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Concluding remarks from IEF Symposium 2009 (I)
Root causes and nature of problems facing the industry

Recruitment and 
retention

HR demographics

Job vulnerability 

• Recruitment and retention of key personnel highly qualified and experienced has 
been a contributory factor to cost escalation in the oil and gas industry since 2005

• With the average age of professionals in the oil industry at ~50, it is likely that 50% 
of the industry’s current skilled workforce will be lost to natural attrition through 
retirement within the next ten years

• Competition from other high-tech industries and environmental concerns have 
combined with cutbacks in technical and earth science programs in universities, 
leading to an ageing workforce and a scramble for talent 

• Job security is a major concern among students  and the industry’s reputation for 
vulnerability to “boom and bust” cycles presents a major obstacle to recruitment

• The commonly held negative perceptions of the oil and gas industry, along with its 
long-term prospects, don't contribute to attract talent from the pool of resources 
available

Perceived prospects 
of the industry

Cross industry 
competition



3

Concluding remarks from IEF Symposium 2009 (II)
Industry response and potential long-term solutions

Ample awareness

Sharing best 
practices

Proactive 
management of 

cyclicality

Cooperation amongst 
stakeholders

• Growing understanding within the industry of the need to establish long-term 
recruitment and retention policies in order to regain trust and build the foundations 
necessary to support future requirements

• Simple proactive measures already practiced by many in the industry hold great 
potential if applied more widely across the sector. 

– Some examples are wider provision of Scholarships, sponsoring of academic 
chairs in the essential Earth Sciences and support for internship schemes

• Companies must resist short-term economic pressures to implement cuts in workforce 
under bust cycles. Establish training budgets as a fixed percentage of earnings would 
be interpreted by new recruits as a message of long-term commitment

• Industry, government and academia stressed that de-bottlenecking the sector’s 
human resource challenges requires collective, targeted and innovative cooperation 
between government, educational institutions and industry 
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The history of the energy industry has been one of cycles
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Oil price
(2015 USD/bbl)

Unpredictability of oil price cycles impact negatively the  
workforce management in the oil and gas industry

Source: Bloomberg; Energy Intelligence

~600,000 job cuts in 
the 1980's in E&P

~350,000 job cuts
only in 2014-2016
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Boom and bust cycle in the oil industry is a function of the 
capital intensity of the business

Sustained 
Oversupply

Market 
rebalancing 

Balanced 
market

Market 
unbalancing Oversupply

• Excess of oil supply 
results in low oil 
prices

• Underinvestment by 
the oil industry

• Low prices 
estimulate higher 
demand

• Demand grows 
faster than supply, 
tightening the 
balance for oil

• Oil prices begin to 
rise

• Rising oil prices 
foster profitability of 
projects

• Companies start 
investing in new 
projects

• New oil plays 
become economical

• New oil companies 
are formed 

• Higher prices curb 
demand growth and 
foster efficiency 
measures and 
substitution

• New projects begin 
to come online

• Production growth 
begins to outstrip 
demand growth

• Prices collapse

• Oil industry contracts 
as capital 
expenditures are 
slashed

Oil price Illustrative

Time

High demand for talent
in a job market plenty of 

idle resources 

Cost compression 
required leads to 

workforce reduction

Consolidation via 
corporate M&A deals 

leads to reestructuring

Activity boom leads to 
inflated compensation
packages due to scarcity

Job market paralyzed 
due to gloomy prospects 

in the industry 

Impact in HR
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Oil prices are lower for longer, impacting notably the liquidity of the sector

Aggressive competition from smaller players, in particular for Unconventionals

Need to reduce costs and tweak the supply chain to make assets profitable 

Increasing difficulty to obtain social "license to operate"

Regulation and political decisions are very unstable and unpredictable

Shale dynamics are causing disruption in traditional business models

Energy companies are facing now severe business struggles

In response to low 
prices environment, 
new entrants, 
and consensus on 
the need
for an energy 

transition...

... the industry has been forced to reduce costs, increase 
efficiency and explore new business models
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Expertise management

Digital mindset irruption

Industry attractiveness

Gender diversity

Uncertainties in this new environment create new challenges 
and opportunities in human resource management

Generational Gap
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1. Oil & Gas industry is experiencing a big loss of resources

Large O&G players have recently 
announced important layoffs... 

