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President & Executive
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TALK TO ME!
Carla Kruschel
President

Mike Flynn
Executive Director

Before Mike explains the title to this article below, I would like to wish you and yours a very
Merry Christmas! May you enjoy some quality time spent with family and friends over this
holiday season.
This is also an opportunity for me to thank you for being a part of CAPLA and for all of your
contributions towards helping CAPLA better support you and your career. It is each one of
you, the members and volunteers, that make our association be the best it can be. As 2018
comes to an end and a new year begins, CAPLA will continue to provide new learning
opportunities to enhance your land asset management knowledge and occasions to
connect with your peers. I look forward to seeing you at some of these events.
Wishing you all a Happy New Year and all the best in 2019!
Thank you Carla! Let me begin by saying I cannot believe how quickly my rst year as your
Executive Director has own by! It has been an absolute pleasure to meet many of you and
work alongside those of you who have dedicated your precious time to volunteer on our
various committees and taskforces. Having witnessed the energy, comradery and
commitment of the membership, I can’t help by feel very excited about the prospects of
2019!
Now let me explain why I have entitled this article, “Talk to me”. CAPLA is making a
concerted effort to engage the membership in a way which will help us identify topics that
are relevant, timely and add value to your experience from a personal and professional
perspective. To be relevant and timely, the CAPLA of ce and its’ committees needs to shift
gears from one that is reactive in nature to one that is proactive. In order to do that, we
need to hear directly from the membership on what are the pressing issues and topics that
they need to learn more about.

A Request
My request to you is that you do not hesitate to contact me at the CAPLA of ce (or tackle me
in the +15) if you have encountered an issue / topic which would bene t from further
exploration and discussion. Depending on the issue, we can formulate a plan together on
what is the best forum and format in which to elevate the discussion and turn the
opportunity into an interactive learning experience for the entire membership. It is to be
expected that some of the topics will be technical in nature and perhaps suited more
towards a particular discipline (surface, mineral, contracts, etc…). That is perfectly ne – it is
just as important to address these topics as it is for Industry-wide issues. CAPLA has access
to venues of all shapes and sizes to accommodate any degree of interest.
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Communication
At the risk of sounding like a broken
record, the key to making this
initiative succeed is communication.
Once a topic is agreed upon, time is
of the essence. A crucial step is
identifying people who can speak to
the issue. It might even be you (if you
are so inclined)!
If the topic lends itself to a panel
discussion or round table, then
subject matter experts will need to
be recruited and this takes time.
Therefore, when relaying an idea to
me, I would ask you to consider who
might be appropriate to have at the
table. If you don’t have an idea about
prospective participants, that is not a
problem – our dedicated committees
can help with that.

Focus
On a related note, from this point
forward, CAPLA will be asking the
membership for questions in advance
of any presentation we have
organized. These questions will be
provided to the presenters prior to the
event in order to ensure that they are
addressed during the presentation.
This is an important step in providing
focus for the sessions and it may
actually result in the identi cation of
topics for future educational
opportunities.
In summary, CAPLA is going to
change the way in which we identify
and follow through on creating
interactive learning opportunities out
of real-life, real-time issues that are
affecting the membership. In order
to achieve this, I am asking you to …
talk to me!

TALK TO MIKE FLYNN
email: mike@caplacanada.org
phone: 403-452-6497
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ENHANCING LEADERSHIP WITH
EMOTIONAL INTELLIGENCE:
INSIGHTS FROM NEUROSCIENCE
By Fred Jacques

L

eadership at the best of times is a
challenging endeavour. From the outsidein: an uncertain economy, shifting
political and environmental winds, volatile
markets and ever-changing technology.
From the inside-out, the pressures of
maintaining work-life balance, continuing
to grow in skills and competence in a
constantly-evolving knowledge landscape,
and advancing a career without losing
sight of who you are and where you want
to be in life. And the in-between space:
being the kind of leader that your team
needs to thrive, grow, be successful and
contribute.
Leaders need to have the education,
technical skills and business acumen
required to succeed in their discipline,
organization and sector. Let’s accept those
as the base case. What else is required for
success? And: what are the key
differentiators that will enable focused
and capable leaders to not only meet
these challenges but to thrive as they
pursue them? Two inter-related domains
offer insight and potential direction:
emotional intelligence (EI or EQ) and
neuroscience.

