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Tremendous growth in America’s 
oil and gas industry, coupled with 
an aging workforce, has left the 
industry with more jobs to fill 

than talent to fill them. 

 

Introduction 
 

America’s oil and gas industry has a problem. It’s 
growing at a faster rate than it can hire people to 
fill new positions or replace an aging workforce 
reaching retirement. In order to meet the 
workforce shortage challenge, the industry must 
rapidly recruit, train, and successfully retain 
Millennials, those born between 1980 – 2000. 
 
Competition for talent is steep due to the limited 
number of experienced workers in this age 
range, coupled with the fact that every oil and 
gas company is facing the same challenge at the 
same time.  
 
These candidates know they are in high demand, 
and it takes more than higher salaries to recruit 
them and retain their loyalty. Millennials want to 
be part of something larger than just a “job”; they 
want to feel part of a “culture” that encourages 
employee participation in company development 
and recognizes individual contributions more 
publicly.  
 
One solution to this hiring dilemma is to take 
advantage of technology that most prospective 
candidates are already using and will continue to 
use with increasing frequency: Social media. 

 

 
 
 
 

By capitalizing on the capabilities of sites such as 
LinkedIn, Facebook, and Twitter, oil and gas 
companies can more efficiently and effectively 
broadcast opportunities to the largest number of 
candidates. Social networking can be used to pull 
- as well as push - communication to generate 
employee-referrals, facilitate training programs, 
share information during research and 
development projects, and to manage public-
relations efforts. 
 
This white paper explains both why and how 
America’s oil and gas companies can use social 
network technology to turn the “Big Crew 
Change” from a problem into yet another 
exciting opportunity. 
 

The Talent Gap 
 
 
 
 
 
 
 
 

 
For over a decade, the American oil and gas 
industry has faced a talent shortage of crisis 
proportions. Between1984 - 2004, tough times 
for the industry resulted in fewer people 
pursuing energy careers.  
 
Currently, there are about 5 million skilled trade 
workers in the oil and gas industry in North 
America.  But as high as that number sounds, it’s 
down about a million since the mid 2000’s.i 
 

Image credit: http://bit.ly/19dGrKW 
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This workforce gap is projected to widen by 
2020 for two reasons: 
 

1) 22,000 of the “Baby Boomers” who 
currently run the industry plan to retire 
by 2015.ii  
 

2) The industry plans to add 600,000 new 
jobs by 2020.iii 

 

 
But it’s not simply a matter of hiring younger 
workers, or recent engineering graduates. The 
loss of experienced “pros,” and the influx of 
inexperienced “newbies,” creates noteworthy 
risks to the industry.  
 
A March 2013 report entitled Global Oil & Gas 
Workforce Survey: Expectations for Hires and Pay 
Rates in the Oil and Gas Industry 2013, warns that 
a shortage of skilled labor is affecting safety in 
the global oil industry. 
 
 
“The industry must concentrate on developing 
the workforce in order to ensure knowledge is 
passed on and the required experience is in place 
to manage the world’s oil and gas reserves,” 
Mark Guest, managing director of 
OilCareers.com, said in a statement 
accompanying the report.iv 
 
Additionally, according to PetroSkills Alliance, an 
organization comprised of more than 28 

industry members that focuses on meeting the 
challenges of the big crew change by providing 
developmental training, the workforce shortage 
and efforts to replace experienced workers could 
impact the bottom-line. Even a 20% reduction in 
E&P could cost the industry approximately $35 
billion.v 
 
Therefore, the “Big Crew Change” is not just a 
people shortage; it’s a talent shortage. As James 
Tastard, vice president of human resources for 
Norwegian oil and gas firm Statoil says, talent 
and training are keys to meeting this challenge. 
There simply aren’t enough new engineers with 
the necessary skills, nor are there enough 
workers in general with the right experience to 
qualify them to move into the oil and gas 
industry.vi 
 
“While the company looks for new talent, it is 
typically not the entry-level college graduate,” 
said Fahad Al-Bagmi, recruiting supervisor of 
Aramco Services Co. “The complex exploration 
and production challenges call for experience.”vii 
 
And while the need may be most acute in the 
mid-tier levels of experience - the 35 to 49 year-
old age range - the industry also needs to 
develop its pipeline of college students and 
recent graduates so they can capitalize on their 
growth opportunities in the years to come, and 
not end up back where they are today, facing yet 
another “Big Crew Change.” Both groups - the 
new graduates and the more seasoned, 
experienced workers - need motivation to obtain 
the right skills, and then the means with which to 
do so. 
 