... and the industry is acknowledging 
globally such downturn

0
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Announced layoffs since 2015 ('000 employees)
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17% 14% 15% 24% 8% 17%

xx % of current total employees 

"The number of jobs lost as a result of the downturn in the UK 
oil and gas sector could top 120,000 by the end of this year. 
Oil & Gas UK estimated 84,000 jobs linked to the industry went in 
2015, with 40,000 losses expected this year"

BBC News, June 10th, 2016 

"More than 140 North American oil and gas producers and 
service companies have filed for bankruptcy since the 
beginning of 2015 (...). Those that survived did so by cutting 
costs, including laying off more than 350,000 workers globally 
and cutting back on new drilling"

Bloomberg, June 8th, 2016 

Senior employees in (pre)retirement ages are strong candidates to help meet layoff plans

"Worldwide job losses in the O&G industry have just topped 
350,000. (...). The impact of layoffs has been most severe in 
the oilfield service sector of the industry, with 152,015 layoffs, 
or over 43% of the total worldwide. "

Oil and gas financial journal, May 6th, 2016 

Generational 
gap

Source: Company websites; press releases
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Large capex cuts show serious hangover for oil
Operators cut an average of 25% on 2016 capex budget
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Note: Shell's capex increase reflects the addition of BG.
Source: Company reports, JP Morgan, BCG Analysis

Change in upstream capital budget (2015 to 2016)

Generational 
gap
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Changes in labor market can have substantial impact 
in the business

Issues affecting O&G labor market Potential impact

'Crew change' resulting in 
younger workforce

High voluntary attrition

Skills shortage

Dwindling graduate pool

Push for use of local 
labor

Increased 
cost

Project 
delays

Reduced
Safety

1

2

3

4

5

Source: BCG analysis

Generational 
gap
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1950 1955 1960 1965 1970 1975 1980 1985 1990 1995 2000 2005
0

300

6006,000

4,000

2,000

0

Average feet per dayWell depth, ft; active rigs

Have we learnt from the past?

Well depth

>20% workforce had 
<5years' experience 

for 12 years

20–30% reduction 
in performance

Source: Society of Petroleum Engineers: Lessons From History—The Value of Competent People; BHI Rig count, IPAA

Generational 
gap

Average drilling performance in the US

Active rigs

Average ft. per 
day per rig

Average well 
depth
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Experience drought from workforce getting younger 
require investment in Training & Retention

Situation Problem Solution

O&G workforce becoming 
increasingly younger

Lower efficiency
• Efficiency gains which come as 

the result of cumulative 
experience may be lost as 
workforce becomes younger

Managerial shortfalls
• Lack of seasoned professions 

may result in shortage of talent 
to fill manager level positions, 
or under-prepared employees 
filling manager roles 

Increase training
• New hires will require training to 

supplement on-the-job 
experience in order to maximize 
efficiency potential

• Pro-active management training 
needed to develop greater pool 
of manager candidates

Improve retention in order to 
maintain expertise

• Supplemented compensation 
packages, flexible schedules, 
etc. may be required to keep 
more experienced employees

• "Post-retirement" positions 
(fewer hours/responsibilities) 
could keep experienced 
employees in workforce during 
transition period

20

28
23

26
32

29

21
17

3
0

10

20

30

40

50-59 60+

Age bracket

% of workforce

20-29 30-39 40-49

1

+62%
+6%

-12%
-35%

-62%

2010
2015

Source: BCG analysis, SBC O&G HR Benchmark 2011

Generational 
gap
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Development of Career Paths and strong culture could
be used to combat voluntary attrition

Situation Problem Solution

Voluntary attrition1 growing 
among key employee groups at 
O&G majors

• Attrition largely driven by inter-
company "poaching"

Increased labor costs
• 80% of upstream O&G 

companies have improved 
compensation packages in 
order to reduce voluntary 
attrition

Premature promotions
• 40% of upstream O&G 

companies have accelerated 
career paths in order to reduce 
voluntary attrition

• Premature promotion can result 
in ineffective, unprepared 
managers and non-optimal org 
structures (i.e., greater number 
of managers resulting in smaller 
spans of control)

Communicate and practice 
corporate values and culture

• Corporate cultures help 
employees realize differences 
amongst comparable firms and 
chose best fit 

• Adoption of a corporate culture 
by employees represents a 
non-monetary form of 
compensation

Develop clear career paths
• Established career paths sets 

the expectation of promotions 
for employees and 
communicates that they need 
not look outside the company 
for advancement opportunities

1. Excludes retirements
Source: BCG analysis, SBC O&G HR Benchmark 2011, 2009-2012 Triennium Work Report

0

2

4

6

% annual attrition
+46%+88%

Petrol engineers

5.1

3.5

Geoscientists

4.9

2.6

2010 2011

Generational 
gap
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Proactive and targeted Recruitment required to capture 
high-potential candidates with robust skill sets

