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Better career opportunities may sound like a trite reason to 

change jobs.  But, with many oil and gas openings available, 

the industry’s global talent pool is keen to improve upon their 

careers in 2012.   

Rigzone’s survey of more than 27,000 currently employed 

oil and gas professionals in every region of the world reveals 

some startling statistics:
 

• In the last six months of 2011, more than three-quarters 

(77%) of respondents reported at least one contact from a 

recruiter.

• Nearly half (45%) of respondents said it would be easy to 

find a favorable new position in their area of energy expertise.  

With even more confidence being shown by oil and gas pro-

fessionals in Canada and Australia (54%), as well as the U.S. 

(49%). 

• Colleagues capitalizing on offers and leaving their positions 

is on the rise too, with 37 percent of respondents noting vol-

untary departures at their firm have increased from last year, 

while just seven percent indicated colleagues changing firms 

has slowed.

• About one-third (32%) of energy professionals said their cur-

rent employer offered them positive incentives in the last six 

months to help deter them from moving on.

Needless to say, this year is starting with an aggressive re-

cruiting market which will put more pressure on companies 

tackling the energy challenge to keep the talent they already 

have in place.  Companies need to be prepared to retain and 

promote – or be prepared to hire.

BETTER CAREER OPPORTUNITIES NAMED TOP 
REASON FOR 2012 EXPECTED JOB CHANGE

John Benson
Managing Director, Energy
Dice Holdings, Inc. 
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Needless to say, this year is 
starting with an aggressive 

recruiting market which will put 
more pressure on companies 

tackling the energy challenge to 
keep the talent they already have 

in place. Companies need to be 
prepared to retain and promote – 

or be prepared to hire.
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A near majority of North American-based professionals in the oil and gas industry believe it will be easy to 

find new job opportunities in the coming year.  In the United States, 49 percent of respondents said they 

anticipate ease finding a favorable new position in their area of specialty in 2012, a confidence outmatched 

by 54 percent of their Canadian counterparts.

The survey’s 3,500 North American respondents also reported a substantial uptick in recruitment activity 

during the latter half of 2011, with nearly three-quarters of energy professionals (78% in Canada; 76% in the 

U.S.) reporting at least one contact from a recruiter in the last six months of the past year.  

The best year for job creation in the U.S. oil and gas industry in the last decade?  Last year -- with more than 

60,000 jobs added, outpacing 2010’s job gains of 46,500, according to the Bureau of Labor Statistics. 

RIGZONE GLOBAL RETENTION SURVEY

“What’s driving (the survey results) is the shale oil and gas revolution that is changing the character of oil and 

gas production here in the United States,” said Lane Sloan, co-chair of the Greater Houston Partnership’s 

Energy Collaborative Committee and a 30-year executive in the energy industry. “That is really creating com-

petition for professionals among the various shale plays … primarily in Texas and North Dakota, but spreading 

out to other states now.”

With global energy demand predicted to increase more than 50% by 20351 , there are long-term career op-

portunities in the field.  

Chesapeake Energy plans to hire approximately 5,000 professionals or more during 2012. A company 

spokesperson attributed the job growth almost entirely to Chesapeake’s success in developing America’s 

energy reserves, including shale plays.

1.) http://www.eia.gov/pressroom/releases/press368.cfm

Source:  Bureau of Labor Statistics combined categories of oil and gas extraction and support activities for oil 

and gas operations.  2011 doesn’t include December data for support activities which is currently unpublished. 
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CHANGE IN U.S. OIL AND GAS EMPLOYMENT
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Devon Energy, which has about 5,000 employees, will be hiring approximately 500 new employees in 

the U.S. this year. Approximately 40 candidates who will graduate from college later this year have al-

ready accepted offers. “The majority of our jobs are technical in nature – engineers, geoscientists and 

landmen.  We also hire for all corporate roles,” a company spokesperson said.

Lending credence to predictions of a hiring boom, recruiters and headhunters have stepped up their ac-

tivity across the continent over the past six months. During that time period, 76 percent of American oil 

and gas professionals surveyed reported getting at least one call from an industry headhunter.  Of that 

group, 19 percent got between 6 and 10 calls, and 12 percent received more than 16 inquiries about 

changing positions. Only 24 percent of professionals received no inquiries at all from talent scouts. 

Canadian-based professionals reported nearly identical activity from headhunters.

NORTH AMERICA

In comparison to the six months previous, nearly 80 percent of professionals in both countries re-

ported recruitment activity to be the same or higher at the end of 2011 – with only one in 10 profes-

sionals reporting lower interest from recruiters at year’s end. 

Calgary-based Stark Talent is seeing great need for groundworkers in the oil field, including truck driv-

ers and rig professionals. There is also a need for experienced human resources professionals and 

managers. Professionals are in demand in the Williston Basin and Eagle Ford shale areas.

“Our understanding is they are finally catching up with equipment requirements, but infrastructure is 

still suffering in Williston in particular,” said Douglas Sprague with Stark. A shortage of hotel rooms is 

being seen in these areas.