Accordingly, the oil and gas companies have to 
become increasingly efficient at finding and 
communicating with these prospective 
employees. And because the bottom line is at 
risk, they need to do it all as cost-effectively as 
possible, too. 
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Using Social Media to Recruit the 
“New Crew” 
 

How can the oil and gas industry meet the 
challenge of finding younger, but also 
experienced new workers, especially when they 
exist in fewer numbers? And if they can’t find a 
sufficient number, how can they recruit and train 
younger, more seasoned workers from other 
industries so they can rapidly qualify for a new 
career in oil and gas exploration and production? 
One way is through the effective use of social 
media.  
 
In order to explain why social networking must 
be a key part of any answer to these questions, 
and before going into the details of how to best 
use these technologies, we must first understand 
the Millennial target audience: who are these 
prospects - what behaviors and characteristics 
make them unique; how do they search for jobs 
or make career choices; and what are they 
looking for in an employer? 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Understanding Millennials 
 
Workers born between 1980 and 2000, or those 
commonly referred to as “Gen Y” or “Millennials,” 
will be the ones to make up American oil and gas 
industry’s “New Crew.” They fit the age criteria 
for an industry seeking to replace an aging 
workforce with one that will not just fill 
vacancies within the next couple of years, but 
that will also make up the talent-pool for many 
years to come. 
 
Key characteristics of this generation to keep in 
mind when designing recruiting, training, and 
retention strategies are as follows: 
 

 They already use social media. Somewhere 
between 77 and 83% of online adults in 
this age range use social network sites on 
a regular basis.viii 
 

 They collaborate. Millennials are known 
for their interest in interaction, 
collaboration, and connectivity.  
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 They multi-task. Millennials are some of 
the most nimble workers. They are able to 
manage several projects simultaneously 
and can easily shift from one task to the 
next.  

 They're creative and innovative. In a 
recent Forbes article, writer Jenna 
Goudreau quoted Amy Lynch, co-author 
of The M-Factor: How the Millennial 
Generation is Rocking the Workplace, as 
saying, "Millennials are not locked into 
limited, linear patterns of thinking about 
industry issues or challenges."ix 

 They seek perks beyond pay. Millennials 
have a tendency to choose meaning and 
personal passions over money when 
making career choices.  

 They are not afraid to make a change. Dan 
Schawbel, managing partner of Millennial 
Branding, notes that his company's 
studies show Millennials leave their 
corporations at the two-year mark. While 
some may see them as disloyal, other 
companies see them as comfortable with 
challenge and transition - a characteristic 
that rapidly growing industries in 
transition, like oil and gas, should find 
appealing.x 

 

Recruiting Millennials 
 
The above characteristics make Millennials 
attractive not just to the booming oil and gas 
industry, but to the high-tech sector as well. And, 
right now, tech companies enjoy better 
“branding,” in the sense that these younger 
workers perceive the laid-back coastal lifestyle 
of most high-tech careers more appealing than 
the world of drilling for crude, which can seem 
staid, by comparison. Therefore, oil and gas 
companies need to improve their branding and 
make sure job seekers in this generation change 
that impression.xi 

 
For example, oil and gas companies should focus 
on communicating the high-tech nature of their 
projects. As Saudi Aramco’s Fahad Al-Bagmi 
points out: 
“Our recruiters say that candidates are looking 
for a place where they can contribute to 
something bigger than they ever though 
possible…It's more than finding a 'job,' but 
rather finding a place where expertise and talent 
are recognized and valued. Working on high-
value, technologically advanced projects and 
activities attracts candidates."xii 
 
Companies vying for Millennial candidates do 
need to offer higher salaries than competing 
industries, but as important are non-monetary 
perks. These younger workers are as concerned 
with “culture” and work-life balance, they want 
to know more than what their roles and 
responsibilities would be, they want a very clear 
picture of what life is like at the company.xiii 
 
Therefore, oil and gas companies need to ensure 
that every tool they use to interact with 
candidates accurately, and effectively paints that 
picture - so job seekers feel what it’s like to be 
part of the corporate culture before they even 
receive an offer. 

