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ARTICLE DETAILS ABSTRACT

Article History: The oil and gas sector faces unprecedented human resource (HR) challenges in an era marked by profound
energy transitions. This study delves into these challenges, aiming to elucidate the evolving HR landscape in
the context of global energy shifts. The purpose is to dissect the impact of these transitions on HR practices
and to chart a strategic course for HR in navigating these changes.The study conducted a comprehensive
literature review through a rigorous methodology guided by stringent inclusion and exclusion criteria. This
approach ensured a focused examination of relevant scholarly works, providing a foundation for a thematic
analysis that unearthed key patterns and insights. The study's scope spanned various facets of HR challenges
in the oil and gas sector, ranging from workforce management and skill development to the strategic role of
HRin industry adaptation and resilience. Central findings reveal a sector grappling with the need for adaptive
workforce strategies, skill enhancement for emerging technologies, and the cultivation of inclusive work
environments. The role of HR technology in managing transition-related challenges and the importance of
fostering a resilient organizational culture were also highlighted. Strategic HR planning emerged as a crucial
element for ensuring long-term industry sustainability. Conclusively, the study underscores the criticality of
an agile, strategic HR approach in the face of these industry transformations. Recommendations emphasize
the necessity for ongoing adaptation, skill development, and technological integration. This research
contributes significantly to the discourse on HR management in the oil and gas sector, offering a roadmap for
practitioners and scholars navigating this evolving landscape.
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1. INTRODUCTION ongoing reliance on fossil fuels and the need to reduce carbon footprints
and increase investments in renewable energy creates a unique set of
1.1 The Evolving Landscape of the Oil and Gas Sector in the Energy challenges for HR professionals in the sector (Batruch, 2020).

Transition Era . . .
The rapid emergence of renewable energy sources, tightening greenhouse

gas emission policies, and increased stakeholder expectations around
transparency are reshaping the traditional business models of energy and
resources companies (Cullinane et al, 2018). Companies are now
compelled to integrate alternative forms of energy into their value chains,
making energy consumers central to their business models and enhancing
energy security. These shifts necessitate a strategic re-evaluation of the
sector's workforce management, skill development, and performance
management strategies.

The oil and gas sector is undergoing a significant transformation, driven
by the global shift towards sustainable energy sources. This transition,
while necessary for environmental sustainability, presents a myriad of
challenges and opportunities for the industry, particularly in the realm of
human resources (HR). The evolving landscape of the oil and gas sector in
the energy transition era is marked by a complex interplay of technological
advancements, regulatory changes, and shifting societal expectations.

The international community's recognition of climate change as a global
issue necessitates concerted action, with many climate activists targeting
the fossil fuel industry due to its substantial contribution to greenhouse
gas emissions (Batruch, 2020). However, it is crucial to note that the
primary source of emissions is not the production but the consumption of
oil and gas in sectors such as housing, transportation, and industry. This
distinction underscores the broader challenge facing society's energy use.
Despite the push for renewable energy, oil and gas continue to play a
significant role in meeting the world's growing energy demands. This

Moreover, the speed and nature of the energy transition vary globally,
introducing multidimensional uncertainty. For instance, while regions like
Europe are rapidly transitioning, the pace and endgame of the global
energy transition remain uncertain. This uncertainty poses a strategic
dilemma for oil companies: whether to transition to low-carbon
technologies or focus on maximizing returns from hydrocarbon assets.
This dilemma extends to HR practices, as companies must develop flexible
strategies that can adapt to various future market conditions (Fattouh et

al,, 2019).
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The transition also impacts oil-exporting countries, which face the
challenge of economic and income diversification. This is crucial for
safeguarding against the energy transition's impacts. The success of these
countries in diversifying their economies and revenue bases will have
significant implications for investment in the oil sector, oil prices, and
consequently, the pace of the global energy transition (Fattouh et al,
2019).

In this context, HR professionals in the oil and gas sector must navigate a
rapidly changing landscape. They manage workforce adaptation
strategies, foster skill development for new energy technologies, and
cultivate a resilient organizational culture. This involves addressing the
immediate challenges posed by the energy transition and strategically
planning for long-term industry sustainability.

The evolving landscape of the oil and gas sector in the energy transition
era thus presents a complex array of challenges and opportunities for HR.
As the industry navigates this transition, the role of HR in supporting
adaptation, resilience, and strategic planning becomes increasingly
critical. The ability of HR professionals to manage these challenges
effectively will play a pivotal role in the sector's ability to adapt and thrive
in the face of global energy transitions.

1.2 Historical Overview of HR Challenges in the Oil and Gas Industry

The oil and gas industry has historically faced a myriad of challenges, many
of which have directly impacted human resources (HR) practices and
strategies. This historical overview examines the evolution of HR
challenges in the oil and gas industry, focusing on key areas such as
cybersecurity, supply chain management, and legal and regulatory
changes.

The onset of the digital era brought about significant changes in the oil and
gas industry, particularly in the realm of cybersecurity. The integration of
Industrial Internet of Things (IIoT) and Industrial Cyber-Physical Systems
(ICPS) in offshore oil production has heightened the risk of cyberattacks,
posing new challenges for HR in terms of recruiting, training, and retaining
cybersecurity experts. A successful cyberattack on an oil and gas asset
could have severe implications for the environment, marine ecosystem,
personnel safety, and the global economy. Therefore, HR departments
have had to adapt by focusing on attracting and developing talent capable
of managing these complex and evolving cybersecurity risks (Mohammed
etal, 2022).

Supply chain management has also been a significant challenge for the oil
and gas industry. The symbiotic relationship between oil companies and
oilfield service (OFS) companies has historically been fraught with
challenges, particularly during periods of economic downturns or
geopolitical instability. Service companies, which provide the tools and
equipment required for oil and gas extraction and production, often bear
the brunt of contractual risks. This interdependency means that any
supply chain disruption directly impacts oil companies' operational
capabilities. HR departments within these companies have had to navigate
these challenges, focusing on strategies to ensure workforce stability and
continuity in the face of supply chain disruptions (Wright, 2022).

In addition to these operational challenges, the oil and gas industry has
also undergone significant legal and regulatory changes, particularly in
countries like Brazil. The privatization and deregulation of the industry,
which began in the early 1990s, set the stage for a transformation in how
oil and gas companies operated. This shift from state control to a more
liberalized market introduced new complexities in terms of compliance
and regulatory adherence. HR departments had to adapt to these changes
by ensuring that their workforce was not only skilled in traditional oil and
gas operations but also knowledgeable about the legal aspects of the
industry. This required a re-evaluation of training programs and
recruitment strategies to align with the new regulatory environment
(Rosado, 2001).

The historical challenges faced by the oil and gas industry have shaped the
role of HR within this sector. From managing the risks associated with
cybersecurity and supply chain disruptions to adapting to legal and
regulatory changes, HR professionals in the oil and gas industry have had
to continuously evolve their strategies and practices. These challenges
have underscored the importance of HR in ensuring the operational
efficiency of oil and gas companies and their compliance, safety, and long-
term sustainability.

