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‘We will continue to develop as an organisation’, says
Ton van Schaik, Staff Director Personnel & Organisation. ‘That’s
why the theme of our annual social report this year is ‘Always en
route’. After all, we’re en route in many different ways. First of
all, because year in, year out, we are literally en route to new
projects in new regions or countries. Secondly, because our new
equipment is taking us to new markets. We’re also looking for
new ways to recruit employees. As for our current employees:
they can continue building their careers at Van Oord, either in
their area of specialisation or grow in a new position. In short,
we don’t have time to stand around in our organisation. We’re en

route and we’ll stay that way.’

Good employees: our key to success

The world is our workplace

‘The year 2010 turned out to be
an excellent one for Van Oord. By
the middle of the year, we saw
strong recovery in many of our
markets. Following a reduction
in staff in 2009, our workforce
began to grow again in 2010.

In the years ahead, we will
concentrate on recruiting and
training employees, and we
expect staff numbers to continue
to grow.’ Speaking is Van Oord’s
CEO Pieter van Oord.

‘We had expected to feel the effects
of the financial and economic crisis
in 2010, as we had in 2009. So we
were cautious about hiring
employees until halfway through
the year. Natural attrition meant
that our workforce shrank. But —
somewhat unexpectedly — the
markets recovered by mid-2010
and confidence rose. We
abandoned our cautiousness about
recruitment and began to pursue a
more active HR policy. Our results
in 2010: solid turnover and profits
and an increase in our total
workforce by about 10%.’

The future

‘We charted our strategy for the
next five-year period in 2010. That
strategy is clearly focused on
growth. We have adopted action
points that are being tackled by
various working groups. While we
were determining the new strategy,
it quickly became clear that our

future personnel policy would be
one of our most important and
critical priorities.’

Our modified HR strategy

‘An HR working group headed by
Area Director Niels de Bruijn was
asked to consider the following
questions: How do we retain good
employees? How do we recruit
enough employees to achieve our
growth targets? And what kind of
action plan makes these things
possible? The working group came
up with answers to these questions
and recently reported them to the
Management and the Works Council.’

HR action points for 2011

‘The action plan consists of six
important follow-up actions that
focus on employee recruitment and
retention. For example, we

will be conducting an employee
satisfaction survey in 2011 and
taking the results into consideration
in our new policy. We will be
overhauling our current wage and
salary system and investigating how
we can make our employment terms
and conditions more flexible. In
addition, we will be launching a
talent management and coaching
programme. Regarding the
recruitment of new employees, we
will be setting up a new,
professional recruitment department
within P&O, as well as an
international Van Oord Academy,
where all of our new workers —

whether young entry-level
employees or older, more
experienced ones — can learn the
basics of our wonderful profession.
In other words, we will be tackling a
large number of HR-related
challenges. | would like to finish by
once again thanking all our
employees for their efforts, which
led to such outstanding results in
2010. | sincerely hope that we
continue to merit their loyalty, and
that together we will recruit
enough new employees.’

= Turnover rises to
EUR 1,578 million

= Net profits of
EUR 165 million

= Company is financially
healthy

= Order portfolio stands at
EUR 1.9 billion

= New investment programme
of EUR 1 billion

‘Van Oord’s circa 4,400
employees work all over the
world. It’s complicated
forging a far-flung network
like ours into One Team. But
we are doing a pretty good
job of it.’ Speaking is Staff
Director Personnel &

Organisation, Ton van Schaik.

Ton is responsible for
personnel affairs at Van Oord
and is a member of the
company’s Management
Committee. Here he looks
back at a busy year in which
he was called on to deal with
many different issues.

‘We have many different
nationalities working at

Van Oord, like Dutch, Filipino,
French, Nigerian, British,
Ukrainian and Indian. That's
hardly surprising: it reflects the
world in which Van Oord

operates. Thanks to an atmosphere
of mutual respect and
understanding, employees from
different countries usually have no
trouble working together. But there
are still some parts of the
organisation struggling with issues
of integration and acceptance. We
will continue to emphasise the
notion of One Team worldwide in
our policy and corporate culture. We
do that by using English as much as
possible and by taking cultural
differences into account.’

Staffing on the vessels

‘One of the more difficult issues in
2010 was the staffing on our
vessels. Some vessels had to make
do with fewer crew members in
2010 than in previous years. It's
important to talk openly with the
officers and crews about decisions

>> Continued on page 2
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The world is our workplace

concerning staff numbers, and to
look carefully at the whole
communication process that
precedes such decisions. After all,
these are decisions that affect the
employees, both personally and in
their work. As management, we
dropped a few stitches in this
process. It worried a lot of people
and caused considerable disquiet
among our fleet employees. Jan Vlak
(Fleet Manager from September
2007 to January 2011) and

Wilko Kok (Jan’s successor as of

1 January 2011) reflect on what was
quite a challenging year on the Fleet
Department on page 4.’

New information system

‘In 2010, we migrated from our old
personnel database to a new
information system — a huge project
that we began preparing for back in
2009. The new EBS system is a
major step forward for Van Oord.
It's difficult to keep track of so many
employees and projects around

the world, and it takes a good
personnel information system to

do it properly. Angelique Heijnen,
Manager Personnel Department and
chairman of the HRM@VanOord
project team, reports on the details
in her article on page 14
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Performance appraisal

‘A target achieved in 2010 was to
merge our two sets of employee
interviews, one in which we

required for both interviews now
has to be available at the same
time. And employees can always
make a follow-up appointment with

‘We don’t just talk the talk;
we walk the walk’

appraised performance and the

other in which we set goals for the

year ahead. Until 2010, both
interviews took place once a year.
Linking them means much less
duplicate work. It was a major
organisational effort to merge the
two, because all the information
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their superior to discuss specific
goals or points for improvement.’