 

Why Social Media is One Answer 
 
Why are social network sites like Facebook, 
LinkedIn and Twitter a natural fit for companies 
looking to recruit Millennial job seekers? Most 
importantly, because studies show these 
candidates are already there. 93% of this 
generation is online and they have the highest 
social network penetration of any generation. 
75% have a Facebook account, and over half of 
U.S. Twitter users are Millennials.xiv  
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In the industrial sector specifically, Internet 
usage in general is high. Engineers from this 
generation spend time online for a wide variety 
of purposes, with 42% of them using the Internet 
to conduct job searches and career research.xv 
Additionally, 58% of Engineers already have 
LinkedIn accounts, and 53% have Facebook 
accounts. xvi 

  
A 2012 survey from social recruiting website 
Jobvite showed that 92% of U.S. companies 
already use social media as part of their 
recruitment efforts. The survey also found that 
73% of employers had successfully hired a 
candidate through social media, and 49% of 
recruiters who implemented social recruiting 
saw an increase in the quantity of candidates. 
Not surprisingly, the most popular social 
network used for recruiting was LinkedIn (93%), 

followed by Facebook (66%) and Twitter 
(54%).xvii  
 

 

 
 
So clearly, if oil and gas companies want to find 
members of their target audience for recruiting, 
they need look no further than the Internet and 
social networks like LinkedIn, Facebook and 
Twitter. 
 

Ways to Leverage Social Media for Recruiting 

LinkedIn 
 
When it comes to conducting job searches, 
nearly half of all Millennials are looking for their 
next job on LinkedIn, a 29% increase from just a 
year ago.xviii  
 
In what ways can oil and gas companies utilize 
LinkedIn to recruit the “new crew?”  

http://www.businessnewsdaily.com/2489-linkedin.html
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Company Pages 
 
Many oil and gas companies - including a 
number of Bizzuka clients - have LinkedIn 
Company Pages, which can include a Careers tab 
as an option. (Career tabs are part of LinkedIn’s 
“Talent Solutions” platform, discussed below.)  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
But even without a careers tab, Company Pages 
can still serve as a recruiting tool. Routine 
updates to the news feed will keep prospects 
apprised of activities taking place within the 
company and provide them with information 
that may positively influence their decision to 
pursue a career with the company. 
 
 
 
 

 
Company Pages are LinkedIn’s version of 
Facebook Pages that enable businesses to tell 
their story, feature products and services, and 
spotlight customer recommendations. LinkedIn 
members can follow the company so they see 
updates in their news feed, and can interact with 
companies via comments and likes. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
LinkedIn Groups 
 
LinkedIn Groups provide a place for oil and gas 
industry professionals to share content, find 
answers, post and view jobs, make business 
contacts, and establish themselves as industry 
experts. 
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A casual search reveals that there are more than 
5,000 oil and gas industry LinkedIn Groups, 563 
of which specifically focus on jobs. With this in 
mind, it makes sense to find and participate in 
relevant groups in order to build top of mind 
awareness, list job openings and attract passive 
talent.  
 
Chronos Oil and Gas  
 

Oil and gas industry recruitment firm, Chronos, 
sponsors a LinkedIn Group that numbers more 
than 17,400 members.  
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

A similar group, run by industry job board 
OilandGasPeople.com, has 10 times that number. 
More than 171,900 members make up its roster.  
 
Statoil Energy Innovation 
 

Some oil and gas firms have created their own 
groups for the purpose of sharing company 
information and attracting new hires, especially 
passive talent. One such company, Statoil, 
created a group called Energy Innovation, which 
boasts more than 27,000 members.  
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LinkedIn Search 
 
Using relevant keywords, oil and gas companies 
can leverage LinkedIn Search to find qualified 
candidates, and then reach out to them using 
InMail, LinkedIn’s proprietary email platform.  
 
Premium Recruiting Solutions 
 
LinkedIn offers two premium options that 
companies could take advantage of.  
 