This “other kind of smart” emerges as a
key differenti¬ator that explains why
some leaders excel and surpass the
norm in achieving better results and
higher levels of sustainable satisfaction
and growth for themselves, their teams,
and their organizations .
Interestingly, a number of research
studies have also investigated the
nature of leadership ‘derailers’.
These are factors that may cause
otherwise highly successful leaders to
‘lose their way’ and fall short of the
personal and career success that ‘on
paper’ they had everything required to
achieve.
Although the speci c factors vary from
study to study, there are key themes as
to what ‘derailed’ these individuals: poor
emotional self-awareness and selfmanagement; a lack of empathy; poor
social skills; and being so ambitious that
they regularly sacri ced relationships in
favour of self-advancement.
They became isolated individuals who
employees did not want to work for and
whom colleagues and bosses could not
trust.

EI entered the leadership landscape in
1995 with the publication of the book
Emotional Intelligence by Daniel
Goleman. In the intervening years, EI has
All the contributing factors tie directly
come to dominate the landscape as one
back to the core elements of emotional
of those ‘differentiating factors’ that can
intelligence outlined above. It was the
help a leader to take his or her success to
absence of these factors that led these
the next level. The core competencies that
otherwise talented individuals to derail.
comprise EI include high self-awareness;
Clearly: emotional intelligence makes a
effective emotional self-management;
difference.
empathy and the ability to build and
sustain effective inter-personal
relationships up, down and across
organizations.
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The upside to the story is that these
critical success factors are all learnable
skills. That is not to imply that it is
necessarily easy to grow in these
competency areas: it takes an investment
of time, energy and determination. And
this is where insights from neuroscience
help us to understand why this kind of
growth can be challenging. Building EI
requires social and emotional learning:
we must put the learning into practice.
Reading about it in a book might inform
us about emotional intelligence – but it
will not make us more emotionally
intelligent. When it comes to modifying
attitudes and behaviours to be more
successful, neuroscience shows that
often we must unlearn old patterns
before we can acquire and exhibit new
ones.
For instance, even if we recognize that
some of our typical behaviours do not
represent the ‘better angels of our
nature’, they have often become
synonymous with who we are and letting
go of them can be very challenging. I
have worked with several leaders who
were known to be ‘tough cookies’:
demanding, no-nonsense leaders with
very dominant styles who preferred to
‘tell’ rather than ‘sell’ their ideas to their
teams.
This style had brought them a level of
success in their careers to date. But as
they advanced further, this power-based,
‘top down’ approach no longer worked
well for them as their responsibilities
became more complex and their team
members more senior, capable and
con dent. The team did not want to be
‘told’: they wanted to be empowered and
enabled to succeed. However, it can be
challenging for a leader with a ‘hands-on’
style to let go, listen and trust.
Challenging, but the good news: not
impossible!

Leaders need to learn about themselves,
acknowledge who they are, celebrate and
build on their strengths. They also need to
learn to develop more behavioural
exibility in areas that they recognize as
delivering sub-optimal results: to stop
doing what is not working and to replace
it with different, more effective behaviour.
The good news is that neuroscientists
con rm that it can be done thanks to
‘neuroplasticity’: the ability to change our
brain’s functioning. Essentially mirroring
the way that we can change the shape of
our body through exercise, we can literally
change the shape and function of our
brain by practicing new behaviours.
Using EI as a framework, we can enhance
our self-awareness, appreciate how
different behaviours can create better
results, decrease the frequency of our old
less-functional behaviours, and practice
the new ones. This approach works
equally well regardless of the type of
behaviour that a leader chooses to modify,
from ‘toning down the top-down’ to
growing in con dence as a leader who
can learn how to ‘take charge’ without
feeling like they are ‘taking over’.
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The nal part of the dif cult
conversation is the “identity”
conversation. This is the Finally, it is
not all about ‘ xing what is wrong’.
Growing our emotional intelligence to
enhance our leadership also involves
building on what we already do well.
What it sometimes requires is a more
acute self-awareness to recognize and
acknowledge our existing strengths,
such as: monitoring our own
emotions; expressing empathy for
others facing challenges; or defusing
con ict with the appropriate use of
humour. These are the ‘neural
pathways’ that we want to reinforce
and continue to use with skill and
regularity.