The lessons learned from these historical challenges will be invaluable as
the industry continues to evolve, particularly in the face of the global
energy transition. HR professionals will need to draw on this historical
knowledge to navigate the future challenges and opportunities that lie

ahead, ensuring that the oil and gas industry remains resilient, adaptable,
and competitive in a rapidly changing global landscape.

1.3 The Impact of Global Energy Transitions on HR Practices

The global energy transition, characterized by a shift from fossil fuels to
renewable energy sources, profoundly impacts the oil and gas industry,
particularly in human resources (HR). This transition is a technological
and economic shift and a transformation in the skills, competencies, and
strategies required for HR management in the sector.

Integrated oil companies (I0Cs) are at the forefront of this transition. They
are redefining their roles from being solely focused on oil and gas to
becoming broader energy companies. This shift necessitates a re-
evaluation of HR strategies to ensure alignment with the new business
models and objectives. IOCs are now required to balance their traditional
operations with investments in renewable energy sources, such as wind,
solar, and biofuels. This balancing act poses significant challenges for HR
in terms of workforce planning, skill development, and talent management
(Alsuwailem and Williams-Rioux, 2022).

The changing role of education in the energy sector is another critical
aspect of this transition. The traditional focus on petroleum engineering
and geosciences is expanding to include renewable energy technologies,
environmental management, and sustainability practices. This expansion
requires a paradigm shift in educational approaches, emphasising
interdisciplinary learning and digital competencies. Universities and
training institutions are pivotal in this transformation, as they need to
equip the next generation of energy professionals with the skills required
for a diversified energy landscape. HR departments in oil and gas
companies must collaborate closely with educational institutions to
ensure that the workforce is adequately prepared for these emerging
challenges (Feder, 2021).

Upskilling in a lean working environment is another key challenge. The oil
and gas industry has traditionally operated with a focus on efficiency and
cost-effectiveness. However, the energy transition requires a workforce
that s technically proficient in traditional oil and gas operations and adept
in new technologies and practices associated with renewable energy. This
need for upskilling must be balanced with the industry's lean operational
model, which often limits time and resources available for training and
development. HR departments must therefore develop innovative
strategies for continuous learning and skill development, leveraging
online learning platforms and on-the-job training to bridge the skills gap
(Lougheed, 2022).

The impact of the global energy transition on HR practices in the oil and
gas industry is multifaceted. It requires a strategic reorientation of HR
functions, from recruitment and training to performance management and
workforce planning. As the industry navigates this transition, the role of
HR becomes increasingly critical in ensuring that companies not only
adapt to the changing energy landscape but also thrive in it. The ability of
HR professionals to effectively manage these challenges will be a key
determinant of the industry's success in the era of energy transition.

1.4 HR's Role in Supporting Industry Adaptation and Resilience

The oil and gas industry, facing the dual challenges of globalization and
technological advancement, has necessitated a strategic reorientation of
human resources (HR) practices. This section explores HR's role in
supporting industry adaptation and resilience, focusing on the Nigerian oil
and gas industry, safety excellence in maintenance, and the adaptation to
technological changes.

In the context of globalization, the Nigerian oil and gas industry
exemplifies the challenges and opportunities faced by HR in developing
economies. The local supply of talent in Nigeria is insufficient to meet the
long-term demands of the industry, particularly for high-skilled workers
and business executives. This gap presents a significant challenge for
operators in the hydrocarbon industry. HR departments are now required
to focus more on attracting, developing, and retaining human capital to
meet short- and long-term business needs. The key to sustainable
operation lies in global staffing and managing a workforce that is diverse
in culture and language skills and dispersed across different nations.
Organizations that can quickly and effectively adapt their HR practices to
changing global labor market conditions are more likely to attract and
retain high-performing and motivated employees (Ajayi, 2020).

Safety excellence in the maintenance of oil and gas assets is another critical
area where HR plays a pivotal role. The established approach to safety
management in complex socio-technical systems like the oil and gas
industry has been inadequate. Maintenance staff often work under
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pressure to complete tasks rapidly, making continuous adaptations and
adjustments using available resources, time, knowledge, and competence.
This environment is prone to accidents, and human factors inherent to
these accidents are often difficult to identify. The resilience engineering
(RE) approach has been identified as a suitable solution to achieve safety
excellence. HR's role in this context is to ensure that the workforce is
equipped with the necessary skills and competencies to implement RE
practices effectively. This involves identifying and enhancing the system's
abilities to respond, monitor, anticipate, and learn, thereby making the
system as high resilient as possible (Ameziane, 2016).

Adapting to technological changes, such as using artificial lift in
unconventional resources, is another area where HR's role is crucial. The
artificial lift sector has had to adapt to the unique challenges of
unconventional wells, which differ significantly from conventional oil and
gas development. This adaptation requires a workforce that is not only
technically proficient but also capable of evolving with the changing needs
of the industry. HR departments must focus on upskilling and training
employees to handle these new challenges, ensuring that the workforce
can adapt to the industry's constant evolution. This involves a strategic
focus on continuous learning and skill development, leveraging innovative
training methods and technologies (Presley, 2022).

HR's role in supporting industry adaptation and resilience in the oil and
gas sector is multifaceted and critical. From managing the talent gap in
developing economies to ensuring safety excellence and adapting to
technological changes, HR practices play a pivotal role in the industry's
ability to navigate the challenges of globalization and technological
advancement. The effectiveness of HR strategies in these areas is key to
the industry's long-term sustainability and competitiveness.

1.5 Theoretical Perspectives on HR Challenges in Changing
Industries

Like many other industries, the oil and gas sector is undergoing significant
changes due to various external pressures and internal dynamics.
Understanding these changes from a theoretical perspective provides
valuable insights into the human resources (HR) challenges faced by the
industry. This section explores these challenges through the lens of
institutional theory, dynamic capabilities, and human rights
considerations.

Institutional theory provides a framework for understanding how external
pressures shape organizational practices. The oil and gas sector is
increasingly influenced by institutional pressures related to sustainability.
These pressures come from various stakeholders, including governments,
environmental groups, and society at large, pushing for more sustainable
operations in the face of climate change and ecological damage. According
to these pressures significantly impact the economic and environmental
performance of oil and gas companies in India. However, they seem to
have a limited impact on social performance (Jain et al, 2022). This
discrepancy highlights a challenge for HR in balancing the economic,
environmental, and social aspects of sustainability. HR professionals must
navigate these institutional pressures and align their strategies and
practices to meet these evolving expectations.