Recruiting new talent

‘Unlike in the past, we are now
better at anticipating fluctuations in
our market. The trick is to
guarantee job continuity even when
there’s less work about. After all, as
soon as the market recovers, so
does the demand for experienced
employees. That’s why it’s
important to have a flexible shell of
workers. Van Oord expects to grow,
so end 2010 the Executive Board
set up an HR working group to
explore how we can recruit new
employees in the next few years
and gain the loyalty of current ones.
Niels de Bruijn, Area Director Middle
East & Mediterranean and

HR working group chairman,
explains the group’s work in his
contribution on page 3.

Loyalty

‘Besides attracting new employees,
we want to gain the loyalty of the
employees we have. It's important
for us to have an integrated
personnel policy that brings out
the best in both the organisation
and the employee. One crucial
factor is how much scope there is
for personal growth and career
advancement. Rob van de Berg,
Manager Development, and

Luuk de Boer, Manager Traineeship
and Education Department, explain
this in their article on page 6

and 10

We’re en route and we’ll stay
that way

‘Van Oord remained stable during
the recession, in part due to some
decisions that were unpopular

with the employees. Like an
economic crisis, our market is
unpredictable. That unpredictability
requires us to be very flexible as a
company. It is our flexibility

—as well as the dedication and
positive attitude of our employees —
that has allowed us to remain a
financial strong and healthy
organisation. That means that we
can go on investing in equipment
and employees. We are ready for
the next growth spurt.’

‘New ownership structure guarantees
future stability’

For seven years, the shareholdings in Van Oord remained more or

less the same: MerweOord owned 51% of the shares, NPM Capital

27.5% and BAM 21.5%. In late 2010, our shareholders agreed on a

change in their holdings. MerweOord will purchase NPM’s 27.5%,

increasing its stake in Van Oord to 78.5%. BAM and MerweOord

will jointly seek a new shareholder for BAM’s shares.

Mr Van den Driest has been
closely involved in Van Oord for a
considerable length of time, in
the past five years as the
chairman of the Supervisory
Board. He explains the new
ownership structure.

Important

‘Looking at the three
shareholders, it becomes clear
that NPM and BAM have different
priorities to MerweOord. The

Van Oord we know today became
possible because BAM and NPM
were prepared to invest during
the merger. It is very important to
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them to make a good return on

their investment in the form of a

dividend. MerweOord’s top
priority is to have a healthy
company that can be passed on
to the following generation.’

Consent
‘MerweOord wanted to increase
its stake in Van Oord. So it

reached an agreement with NPM.

Why did the Supervisory Board
consent to this? One
consideration was that only two
shareholders would remain,

MerweOord and BAM. We are now

sure that we have one large

shareholder who is focused on
the long term. That will allow
the company to forge ahead.

To facilitate the transaction,

Van Oord is now paying out

an extra dividend that will be
applied toward the purchase of
NPM’s shares. As a company, we
are taking this financial step so
that we can continue to grow. In
the long term, stability will boost
the company’s competitiveness.’

Role
‘The Supervisory Board is mainly
involved in matters concerning

cautious about decision-
making. We have to keep a
watchful eye on the risks
involved. Decisions have to be
financially responsible. We are
confident that this new
shareholder structure will
guarantee the company’s
future as an independent
family business.’

‘We are taking this
financial step so that we
can continue to grow’

the company’s expansion. We
consider whether the company
has the financial and human
capacity to grow. In general, the
Supervisory Board tends to be

Van Oord is among
others established in:

Angola: Luanda

Australia: Perth, Brisbane

Azerbaijan: Baku

Bahrain: Manama

Bangladesh: Dhaka

Belgium: Zele

Brazil: Rio de Janeiro

Canada: Ontario, Calgary

China: Shanghai

Curacao: Willemstad

France: Le Blanc-Mesnil Cédex

Germany: Bremen

Gibraltar

India: Mumbai

Indonesia: Jakarta

Italy: Amelia

Kazakhstan: Manigistau

Korea: Busan

Latvia: Riga

Malaysia: Kuala Lumpur

Mexico: Mexico City

Nigeria: lkeja-Lagos

Norway: Bergen

Panama: Panama

Philippines: Manilla

Portugal: Lisbon

Qatar: Doha

Russia: Moscow, St Petersburg,
Yusno

Singapore: Singapore

Spain: Madrid

Taiwan: Keelung City

Thailand: Bangkok

The Netherlands: Rotterdam,
Gorinchem

Tunisia: Tunis

United Arab Emirates: Dubai

United States: Houston

United Kingdom: Newbury

Vietnam: Hanoi

As Van Oord continues

to internationalise, it is
having to amend its

terms and conditions of
employment, both for staff
in the Netherlands and for
those posted abroad. It is
Thea van der Elst’s job to
develop new terms and
conditions and to oversee
related matters. She also
plays an advisory role.
Thea is Van Oord’s
International Compensation
and Benefits Specialist

in the Personnel &
Organisation Department
in Rotterdam.

‘The P&O team spends every
day working to optimise terms
and conditions for both the
company’s sake and for the
employees’, says Thea.
‘Internationalising our

HR policy means making

sure that it satisfies the
requirements of an international
company. Whenever we can
apply the same employment
terms in all the countries in
which we operate, we do —

but we also make sure that
genuinely local employment
terms can be applied locally.
Differences in national law or
local labour market practices
mean that employment terms
may differ from one country to
the next. For example, a
Surveyor should have the same
job description, no matter who
has been appointed to the
position or where that
employee is working, even
though the employment terms
may differ from place to place.’



‘We are looking for employees from

Van Oord undoubtedly has the strength to grow, but growth

will take more than contracts and equipment. At least as

important is the company’s ability to attract and retain the

right employees. That is precisely what the HR working group

advises on.

The HR working group is preparing
to develop an action plan by
scrutinising our organisation and
the market. The group’s chairman
is Niels de Bruijn, Area Director
Middle East & Mediterranean. ‘Our
sector goes through busy periods
and slack periods. We put a
temporary freeze on hiring owing
to the financial crisis. The market is
now recovering and it looks like we
are facing an employee shortage,
along with an estimated natural
attrition in our own organisation of
8 to 10%. If we want to maintain
staffing levels, not to mention
increase them, we’ll have to hire
approximately 150 new employees
annually for our target group of
600 project-related positions in the
period leading up to 2015.

