of the organisation. 

Planned upgrades of 'Systems' as part of the 

3-year improvement plan are likely to align 

DOF's supporting business infrastructure with 

its future 'Strategy'. 

       'Soft' Elements of DOF's culture are 

deemed consistent with its 'Structure' and 

existing 'Systems'.



     This report has identified potential 

inconsistencies between current Values held by 

the company, and those 'Share Values' required 

as part of DOF's new ESG Strategies.  DOF is 

also vulnerable to segments of its workforce 

reverting back to short-term, operational 

outcomes if it cannot sufficiently communicate 

the intent of its Strategy across its operational 

footprint. 


image27.png
Desired Qutcome

[STRUCTURE - [Perceived or actual external| DOF should establish a terms of reference to investigate more thoroughly the | Mutual understanding between executive management teams and. Under (Chief Financial Officer /
STRATEGY takeholder pressures | effects investor short-termism has had on their business strategy, financing and | Shareholders regarding the erroding effects of ST upon ESG performee, | Consideration Audit Committee.
investor relations. long:term business strategy vision, capital investments and future.
financing structures.
Results from audit/investigation shall be shared with Board of Directors.
[STRUCTURE - [Perceived or actual external| DOF shou!d supplement their 3-year Improvement Plan, with short and medium- | 1gent}y and communicate short and fong-term value propositions Under (Chief Sustainabiltiy Officer /
STRATEGY takeholder pressures | term 'SMART'milestones for their Strategy/Vision. This should provide external |associated with the proposed Company vision and strategies, including | Consideration |Chief Financial Officer
stakeholders with measures of success and performance against long-term goals |£SG criteria.
limiting the use of S-T business performance crteri
[STRUCTURE - [Perceived or actual external| DOF should make 3 proposal to the Board of DIreciors to revise their REporting | Mutual understanding between executive management t2ams and Under (Chief Financial Officer /
STRATEGY takeholder pressures | Schedule (Figure 8). The proposal should justify less frequent reportine, citing the |Sharehoiders regarding the erroding effects of S-T upon ESG performee, | Consideration |Chief Executive Officer
affects of S-T and outcomes of Audit / Investigation where required (Action #1). |fong-term business strategyvision, capital investments and future
financing structures.
[STRUCTURE - [Perceived or actual external | As part of its Reporting Schedule, DOF should purposeully communicate to [dentfy and communicate short and long-term valuz propasitions. Under (Chief Sustainabiltiy Officer /
STRATEGY stakeholder pressures | external stakeholders the Short-term benefits of its ESG related strategies and |associated with the proposed Company vision and strategies, including | Consideration |Chief Financial Officer
initiatives to articulate the value-added/ contribution to net present value. [ESG critero.
[STRUCTURE - [Executive Remuneration | Executive Management pay structures should be revised to reflect progress. [Senior management pay structures should be consistent with DOF's ong-|Under Board of Directors /
STRATEGY /against long-term strategies and utilise multiple criteria, including ESG /term ambitions and incentivise fong- and short-term business outcomes. |Consideration |Chairman of the Board
performance metrics.
(Qitera for performance-based remuneration should be founded on ESG
(criteria and financial performance.
‘SOFT" 75 ELEMENTS - | Workforce uncertainty and |DOF should utilise the 'Inspire/Educate/Reinforce’ communication framework | There needs to be @ clear understanding of DOF's current cufture (across | Under (Chief Sustainability Officer
STRATEGY | myopia (Everse, 2011) to map and deliver new ESG Shared Values to the global workforce. |olf worisites) and ‘Shared Values" o5 o starting point before prescribing —|Consideration
This should prioritise ESG concepts within existing organisational Shared Values  |change.
/and give purpose to their adoption.
The sk’ of the workforce are consistent with the future vision of DOF.
This action shall supplement the existing proposals of integrating ESG concepts | Where lacking,  budget, pian and responsibilties are assigned to
within the Code of Business Conduct and Company Values. \upsiing and aligning competences. This includes training and
|awareness of adopted £SG topics that are being presented as ‘Shared
Volues'.
‘SOFT' 75 ELEMENTS - | Workforce uncertainty and | Regional management, charged with responsibilities for implementing DOF's | Managers charged with implementing change are informed, skiled and | Under (Chief Operations Officer /
STRATEGY | myopia Strategy within their operational areas, should be given specific trining. (capabe of transcrbing corporate strategies, visions, and associated |Consideration |Executive Vice Presidents for
(acivties within their areas of responsibiliy linking the boararoom and |Altantic, APAC, America &
[Training shall focus on Market and Customer insights, and justify DOF's long-term | shopfioor” Brazil.
vision as a market differentiator. This training shall focus on the associated value|
propositions of delivering short, medium and long term milestones linked to.
DOF's Strategy.
Training shail include ‘toolkits' and formats, that allow Regional Management to
bseauently sheit denarments/ work 1 2 arer dat:
‘SOFT' 75 ELEMENTS - | Workforce uncertainty and_|Establish local ‘smbassadors' for DOF's Strategy and new Shared Values. The ‘SKils” of the workforce are consistent with the future vision of DOF. | Under Executive Vice Presidents for
STRATEGY | myopia |ambassadors should supplement the training and communications from Action | Where facking, a budger, plan and responsibilites are assigned to (Consideration |Altantic, APAC, America &

Items #6 8.7 but from a grassroots level.

\upsiing and aligning competences. This includes training and
|awareness of adopted £SG topics that are being presented as ‘Shared
vatues

Brazil.





image28.png
A global
workforce of
3,820 people
and a fleet
‘comprising
59 vessels.

No matter where DOF operates in the world,
safety is held as the highest priority.

Company overview
DOF is a leading provider of integrated
subsea project and marine services to_the
slobal offshore energy market. Established
in Austevoll in 1951, DOF has continued a
proud tradition of delivering safe and quality
Services to our customers.

Our_global footprint, excellent customer.
relations, combined with our expertise,
high-quality vessels, and strong safety culture
are central to future success in an evolving
market. Over the last decade the Company
has invested in key regions such as the
Atlantic, South America, North America, and
Asia-Pacific.

DOF has a unique ability to utilise people
and assets from across the marine and
subsea_organisations to seamlessly deliver
‘multi-discipline services from a single company.

DOF operates in three segments of the
offshore services market, strategically defined
by activities and vessel types: PSV. (Platform
Supply Vessels), AHTS (Anchor Handling Tug
Supply vessels), and Subsea (Subsea vessels
and Subsea engineering services).

As of 1" of December 2021, DOF has a global
workforce of 3,820 people and a total ficet
of 59 vessels, of which cight vessels are on
management or hired
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