"Given the positive
outcomes that result
through emotionally
intelligent leadership –
and the risk factors
that may rise in its
absence – it may not
necessarily be easy to
achieve, but it is
clearly worth the
investment.."

Sometimes simply allowing ourselves
to acknowledge that we are “good at
that” provides the reinforcement and
permission that we need to carry on
‘doing good things well’!
In either case, whether it is developing
new behaviours to enhance our
personal success and effectiveness or
building on our current strengths:
each contributes to our becoming a
more emotionally intelligent leader.
Given the positive outcomes that
result through emotionally intelligent
leadership – and the risk factors that
may rise in its absence – it may not
necessarily be easy to achieve, but it is
clearly worth the investment.
Fred Jacques, Ph.D. is the Consulting
Principal at Jacques & Associates Inc.,
a Calgary-based leadership
development rm, and an Adjunct
Professor at the Haskayne School of
Business at the University of Calgary.

8 | CAPLA - Canadian Association of Petroleum Land Association - Winter 2018

CAPLA'S Mentorship Program

Small Commitment = Big Rewards!
As Land professionals we have been subjected to an unprecedented amount of
change in the last few years. And although I believe we are on the upswing, we
have seen a substantial decline of individuals in our eld due to layoffs and
cutbacks and thus our workloads have become ever more challenging.
Work smarter has become a popular catch phrase, we have been forced to prioritize
and adapt with this ever changing industry landscape. Our breadth of knowledge
is constantly widening as teams are cross training/amalgamating, companies as
well as regulators are implementing new systems and all of this is to be absorbed
in the same work week. Wouldn’t it be great to have a lifeline, someone who
understands the business that you could call, email or have a coffee with to come
up with some solutions or strategies to grow and develop your career? Or perhaps
you have acquired skills and expertise and can offer some insight and approaches
to the challenges arise.
The CAPLA Mentorship Program is a professional development opportunity to assist
you in your career aimed at developing soft skills; effective communication, people
skills, professionalism, community involvement and personal leadership. Backed by
the support and encouragement of our Program Committee members, we are
always just a phone call away to help guide you through.
With fewer junior members joining CAPLA we have noticed a trend that many
individuals who would like to be a part of the Mentorship Program are unsure of
where they would t – Mentor or Mentee. They possess experience and business
acumen to share and yet they would love the opportunity to learn from and
connect with another individual. We can accommodate! We will match you to
someone who feels similar and you will both reap the bene ts of growing and
developing professionally. Mentorship can elevate your professional competencies
and provide a positive impact on your life. Just mention in the application that you
are open to both Mentor and Mentee participation and we will do our best to nd
you a wonderful match!
For more information please see the Mentorship Program on the CAPLA website.
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Alberta Energy Bulletin Increases
Liability Concern For Land Agents
BY Paul Wells

A

Special Request: Does the information in this article answer your
questions surrounding this issue? If not, please send your questions to
the CAPLA of ce so that we can follow up on them.

lberta Energy has reviewed its
administrative processes across all
commodities for the management of
mineral tenure agreements that fall into
rental default, a development that has
changed the go-forward game plan for
land and lease brokers in the province.
In its Information Bulletin 2018-02
(http://www.scottland.ca/wp
content/uploads/IB-2018-02-RentalDefault-Process-for-Petroleum-andNatural-Gas-Oil-Sands-and-Metallic-andIndustrial-Minerals-Coal-andAmmoniteShell-Ag:reemen.pdt). the department says
it will more strongly enforce existing rules
which could see land agents on the hook
for liabilities like rental payments when a
client exploration and development
company goes into receivership, for
example.
That's because a broker is often the onrecord "lessee" for a client that wishes to
remain con dential for competitive
purposes.
"The Crown, at its discretion, will use one
or more available remedies to collect
rental arrears on an agreement including:
refusing to issue future agreements,
refusing to register a transfer of
agreements. or cancelling the agreement."
Christine King, an Alberta Energy
spokesperson, told the DOB that the
Information Bulletin does not refer to the
sales process and the sale process has not
been changed. Further, there have been
no major changes to the department's
processes and no regulatory changes.