Flexible working practices
The HR working group searched for
answers to two questions: where

do we find new employees, and
how do we hang on to the ones we
have? ‘We had to bear in mind that
times have changed’, says Niels.
‘Projects are especially interesting
for people driven by a spirit of
adventure. They have to enjoy
variety in their work and see the
world as their workplace. But the
younger generation wants more
flexibility and a life-course aware
personnel policy. We are looking
for ways of meeting their wishes,
both at the offices in the
Netherlands and abroad, where we
are looking especially closely at the
leave schedule.

Across the dividing lines

‘We have to look beyond the group
of talented young graduates with a
technical qualification. We’re also
interested in older professionals

— for example from the civil
engineering sector — who want to

becomes global company

Key role

‘My job gives me a key role in the
process of internationalisation’,
says Thea. ‘1 work with both local
management and reputable
external consultants who
specialise in employment terms
and conditions. | collect all the
information | need to create a
‘level playing field” when it comes
to Van Oord’s employment terms.
Every day is a new challenge. To
ensure good results, | cooperate
with my colleagues at the office in
the Netherlands, but | also work
with colleagues in the rest of the
world. My work environment is
ideal. Everything comes together
here: people, different cultures,
and my area of specialisation.’

Thorough

‘Van Oord certainly does not make
snap decisions as an employer. We
start with a thorough investigation,
and once the results have been
produced, they must be approved
by all the parties involved. One of
those parties is a committee set
up last year to oversee our
worldwide personnel policy,

known as the HR Advice
Committee Terms & Conditions.
Only then do the final
documents go to the Executive
Board. As soon as the Board has
issued its approval, the
employment terms go into
effect.

The future

‘The dredging business
combined with our team spirit
make working at Van Oord very
special for me’, Thea continues.
‘We began as a Dutch firm, but
we are now en route to
becoming a global company to
which many employees are
contributing their ideas. | think
Van Oord’s strength lies in our
ability to come up with
excellent products and services
that will take the company into
the future. The atmosphere at
work is also very pleasant, and
employees are given
considerable liberty in their
jobs.’

make a career switch. They have
the broad experience and
competencies that our projects
require. The only thing they lack is
knowledge of dredging and
specific experience in the dredging
business. We offer them an
intensive practical training course
tailored to their needs and wishes.
Their age also plays a role. They
tend to be older than 35 and
generally have a stable private life.

There is a plentiful supply of
labour at the moment, so now is
the time to recruit these people.
We plan to do that in the
Netherlands, of course, but also in
countries that match our corporate
culture, such as the UK or Ireland.
We expect to set up a centralised
Personnel & Organisation
Department that will concern itself
specifically with recruiting new
employees.’

Work in progress

Daniele Medeiros began
working for Van Oord Brazil
in September 2010. ‘1 was
very keen to work for the
company that built the Palm
in Dubai’, says Daniele. ‘It’s
fantastic for an organisation
to build something on that
scale.’

Daniele was working for a
Norwegian company when she
received an e-mail inviting her
to apply for a job as HR
Manager in Brazil. ‘'d always
worked for companies in the oil
and gas industry, so | certainly
saw overlaps’, says Daniele.

‘I now deal with personnel
matters for more than 200 staff
employees and crew in Brazil.’

One team

‘When | started, Van Oord had
yet to set up a HR Department
in Brazil’, explains Daniele. “The

main personnel activity that the
office here carried out was to pay
salaries. So our HR Department
has a lot of work ahead of it. My
aim is to improve the department
and bring it into line with our
corporate standards. It's important
for us to project the image of a
single company, to act as one
team. The standards have to be
adapted to local requirements, of
course, including all the Brazilian
legislation and regulations
applicable here. My ultimate goal
is to structure personnel affairs in
a way that allows us to provide
professional and solid HR Support,
thereby enabling Van Oord Brazil
to continue growing in one of its
important home markets.’

Information supply

‘Last year, | visited the Netherlands
for an in-company training course
in human resource, on the advice
of Area Manager Govert van Oord

outside the Netherlands’

What next?

The HR working group has now
finalised its advisory report and
presented it to the Management
Committee and the Works Council.
The next step is to develop detailed
recommendations and use them as
a basis for taking specific action.

and Branch Manager José Eduardo’,
says Daniele. ‘My counterparts
from the Personnel & Organisation
Department in Rotterdam provided
me with a lot of information. | was
also trained in the EBS personnel
information system. | can’t wait to
use it in Brazil as well. What struck
me the most about my visit to the
head office? The weather is cold,
but the people are warm!

Challenge

Brazil is an emerging market for
dredging projects. As the number
of projects increases, the demand
for people to carry them out will
also grow. ‘We need employees
with the right technical skills and
training’, Daniele explains. ‘Since
the Brazilian economy is booming,
there’s a lot of competition in the
labour market these days for
technically competent employees,
in particular vessel crew. It’s
difficult to find enough qualified
people. My challenge is to recruit
and train new employees.’
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between the fleet and the office

‘In spite of the economic recession, few of our vessels were idle

in 2010’, says Jan Vlak, Fleet Manager from 2007 to 2010. ‘Still,

we had fewer crew members working on the vessels than in

previous years.’

Jan: ‘The economic recession dealt
a blow to the market in about mid-
2009. Our vessels were idle part
of the year, and prices came under
pressure. Our management
analysed every cost factor across
the entire organisation, from
flights to vessel fuel consumption.
For example, we now often travel
to projects at an economically
efficient speed. That means we
travel more slowly, but we save on
fuel and also our CO, emissions
are lower.’