Situation Problem Solution

Post-graduate new hires are 
reporting to work lacking 
necessary skills

• According to a training manager 
at a major: "For the first time 
we’re seeing failures of basic 
introductory course pre-
assessment tests"

On-the-job skills require years to 
develop

• 3 years to develop basic 
industry operating competence

• 10 years to develop proficiency 
in many profession disciplines

Training costs rising
• Shell and Exxon have set up 

additional training centers to 
train employees on key skills 
they lack

Greater risk assumed
• New hires not receiving 

supplemental training represent 
a potential hazard on job sites if 
requisite skills not possessed

Improve recruiting efforts to 
garner larger share of top 
recruits

• Strategic recruiting and staffing 
plan must be developed with 
same rigor as financial plan

• Recruiting plan must include:
– pro-active vs reactive efforts
– strategic targeting of 

graduate programs
– clear articulation of factors 

which differentiate company 
from competitors

Source: BCG analysis, Booz & Co.'s Labour and Skills Crisis Could Stall Oil and Gas Boom,

Generational 
gap
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2. Technical and Project skills seen as having
the greatest shortage for both IOCs and NOCs

Source: BCG analysis, 2009-2012 Triennium Work Report

Scale: 0 =  no shortage; 5 =highest shortage

International Oil Companies National Oil Companies

4.03.53.02.52.0

Enabling skills
(HR, com, team) 2.36

Core skills
(numeracy, IT&C) 2.44

Managerial skills
(eco, financial) 2.47

Commercial/
marketing 2.59

Projects 3.10

Technical skills
(engineering) 3.36

4.03.53.02.52.0

Commercial/
marketing 3.29

Projects 3.45

Technical skills
(engineering) 3.52

Enabling skills
(HR, com, team) 2.52

Core skills
(numeracy, IT&C) 2.60

Managerial skills
(eco, financial) 2.76

Expertise
management
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The world will continue to need substantial oil investments...
Therefore new human capabilities will be required
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Already producing @ 85 price scenario
Already producing @ 50 price scenario

New production

Source: Rystad Energy; BCG analysis

Illustrative
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Oil sands
Offshore midwater
Offshore deepwater

Offshore shelf
Shale/Tight oil
Other Onshore

Oil production forecast
-under most pessimistic scenario-

New production volumes
-by type of play-

Expertise
management
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United States
Russia
Canada
Iraq
Iran
Brazil
Qatar
China
Australia
Saudi Arabia
Norway
UAE
Nigeria
Venezuela
Mexico
UK
Malaysia
Angola
Indonesia
Turkmenistan

Where will we need people?
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Expected production of oil & gas from new fields in 2020 (Mboe/day) – Top 20 countries

Expertise
management

Source: Rystad UCube, Field types: Producing early, Under development, Field evaluation, Appraising, Old discoveries, Undiscovered awarded for oil and gas production
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Technical recruiting remains still challenging
Middle East/Africa seen as the most difficult regions for recruiting

2.0

2.5

3.0

3.5

4.0

Middle East/Africa

3.6

South America

3.1

Asia Pacific

2.9

Europe

2.8

North America

2.2

0 =  no difficulty; 5 = highest difficulty

Source: BCG analysis, 2009-2012 Triennium Work Report

Scale

Difficulty to recruit by region

Expertise
management
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Technical capability building requires integrated approach
Embedded in day-to-day work; co-designed by leaders and stakeholders

For example,
• Job rotations
• Stretch roles
• Career paths 
• Action learning
• Task forces
• Time in field

For example,
• Manager routines
• Daily huddles
• Integrated strategy 

and talent sessions
• Checklists, tip 

sheets
• Pulse checks

Incorporating into 
flow of daily work

For example,
• Peer groups
• Individual 

workgroups
• Mentors 
• Subject matter 

experts

Coaching and 
mentoring

For example,
• Informal feedback
• 1:1 check in after 

major deliverables
• Awards, rewards
• Formal reviews
• Performance 

consequences

Feedback and 
assessment

For example,
• On-demand 

targeted e-learning
• Workshops
• Defined role-based 

learning paths
• Conferences
• External visits

Formal
learning

Experiential 
programs and 
job rotations

Expertise
management
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Proactive identification of capacity risks is needed by
skill cluster

Surplus Shortfall
Demand vs. supply (# FTEs, color %)

WF 14
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13
116

-85
-23
86
-95
-18
121
-27
0
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-31
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32
140

-66
-25
110
-73
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120
-24
9
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53
45
32