"This 1B relates to companies who have
defaulted on payments due to the Crown.
It's a reminder, to industry of the existing
mechanisms that always have been
available to the Crown to pursue the
collection of debt." she said.
"Alberta Energy can recognize and deal
only with individuals legally on the lease
title, or the designated representative [of1
those title holders. Private agreements do
not fall into this category."
In short, King said there are "no impacts to
any company" unless they are on the title
and have not paid the Crown.
"There are no added risks or
responsibilities being placed on any
company or its agent. I can advise that
Alberta Energy has not been inundated
with companies scrambling to determine
how to move forward," she said.
Industry is scrambling to determine how
to move forward with maintaining their
con dential mineral land rights. BRITT
Land & Engagement said that in response
to the information bulletin, land service
companies and producers are forced to
"rethink who and how Crown mineral
agreements" are held.
"Recently, one of the long-standing land
service companies in Calgary announced
they will be discontinuing Crown sales
throughout Canada due to the
implications of regulatory changes," BRITT
said in a press release.
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The company referred to in BRITT's correspondence was Scott Land & Lease Ltd.
Gregg Scott, president of Scott Land & Lease, said his company, along with other parts
of the industry, are "continuing to assess the impact" of the Bulletin.
"Until all aspects relating to it have been addressed in a way that we are comfortable
with, we prefer not to make any comment at this time," he said.
"As for us 'pulling out of the business in Alberta,' to be clear, we are only phasing out of
the Crown mineral land sale business, which is a very small part of our business. Scott
Land continues to be very actively engaged in all of our other land service offerings in
the energy industry, and several other industries, as in the past. That is not going to
change."

Increased Risk For Brokers

In an interview Dayna Morgan, BRITT'S chief operating of cer, said while the
regulations in question are not new, the Bulletin lays out the province's intent to
increase enforcement of the existing rules. And that adds a layer of risk to those in the
industry.
"The interesting piece of it is government always had the ability to take this type of
action but now they're looking to enforce it and act on it. My understanding from
government is they're faced with receiverships and different things happening in
industry and they want to make sure they have an outlet to have any debts owed
[covered)," she said.
"So, from a broker's perspective, there's a potential risk because we're shown as lessee
on these mineral agreements. So as lessee, the government can look to us for any debts
that are owed or take action not to issue agreements or not approve transfers," Morgan
added.
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"So it's pretty signi cant to both the
broker and the clients that we hold
the agreements for con dentially."
According to BRITT, the key impacts
of this include:
- Liabilities for brokers as lessee: The
broker is on the hook for default rent
owed, refusal of future agreements
issued to them, and/or rJfusal of
registering transfers to or out of the
broker's name.
- Risks for companies whose
agreements are held by a broker:
Defaults of one company may affect
other companies who are also held
con dentially by the same broker.
The Crown may use funds from
agreements showing a credit to offset
debts owed on another agreement.
Transfers of all agreements held by
the broker may not be approved
(registered) if there is a default.
Despite the added risks and
responsibilities, Morgan said BRITT
will continue to offer Crown sales
services but that "big changes" are
required to the company's process to
ensure all parties involved are
protected. But it wasn't a decision the
company took lightly.
"It was dif cult in the sense of really
needing to look at all the impacts
and risks and liabilities-making sure
that we had some sound legal advice
as well, and really take a look at our
process to make sure we're
protecting ourselves and our clients,"
she said.
"I think with that there is challenge,
but it also opened up some
opportunities for improving the way
we're doing things ... improving and
innovating the way our industry is
going about this part of our business.

"It has been a challenging last few weeks as we
looked to create a new goforward plan and
questioning how we're doing things. For us, we see
it as an opportunityto make improvements and be
creative. So it's·exciting at the same time. It allows
us [as] an industry to rethink some things."
Morgan said BRITI has had extensive dialogue with
clients regarding the Bulletin and that they seem
on board with changes to the process.
"The feedback we've gotten from clients we're
talking to is they understand our perspective-you
know, the risk to the broker. They know we have to
make some changes to the process. I think for a lot
of people, too-those that are diligent with their
rental payments and that are going about staying
on top of it-it's challenging for them to know there's
other players in the business that may be going into
default and then that ends up affecting them,"
Morgan said.