Slack periods

‘A management committee looked
at staffing on the vessels, which
are subject to efficiency
evaluations every other year, crisis
or no crisis. More than 60% of our
crews work on trailing suction
hopper dredgers. We expected to
see a decline in the number of
projects in 2010, with some of our

hoppers being inactive. The idea
was to keep the crews busy
maintaining the vessel during
slack periods so that they wouldn’t
need to spend time on upkeep
once a project got started. Not
only did that ease the burden on
the crew during a project, but we

could match the size of the crew
to the amount of work to be done.
There was a shadow side to this
strategy as well, however. With a
full crew, vessels had continued to
operate smoothly even if there
were problems on board. There
had usually been enough crew
members to fall back on. That
wasn’t the case any longer. To
solve that problem and remain
flexible, the vessel’s officers could
request extra crew members at
any time.’

Support

‘The decision to cut back on the
workforce has affected the vessel’s
officers and crew both as
employees and as persons.
Looking back, | regret that we
didn’t involve the officers more
closely in the decision-making. We
also didn’t communicate our
message clearly to the crew. At the

start of this year, we evaluated the
lessons we had learned in 2010. A
six-person committee then
submitted a report to the
Executive Board. There were three
Officers on the committee, and
they played a key role. The
management wants its policy

A sailor on shore

Cutter Skipper Reinier van der
Roest previously worked on the
HAM 217, the Aegir and the
Hercules. He started out in 2001
as 2"d Cutter Skipper and was
eventually promoted to

15t Cutter Skipper. Since

1 March 2010, he has been part
of the construction team for
self-propelled cutter suction
dredger Athena. He has
temporarily exchanged a life at
sea for the challenge of a major
engineering project on shore.

% %
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‘I was working on the Hercules in
Brazil when the head office in
Rotterdam called to ask whether
I'd be interested in joining the
construction team’, Reinier says.
‘Before | agreed, | talked to my
wife and weighed up all the pros
and cons. | started working on
the Athena project in spring
2010. | was absent for about

six weeks to study for Officer for
vessels up to 3,000 GT and
successfully finished this
education.’

- ¥

decisions to be supported, but
sometimes it’s hard to find the
right way forward. That’s why the
Fleet Department organised a
Crew Conference at the end of
2010. We took advantage of the
event to once again explain why
we had cut back on the crews, and
CEO Pieter van Oord had the
chance to address the issues
raised by crew members.’

Distance

‘It's only when our crews have
questions that we realise just how
many miles there are between the
fleet and the office. You can'’t just
drop in for a chat and ask for an
explanation. We're looking for
ways to bridge that distance.
Although there’s nothing we can
do about the physical distance
between us, the fleet and the
office are part of the same team
and they need each other. Without
the office, there wouldn’t be any
projects, and without the fleet, the
projects wouldn’t get done.’

New equipment
‘Right now, both the fleet and the
office are bubbling over with

Teamwork

‘We’re working with the shipyard
to build the best vessel we can. It’s
great getting to know colleagues
that | hadn’t worked with before.
We have an inspiring team, made
up of people who have worked on
cutters, hoppers and other
vessels. Together, we figure out
how to solve any problems we
encounter. My main job on the
team is to supervise construction.
| make sure the sections are being
built precisely as drawn. | inspect

Sticking to the course

Wilko Kok was appointed Fleet Manager on
1 January 2011. ‘1 will stick to the course
charted by my predecessor Jan Vlak’, says Wilko.

Department. For example, we
handle all kinds of different
contracts now, and they often
come flooding in all at once.
We also have to deal with a
growing number of laws and
regulations, both national and
international. Jan had a good
strategy for tackling such
matters at the organisational
level. | will continue in my
own way to build on his
foundations.’

‘Jan and | were a team for two
years’, says Wilko, formerly
the Planning Manager for the
Fleet Department. ‘| watched
the department mature and
become more professional
under his guidance. It was not
only a wonderful experience; it
was a necessary development.
Our organisation continues to
grow and that is only making
things more interesting for the
Personnel & Organisation

for the offshore wind market.
These are investments that reflect
well on the entire company. Our
impressive fleet fills many of our
employees with pride.’

excitement because of the new
equipment. We already had a nice
collection of trailing suction
hopper dredgers, but now we’re
adding two powerful self-
propelled cutter suction dredgers.
It's also great to be involved in
constructing an installation vessel

the welding seams on finished
sections. | make sure that
everything is properly sanded and
cleaned before painting starts, and
I also check the paintwork.’

A nice company

‘| see the switch from navigation
to construction as a positive
move’, says Reinier. ‘I'm learning a
lot and studying all the ins and
outs of the vessel as | go. | like
being able to discuss and
contribute ideas. | still enjoy
working for Van Oord and feel a
lot of solidarity with the company.
I’'m positive about the process of
internationalisation, although

| hope that we also keep hiring
Dutch employees. | find it more
difficult to communicate with
international colleagues, but it’s
fun too, and you learn something
from the cultural differences.’

and for the fleet personnel,
who will have better prospects
of promotion. If you approach
things with an open mind,
yoU'll find there are plenty of
career opportunities in the
fleet.’

Growth and promotion

‘We’ll be adding more new vessels
to the fleet in 201 1. By choosing
to build new equipment, Van Oord
is mapping out its future. | think
the course it has chosen will be
good for the company’s growth



and you’ll stay afloat’

Robert Snijders has gone
from being a Captain to a
Works Manager. It took time
to get used to the change,
but he is happy with it. ‘Pll
never get into a rut in my
work.’

‘Up until late 2007, | worked on
various vessels, including
suppliers, trailing suction
hopper dredgers and side stone
dumping vessels. | started out
as an Able Bodied Seaman,
became a Sailor, an Officer and
finally Captain. For personal
reasons, however, | had to take
a break from navigation.

Van Oord gave me the chance
to try my hand as a Works
Manager. It took some getting
used to at first. For example,
the on-shore schedule has
employees working six
consecutive weeks with three
weeks of leave. When you work
at sea, you get six weeks of
leave. Having less time off puts
quite a strain on my private life
and my family. | also felt I'd
been thrown in at the deep end
after my switch. The rule
seemed to be, do a good job
and you’ll stay afloat. | could
have done with a bit more
guidance on the job and in the
training courses. Van Oord

has been looking more

closely at this since last year
by introducing a special
development programme.’