49

30
135

-18
-27
119
-46
-17
118
-23
16
0

104
58
34
37

20222021202020192018

-52

-43
-177

-125
-53
-16
-11
-29
5

-47
18
-36

-100
-162
-101
-120

-45

-47
-142

-110
-48
-15
-11
-28
6

-45
16
-32
-114
-166
-96
-74

-40

-45
-111

-103
-47
-77
-41
-28
20
-23
13
-28

-159
-156
-92
-79

-43

-36
-22

-91
-45

-179
-54
27
41
-23
8

-24
-202
-112
-65
-76

-45

-35
83

-90
-39

-271
-73
-19
63
-13
3
0

-237
46
-59
-61

201720162015

Plant operations

Mechanical engineer
Molding specialist

Electrical engineer
Electrical system maint.

Specialized molder
Equipment maintenance

Production IT expert
Technical workers
Safety supervisor

Metalworking mach. op.
Plant operator

General electricians
Maintenance generalist
Maitenance specialist

453

135
456

188
95
211
265
52

853
96

190
96

799
397
327
242High voltage electricians

Skill cluster 2023

-56

-43
-179

-126
-53
-8
-4

-29
3

-42
18
-28

-100
-150
-114
-122

2024

-60

-46
-183

-135
-53
-66
-3

-29
2

-45
18
-35

-100
-152
-112
-135

Expertise
management

Source: Project example

Illustrative example for Power sector
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Employee support and Interventions encouraged 
throughout multi-divisional careers 

Expertise
management
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+4%

3. Increasing interest of Oil & gas players in the digital field

# of digital patent families1 # of overall patent families1

Application Year

16151413121110090807060515 16141312111008 0907

Application Year

0605

Not yet all 
patent data 

included due 
to publication 

rules

Not yet all 
patent data 

included due 
to publication 

rules

1. Patents of ExxonMobil, Total, Chevron, Shell, BP and Saudi Aramco included  2. Declining with 3% if CAGR from 2005 on; stable with 0% if CAGR from 2006 on
Note: Analysis based on ~24k patent families in the space of oil & gas for selected players filed since 2005; data for 2015 and 2016 incomplete due to publication rules 
Source: Thomson Innovation, BCG

... despite a slightly decreasing2 patent activityIncreasing number of Digital patents ...

CAGR of 4% for patents related to "digitization"

Digital
mindset 
irruption
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Twelve technology drivers impacting O&G

SOP – Standard operating procedure; ERP – Enterprise resource planning; SCM – Supply chain management; MES – Manufacturing execution system; CRM – Customer relationship management
Source: BCG Manufacturing
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12
11

• Low cost, low power, connected sensors capturing spatial and environment 
information

Instant analysis of large data sets to identify new patternsBig data & analytics

• Print objects & parts on demand with increasing precision, and range of 
materialsAdditive manufacturing

• Virtual tele-presence to remove the need for on-site humans and omnipresent 
mobile devices

Mobile connectivity & 
augmented reality

• Analyses of real-world object or environment to collect data on its shape / 
appearance3D scanning

• Employee engagement and collaboration enabled by digital platforms and 
communities

Collaborative technology 
platforms

• Every asset, equipment, employee always connectedReal-time communication & 
tracking

• Highly scalable, variable-cost storage & processing on demandCloud computing / storage

• Protecting system integrity is a "must-have"
• Distributed data bases, maintaining continuous growth of data recordsCyber-security & Blockchain

• Intelligent robots take on complex assignment
Robotics & 
automation

1

• Autonomous, low-cost vehicles able to perform complex tasks and remove human 
presence

Unmanned aerial
vehicles

• Interact more naturally with digital devices and servicesVirtual Reality

Sensors

Digital
mindset 
irruption
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For instance, many digital technologies are applicable 
along E&P value chain...
Example of use cases (non-exhaustive)

Exploration Development ProductionStrategic planning

Corporate Support Functions (HR, Finance, Legal…)
E&P strategic 

objectives 

Increase 
profitable 

production

Increase capex
efficiency

Increase 
workforce 
efficiency

Reduce supply 
chain costs

Enable agile 
organization

Assisted seismic 
interpretation, enriched 
modeling & simulation

Optimized reservoir 
management thru real-

time production 
simulation

Minimized downtime thru 
predictive maintenance

Optimized drilling thru 
well behavior anticipation

Reduced inventory thru advanced forecasting and
increased availability thru real-time geo-tracking

Reduced logistics costs thru real-time route optimization

Automated warehouse operations (tracking & mgmt.)
Reduced lead-times & inventory thru supplier collaborative platforms

Digitalized vendor performance monitoring (HSE, hours spent, increm. prod.)