"Industry is scrambling to
determine how to move
forward with maintaining
their con dential mineral
land rights."
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Surface Disposition Assignment between
Energy Clients and Non-Energy Clients

A

ssignment of existing surface dispositions between energy clients (oil and gas
companies) and non-energy clients (e.g. FMA holders) have been common practice
in our industry. However, since Alberta Energy Regulator (AER) assumed
responsibility of administering surface dispositions for energy developments in
2013, assignment of surface dispositions between energy clients and non-energy
clients became a bit more complicated than it used to be.
This is because it involves transfer of administrative responsibilities of dispositions
between AER and Alberta Environment and Park (AEP), who administers surface
dispositions that are not related to energy developments. AER and AEP refer the
process as a “multi-regulator assignment”, assignment from speci ed lands to
non-speci ed lands, or assignment from non-speci ed land to speci ed land.
CONSERVATION AND RECLAMATION REGULATION, Alberta Regulation 115/1993
de ned “speci ed land” in details, but in general, lands used for energy
developments are considered as “speci ed lands”. Although majority of AEP
dispositions fall in “non-speci ed land” category, some AEP dispositions might be
considered as “speci ed land” depending on their purposes.
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In order to assign a speci ed land
disposition to non-energy client, the
assignor must apply for a
reclamation certi cate to AER
through the current AER
reclamation certi cate application
process. The application must
indicate that the site has not been
reclaimed and will be under AEP
jurisdiction. This process is
mentioned in Speci ed Enactment
Direction 002, Direction for
Reclamation Application
Submissions for Well Sites and
Associated Facilities, under 4.5.1,
page 11
(http://aer.ca/documents/manuals/Dir
ection_002.pdf).
Applying for a reclamation
certi cate on unreclaimed site
seems to be an unnecessary step,
but it is required to ensure that
contaminations caused by energy
developments won’t be passed on to
the assignee (non-energy operator)
who will become responsible for
nal reclamation. At the same time
of submitting a reclamation
certi cate application, the assignor
submits fully executed General
Assignment of Disposition form to
AEP.
Also, the assignor must advise
AER.ETSAssign@aer.ca of the
reclamation certi cate application
number.

Once AER and AEP approve the assignment, AER
will register the assignment, and the assigned
disposition will be converted from AEP
disposition (e.g. DLO) to AER disposition (e.g. LOC)
in the public land systems.
The processes outlined above are not available on
AER or AEP’s websites, and are based on
correspondences from AER and AEP staff. It is
likely that these processes will change without
further notices.
Contacting both AER and AEP about each multiregulator assignment with speci c information
(e.g. parties to the pending assignment,
dispositions) is highly recommended.

The processes outlined
above are not available on
AER or AEP’s websites,
and are based on
correspondences from
AER and AEP staff.

When an assignment is from nonspeci ed land to speci ed land (e.g.
assignment of DLO from a FMA
holder to an energy client), the
process does not involve a
reclamation certi cate application.
The assignor submits a fully
executed General Assignment of
Disposition to the AER. AER reviews
the application, and noti es of the
application AEP for their review and
response.
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FEEL BETTER THROUGH FITNESS
By Alberta Health Services

F

itness helps you feel better and have
more energy for work and leisure time.
You'll feel more able to do things like
playing with your kids, gardening,
dancing, or biking. Children and
teenagers who are t may have more
energy and better focus at school.
When you stay active and t, you burn
more calories, even when you're at rest.
Being t lets you do more physical
activity. And it lets you exercise harder
without as much work. It can also help
you manage your weight.
Improving your tness is good for your
heart, lungs, bones, muscles, and joints.
And it lowers your risk for falls, heart
attack, diabetes, high blood pressure, and
some cancers.
If you already have one or more of these
problems, getting more t may help you
control other health problems and make
you feel better.
Being more t also can help you to sleep
better, handle stress better, and keep your
mind sharp.
How much physical activity do you need
for health-related tness?
Experts say your goal should be at least
2½ hours of moderate to vigorous activity
each week. It's ne to be active in blocks
of 10 minutes or more throughout your
day and week.
For example, you could: • Do some sort of
moderate aerobic activity, like brisk
walking. Or do more vigorous activities,
like running. This activity makes you
breathe harder and have a much faster
heartbeat than when you are resting.