The concept of dynamic capabilities is also crucial in understanding HR
challenges in the oil and gas sector. Dynamic capabilities refer to an
organization's ability to integrate, build, and reconfigure internal and
external competencies to address rapidly changing environments. In the
context of the oil and gas industry, this involves adapting to new
technologies, shifting market demands, and evolving regulatory
landscapes. HR plays a critical role in developing these capabilities by
ensuring that the workforce is equipped with the necessary skills and
competencies. This requires a strategic focus on continuous learning, skill
development, and the ability to anticipate and respond to changes
effectively (Jain et al,, 2022).

Human rights considerations are another important theoretical
perspective. The activities of multinational corporations in the oil and gas
sector, particularly in developing countries, have raised concerns about
human rights violations. Kwakyewah and Idemudia discuss the role of
Canadian mining companies in Ghana, highlighting the challenges of
balancing profitability with the responsibility to respect human rights
(Kwakyewah and Idemudia, 2017). This situation presents a unique
challenge for HR in the oil and gas sector. HR must ensure that the
company's operations are not only profitable but also ethical and
respectful of human rights. This involves developing policies and practices
that promote fair labor practices, respect for local communities, and
adherence to international human rights standards.

The theoretical perspectives of institutional theory, dynamic capabilities,
and human rights provide a comprehensive understanding of the HR
challenges in the changing oil and gas industry. These challenges require
HR professionals to be adaptable, strategic, and ethically minded. By
addressing these challenges effectively, HR can play a pivotal role in
guiding the industry through its current transformations, ensuring
sustainability, competitiveness, and ethical operations.

1.6 Objectives and Aims of the Review

This review aims to comprehensively explore the evolving landscape of
human resources (HR) challenges in the oil and gas sector amidst global
energy transitions. The following objectives have been established to
guide the scope and focus of this review:

Analyze the impact of energy transitions on HR practices in the oil and gas
sector, focusing on workforce management, skill development, and
strategic HR roles.

Evaluate historical and contemporary HR challenges in the oil and gas
industry to understand the evolution of these challenges and inform future
strategies.

Identify and discuss theoretical perspectives relevant to HR challenges in
changing industries, particularly in the context of the oil and gas sector.

Propose strategic recommendations for HR management in the oil and gas
sector to enhance adaptation, resilience, and sustainable growth amidst
global energy transitions.

1.7 Central Research Questions

The central research questions of this review are designed to delve into
the specific aspects of HR challenges and strategies in the oil and gas sector
during a period of significant global energy transitions. These questions
aim to guide the investigation and provide a focused framework for the
analysis:

How are global energy transitions influencing HR practices and policies in
the oil and gas industry, particularly in terms of workforce management
and skill development?

What historical HR challenges has the oil and gas industry faced, and how
have these challenges evolved over time in response to external and
internal factors?

In what ways can theoretical frameworks and perspectives contribute to
a deeper understanding of HR challenges in the oil and gas sector,
especially during periods of industry change and adaptation?

What strategic recommendations can be made for HR management in the
oil and gas industry to effectively navigate the complexities of global
energy transitions and ensure sustainable industry practices?

These questions seek to uncover the dynamic relationship between HR
practices and the evolving landscape of the oil and gas industry, providing
insights into effective strategies for future HR management.

1.8 Identifying Gaps in Existing HR Research within the Oil and Gas
Sector

The oil and gas sector, characterized by its dynamic and complex nature,
presents unique challenges for human resource (HR) management.
Despite extensive research in this field, there remain significant gaps that
need to be addressed to enhance HR practices in this sector. This section
identifies these gaps by examining employee voice, performance
management, succession planning, and the impact of environmental
factors on talent management.

Employee voice in the oil and gas sector, particularly in the UAE, is an area
where research is lacking. Hussein and Saade's study highlight the gap
between employees and managers in engaging employees in decision-
making at the corporate level. The absence of a clear employee voice policy
in the UAE's oil and gas companies indicates a need for more research on
how employee participation can be effectively integrated into HR
practices. This gap is critical as employee voice is essential for innovation,
employee satisfaction, and organizational success (Hussein and Saade,
2015).

In Libya, the impact of HR practices on employee performance in the oil
and gas industry has been studied, but findings are inconclusive. Nawi,
Eshtewi and Anuar found that training, development and performance
appraisal positively affect employee performance (Nawi et al, 2019).
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However, the study suggests that the relationship between HR practices
and performance is complex and may be influenced by other variables.
This indicates a need for more comprehensive research to understand the
mechanisms through which HR practices impact performance in this
sector.

Succession planning practices and their implications on employee
engagement within Bahrain’s oil and gas sector is another area where
research is limited. Khan and Aziz found that succession planning
practices positively relate to employee engagement, but not all practices
are equally effective (Khan and Aziz, 2020). The study suggests that more
research is needed to understand how different succession planning
practices impact employee engagement and which practices are most
effective in the oil and gas sector.

Finally, the changing dynamics of talent management in the oil and gas
sector, particularly in the GCC region, is an area that requires further
exploration. Mohammed highlights the significant influence of economic,
social, and political factors on talent management practices (Mohammed,
2019). However, the study suggests that more research is needed to
understand how these factors interact and how organizations can align
their talent management strategies with changing business environments.

The identified gaps in HR research within the oil and gas sector point to a
need for more focused studies on employee voice, the impact of HR
practices on performance, succession planning, and the dynamics of talent
management. Addressing these gaps will provide valuable insights for HR
professionals in the oil and gas sector to develop more effective strategies
and practices.

1.9 Delimitations and Scope of the Review

This review is specifically focused on the human resources (HR)
challenges in the oil and gas sector amidst the ongoing global energy
transitions. It is tailored to address the unique aspects of HR management
within this specific industry context. The primary concentration is on
understanding the intricacies of HR challenges and strategies as they
pertain to the oil and gas operations, especially considering the impact of
the global shift towards renewable energy sources.

Geographically, the review encompasses a global perspective but
emphasises regions where the oil and gas sector plays a significant role in
the economy. This includes regions such as the Middle East, North
America, and certain parts of Africa and Asia. The review aims to capture
the diversity and variability of HR practices across these different
geographical landscapes, acknowledging that regional differences can
significantly influence HR strategies and challenges.

In terms of temporal scope, the review predominantly focuses on
literature and developments from the past decade. This timeframe is
selected to ensure that the discussions and insights are relevant to the
industry's current state, reflecting recent trends, challenges, and
innovations. The rapidly evolving nature of the oil and gas sector,
particularly in the context of energy transitions, necessitates a focus on
contemporary developments to provide timely and pertinent insights.

The review integrates theoretical perspectives with practical insights,
aiming to offer a balanced view that encompasses both academic and
industry viewpoints. However, it recognizes that the fast-paced changes in
the industry might lead to some emerging challenges and strategies not
being fully explored within the scope of this review.

This review's core areas of focus include workforce management, skill
development, adaptation strategies, diversity and inclusion, and the role
of HR technology in the oil and gas sector. While these areas are central to
the review, it does not extensively delve into aspects outside the primary
HR functions, such as the technical operational facets of the oil and gas
industry. This delimitation intends to maintain a concentrated analysis on
HR challenges, providing targeted insights for academics, industry
professionals, and policymakers in this sector.