Optimized spending base leveraging spend analytics insights

Improved investment 
decisions/ planning thru 
user-friendly modeling

Reduced "crunching"  
hours thru Single 
Source of Truth / 

integrated database 
across BUs

Increased field operator on-site productivity thru mobile devices on field, rig. 
Platform and augmented reality

Increased crew productivity thru integrated real-time scheduling optimization

Unmanned operations thru robotics/ drones

Automated 
tasks thru 

apps 
(timesheet, 
expenses)

Retained knowledge and accelerated learning curve 
thru knowledge mgmt and collaborative platform

More reactive engineering thru 3D printing

Big data / analytics Cloud computing Collaborative tech. platforms Virtual reality Additive manufacturing Mobile connectivity/AR

3D scanningReal-time commu-
nication & tracking

Unmanned aerial vehicles Sensors Cyber securityRobotics/automation

Cyber 
security

Digital
mindset 
irruption



25

... and Refining will also be enhanced by digital technologies

Source: BCG Key digital use cases

Connected refinery
Drones and advanced 
robotics for inspection

Additive 
manufacturing

Real-time video 
communication with experts

Augmented reality device 
displaying plant performance 
while maneuvering in the field

Wearable safety sensors 
monitoring vital functions, 
location, air pollution, etc.

Smart portable devices displaying 
procedures, checklists, part 

specifications, etc.

Barcodes on 
spare parts

Advanced algorithms 
analyzing plant data to 

improve schedule accuracy

Big data analyses to 
improve knowledge of 
optimal plant settings

Management of work permits 
through mobile devices 

(e.g., for sub-contractors)

Control roomPlanning

Spare part warehouse

Field operator/technician

Augmented 
reality

Automated re-ordering of 
spare parts from the field

Integration with 
spare part suppliers

Transparency about 
vessel positions/delays

Control center analyzing 
all available market data

Transparency about 
supply & demand

Supply, sales & trading

Advanced sensors for feedstock 
characteristics in real time

Multi-period blending 
optimization

Real-time optimization/advanced analytics 
to identify optimal plant settings

Prediction of performance 
variations and equipment failures

Fully integrated MPC

Supplier CustomerDistillation Conversion Quality

Digital
mindset 
irruption
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Augmented reality glasses used for picking in warehouses
• Warehouse personnel can use augmented reality glasses with 

navigation and data display in real time to assist with picking and  
kitting inside warehouses

• For example, Bechtel uses (a) wearable headsets with battery life 
for one shift and (b) vision picking software with navigation and 
integration into warehouse management system

Example 1: optimized warehouse operations using 
augmented reality

Impact

• Include numbers where 
possible

• Also include benefits

Improves picking process 
speed by ~25%

Increases workforce 
productivity 

Allows for real-time quality 
control

Description Impact

ImpactVirtual reality

Technology

Source: Company publications, industry reports

Digital
mindset 
irruption
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Dynamic Optimization Tool (DOT) is an algorithm that pairs field 
maintenance technicians and Work Orders on real-time availabilities, taking 
into account: 

• Field tech skills and average performance to solve the issues
• SLA requirements
• Access/ work permit restrictions

The tool leverages 
• Data ranging from public services like Google's predictive traffic algorithms
• Company internal data (e,g, technician-specific average work order 

resolution)

Example 2: Real-time optimized field crew scheduling

Impact

• Include numbers where 
possible

• Also include benefits

-25% workforce needed for 
the same demand

+10% more work orders 
done by technician

-45% of time needed to 
arrive at work order 
location

Description Impact1

ImpactBig data & analytics

GPS tracking & mobility

Minimum Viable Product 
(MVP) developed thru Agile 
methodology

Technology

Source: BCG case experience 1. Impact measured on an on-field pilot for an IT material seller maintenance crew 

Going into this I thought our 
field force was running pretty 
well, I didn't see much, if any, 
savings to be captured. At this 

point I am a true believer  –
Vice President, global 

technology services provider

Client feedback

Digital
mindset 
irruption
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Example 3: HR mobile apps enable higher on-site productivity

Tedious process to file expenses, needing company laptops
• Manual attachment of receipts, filling details etc

Mobile expense management apps. simplify expense filing 
• On-the-go and centralized archiving of receipts