Here's an easy way to tell if your exercise
is moderate:
You're at a moderate level of activity if
you can talk but not sing during the
activity. If you can't talk while you're
doing the activity, you're working too
hard
Children need more activity.
Encourage your child (ages 5 to 17) to do
moderate to vigorous activity at least 1
hour every day.
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Robotic Process Automation
By Systems and Data Committee

What is RPA?
Robotic Process Automation, or RPA for short, is the use of software with machine
learning capabilities to handle simple repeatable tasks that previously required
humans to perform.
Use Case
To get a sense of what RPA can do, we would like to share a scenario we are now
using RPA for.
Like every oil and gas company we have a process for accommodating name
changes and amalgamations. This involves many steps:
1.
2.
3.
4.
5.

Processing an email noti cation
Running reports from our Land System
Processing the amalgamation or name change in the Land System
Storing the associated documents with each contract affected by the change
Updating a monthly spreadsheet of changes

This was an ideal case as it wasn’t extremely complicated and was very repeatable.
The process now simply requires our administrator to enter a before and after BA
Name and the RPA we have built handles the rest.
Ultimately this has led to a 60-70% time savings, time that can be better utilized for
analyzing the change rather than processing it.
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With our scenario, we had something to test quickly after requesting the new
automation; the major hurdle was to remove small errors in the automation.
Now that we have the process automation built, our staff member that was dedicated
to these tasks can now do more interesting work. In addition, we are looking at future
RPA projects to eliminate more tedious manual work.
Tasks where RPA can help Land
•
•
•
•
•

Mass Saving Documents
Processing of Scanned Documents
Processing Noti cation Emails
High Volume Simple Data Entry
Testing of Software

RPAs Impact on Employment
It might seem like robots are coming for our jobs. However, most indications are that
RPA doesn’t mean lower head count but rather cause a redeployment of the workforce.
The Harvard Business Review, see link below, indicates that workers are instead
deployed to more interesting work.
https://hbr.org/2015/06/what-knowledge-workers-stand-to-gain-from-automation
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CAPLA Legacy Leader 2019
By Levonne Louie

(With excerpts f rom her forthcoming third book, as yet untitled)

Even though I have lived most of my life in Calgary, Alberta, the oil capital of
Canada, I knew very, very little about the oil and gas industry while growing up. Our
family did not have any close friends or relatives working in the industry (that I can
recall) so I didn't have anyone to "pave the way" for me when I entered the industry.
I originally had no intention of working in an of ce environment. My parents
immigrated to Canada in their early teens, and like most immigrants, they wanted
a better life for their children. They didn’t have much in the way of a formal
education and were determined that their children would be highly educated.
There wasn't any question about going to university and there were some strong
ideas about what would be studied. One of my dad’s uncles had a large family of
seven boys and four girls. Of the seven boys, six of them became medical doctors.
For various reasons, in our family, there was pressure to pursue medicine as a
career. From the time I started school at age ve in grade one, I knew I was going to
be a medical doctor; speci cally a pediatrician. I held this belief all through high
school and into my pre-med program at the University of Calgary.
Upon entering the last year of my science degree, things changed. I had many
more interests that I wanted to explore than simply medicine; I wanted more. I was
scheduled for interviews at two medical schools and if I was accepted, I would
attend. However, the passion was no longer there and that likely came through in
the interviews. I did not get accepted into medical school and had to face the
question of what do I do now?
With another two years of study of primarily core courses, I could get a business
degree. That would buy me another two years until I had to decide what I wanted
to do with the rest of my life. Off to the Faculty of Management at the University of
Calgary I went.
After a year of studying management courses, it was time to nd a summer job. I
was able to land a summer job with the federal government in their Hire-a-Student
program as a Student Placement Of cer. We took job orders from employers and
helped place students in those positions. When we started in May, we were told
that a number of us would be laid off in July since the volume of jobs and students
would decrease by then. We were encouraged to start watching the job boards in
June to see if we could nd a job for July and August.
Fortunately for me, a major Canadian oil and gas company put in an order for a
"Mathematician”. I knew nothing about the oil and gas industry, but I was good in
math. I applied and got the position.
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The company was PanCanadian
Petroleum Limited and the position was
a Geophysical Technician supporting one
of their consulting geophysicists. I
learned a lot in two short months about
the exploration side of the oil and gas
industry. Near the end of this summer
position, PanCanadian offered to hire me
as a Junior Geophysicist and train me
because I already had a science degree. I
could continue my business degree on a
part time basis and work full time. It was
important to me to nish my business
degree so I ended up going to school full
time and working at PanCanadian parttime. At 35 hours per week, it was
somewhat more than a part-time
position but the technical training I
received and the general knowledge I
gained about the oil and gas industry
were invaluable. I am grateful to have
had the opportunity to have this
experience as it really did set me off on
my oil and gas career.
In the spring of 1979, I was fortunate to
have two job offers in hand as I was
completing my Bachelor of Commerce
degree. One was for a Junior Geophysicist
position for PanCanadian Petroleum
Limited and the other was for a Junior
Landman position at Esso Resources
Canada Limited. Based on my limited
exposure to the oil and gas industry to
that point in time, I chose the Junior
Landman position as I believed that
would be a good way to combine my
interest in the technical sciences with
my interest in the people side of the
business. I have never regretted my
decision.