LinkedIn Jobs  
 
Employers can post job listings for a fee, which 
appear in the "Jobs" section of the website and as 
ads on LinkedIn user profile pages. The price for 
a single listing typically starts at $195.00.  
 
LinkedIn automatically recommends jobs to the 
most qualified candidates and gives employers 
who use the service a list of 25 prospects that 
best fit the job description.  
 
LinkedIn Talent Solutions 
 
Talent Solutions is a recruiting platform that 
includes tools, which enable corporate recruiters 
to find, contact and nurture relationships with 
candidates. This service also enables Company 
Pages to include a Careers page.  
 
Bizzuka LinkedIn Integration  
 
Bizzuka clients can make use of a component 
that seamlessly integrates our OnDeCC content 
management system with LinkedIn.  
 

 
 

 
The component enables websites powered by 
OnDeCC to add an "Apply with LinkedIn” button 

to the bottom of any online job application. 
When a job seeker is ready to apply for an 
opening, a simple click of the button allows the 
user to easily upload his or her résumé directly 
from LinkedIn. 
 
 

Facebook  
 
With more than one billion members, Facebook 
is the largest social network in existence. As 
such, there is a good chance prospective 
employees already use the site.   
 
While LinkedIn is all business, Facebook is a 
network designed for personal use. But that does 
not mean oil and gas companies should not 
establish a presence there.  
 
There are at least six ways companies can take 
advantage of Facebook in order to recruit 
Millennials.  
 

1. Create a Facebook Page, which users can 
"Like" to express affinity and receive 
updates in their newsfeed.  

 
2. Include a careers tab to enable candidates 

to find job listings.  
 

3. Express the company’s culture and 
personality. Companies can highlight 
contributions to the community such as 
participation in fundraising events, show 
behind the scenes photos and videos, and 
showcase employees.  
 
Oilfield services company Knight Oil Tools 
plays an active role in its community, and 
even sponsors a local baseball team. The 
company often includes the team’s 
mascot in its posts.  
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4. Use humor on occasion. Updates don’t 
always have to be strictly about business. 
One of the reasons Facebook has become 
so popular is the fact it often contains 
humorous posts, something oil and gas 
property management company Island 
Operating obviously understands.  

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

5. Routinely share pertinent company and 
industry information. Favor posts that 
address the needs and interests of those 
who visit the page, including jobseekers.  

 
6. Add “Milestones” to share the company’s 

history.  
 
Bizzuka client, T. Baker Smith, uses 
Milestones to cite important dates such as 
the company’s founding.   
 
 
 
 
 

 
 
 

 
 
 
 
 
 
 
 

Twitter 
 
Twitter as more of a news and information 
network than a “social” network.  
As such, it is important to post regular updates - 
including job announcements -several times per 
week.  
 
Use appropriate hashtags to target the intended 
audience who may themselves be using Twitter 
to search for jobs. Host weekly Twitter chats for 
recruiting purposes and be available to answer 
questions from prospects. Some companies even 
create a Twitter channel dedicated to 
recruitment that is run by HR personnel.  
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Other Ways to Use Social Media 
 
Social Listening 
 
Use a social media monitoring platform such as 
Hootsuite to seek out candidates on Twitter, 
LinkedIn, Facebook and other social networks. 
Incorporate relevant keywords and hashtags 
that candidates may be using in their job search.  
 
Employee Referrals 
 
Current employees can be a company’s best 
source for recruiting. Encourage and incentivize 
employees to spread the word in their respective 
social networks about openings. It's possible 
they are already connected to qualified 
candidates.  
 

Summary 
 

The Millennial generation has a lot to offer the 
oil and gas industry. Their innovative, flexible 
approach to work and general willingness to 
relocate makes them excellent candidates for an 
industry experiencing rapid growth and a 
workforce shortage at the same time.  
 
In order to quickly find and lure these younger 
workers to meet the challenges of “The Big Crew 
Change,” oil and gas industry recruiters need to 
reach out to them where they already are, and in 
ways that convey a youthful, forward-thinking 
culture in sync with Millennial tastes, tendencies 
and concerns. Social media is a natural fit to 
meet this need. 
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