Leverage image-recognition, mileage tracking via GPS to 
automate filing process

Impact

• Include numbers where 
possible

• Also include benefits

~80% time savings per 
employee 

• Claimed by certain apps

Internal "digital facelift"
• Internal PR value of 

removing day-to-day 
annoyance

Description Impact

ImpactMobile connectivity & AR

Cloud storage

Technology

Source: Company publications, industry reports

Digital
mindset 
irruption
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4. Oil & gas sector is becoming less attractive to join

Only 43% of O&G young professionals plan to 
remain in the industry  (vs. 70% in 2008)

41% of O&G young professionals believe that 
industry is well perceived from outside

70

43

17

16

13

11

0

20

40

60

80

100

% of respondents

20172008

Stay whole career
Leave in 10 years

Leave in near future
Leave in 3 years
Leave in 5 years

• Lack of career path 
visibility

• Expatriation issues
• Future job security

4

21

33

32

9

0 10 20 30 40

Strongly disagree

Disagree

% of respondents

Agree

Strongly agree

Neutral

Is your intent to remain in O&G industry? Do you think that the oil and gas industry has 
appropriate messages in the media?

Source: Survey carried out by World Petroleum Council Young Professionals / BCG; 2100 answers 

41%

Young professionals are no longer 
seeking a long term career 

Industry
attractiveness



30

Company reputation factors are key in the industry
Comparison of between Energy and Industrial goods sectors

Source: 2014 BCG/The Network proprietary web survey and analysis.
Note: Based on responses from energy industry; sample size was 9,044 and responses from industrial goods industry; sample size was 41,696. 

Work environment

Compensation package

Company reputation and image

Job content and opportunities

Employer reputation

Good relationships with colleagues

Good work-life balance

Attractiveness of industry

Challenging job assignments

Attractive fixed salary

Financial stability

Opportunities to lead

Additional benefits

Family support programs
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Attractive performance bonuses

Insurance packages

High performance culture

Amount of paid time off23
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...

...
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10

Company values

Employer reputation

Flexible work models

Good work-life balance

Attractiveness of industry

Company car

Corporate social responsibility (CSR)

Additional benefits

Family support programs

Amount of paid time off
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Retirement package / pension plan

Challenging job assignments

Opportunities to lead

Job security
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Energy Industrial goods

Vs.
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Young professionals value mentoring programs 
and business trust as key retention drivers

9
1010

11

13
14

16

18

0
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20

% of respondents

Provide 
mentor 

programs and 
more support 
from senior 

leaders

Improve 
worklife 
balance

Increase work 
dynamism

Develop 
diversity and 

inclusion

Provide 
opportunity to 
travel abroad

Improve 
working 

atmosphere

Provide 
competitive 

remuneration

Give more 
responsibility 

in driving 
projects and 

iniatives

It's no longer about the money…Young Professionals mindset 
is changing, towards recognition and learning

What needs to be done to retail your talent in the energy industry?

22% in 2008

Industry
attractiveness

Source: Survey carried out by World Petroleum Council Young Professionals / BCG; 2100 answers 
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+88 
percentage points

"People" companies outperform the market average

192

-50

0

50

100

150

200

2010 2011 201420132012200920082007200620052004

Total shareholder return since 12/31/20041

104

“People” companies  
outperformed the S&P 500 in 
eight out of the past ten years

S&P 500 over the 
same period

Companies on 
Fortune’s “100 Best 
Companies to Work 
For” list in at least

3 of the past 
10 years2

1. Total shareholder return represents compounded median annual total return for stocks of publicly-traded companies that appeared on Fortune’s 100 Best Companies To Work For” list 3 times in 
the past 10 years and total return for the S&P 500 index over the same period; 2. Publicly-traded companies that appeared on Fortune’s “100 Best Companies To Work For” list 3 times in the past 10 
years;
Source: Fortune; S&P Capital IQ; BCG ValueScience Center

Top "People" companies have +88 percentage points 
advantage in TSR over the last 10 years

+88

Industry
attractiveness
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5. Gender diversity matters

Women bring different perspectives to the 
workplace, in line with their different 
aspirations, conceptions and general 
way of thinking

Women bring 
different 

perspectives

Women are 
half the talent 

pool

Women represent more than half the 
talent pool with more women graduating 
from colleges than men for the past years

Source: Financial Times; RSA, the Executive Search firm

"Women contribute differently in the boardroom, 
compared to their male colleagues"

"Women represent 50% of consumers and thus 
understand consumers' needs and talk their 

language"

"Women represent half if not more of the talent 
pool: they are ambitious, highly educated and ready 

to join the workforce"

Women add 
diversity to 

the workplace

Diversity in the workplace stimulates 
higher productivity and creativity which 
in turn translates into better leadership 
team