This was a great opportunity for me as
Esso had a 2-year rotational training
program. A six month period was spent in
each of the four main areas of land;
surface land, land administration,
contracts and negotiations. My speci c
training was adjusted slightly as I also
spent some time in natural gas marketing
and hard rock minerals (such as coal). I
was given the opportunity to develop a
Budget Coordinator position within the
exploration department of Esso. This
position evolved from a project I had done
for one of my Masters of Business
Administration (MBA) classes.
This exposure to groups outside of the
land department was invaluable as I got a
better appreciation of the other areas of
exploration and production. Based on this
exposure and some other experiences, I
subconsciously decided that perhaps
working in the land department of a large
multinational company would not be my
ultimate career. However, I would try to
learn as much as I could while waiting for
the right opportunity.
After working at Esso, I worked for a
couple of small exploration and
production companies, consulted for a
few companies and eventually landed
with a group of individuals whom I had
the pleasure of working with for a number
of years. I joined the group at Tiber Energy
Corporation that was ultimately sold to
LASMO Canada Inc.
After a brief break, we created a start up
junior company, built it up and sold it.
This cycle happened a couple of more
times. Those were the days when you
could start a junior oil and gas company
with about $5 million.
These days, if you decide to pursue
unconventional resources, that might not
even get your rst well drilled and
completed.
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Working in these start-up situations was very interesting. Besides looking after the
land needs of these companies, I often looked after setting up the of ce and all
of ce administration needs. The times we took a company public, I worked with
our advisors in reviewing Offering Memorandums and in meeting our reporting
requirements. While performing a wide variety of tasks involved in this process, I
learned that I really enjoyed working with these small start-up companies and
realized that I had the capacity to learn other skills necessary to run an of ce.
I valued the exibilty that these small companies gave me. This was very important
to me as during this time, I was a new mother and newly divorced. Being a single
mom puts exibility very high on the list of things you need in a career.
After the last cycle, we liquidated most of the assets of the company. It was back to
nding some consulting clients. I consulted for junior oil and gas companies, an
intermediate sized bank as well as the receivership arm of a couple of major
accounting rms in a variety of roles. Through one of my contracts, I was introduced
to a couple of gentlemen who had arrived from the United States and they had set
up a new company in Canada called MGV Energy Inc. This was the start of the last
phase of my land career in the oil and gas industry.
MGV focused on exploring for and producing natural gas from unconventional
resources. Its focus was initially on exploring for and producing natural gas from
coals (sometimes referred to as coal bed methane) and then expanded to include
exploring for hydrocarbons in shales. In a joint venture with PanCanadian, MGV was
one of the rst companies to produce coal bed methane commercially. Not only
could we nd it and produce it, we could make money at it! I believe it was the rst
company in Canada to focus exclusively on what is now referred to as
unconventional resources.
MGV started out as a private company and then became the Canadian subsidiary of
an intermediate sized, independent oil and gas producer based in Fort Worth, Texas
and eventually changed its name to Quicksilver Resources Canada Inc. The parent
company went into Chapter 11 (bankruptcy) proceedings in late 2015 and the
Canadian subsidiary was forced into seeking creditor protection while restructuring
its affairs under The Companies' Creditors Arrangement Act (commonly referred to
as the "CCAA" or the "CC double A"). Filing for CCAA was a condition of the sale of its
Alberta assets.
In the over sixteen years I was with the company my titles went from Consulting
Landman to Land Manager to Vice President of Land. The company staff levels
went from 6 of ce staff to over 120 of ce staff plus over 20 eld staff. MGV went
from having a minimal land base to fairly substantive land holdings in central
Alberta (primarily between Calgary and Edmonton) and in northeast British
Columbia. The land base in Alberta was a result of a number of large joint venture
agreements negotiated with some major companies in the industry. We essentially
provided these companies with education on how to drill for and produce an
unconventional resource. This was our technical advantage; we were drilling into
substances that were the source rocks for the natural gas that companies were
producing. In exchange, our company would have an opportunity to earn an
interest in the land they held. Each negotiation resulted in a slightly different
agreement.
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Our large land base in northeast British
Columbia resulted from developing a
detailed strategy from the onset of the
project.
Details such as carefully selecting the
consultant that would assist us, taking
the time to develop relationships with
key government personnel and
developing and implementing critical
land acquisition strategies all
contributed to the success of acquiring a
large contiguous land base.
Our drilling results were great; there was
far more shale gas we could produce
than we originally expected.
Unfortunately, the remoteness of the area
and the lack of infrastructure to get the
gas to market made the project
uneconomical.
In the early days of this company, I had a
lot of fun as I was helping to build a
company by doing my part in building a
large land base and putting together a
group of land professionals who were
excited to be working on unconventional
resources. I was involved in a lot of
education during my time at this
company.
We were educating industry (our joint
venture partners) and government about
the technical aspects of drilling and
producing unconventional resources. We
educated industry Landmen and lawyers
about the type of agreements that may
be necessary as large, contiguous land
tracts were required.