Variety

‘There’s a lot of variety in my job
as Works Manager. The project

| enjoyed most in the past year
was the construction of the
Belwind wind farm in Belgium.
The wind farm has 55 wind
turbines and is located 50 km
off the coast of Belgium, near
Zeebrugge. | headed the team

laying the cables. We worked
with the HAM 601, a side stone
dumping vessel refitted
especially for this project. A lot
of people were watching us.
There was some doubt about
whether we’d manage to get the
job done. We spent a lot of time
preparing, and that turned out
to be very useful. Van Oord is
back on the map in the wind
farm market when it comes to
laying cables.’

Never a rut

‘I move around a lot to different
parts of the world, and each
time | have a new set of
colleagues. The language
barriers between different
nationalities can be
inconvenient at times. It’s easy
to suppose that someone
understands what you mean,
but that’s not always the case.
Still, | enjoy seeing how different
nationalities have different ways
of dealing with one another and
their work. Every nationality
tries to be considerate of the
others in order to ease
cooperation. Working on so
many different projects means
that I'll never get into a rut in
my work. | want to keep
learning new things in my
profession. For me, the next
logical step is a promotion to
Project Manager.’

Finding solutions together

Jaap van den Heuvel has
mixed feelings about 2010.
It was a year of ‘trial and
error’. As backhoe Goliath’s
Barge Master, he had a
number of hurdles to clear.

Jaap has worked for Van Oord
for more than thirteen years
and spent some of that time on
the backhoes |Jzeren Hein and
Razende Bol. In recent years,
he was stationed on the multi-
functional pontoon Manta.
When the Manta was
temporarily without work in
June 2010, the Personnel &
Organisation Department
asked Jaap to transfer to the
backhoe Goliath.

Switch

The switch to the Goliath was
certainly not the first change
of course in Jaap’s career. ‘My
father introduced me to ACZ,
Van Oord’s legal predecessor,
at quite an early age’, Jaap
relates. ‘In fact, | got my first
job working for ACZ. In 1974,

| was posted to the Ivory Coast

on the side stone dumping vessel
Frans. After a period working on
the Oosterscheldt project in the
Netherlands in 1986, | switched to
a different line of work. But once
you’ve worked in dredging, it’s in
your blood. So | came back, first
as a Barge Master for the new
Manta and then on the backhoes.’

Adjustment

A new vessel always takes some
getting used to. The Goliath is
inactive more than Jaap likes, and
that makes his job a less pleasant
experience. ‘Sometimes | think
that if the Manta had had enough
work then, | would never have
made the switch’, says Jaap. ‘But

| won’t give up. We have a good
atmosphere on board. | try to keep
up the spirits of the operators.
The crane needs maintenance, of
course, but the crew would much
rather be working than tinkering
with it.’

Colleagues

Sometimes, when things go
wrong, Jaap thinks back to his
time in the UAE. ‘| really enjoyed

working with people from
different countries, for example
with the Indian team in recent
years. Here in Brazil, language
is the biggest problem — but we
always manage somehow. I've
learned that not everyone is the
same, and that’s a good thing.
Everyone has different ideas
about how things ought to be.
When problems arise, we
discuss them openly. We always
find a solution.’

Hobby

‘Every project is different, and
that makes dredging very
interesting to me. | have a lot
of freedom. | think many of
my colleagues would agree
with me that the combination
of dredging, travel, different

‘1 started working in the ‘Van Oord is working on a
dredging project in Hazira for
Essar, one of the biggest steel
manufacturers in the world. The
project involves dredging an

8 km long access channel and a
turning basin big enough to allow
large ships to moor, turn and
manoeuvre. We were supposed to
be here for five months, but
we’re already working on our
third project.’

day shift crew and a night shift
crew. | work with people from
different regions of India. The
reclamation crew consists of a
Foreman, four or five Pipefitters
and four to six Operators. At the
reclamation area, we process the
material pumped to shore by our
cutter suction dredgers: the
Castor, the HAM 218, and the
Sliedrecht 35. It can be anything -
sand, clay, silt and rock. In Hazira,
it mainly consists of clay and silt.’

that carry the material to the
right place at the site. The earth-
moving machinery — bulldozers,
excavators and a shovel — are
used to prepare the site, position
the pipeline, move the material
around and level the terrain as
required.’

industry in 1976, when | got
a job with the Survey
Department in Nigeria’, says
Jim van Olst. ‘It was the same
project where | ended up as
the Reclamation Officer,

Day and night shifts
‘Dredging is work that can be

carried out day and night, seven
days a week, so we work with a

purely by accident. By now In the right place

‘We work with pressure pipes
I’'ve worked all around the assembled into long pipelines

A team of 190

‘The team in Hazira consists of
190 people in all, representing
five different nationalities. We
keep in touch with our client
from our local office. That’s also
where we coordinate the work
between the vessels, the
workshop and the reclamation

area.’

cultures and the people we
meet turns our work into
something of a hobby. It's why
I've been able to stick with it
and enjoy it for such a long
time.’

world doing the same work,

including nine years in the

Middle East. | started my

current project in Hazira,

India, in October 2009.’
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Houston calling

The American city of Houston
is the centre of the universe as
far as the oil and gas industry
is concerned. For a company to
count in that market, it
requires a physical presence in
the Texas stronghold. Regional
Manager Jos Wellink has been
working at Van Oord’s office in
Houston since mid-2010.

‘Our office here is really an
extension of our offices in
Rotterdam and Gorinchem. It’s just
as easy to call or e-mail me or my
Secretary Heather Tawater here.
Many of my colleagues in the
areas, including Offshore, already
know where to find me. That’s
important, because they’re my
eyes and ears outside the USA. If

we hear of any interesting project
plans, then | try to draw the
customer’s attention to Van Oord.
| also compile background
information on future projects.
I’'m not the only one in the

organisation who targets the oil
and gas industry. My colleagues in
Canada are also focused on this
market, and | talk to them all the
time. We decide together which of
us will be the contact person for a

Living on air

The market for wind farm construction is growing rapidly.