"A diverse employee pool results in higher 
productivity and higher level of creativity and 

engagement"

"Functional diversity and diversity of experience 
play a positive role in building better leadership 

teams"

Women 
have a 

differentiated 
skill set

Women rank higher than men in certain 
skills related to empathy and feelings 
enabling them to build relationships and 
develop and motivate their teams

"Women bring empathy and intuition to leadership, 
they possess greater awareness of the motivations 

and concerns of other people"

"Women score higher than men in nurturing 
competencies such as developing others and 

building relationships "

Reason Description Quotes

Gender
diversity
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O&G companies can no longer afford to ignore 50% of the 
world's talent pool in their supply chain

-2

0

2

4

Difference (in %-points)

End-career prof. 
(60+ yr)

Senior prof. 
(>=50 yr)

Later-career
prof. (<50yr)

Mid-career
prof. (<40yr)

Young prof.
(<30 yr)

Pre-work age
(<20 yr)

Population of Mining & Quarrying professionals compared to world-wide average age distribution1

Motivate 
and sponsor

1. Analysis across 52 countries; looking at percentage point delta between age distribution in Mining & Quarrying (incl. oil & gas extraction) vs. overall working population; not weighted; does not 
include some large oil & gas producing countries (notably: missing KSA, Russia, Mexico, UAE)
Source: UN population & labor statistics (data ranges from 1999 to 2011 – selected latest available data point per country) 

In the next 5-7 years, a large 
share of O&G workforce is 

said to retire (more than 40%)

Big gap in intake

Late careerRetain 
and develop

Mid careerAttract 
more talent

Early career

Gender
diversity
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Motivating factors for women change across career stages

Compensation

Fast career growth

Work/life balance & family

Company / industry image

Transversal opportunities

Flexibility benefits

Exposure / professional development

Access to mentors / role models

Culture of equal opportunity and devoid of biases

Legacy / impact

Developing expertise

Challenge of job
invest in marketing 
efforts at school / 
university level

redesign development 
programs for women

review corporate culture and compensation 
structure for future revamp

Bold – more O&G relevant

increasing career maturity

Motivate 
and sponsor

Late careerRetain 
and develop

Mid careerAttract 
more talent

Early career

Gender
diversity
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O&G faces challenges in attracting top female talent

Travel / job / expatriate 
challenges

Low social acceptance 
among women of O&G

Perception of O&G as 
male dominated

Fewer women with STEM 
degrees

• "Women [tend to] shy away when told during recruiting about 20 
hour shifts or work in remote locations"2

• "Society still thinks about oil covered roughnecks when 
speaking of the oil industry" - becoming a deterrent to women 
joining workforce2

• 25% of female workforce felt unwelcome in O&G, due to 
perceiving the industry as "male dominated"2

• Although STEM intake is increasing in areas like Psychology 
and Social Sciences, women are not flooding natural sciences / 
engineering / construction1

1. NSF – Women, Minorities in Science & Engineering.   2. NES Global Talent

Motivate 
and sponsor

Late careerRetain 
and develop

Mid careerAttract 
more talent

Early career

Compensation is not 
an off-setting factor

Gender
diversity
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Previous 
decade

This 
decade

Despite overall success in education, O&G industry 
faces a unique intake problem

k

k

k

m

Women education definitely on strong upward 
trend over last decade, esp. tertiary education

However, O&G faces challenges to 
tap into the female talent pool

% girls enrolling for 
secondary education1

% women with
tertiary 

education1

Women in tertiary 
education taking up 

STEM coursework, esp. 
CS & engg.

70% 79%

51% 58%

12% 26%

US: 18% 
WW: ~7%

% girls enrolling for 
primary education

Oilfield reputation driving away 
STEM educated women

"I always get questions about why I work 
in an oil company when I could have 
taken a desk job elsewhere"3

Sources. UN Stats.   2. NSF Women, Minorities in Science & Engineering.   3. Rigzone

Gender
diversity
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There are quite a few substantial mid-career blockers

Work-life balance 
challenges

Perceived promotion and 
compensation bias

Inadequate professional 
development / outdated 

career models

• 39% women mentioned they would consider taking less money 
for more flexibility and work-life balance for a few mid-career 
years1 (may not be O&G specific)

• 45% women feel less recognized compared to men in O&G1

• Gender wage gap in O&G estimated ~5.4%, largest across 
industries2

• Disproportionate emphasis on 'cutting your teeth' offshore in 
order to progress to leadership