2. METHODOLOGY
2.1 Strategy for Literature Search and Selection

The literature search was conducted using a systematic approach to
ensure comprehensive coverage of relevant topics. Following the
methodology outlined by Woldaregay, Walderhaug and Hartvigsen,
multiple databases were utilized, including Google Scholar,
PubMed/Medline, Science Direct, and others specific to the industry and
HR field (Woldaregay et al, 2016). The search terms were carefully
selected to capture the nuances of HR challenges in the oil and gas sector

"o

during energy transitions. Terms such as "oil and gas," "HR practices,"
"energy transition," and "workforce management" were combined using
Boolean operators for a more effective search strategy. The initial
screening of literature involved reviewing titles, abstracts, and keywords
to filter the studies according to the predefined selection criteria. This was
followed by a thorough examination of the full texts of relevant articles to
ensure their applicability to the research objectives.

2.2 Inclusion and Exclusion Criteria for Source Material

The inclusion criteria were set to ensure the selection of high-quality,
relevant literature. Peer-reviewed articles and journals were prioritized to
maintain academic rigor. The focus was on studies published within the
last decade to ensure the relevance of the data in the context of recent
industry developments. Literature that specifically addressed HR
practices, challenges, and strategies in the oil and gas sector during the
period of energy transitions was included.

Conversely, the exclusion criteria were applied to filter out non-relevant
or outdated material. Studies that did not directly relate to the oil and gas
industry or its HR challenges were excluded. Similarly, literature that
focused on general HR practices without specific reference to the oil and
gas sector or the context of energy transitions was not considered.
Additionally, non-peer-reviewed sources, such as opinion pieces or non-
academic publications, were excluded to maintain the scholarly integrity
of the review.

This strategic approach to literature search and selection, guided by the
inclusion and exclusion criteria, ensured a comprehensive and focused
review of the current state of HR challenges in the oil and gas sector amidst
global energy transitions. The methodology facilitated the identification of
key themes and trends relevant to the research objectives, providing a
solid foundation for the subsequent analysis and discussion.

2.3 Thematic Analysis of Selected Literature

The thematic analysis was guided by the PRISMA Statement and Thematic
Analysis Framework as discussed in the work of (Adeyinka-Ojo, 2021).
This approach ensured a structured and systematic analysis of the
literature. The thematic analysis involved identifying, analyzing, and
reporting patterns within the data. Key themes were identified based on
their relevance to HR challenges in the oil and gas sector during energy
transitions. These themes included workforce management, skill
development, adaptation strategies, diversity and inclusion, and the role
of HR technology.

Ali provides a useful perspective on conducting a systematic literature
review with thematic analysis (Ali, 2021). Following this approach, the
literature was categorized into coherent themes, and sub-themes were
identified to provide a detailed understanding of each area. This method
allowed for a nuanced exploration of the complexities and
interconnections between different HR challenges and strategies in the
sector.

2.4 Approach to Synthesizing Findings from Literature

The synthesis of findings from the literature was conducted using a
thematic network analysis approach, as described by (Mariegaard et al,,
2022). This method involved the construction of thematic networks that
allowed for the visualization of relationships between different themes
and sub-themes identified in the literature. The thematic network analysis
facilitated a comprehensive understanding of how various HR challenges
and strategies are interconnected and how they collectively impact the oil
and gas sector during energy transitions.

The synthesis aimed to integrate findings from various studies to provide
a holistic view of the HR challenges in the sector. This involved comparing
and contrasting different perspectives and findings, identifying patterns
and trends, and drawing conclusions about the state of HR practices in the
oil and gas industry during this period of transition. The synthesis also
highlighted gaps in the literature and areas where further research is
needed.

Through the thematic analysis and synthesis of findings, this review
provides a detailed and comprehensive understanding of the HR
challenges in the oil and gas sector amidst global energy transitions. The
methodologies employed ensured a rigorous and systematic exploration
of the literature, leading to meaningful insights and conclusions relevant
to academics, industry professionals, and policymakers.
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3. RESULTS

3.1 Workforce Management and Adaptation Strategies in the Oil and
Gas Sector Amidst Energy Transitions

The oil and gas sector, amidst global energy transitions, faces significant
challenges in workforce management and adaptation strategies. These
challenges are compounded by the rapid evolution of technology and the
need for businesses to adapt to changing market dynamics and
environmental concerns.

Eremina, Kolpakov and Ileritskaya explore the challenges and
opportunities in organizing remote work in oil and gas corporations,
particularly in the context of the COVID-19 pandemic and volatile global
energy markets. They highlight the necessity for oil and gas companies to
adapt their business processes to accommodate remote work, especially
for administrative personnel. However, they note the difficulty in
extending remote work to production personnel due to the nature of
production and technological chains. The authors propose a hybrid
strategy combining remote working methods for administrative staff with
investments in digitalization and automation of production processes.
This strategy aligns with global trends towards highly automated mining,
transport, and processing complexes in the energy sector.

Agbaji discusses the integration of digitalization and analytics into
management decision-making in the oil industry, emphasizing the need
for leaders who can navigate the challenges of the digital age (Agbaji,
2021). The paper underscores the importance of ambidexterity in
leadership, which involves the ability to balance exploitation of existing
assets with the exploration of new opportunities. This concept is
particularly relevant in managing the transition to net-zero energy, where
leaders must reconfigure their organizations to thrive in a rapidly
changing environment. The paper also highlights the impact of social
media on business decision-making and the need for strategic positioning
in leadership.

Okoroafor, Offor and Prince focus on the skill sets required for the
transition to renewable and sustainable energy (Okoroafor et al., 2022).
They conducted a survey to identify knowledge gaps in clean energy
technologies among oil and gas professionals and students. The study
found that technical competencies in the oil and gas industry, such as
carbon storage and geothermal energy, are relevant in the renewable
energy sector. Additionally, non-core competencies like project
management and business development skills are increasingly important
across various low-carbon technologies. The study emphasizes the need
for a progressive curriculum that incorporates digitalization and
entrepreneurship to prepare the workforce for the energy transition.

3.2 Skill Development and Training for New Energy Technologies in
the Oil and Gas Industry

The oil and gas industry is undergoing a significant transformation, driven
by the global shift towards renewable and sustainable energy sources.
This transition necessitates a corresponding evolution in the skill sets and
training of the workforce within the sector.

A group researchers emphasize the need for aligning education and
training with the evolving energy workforce needs (Gonzalez et al., 2015).
As a case in point, the U.S. energy sector has witnessed a surge in the
demand for higher-paid, more highly skilled labor due to the introduction
of innovative technologies. However, a gap exists in filling medium-skilled
positions that require specialized training and certification. This gap
underscores the importance of community colleges and postsecondary
career and technology centers in modifying curricula to meet these
emerging needs. Additionally, the development of soft skills such as
professionalism, critical thinking, and problem-solving is vital for workers
to adapt effectively to new work environments.