‘Van Oord has kept pace, and it’s a serious contender’,

says Johan Wijland.

Johan van Wijland is the Area
Manager for the Offshore Wind
Projects business unit (OWP). ‘In
2010, there were more than ten
offshore wind farms under
construction worldwide’, he says.
‘Before then, there had only been a
few. Van Oord built the Belwind
wind farm along the Belgian coast.
It consists of 55 wind turbines
supplying green energy to
175,000 households. We built it in
a record time of fifteen months. In
2012 a wind farm north of the
Dutch island of Schiermonnikoog
is planned. And in the meantime,
we’re working on various current
or potential projects in various
stages of the licensing procedure.
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The future of this business unit
looks very rosy.’

Totally different market
‘Most of our clients are energy
companies, and their approach is

different to that of port authorities.

Even the services we provide bear
no resemblance to the services
requested in the marine

contracting industry. Our market is

somewhat similar to the oil and
gas market. OWP’s market makes
heavy demands on design
capacities and contractual and

e

project. Our offices and areas
work together on a weekly
basis.’

Time differences

‘Clients are happy that

Van Oord now has an office

in Houston. It means they no
longer have to bear time zones
in mind if they want to reach
us. After all, just as we switch
on our computers here, they’re
being switched off in another
part of the world. We already
have a good reputation in the
oil and gas industry. That
makes it easier to build my
network and improve our name
recognition. | don’t only work in
Houston, by the way. Every
week | fly out to a project or
visit clients somewhere in
North or South America —
Houston’s back yard.’

Getting closer

‘In a few years we’ll be
evaluating the impact of having
an office in Houston. I'm not
really worried about the result.
If we want to play a key role in
the oil and gas industry, then
having an office in Houston will
get us that much closer.’

logistical skills. The market is still
developing to some extent. That’s
obvious from the engineering
requirements for foundations,
which sometimes don’t go far
enough. That means that the
decision-making procedure may
take longer than expected.’

A formidable achievement

‘Van Oord is working hard to give

OWP a solid basis for growth. We

have a team of eighteen people

working on that in Gorinchem, the
etherlands. In addition, we have

o

e
fo — =g T
'|-. — =

‘We customise our programmes
to meet market demand and
individual needs within the
organisation. That was the
Education Department’s main
aim in 2010. We have courses
for every phase of employee
development. In other words, we
focus on juniors, mid-streamers,
and seniors. We've invested
heavily in our employees. But
compared with previous years,
we’ve had to rein in our growth’,
says Luuk de Boer, Manager of
the Traineeship and Education
Department.

The market was better than
anticipated for Van Oord in 2010,
but there was no increase in the
number of days set aside for
education and training. In fact,
employees spent less time in
courses than they did in 2009. There
were various reasons for this. First
of all, the department looked more
closely at whether an employee
actually needed to take a course.
Secondly, employees were very busy
last year, leaving little time for
training. Finally, the department also
tightened up the selection criteria
for a number of programmes.
‘Employees now have to write a
letter stating their reasons for
wanting to sign up for the new
course we launched in 2010,
Personal Impact in Projects.” On the

hundreds of people cooperating
on our offshore projects who have
been outsourced to us by
subcontractors and suppliers, for
example production plants,
factories and engineering firms.
Belwind was a formidable
achievement for the project team.
We also had a good safety score at
sea, in spite of the harsh winter
conditions at times. The decision

L

e

positive side, more time and money
were spent on lengthier
programmes. On an annual basis,
then, the total number of course
participants was smaller than in
previous years.

Almost 10,000 days spent
learning

‘In 2010, employees spent almost
10,000 days attending courses’, says
Luuk. ‘Many of these days involved
safety training. Technical training
was also very popular. For example,
more than eighty employees took
the Advanced Course in Marine
Engineering Works, which is
organised by the Dutch Association
of Contractors in Dredging, Shore
and Bank Protection.’ Personal skills
have also become a fixed item on the
agenda, and the relevant training
courses will be given extra emphasis
in the years ahead. ‘The course
participants have positive things to
say about these courses’, says Luuk.
‘They also see them as an
opportunity to network and look
beyond the boundaries of their
profession.’

Wider range of courses
‘Management is putting extra
emphasis on the individual training
needs of current employees. We
have therefore decided to widen the
range of courses we offer’, Luuk
continues. ‘The anticipated influx of

to invest in a new installation
vessel — designed especially for
the offshore wind market — will
make it possible for us to expand
our range of services in this
segment. That’s one of the
strengths of this company, the
fact that Van Oord is open to
new opportunities in a changing
world.’




older, more experienced employees
will also require new, more practical
courses.’

Officer for all vessels

‘We’ve been offering a special
programme since 2010 leading to
certification as an Officer on vessels
up to 3,000 GT, as well as a
follow-up course’, says Luuk.
‘Officers on our new self-propelled
cutter suction dredgers, the Athena
and the Artemis, are required to
have these navigation licences. Nine
of our employees have graduated
from the programme at the Marine
Academy. The programme was
custom-taught and took almost
seven months to complete.’

A number of crew have started the
programme offering certification as
Officer of all vessels.

Traineeship programme
Only a single group of trainees was
scheduled to start the traineeship

programme in 2010. ‘But growing
demand for Project Managers and
Engineers meant that we were able
to fill three groups’, says Luuk. Two
of these are taking the general
technical traineeship programme,
and the third group is being trained
specifically for the Area Offshore.
The written and spoken language
of the programme is English,

allowing us to train people from
around the world. Last year we had
trainees from Poland, Germany,
South Africa, France and the United
Kingdom.’