Motivate 
and sponsor

Late careerRetain 
and develop

Mid careerAttract 
more talent

Early career

Digital oilfield and new 
technologies might shift 

that view

1.NES Global Talent.   2.Fast Company & Payscale crowdsourcing

Gender
diversity
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Women are substantially underrepresented in the 
Oil and Gas industry

60

51

45

39

38

33

33

28

11

22

0 20 40 60

% female labor participation1

Public administration

Manufacturing

Agriculture

Overall femail participacion

Finance

Restaurants and hotels

Education

Health and social work

Construction

Oil and gas

-16

Women constitute 38% of the workforce in 
major oil-producing nations

but only 22% of employees in oil and gas

Women's underrepresentation within the 
industry spans all levels of seniority but 

worsens as seniority rises

100

0

10

20

30

40

50

17%

25%

Mid-career level

27%

Senior & 
Executive level

46%

25%

37%

% of employees who are wome

Entry level -
college graduates

Oil and gas S&P 500 companies

Source: World Petroleum Council / BCG analysis report: Untapped Reserves: Promoting Gender Equality in Oil and Gas (to be published  in WPC – Istambul July, 2017)

Gender
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And what about female executives in O&G?

Unintentional male 
benevolence

Confidence / risk 
averseness

Few success stories / role 
model

• Men might say things like "she might want to have a support/office 
job with less travel or hours"1

• "...women need to feel 100% qualified before they raise their hands, 
men's threshold is only 30-40%"

• 95% females said mentorship was important for their development in 
O&G, but 42% were neither a mentor nor a mentee1

1.NES Global Talent

Motivate 
and sponsor

Late careerRetain 
and develop

Mid careerAttract 
more talent

Early career

Gender
diversity



41

Governments, oilfield players and industry influencers
are taking steps to bridge the gender gap

Governments
Impetus for women inclusion can be strong, if originated at the policy level

• Nordic/western society has begun to implement equal paternity leave to promote 
sharing of family burden and effect a cultural change

Industry players

Oil companies and OFS providers have instituted policies for women inclusion
• Industry players have realized the importance of joint efforts: 22 O&G companies 

pledged to reduce gender gap at the World Economic forum
• Most companies today have executive positions responsible for "Diversity & 

Inclusion" and have dedicated policies and an annual reporting cadence
• Formerly conservative Middle Eastern companies, such as ADNOC (UAE) had 25% 

recruitment target for women and managed to exceed target, recruiting ~30%

Industry 
influencers

Industry consortiums and forums are catalyzing women inclusion via spirited 
campaigns. Couple of pertinent examples below -

• Heforshe is a gender equality campaign instituted by UN, targeted at men and boys 
to engage them as agents of change, very relevant to O&G

• Pink Petrol is an effort led by Halliburton manager to foster women in O&G
• WPC/BCG report to be published in July 2017

1.Women on board quotas - http://fortune.com/2014/12/05/women-on-boards-quotas/

Gender
diversity
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Leading players have set and achieved ambitious targets

Some players have already taken significant steps 

Has 2 women leadership development programs:
• Women’s Career Development Program (WCDP) 
• Senior Women Connect (SWC), designed for women in leadership 

positions
• Women represent 19% of senior leadership

Oil & Gas 
industry has 
taken note of 

the urgency to 
close the 

gender gaps

• Target to have over 30% female graduate hires through continued 
efforts to highlight the depth and breadth of careers at BP

• Has an Women’s International Network and local women’s 
networks at many of their sites around the world

• Has a high representation of women on their Corporate 
Executive Committee and in senior management

• 33% of workforce are women across all groups and businesses 

• 10 initiatives in Women Development Program incl. Woman in 
Leadership, mentoring and peer learning

• Appointed first women leader as executive director in 2015

Illustrative examples

Gender
diversity
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Women labor participation already on the rise across the GCC
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Labor force participation rate, female 
(% of female population ages 15-64)1

Bahrain
Kuwait
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20%

29%

39%

44%

46%

51%

Women labor participation historically... ...and today

Labor force participation rate, female 
(% of female population ages 15-64)

Source: World Bank, ADNOC sustainability reports

0.2%
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0.4%
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Gender
diversity



44

Further reading material

The New New Way of 
Working
Twelve Forces That Will 
Radically Change How 
Organizations Work

Decoding Global Talent
Survey of Over 200,000 
Workers in 189 Countries

The Global Workforce Crisis
$10 Trillion at Risk

Man & Machine
Impact of Industry 4.0 on the 
Global Workforce

Creating People Advantage 
2014-2015
How to Set Up Great HR 
Functions 
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