Al-Abdulwahed and Al-Ashwan highlight the role of vocational training,
particularly for women, in the oil and gas industry (Al-Abdulwahed and Al-
Ashwan, 2021). With the launch of initiatives like Vision 2030, there is a
growing need to create opportunities in the labor market for women,
alongside educating and training them for industrial roles. This approach
contributes to socio-economic change and addresses the industry's
diversity and inclusion aspects. Vocational and technical training
programs, in collaboration with international institutions and local
universities, can play a pivotal role in preparing women for technical roles
in the oil and gas sector.

Okoroafor, Offor and Prince focus on the relevance of petroleum
engineering skill sets in the transition to renewable and sustainable
energy (Okoroafor etal., 2022). Their study, centered on Nigeria, identifies

the knowledge gaps in clean energy technologies among students and
professionals. It also maps the skills of oil and gas professionals to various
renewable energy technologies, finding that technical competencies are
most relevant in areas like carbon storage and geothermal energy.
Furthermore, non-core competencies such as project management and
business development skills are increasingly important across all low-
carbon technologies. This finding suggests a need for a progressive
curriculum that embraces digitalization and entrepreneurship, alongside
traditional technical training.

The skill development and training for new energy technologies in the oil
and gas industry are critical in navigating the energy transition. The
industry must focus on aligning educational programs with the emerging
needs of the workforce, fostering inclusivity through targeted vocational
training, and redefining skill sets to match the demands of renewable
energy technologies. This multifaceted approach will ensure that the
workforce is well-equipped to contribute to the industry's evolution in a
sustainable energy landscape.

3.3 Performance Management in a Transitioning Industry: The 0il
and Gas Sector

Performance management in the oil and gas sector is undergoing
significant changes due to the industry's transition towards more
sustainable and environmentally friendly practices. This transition poses
unique challenges and opportunities for performance management
strategies within the sector.

Krawchenko and Gordon explore the concept of 'just transitions' for oil
and gas regions, emphasizing the role of regional development policies in
managing these transitions (Krawchenko and Gordon, 2022). Their study
focuses on three oil and gas-dependent regions: Taranaki (New Zealand),
the northeast of Scotland, and the Jutland peninsula in southwest
Denmark. The authors argue that effective performance management in
these transitioning regions requires a holistic approach that considers the
socio-economic impacts on workers and communities. This approach
includes stakeholder engagement in decision-making processes and the
development of regional policies that support economic diversification
and workforce retraining.

A group resarchers in their SCOPE (Strategy and Corporate Performance
in the Energy Industry) study, analyze the performance of the integrated
oil and gas sector (Dholakia et al,, 2015). The study evaluates the strategic
performance of prominent oil and gas companies across multiple
dimensions, including leadership and strategy, financial management,
customer focus, corporate social responsibility, innovation, human
resources, safety, global focus, crisis handling, and vendor satisfaction. The
results indicate that companies with strong performance in these areas
are better positioned to navigate the challenges of the industry's
transition. The study underscores the importance of a comprehensive
performance management system that goes beyond financial metrics to
include aspects such as corporate social responsibility and innovation.

In a similar vein, the SCOPE Study also examines the midstream oil and gas
sector, providing insights into the strategic performance of key companies
in this segment. The study’s findings suggest that companies that excel in
areas such as human resources management, safety, and crisis handling
are more likely to succeed in the transitioning industry. This highlights the
need for performance management systems that are adaptable and
responsive to the changing dynamics of the oil and gas sector.

Performance management in the oil and gas sector during its transition
phase requires a multifaceted approach. It involves traditional financial
and operational metrics and a broader consideration of social,
environmental, and strategic factors. Companies in the sector must
develop performance management strategies that are flexible and
inclusive, taking into account the impacts on workers, communities, and
the environment. This approach will be crucial for the sector to
successfully navigate its transition towards a more sustainable future.

3.4 Cultivating Diversity and Inclusion in a Dynamic Sector

The oil and gas industry, known for its dynamic and challenging
environment, is increasingly recognizing the value of diversity and
inclusion (D&I) in the workplace. This recognition is not just a matter of
social responsibility but is also seen as a key driver for innovation,
creativity, and improved business outcomes.

Hamp, Ryan and Carreras delve into the practical value of workplace
diversity and inclusion in the oil and gas sector (Hamp et al., 2020). They
highlight that diverse teams are more capable of handling the technical
and economic uncertainties inherent in the industry. The paper discusses
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the benefits and challenges of D&I, particularly in the context of petroleum
engineering and subsurface teams. It emphasizes that diversity, in its
broadest sense, can lead to better decision-making, enhanced problem-
solving capabilities, and greater innovation. The authors also explore
common industry situations and the potential for further opportunities in
promoting D&I, underscoring the fundamental actions and behaviors
necessary for oil and gas companies to establish more diverse and
inclusive teams and cultures.

Power and Kennedy's research focuses on gender diversity in the oil and
gas industry (Power and Kennedy's, 2016). They argue that real change in
the industry requires more than just token gestures; it necessitates
addressing indirect discrimination and challenging structural barriers
that disproportionately affect certain groups, particularly women. The
study suggests that the industry needs to go beyond lip service to critical
issues like work-life balance and expand the conversation to include
flexible work, mentorship, networking, offshore opportunities, and
changes to recruitment practices. This approach is essential for increasing
female workforce participation and addressing the skills shortage in the
sector.

A group resarchers examine the barriers to implementing diversity as a
workforce strategy in the global oil and gas industry (Emmanuel et al.,
2018). Their study identifies the challenges in adopting D&I initiatives and
the gap in knowledge regarding the effective implementation of these
strategies. The research highlights that despite the known benefits of a
diverse workforce on company performance, there are still significant
hurdles in realizing these advantages. The paper calls for more research to
evaluate the barriers to effective implementation of D&I strategies and
suggests that the findings would benefit all industry stakeholders.

Cultivating diversity and inclusion in the oil and gas industry is not only a
moral imperative but also a business necessity. The industry must
embrace D&I as a strategic approach to improve creativity, innovation, and
overall business performance. This involves recognizing the value of
diverse perspectives and actively working to eliminate barriers and create
an inclusive environment where all employees can thrive. As the industry
continues to evolve, the commitment to diversity and inclusion will be
crucial for its sustainability and success.

3.5 Role of HR Technology in Managing Transition Challenges in the
0il and Gas Industry

The oil and gas industry, amidst its transition towards more sustainable
and efficient practices, is increasingly relying on human resource (HR)
technology to navigate its unique challenges. This reliance is not just a
trend but a strategic necessity to manage workforce dynamics, operational
changes, and the evolving landscape of the industry.