We were educating landowners about
why this is different from other resources
that may be produced from their lands.
Our staff and consultants were also being
educated so that they could explain what
we did to others.
This was a very exciting time in my career.
Not only was I creating, building and
educating, I was learning. In order to
create new clauses and agreements, I had
to learn about an exploration process
focused on unconventional resources and
how they differed from conventional
exploration. In order to teach our land
consultants what to convey and how to
convey information to land owners, I had
to thoroughly understand the material. I
then had to "translate" the technical
information into simple language so that
the everyday person could understand it.
Even though this last part of my oil and
gas career was very interesting, there were
many challenges.
I am now comfortable saying that I am
retired from active land work in the oil
and gas industry. I consider myself semiretired as I currently serve on two boards. I
continue to serve on the Calgary
Convention Centre Authority that oversees
operation of our convention center. I am
also a Public Member on the College of
Physicians and Surgeons of Alberta. I am
an author who is currently working on my
third book which is focused on my
experience as a woman in the oil and gas
industry in Calgary. I always keep my
mind, eyes and ears open to other
opportunities that present themselves,
but I have become much more
discerning.

"This was a very exciting time in my
career. Not only was I creating, building
and educating, I was learning."
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KEY LESSONS LEARNED
While I have learned many lessons during my over 38 years in the oil and gas
industry I would like to share some key general lessons that others may incorporate
into their career strategies.
Early in my career, I learned to keep things in perspective, both in my professional
career and personal life. I try not to be swayed or impressed by the glitter and
glamour around me as I consider who has actually paid the price for it (or, in fact, if
it has been paid for or if the bank actually owns it).
It was valuable to learn about the broader exploration process and about all areas of
land. As I was interested in so many areas, I eventually understood that working for
a large organization was not what I ultimately wanted to do. However, I also knew it
was important to get excellent training. Finding the right opportunity and “ t” is
critical.
The connections and relationships I had developed over the years in the oil and gas
industry were extremely important in building a successful career. In addition, the
land skills I developed could be useful for other types of companies beyond
traditional oil and gas companies. Banks and accounting rms were not the usual
companies that you would think would use my land skill sets. One needs to be
creative and exible when looking at the opportunities that are presenting
themselves.

"Finally, I would like to say that I am
extremely honoured to be asked to be the
CAPLA Legacy Leader for 2019. The
CAPLA membership is truly a strong
component of the oil and gas industry."
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CAPLA WOULD LIKE TO THANK ALL OUR SPONSORS
OF THE 2018 CAPLA SUMMIT

Thank you also to all our exhibitors
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