Dr. Dan Hill, professor of petroleum engineering at Texas A&M University, agrees that developing shale 

reservoirs is driving the U.S. market boom. With recruiters at work scouring to find talent to fill thou-

sands of newly created jobs in North America, the talent shift also has created opportunities for 

younger, less-experienced energy professionals like those that Hill is training.
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“With all the hiring activity in the industry, we’re seeing opportunities for all levels of energy profession-

als,” Hill said. “When recruiters help an employee move to a new job, that opens up a spot for someone 

else who needs to be hired. We’re seeing good opportunities for our new grads and for people with 

advanced degrees. This is a boom time for the industry.”

Naturally, all of this activity and talent scouting has had an impact on companies. Among United States 

companies, 41 percent of professionals surveyed have seen a change in voluntary departures in their 

area of specialty in the past six months. In Canada, that figure stands at 42 percent. Energy compa-

nies, meanwhile, are not taking this looming talent shift sitting down. Nearly one-third (32%) of Canadi-

an-based respondents and 26 percent of their U.S. peers said their current employer offered them posi-

tive incentives – primarily salary increases and retention bonuses, but also perks like more interesting 

assignments, education and training and relocation to new regions – to help deter professionals from 

moving on. 

Interestingly, U.S. and companies seem to be offering incentives to stay more proactively than their 

global competitors. Only 24 percent of U.S. based professionals and 31 precent of Canadian profes-

sionals received promises of incentives as a result of a counteroffer, while in areas like Asia, Africa, 

the Middle East and South America, the incentives were more often than not put on the table after the 

employee was offered a better job.

Will the incentives work, or are oil and gas professionals going to explore their options? The answer is 

yes and no. In the United States, 48 percent of energy professionals surveyed indicated that nothing 

could stop them from moving on in 2012, while 43 percent said they could be incentivized to stay put. 

Canadian-based professionals were split nearly evenly at 46 percent (yes) and 47 percent (no), with 

seven percent undecided. Not surprisingly, by far the most popular incentive would be an increase in 

salary, followed-by an opportunity to work overseas. 

“The opportunity for energy and oil and gas careers over the next several decades looks very bright,” 

Sloan said. “Energy may well be the biggest challenge facing the world in the first half of this century. 

Pursuing an energy career enables talented young people to make a significant difference in the world.”

RIGZONE GLOBAL RETENTION SURVEY
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COUNTEROFFERS

No matter where on the map an energy professional lives and works, recruiters come calling. The preva-

lence of constant wooing industry-wide is underscored by Rigzone’s Global Retention Study. No matter 

the continent surveyed, at least seven in 10 oil and gas professionals reported being contacted by a 

recruiter in the past six months.

The high? Europe, where 81 percent of respondents reported receiving at least one recruitment inquiry 

during the second half of 2011. Other recruitment rates ranged from Australia (79%) to North America 

(76% US; 78% Canada) to a low of 72% in Africa.

Amid this ever-increasing number of opportunities and offers, counteroffers have become a frequent 

occurrence in the oil and gas world – a status quo that impacts not only employees and employers, but 

also the recruiters who function as middlemen in the employment equation.

“When you’re a recruiter, counteroffers are a fact of life – a frustrating fact of life,” explains Michael Ayling, 

President of Tulsa-based recruitment firm MLA Resources.

“Sometimes they come very late in the game, after the reference checks, when the new position looks to 

be certain. Is that maddening? Of course it is. You put in a lot of time and effort to find a new opportunity 

matching a worker and a company and then there’s no payoff. But it happens enough that you get used to it.”
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As Ayling tells it, the back-and-forth duet between an energy pro with a job offer in hand and an employer 

seeking to retain an experienced professional can easily end up turning treacherous. The employee who 

sticks around faces raised expectations; meanwhile the employer who was nearly spurned may be left 

with questions about loyalty and commitment. 

“When we see counteroffers, mostly they come in the form of a salary bump,” says Mr. Ayling, a recruiter 

with 30 years experience in the energy industry. “After that, the employee often hears promises of a 

bright future. My experience is, it rarely works out that way for either party. Getting more money comes 

with higher expectations that can be impossible to meet and now you have an employer who maybe 

feels like you’re not so loyal. Employees end up working harder to dispel those doubts, but often that 

doesn’t happen. It can be a recipe for a miserable future.”

Not that every counteroffer ends up laced with regret: Ayling says professionals who haven’t been able 

to attract much attention within a corporate culture can hit their bosses’ radar screen once they’re on 

the verge of leaving.

“Sometimes,” says Ayling, “a wakeup call may be exactly what’s needed to make a company realize 

what a gem they have in an employee.”

RIGZONE GLOBAL RETENTION SURVEY

“When we see counteroffers, 
mostly they come in the form 

of a salary bump”



Forty-two percent of European-based energy professionals believe it would be easy to find a new position 

in 2012, compared to 36 percent who think finding a new job would be hard.