Amladi provides a comprehensive guide on the digital transformation of
HR in manufacturing, including the oil and gas sector (Amladi, 2017). The
paper emphasizes the importance of HR teams embracing digital
transformation to maintain profitability and market leadership. It
discusses how digital tools and technologies can help compete for skilled
workers, maintain a flexible workforce, and provide employees with the
necessary tools to enhance their productivity. The study highlights ten
digital economy use cases for transforming HR, illustrating how
technology can streamline HR processes, improve workforce
management, and support strategic decision-making in a rapidly changing
industry.

A group researchers explore the digital transformation of oil and gas
companies in the energy transition context (Daneeva et al., 2020). Their
research underscores the role of digital technologies in facilitating the
transition from traditional oil and gas operations to more diversified
energy companies. The paper proposes policy recommendations for the
low-carbon transition of oil and gas companies, emphasizing the need for
digitalization in business processes. It suggests that digital transformation
can create an ecosystem in which companies can replace traditional
business processes with 'clean' ones, enabling better data collection,
process monitoring, and management.

Mainguy and Nayagam discuss the industry's response to the COVID-19
pandemic and oil market turmoil, highlighting the critical role of
digitalization and HR technology in managing these crises (Mainguy and
Nayagam, 2020). The paper points out that new ways of working,
leveraging the right mix of talent and technologies, are more important
than ever for the industry's survival and future success. It advocates for a
deeper and broader ‘'ecosystem' approach, establishing strategic
partnerships across the value chain to develop new technologies and

commercial models. This approach, facilitated by HR technology, can unify
the industry and support its role in enabling the energy transition.

HR technology plays a pivotal role in managing the transition challenges
in the oil and gas industry. By embracing digital transformation, HR teams
can effectively address the needs of a dynamic workforce, support
operational changes, and contribute to the industry's overall sustainability
and efficiency. The integration of digital tools in HR practices is not just a
trend but a strategic necessity for the industry to navigate its unique
challenges and opportunities in the era of energy transition.

3.6 Building a Resilient Organizational Culture in the Oil and Gas
Industry

Building a resilient organisational culture is crucial for long-term
sustainability in the ever-evolving landscape of the oil and gas industry.
This resilience is about enduring the current challenges and adapting and
thriving in a rapidly changing environment.

Nalband and Alankari explore the dilemma faced by HR managers in
aligning HR strategies with organizational culture, particularly in energy
organizations transitioning to renewable energy (Nalband and Alankari,
2015). Their study highlights the importance of aligning HR practices with
the organization's ethos to support its vision and objectives. This
alignment is critical in ensuring that the workforce is skilled and culturally
attuned to the organization's evolving goals, especially in a sector like oil
and gas where the shift towards sustainable energy sources is paramount.

Boschee discusses the post-COVID priorities for businesses, emphasizing
the need for embedding sustainability in corporate strategy (Boschee,
2021). This approach requires a resilient organizational culture that can
adapt to new priorities, such as sustainability and digital transformation.
Boschee's insights suggest that the oil and gas industry must focus on
developing talent and fostering a culture that is agile and responsive to the
demographic shift towards a more millennial-dominated workforce. This
shift necessitates a culture that is flexible, innovative, and open to change.

Quilon and Perreras examine the role of communication climate as a
predictor of perceived corporate governance and organizational success
(Quilon and Perreras, 2020). Their findings indicate that a positive
communication climate is essential for fostering a resilient organizational
culture. In the oil and gas industry context, effective communication is key
to ensuring that all employees are aligned with the company's strategic
goals and are engaged in the process of change and adaptation.

3.7 Strategic HR Planning for Long-term Industry Sustainability in
the Oil and Gas Sector

Strategic HR planning is integral to ensuring the long-term sustainability
of the oil and gas industry. This planning involves addressing immediate
workforce needs and anticipating future challenges and opportunities.

Nalband and Alankari suggest that strategic HR planning in the energy
sector, especially in organizations like KACARE, requires a deep
understanding of the industry's transition towards sustainable energy
(Nalband and Alankari, 2015). HR strategies must be aligned with this
transition, focusing on recruiting and developing talent that can drive
innovation and adaptability in renewable energy technologies.

Boschee highlights the importance of developing talent as a key priority
for post-COVID business resilience (Boschee, 2021). In the oil and gas
industry, this involves strategic HR planning that addresses the skills gap,
particularly in areas related to sustainability and digital technologies. HR
planning must also consider the changing demographics of the workforce,
ensuring that strategies are in place to attract, retain, and develop a
diverse and skilled workforce.

Quilon and Perreras underscore the significance of a positive
communication climate in achieving organizational success (Quilon and
Perreras, 2020). Strategic HR planning in the oil and gas sector should
include initiatives to enhance internal communication, foster a culture of
openness and transparency, and ensure that all employees are informed
and engaged in the company's strategic goals.

Building a resilient organizational culture and strategic HR planning are
essential for the long-term sustainability of the oil and gas industry. These
efforts require a holistic approach that encompasses aligning HR
strategies with organizational culture, focusing on talent development,
and fostering effective communication. As the industry navigates through
its transition towards sustainability, these elements will be crucial in
ensuring its resilience and success.
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4., DISCUSSION

4.1 Interpreting HR Challenges in the Context of Energy Transitions
in the Oil and Gas Industry

The oil and gas industry is undergoing a significant transformation, driven
by the global shift towards more sustainable energy sources. This
transition presents unique human resource (HR) challenges as companies
in this sector navigate the complexities of adapting to new energy
paradigms while maintaining their core operations. Understanding these
HR challenges is crucial for the industry's successful adaptation to the
changing energy landscape.

Feder discusses the repositioning of oilfield service companies in the post-
COVID-19 era, emphasizing the need to sustainably support both new
energy solutions and legacy oil and gas customers (Feder, 2021). This dual
focus requires a strategic HR approach that balances the development of
new competencies for emerging energy technologies with the retention of
expertise in traditional oil and gas operations. HR departments must
facilitate this balance, ensuring the workforce can handle both traditional
and emerging energy challenges.

Epstein addresses the myths surrounding the oil and gas industry's future,
particularly the belief that the industry will soon face radical restrictions
due to climate change and the rise of renewable energy sources (Epstein,
2019). This perception creates a significant HR challenge, as it can impact
the industry's ability to attract and retain top talent. HR strategies must
counter these myths by highlighting the ongoing relevance and
importance of the oil and gas sector, emphasizing its role in powering
homes, cars, and industries, and its contribution to job creation and
economic growth.

Thompson explores the scalability challenge in achieving the goals of the
Paris Agreement by 2030, highlighting the existential challenge this poses
to the oil and gas industry (Thompson, 2020). HR departments play a
critical role in guiding oil and gas companies through this transition. They
must develop strategies to align the workforce with the goals of the Paris
Agreement, focusing on skills development in areas such as renewable
energy technologies, emissions reduction, and sustainability practices.
This alignment is essential for companies to remain investible and
relevant in the long term.