Winner of the Best Technical
Traineeship prize in 2010

At the end of 2010, Van Oord won
the Netherlands’ ‘Best Traineeship’
quality title in the Technical
category. ‘It's something to be proud
of’, grins Luuk. The prize was
awarded during the Career Event at
the Jaarbeurs Exhibition Centre in
Utrecht, the Netherlands. Van Oord
also competed for the overall title
against organisations like the Dutch
Department of Public Works and
energy companies Essent and Nuon.
Van Oord won a respectable second
place.
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From North to South

Florentine Beentjes was a
member of Traineeship
Group 6 from May 2008 to
March 2009. She now works
as a Superintendent on the
North/South metro line
project in Amsterdam, the
Netherlands.

‘I had a good time during my
traineeship. | saw a lot and got
to know many different people’,
says Florentine enthusiastically.
‘The programme covered every
aspect of the business, and

| learned an enormous amount.
| also gained valuable practical
experience during my two work
placement periods.’

Smooth transition

‘We trainees were given a good
idea of the career opportunities
available at Van Oord. After
talking to the Personnel &
Organisation Department,

| decided to focus on
Operations. The transition
between the traineeship and
my present job went very
smoothly. After finishing my
work placement in Tunisia,
where | was involved in
maintenance projects in Sfax
and Gabes, | started working in
the same country as a
Superintendent in La Goulette/
Rades. Now I’'m working at the
North/South metro line project
in Amsterdam’, says Florentine.

Variety
Florentine is happy with
Van Oord as an employer.

‘There are many different types
of jobs to choose and a wide
variety of work locations and
work categories. The company
culture is relaxed and
reasonably informal. That
makes it easy to get to know
your colleagues.’

Special

‘Completing the three projects in
Tunisia was one of the highlights
of my career at Van Oord so far.
At a certain point, | was the only
Superintendent on one of the
projects, which involved a
trailing suction hopper dredger,
a backhoe, a cutter suction
dredger and a side stone
dumping vessel. The project
was small in scale, and that
meant that | was involved in
everything. That’s what made

it so interesting. It’s a fantastic
feeling to finish up a project.
The same goes for my current
project. This year we’ll continue
working on the new route from
North to South.’

Moving around

If there is someone who was
en route in 2010 it was
Engineer Neil Tinmouth. In
2010 alone, he worked in six
different countries.

Neil started at Van Oord as a
Trainee Surveyor in 2009. He
explains: ‘Van Oord, among
various other Dutch companies,
was suggested to me by one of
my lecturers at the University of
New Hampshire, United Kingdom.
Compared to the other interviews
| had, this company just felt
right.”

Next step

After working for eight months at
the Survey Department, the next
step in Neil’s career was the
traineeship. Neil: ‘During my first
interview at the Survey
Department, Manager Michel
Koper suggested that | should
apply for the traineeship, since
my personal career goals seemed
to parallel the opportunities the
traineeship offered. He was right.
It allowed me to experience a
diverse range of departments and
activities. This in conjunction
with the theory learnt during the
various courses, opened up a
wide range of possibilities for
future developments and career
changes. In addition, | was able

to work on three projects in three
different regions: Central-America,
Nigeria and the United Arab
Emirates.’

Challenging work

‘After finishing the traineeship

| joined the Estimating and
Engineering Soils Department.

| had previously assisted the Soils
Department during my period in
survey prior to the traineeship. It
seemed a logical step, as | studied
Geology. The work is diverse,
challenging and requires a
hands-on approach, all of it in an
international environment. [ am
assigned a significant amount of
responsibility, as | am generally the
only Geologist on site. I'll probably
be en route again soon. It is hard to
predict what will happen next week
let alone over the entire year, but
then again that is part of dredging.’

Searching for Surveyors

Finding new colleagues for
the Survey Department is not
always an easy task. In the
Netherlands, there are only
two institutes offering
courses in hydrographical
studies where future
colleagues could obtain their
degrees, and not enough
students graduate to provide
in the need for new
personnel. This is why, four
years ago, the search radius
was expanded to include
schools elsewhere in Europe
as well.

Michel Koper, Manager Survey
Department explains: ‘We
started to look for institutes
offering hydrographical studies
outside the Netherlands. A lot
of effort was invested in three
institutions, one in France and
two in England.’ The effort has

paid off. Management from the
Survey Department visit the
institutes on a regular basis to
give presentations and the
department welcomes two survey
interns and one graduate every
year. Up to now, three new
colleagues have been hired who
were introduced to Van Oord
during their study. Audrey Pepoz,
who started at Van Oord as a
Trainee Surveyor, is one of them.

From graduate to colleague
Audrey: ‘| heard about Van Oord at
my school ENSTA Bretagne in
France. | chose to work for

Van Oord after my internship here.
I like the way of working.’ During
Audrey’s graduation project, she
researched the accuracy of a multi-
beam. Shortly after she finished
her education and started at the
Survey Department, she was sent
off to a project.

Out in the field

‘| started at the Aveiro project in
Portugal,’ says Audrey, ‘and I'm
now working at Marsa Al Seef in
Bahrain. We start the day at 7 a.m.
I have to do the progress survey of
the project, then the processing
and plot the chart. | like the job
and the fact | have the opportunity
to be on different projects in
different countries with different
survey equipment. | try to keep
learning on the job.’

In-house training

In the first two years of
employment, there is a continuous
increase in the employee’s learning
curve. Michel explains: ‘In the first
year, our Trainee Surveyors are
introduced to our organisation,
our equipment and our software.
They also attend a safety on board
course. Senior Surveyors offer the
on-the-job training required to
obtain the necessary software
knowledge. The second year
consists of improving the
surveying techniques, following a
survey electronics course and
further developing personal skills.
Offering our trainees this extensive
programme helps in our search for
new talent.’
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Development takes off

P&O Development had a busy
year in 2010. Van Oord
continues to encourage
employees in their career
development.