The HR challenges in the oil and gas industry during this era of energy
transition are multifaceted. They involve balancing the development of
new competencies with the retention of traditional expertise, countering
misconceptions about the industry's future, and aligning workforce
strategies with global sustainability goals. Addressing these challenges
requires a strategic and proactive HR approach that is adaptable and
forward-thinking to ensure the industry's successful navigation through
this period of significant change.

4.2 Comparative Insights from HR Practices in Different Energy
Sectors

The energy sector, encompassing oil, gas, coal, and renewable energy, is
diverse and complex, with each sub-sector facing unique challenges and
opportunities. This diversity extends to human resource (HR) practices,
where different energy sectors exhibit varied approaches to workforce
management, motivation, and leadership. A comparative analysis of HR
practices across these sectors provides valuable insights into how the oil
and gas industry can adapt and evolve in the context of global energy
transitions.

Akopyan and Lubimova conducted a comparative analysis of the
motivational components in the fuel and energy complex, including oil,
gas, coal, and electric power industries (Akopyan and Lubimova, 2019).
Their study revealed distinct approaches to labor motivation across these
sectors. In the oil and gas industry, motivation often hinges on high-risk,
high-reward scenarios, where employees are incentivized through
performance-based bonuses and career advancement opportunities. In
contrast, the coal and electric power industries tend to emphasize stability
and long-term employment benefits. This difference in motivational
strategies indicates the need for the oil and gas sector to balance the allure
of immediate rewards with sustainable career development, especially as
the industry navigates the energy transition.

Capello and Borisly explored the rise of women's leadership in the oil and
gas sector in the Gulf Cooperation Council (GCC) countries, highlighting a
significant shift in HR practices (Capello and Borisly, 2019). The oil and
gas industry, traditionally male-dominated, is increasingly recognizing the
value of gender diversity and inclusivity. This shift is a response to global
trends and a strategic move to enhance creativity, decision-making, and

overall organizational performance. The study suggests that other energy
sectors, particularly renewables, which have been more progressive in
gender inclusivity, can serve as a model for the oil and gas industry in
promoting diversity and leadership opportunities for women.

Zainaddin examined the impact of local content programs in the Arab Gulf
states on operational business decisions, including HR strategies
(Zainaddin, 2022). These programs, which mandate the use of local goods,
services, and manpower, have significant implications for HR practices in
the oil and gas sector. Companies are required to invest in local talent
development, creating opportunities for skill enhancement and
knowledge transfer. This focus on local content is less pronounced in other
energy sectors, such as renewables, where global talent pools and
international collaborations are more common. The oil and gas industry
can learn from the renewable sector's approach to global talent
management while aligning with local content requirements.

The comparative analysis of HR practices across different energy sectors
reveals that the oil and gas industry faces unique challenges in workforce
motivation, gender diversity, and local content compliance. These
challenges require tailored HR strategies that balance traditional practices
with innovative approaches observed in other energy sectors. As the
industry transitions towards more sustainable energy sources, adopting
best practices from across the energy spectrum will be crucial for its
adaptation and future success.

4.3 Addressing the Unique HR Challenges in the Oil and Gas Industry

The oil and gas industry faces unique human resource (HR) challenges that
require strategic and innovative approaches amidst its transition in the
energy sector. Epstein highlights the prevailing myths about the industry's
future, emphasizing the need for a proactive response to the narrative of
an inevitable shift towards renewable energy (Epstein, 2019). This
perception affects the industry's operational strategies and poses
significant HR challenges, particularly in talent acquisition and retention.
The belief that the industry's relevance is diminishing can deter potential
talent, exacerbating the 'great crew change' dilemma caused by the
retirement of Baby Boomers. This situation necessitates a robust HR
strategy that focuses on countering these myths and emphasizing the
indispensable role of oil and gas in the current energy mix.

Agbaji delves into the integration of artificial intelligence (AI) and
digitalization in the oil and gas sector, underscoring a fundamental shift in
leadership and managerial decision-making (Agbaji, 2021). The advent of
Al and digital technologies presents a unique challenge for HR in
identifying and nurturing leaders who can thrive in this new landscape.
Traditional leadership models are inadequate in the digital age, where a
different skill set is required. HR departments must pivot towards
developing leaders who are not only technologically adept but also
capable of driving transformation in an Al-enabled environment. This shift
necessitates a re-evaluation of leadership development programs and
talent management strategies to align with the industry's evolving digital
landscape.

Goodyear discusses the operational challenges faced by the oil and gas
industry, particularly in the context of enhanced oil recovery (EOR)
operations and the impact of COVID-19 (Goodyear, 2020). These
challenges are not limited to technical aspects but extend to HR practices.
The industry's response to these challenges, including maximizing
operational efficiency and adapting to new technologies, requires a skilled
and adaptable workforce. HR's role in this scenario involves not only
recruiting and training employees in new technologies but also in
fostering a culture of adaptability and continuous learning. The focus shifts
from traditional skill sets to more dynamic capabilities that can navigate
the complexities of modern EOR techniques and the overarching energy
transition.

The oil and gas industry must adopt a multi-faceted approach to address
these unique HR challenges. This includes countering industry
misconceptions, as Epstein suggested, by promoting the essential role of
oil and gas in the current and future energy landscape (Epstein, 2019).
Agbaji's insights into leadership in the digital age call for a reformed
approach to leadership development, focusing on digital literacy and
adaptive capabilities (Agbaji's, 2021). Furthermore, as Goodyear points
out, the technical challenges of modern EOR operations necessitate a
workforce that is not only technically proficient but also adaptable to rapid
changes in the industry (Goodyear, 2020). HR strategies must therefore
encompass a broad spectrum of initiatives, from talent acquisition and
retention to leadership development and continuous learning programs,
to ensure the industry's resilience and adaptability in the face of these
unique challenges.

Cite The Article: Franciscamary Chinyere Okonkwo, Tobechukwu Eleogu, Oluwafunmi Adijat Elufioye, Nsisong Louis Eyo-Udo, Rosita Eberechukwu Daraojimba (2024).

Navigating HR Challenges in The Oil and Gas Sector Amidst Global Energy Transitions. Materials & Corrosion Engineering Management, 5(1): 01-10.




Materials & Corrosion Engineering Management (MACEM) 5(1) (2024) 01-10

4.4 Strategic Role of HR in Industry Transformation and
Competitiveness in the Oil and Gas Sector

The oil and gas industry, amidst its transformative journey, is increasingly
recognizing the strategic role of Human Resources (HR) in driving
industry competitiveness and facilitating transformation. This evolution is
marked by a shift from traditional HR functions to a more strategic role,
aligning HR practices with the broader objectives of organizational
competitiveness and industry transformation.

Bereznnoy highlights the criticality of technological superiority in the
global oil and gas corporations (Bereznnoy, 2021). In this race, HR plays a
pivotal role in identifying and nurturing the requisite talent to drive
innovation and R&D. The focus is on acquiring talent and developing skills
that align with the technological advancements in the industry. This
involves a strategic approach to workforce planning, where HR must
anticipate the future skills required and create a pipeline of talent that can
adapt to and drive technological changes.

The research provides an insightful perspective on how HRM can mitigate
the negative effects of the resource curse, particularly in resource-rich
economies like Brunei (Darwish et al., 2017). As suggested by the study,
strategic HR involvement can lead to reduced employee turnover and
enhanced financial returns. This involves HR directors playing a more
strategic role in policy formulation and implementation, ensuring that HR
practices are not just aligned with, but also contribute to, the
organisation's overall strategic objectives. This strategic alignment is
crucial in transforming HR from a support function to a strategic partner
in the industry.

Ambalov and Heim discuss the role of information technologies in
enhancing the competitiveness of the oil and gas sector (Ambalov and
Heim, 2018). Here, HR's role is instrumental in integrating technology into
organizational practices. This involves understanding the technological
landscape and ensuring that the workforce is equipped to leverage these
technologies effectively. HR strategies in this context involve continuous
learning and development programs, fostering a culture of innovation, and
creating a workforce that is agile and adaptable to technological changes.

The strategic role of HR in the oil and gas sector extends beyond traditional
boundaries. It involves a holistic approach to managing human capital,
aligning it with the technological and competitive needs of the industry.
This includes developing leadership capabilities, fostering a culture of
innovation, and creating an environment that supports continuous
learning and development.

In conclusion, the strategic role of HR in the oil and gas sector is pivotal in
driving industry transformation and enhancing competitiveness. This
involves a shift from traditional HR practices to a more strategic approach,
focusing on talent management, leadership development, and aligning HR
practices with the technological and competitive needs of the industry.
The future of the oil and gas sector depends significantly on how
effectively HR can adapt to and drive this transformation.

4.5 Future Directions for HR in the Evolving Energy Landscape of the
0il and Gas Industry

The energy sector, particularly oil and gas, is undergoing a significant
transformation,  influenced by  technological = advancements,
environmental concerns, and evolving market dynamics. This
transformation necessitates a strategic re-evaluation of human resource
(HR) practices to ensure alignment with the changing landscape. The
future directions for HR in this sector are multifaceted, focusing on
adapting to renewable energy trends, addressing talent acquisition
challenges, and enhancing operational decision-making.

The renewable energy industry, as a dynamic sector, is setting new trends
that are reshaping the business landscape (Tandu and Fratild, 2020).
These trends include the adoption of smart grids, decentralization, and the
implementation of energy management and storage systems. The
European Union's targets for greenhouse gas emission reduction
exemplify policy-level changes driving this shift. Consequently, HR
departments must navigate these changes by creating new job roles and
continuously training specialists to meet the evolving demands of the
industry. The focus is not only on technical skills but also on developing
business models adaptable to local conditions, emphasizing the need for
HR to foster a workforce that is both skilled and versatile.

In the context of the oil and gas industry, the digitalization and energy
transition are key drivers of change (Ghamgosar, 2022). Companies are
increasingly recognizing the importance of attracting and retaining top
talent, particularly as technology and decarbonization initiatives create

seismic shifts in required skill sets. The challenge for HR lies in nurturing
talent from within and establishing re-skilling pathways to meet future
demands. Moreover, the competition to attract talent in the energy,
natural resources, and renewables (ENR) sector is intensifying. For many
candidates, especially those with STEM skills, ENR roles may not appear
as attractive as opportunities in other sectors. This situation calls for a
proactive approach to environmental, social, and governance (ESG) issues,
which can serve as a unique selling point to attract talent.

Furthermore, the emerging new norm in the workplace, characterized by
high job vacancy levels and shifting employee priorities, demands a more
flexible and inclusive approach to talent management (Ghamgosar, 2022).
Employees and candidates are increasingly seeking flexibility and
development opportunities, challenging HR to adapt its strategies to
attract millennials and international talent. This shift necessitates a re-
evaluation of traditional HR practices, emphasizing the need for
organizations to maximize the value of diverse talent pools.

Operational business decisions in the oil and gas sector are also becoming
more complex due to the rise of local content programs in the Arab Gulf
states (Zainaddin, 2022). These programs, which mandate the use of local
goods, services, and manpower, as well as the transfer of foreign
technology, require the involvement of various company departments,
including HR. The performance of companies in these regions is measured
by intricate formulas aiming to maximize local content in the final product.
This scenario underscores the need for HR to play a pivotal role in
ensuring compliance with these programs and facilitating the integration
of local content requirements into business strategies.

The future of HR in the oil and gas industry is shaped by the need to adapt
to renewable energy trends, attract and retain talent amidst increasing
competition, and enhance operational decision-making in response to
local content programs. HR leaders must anticipate and cultivate the skills
needed for today and tomorrow, driving a more flexible and inclusive
approach to talent management. Organizations that fail to respond to
these evolving demands risk facing talent shortages that could hamper the
achievement of their business strategies. The strategic role of HR in this
transformation is not just about managing change but also about leading
it, ensuring that the workforce is prepared and equipped to navigate the
challenges and opportunities of the evolving energy landscape.

5. CONCLUSION

This study embarked on an exploratory journey to unravel the intricate
HR challenges and strategies within the oil and gas sector during a pivotal
era of global energy transitions. The aim was to comprehensively
understand these challenges, analyze the impact of these transitions on HR
practices, and identify strategic directions for HR in this evolving
landscape. The objectives set out at the onset of this study have been met
through a meticulous examination of the evolving landscape, historical HR
challenges, the impact of global energy transitions, and the strategic role
of HR in fostering industry adaptation and resilience.

Adopting a methodical approach, the study utilized a strategic literature
search and selection process, adhering to clearly defined inclusion and
exclusion criteria. This methodology ensured a focused and relevant
exploration of the subject matter. The thematic analysis of selected
literature provided a rich tapestry of insights, revealing key themes and
patterns in HR practices within the oil and gas sector.

The findings of this study are multifaceted. They highlight the necessity for
adaptive workforce management strategies, the critical need for skill
development in response to emerging energy technologies, and the
importance of cultivating a diverse and inclusive work environment. The
role of HR technology in managing transition challenges and the
significance of building a resilient organizational culture were also
underscored. Furthermore, strategic HR planning emerged as a vital
component for long-term industry sustainability.

In conclusion, this study illuminates the complex and dynamic nature of
HR challenges in the oil and gas sector amidst global energy transitions. It
underscores the imperative for HR professionals to be agile, forward-
thinking, and strategic in their approach. The recommendations put forth
emphasize the need for continuous adaptation, skill development, and
embracing technological advancements. As the oil and gas sector navigates
through these transformative times, HR's role is pivotal in steering
organizations towards resilience, competitiveness, and sustainability. This
study contributes to the broader discourse on HR management, offering
valuable insights and guiding principles for practitioners and scholars in
this evolving industrial landscape.
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