Van Oord offers employees two
different development paths:
management development and
professional development. It is
up to employees to make the first
move, and they are responsible
for following a path themselves.
‘In other words,’ says Rob van
den Berg, Manager Development,
‘you are the master of your
destiny. That seems obvious, but

Percentage courses followed

55%

M Management M Personal skills
Safety

Technical

Traineeship

Until April 2010, Linda van
der Bend worked as an
Engineer for the Estimating &
Engineering Department. She
is now a Contract Manager
for Area Netherlands. She
consciously chose to steer
her career in a non-technical
direction. ‘It was my own
decision, and | haven’t
regretted it for a second’,
she says.

‘My previous work as an
Engineer involved offshore
pipelines and geo-technology.

| worked on various sites in the
Netherlands and abroad, as
well as in the office. It was a
highly technical position and it
sometimes involved a lot of
calculation work. | also dealt
with contracts and helped build

things are often different in real
life. Many employees often find it
easier to simply wait and let the
organisation make the first
move.’

Training courses

Skilled employees are vital to the
success of a company. That is
why Van Oord has to focus not
only on management
development but also on
technical and professional career
paths. The idea of setting up a
Van Oord Academy is a good
move in that respect. A new
Junior Management Programme
was introduced in 2010 to
support those aiming for a career
in management. ‘Participants can
only be nominated by their
Managers’, says Rob. ‘We require
a formal commitment. Both the
employee and the company
should benefit from the
investment in training. Other
programmes will follow in 2011,
focusing on our future business
leaders.’

The Manager’s role

Managers have various
responsibilities when it comes to
the company’s development
programmes. ‘Managers consider
how the organisation can make
the best use of its employees’

cases for claims. That’s how

| became interested in contractual
affairs. | wanted to explore the
subject in greater depth, and that’s
what my current position as a
Contract Manager allows me to
do. | really appreciate the fact that
| was able to switch jobs.’

Mercedes or Skoda

‘Engineers want to work on
projects and solve the problems
that they come up against’, says
Linda about her contract work.
‘That’s fine, as long as you don’t
go building a Mercedes when our
clients have only paid for an
Skoda. We also have to make sure
that the contracts don’t have any
ambiguities. Say, for example, that
you want to change something in
a design. You don’t want to take
on unwelcome responsibilities

North/South metro line project
The North/South metro line project involves inserting and sinking a 135 m tunnel section beneath
Amsterdam Central Station in May 2011. Van Oord, which has undertaken the project as part of a
consortium, is using submersible dredge pumps to excavate an immersion trench down to 20 m below
sea level, with the water table at 3 m below sea level.

talents’, says Rob. ‘Managers
also contribute to employee
scheduling on an organisation-
wide basis. The interests of the
organisation as a whole may take
precedence over those of the
department, and this approach
also encourages employee
mobility within the company.
Another thing that Managers have
to do is manage expectations. It’s
important to offer employees
guidance in that regard and,
sometimes, to ask them to be
patient’, explains Rob. ‘That

calls for open and transparent
communication and for firm
agreements.’

unintentionally. It's important to be
aware of your rights and
obligations and to stipulate the
contractual and other implications
of certain activities in advance.
What | learned out in the field really
opened my eyes in that respect.’

A bit of searching

‘l was the one who decided to
switch jobs’, Linda continues. ‘It
would have been no problem for
me to advance my career at

Van Oord as an Engineer, but it’s
a little trickier to move in an
unexpected direction or pursue
personal growth. Even before

| began to think of transferring to
another job, | needed a sounding
board. It wasn’t easy to find one.
| also was not aware that | had
other career options, except for
the vacancies published on the

Many opportunities

Van Oord promoted a number of
employees last year. ‘Maurits den
Broeder, Tim Heilbo and Mark
Roelofs illustrate the career

become Works Managers and
then Project Managers or Area
Coordinators. Now they’re in
charge of activities in the UK,
Nigeria and Spain.’

Professional skills

What about employees who are
not interested in management?
‘Becoming a Manager isn’t the
only way to build a career’, says
Rob. ‘It’s just as worthwhile to
keep mastering new skills in your
profession. One thing is certain:
Van Oord values employees who
continue learning and acquiring
new competences in their fields.
That’s why we will be looking
very closely at technical and
professional careers in 2011.

‘Skilled employees are vital to the
success of a company’

opportunities at Van Oord’, says
Rob. ‘They are young Managers in
their late thirties who started
their careers at Van Oord as
Superintendents, Engineers and
Estimators. They moved on to

company intranet. In the end,

| talked about wanting to switch
to contract work during my
performance appraisal interviews.
| also let my internal network know,
and then the ball started rolling.’

The switch

‘My first project as a Contract
Manager was the Amsterdam
Central Station metro stop for the
North/South metro line. Van Oord
is working on this project as part
of a consortium. | was thrown in
the deep end - at least, that’s how
it felt at first. It was a completely
new line of work for me. But every
project always involves an
adjustment period. The problem
was that | didn’t have any previous
experience to fall back on.
Fortunately, in this particular case
my technical expertise also came
in very handy.’

Knowing more

“To prepare for my new job, | took a
short, very useful course that also
covered the type of contract we
had concluded for Amsterdam CS
metro station. That contract
includes a set of specifications
drawn up according to the RAW —

a system of legal, administrative

and technical requirements for
hydraulic engineering, construction
and road-building contracts. The
specifications are subject to the
Uniform Administrative Provisions
for the Execution of Works (UAV
89). In addition, I'm enrolled in the
Dutch Open University’s law
programme. | had already started it
before | became a Contract
Manager. I've been hitting the
books for a year now, and I'm
halfway through my foundation
year. Studying law forces me to
stop thinking like an Engineer and
view and discuss things from an
entirely different perspective.’

In conclusion

‘I've already made great strides
with this career switch. So the
theme of the annual social report —
always en route — is an accurate
description of my situation, both
figuratively and literally. In the
figurative sense, I'm en route to
career growth and personal
development thanks to my job
and my legal studies. And since
2010, I've been en route literally
as well: every day, | take the train
from my home in Rotterdam to my
work in Amsterdam on the North/
South metro line project.’