That optimism isn’t consistent across energy specialties.  More professionals focused in general engi-

neering, geosciences, trades and production thought finding a new position in 2012 would be harder, 

rather than easy.  This contrasts with drilling, design and construction engineers and health, safety and 

environment (HSE) professionals and who were most confident.

Why isn’t the European energy sector mired in a crisis of confidence when it comes to their work pros-

pects? Likely because they work in a truly global industry and recruitment levels remain high across the 

continent: More than eight in 10 energy workers (81%) reported being contacted by a recruiter in the past 

six months, a rate that exceeds every geography in the world.

Despite the general level of optimism present among European-based energy professionals, they are 

less confident than their peers in North America, where about half of those surveyed (54% Canada; 

49% U.S.) believed they could easily find a new job in their specialty in the year ahead. Still, nearly three-

quarters (73%) of European-based respondents said the level of interest displayed by recruiters was 

the same or higher compared to the six months’ previous. By contrast, 78 percent of U.S.-based and 79 

percent of Canadian-based oil and gas professionals perceived recruitment activity to be the same or 

higher when compared to the six months before.
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EUROPE



As they did elsewhere, many European-based energy pros reported being open to hearing about potential 

new jobs. What are they looking for most when it comes to a new employer? Better career opportunities 

stood at the top of the list of key wants, followed by better work/life balance and a desire for increased 

compensation.  Recruiters, meanwhile, generally focus on money first when it comes to wooing potential 

new candidates, as well as career opportunities and the chance to work in a new locale.  

Nearly three-fourths (73%) of employed European-based energy pros reported that their current employ-

ers have done nothing to stop them from moving on to a new job. For those who have received incentives 

to stay put, more money was the most common inducement. Other common inducements offered to 

stay with a current firm? New, more challenging assignments and a chance to work in a new location.

One in three (32%) European-based energy professionals said their employers had experienced an up-

tick in quitting within their departments in the past six months. While this represents general more sta-

bility than in North America (where quitting appeared to more prevalent at about 41% of respondents), 

the departures do seem to suggest that in Europe, energy is that rare bird in the realm of employment: 

A sector where talent remains in demand and where skills can still mean a future marked by opportunity 

and growing salaries.

Will European-based energy professionals move on? It looks like they’re of two minds on the subject. 

Asked, “If you find an appropriate new opportunity, could anything deter you from moving on in 2012?” 

half (52%) said yes. By contrast, 42% said no, and just six percent noted they were staying put.
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GLOBAL VOLUNTARY TURNOVER
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Australian energy professionals are very confident in the world about their career prospects this year, 

with a majority (54%) anticipating that it would be easy to find a new position in their field in 2012.  

While this may seem like an audacious prediction, nearly eight in 10 report being contacted by a re-

cruiter in the last six months.

With an unemployment rate hovering around four percent in Perth, Australia’s energy capital, the battle for 

talent broadly appears to be escalating.  In fact, more than three-quarter (76%) of Australian-based re-

spondents noted calls from oil and gas recruiters are the same or higher today than just six months ago.
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“While Perth may be considered the most relaxed oil town in the world, this year is starting with an ag-

gressive recruiting market which will put more pressure on energy companies to keep the talent they 

already have in place,” said John Benson, Managing Director, Energy, Dice Holdings, Inc. “There appears 

to be a mismatch between what is on offer – more money, and what energy professionals want – ca-

reer advancement and balance.”

Nearly three-quarter (73%) of employed oil and gas professionals say their current firm has done noth-

ing to deter them from moving to another company in the last six months.  And, almost half (48%) said 

that colleagues quitting is on the rise – particularly in geosciences, drilling, and health, and safety and 

the environment specialties.   

The need for energy talent is being driven by investments in natural gas production and LNG, offsetting 

a decade-long drop in oil production as the Bass Strait oil fields decline.  

Around $145 billion worth of new gas projects are currently under construction, according to the Aus-

tralian Petroleum Production and Exploration Association. The first of the multi-billion dollar LNG projects 

currently under construction, Woodside’s Pluto project, has its first cargoes scheduled for March 2012.  

Australia’s proximity to the Far East has helped it become a key LNG exporter.  The only question is will 

they find enough energy talent to take advantage of the opportunity or just keep sparring.  

Many energy professionals are open to hearing about new opportunities.  The prime reasons given for 

considering changing employers is the lure of better career opportunities, followed by the desire for better 

work/life balance and increased compensation.   By contrast, respondents report that recruiters lead with 

increased salaries, followed by the opportunity to work in a new location and better career opportunities.
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Exploration and production spending is expected to rise in Asia in 2012.  Another gusher – oil and gas 

professionals switching jobs, even though employers are frequently offering incentives to keep them in 

their current position.

More than one-third (34%) of Asian-based oil and gas professionals noted their company had offered 

them positive incentives in the last six months to stay in their current position.  Tops on the list of in-

ducements – larger salaries, more interesting or challenging assignments, promotions, working in a new 

location and retention bonuses. 

ASIA
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The rub?  Those incentives were more often than not put on the table after the employee was offered a 

competing position.  In fact, nearly six in ten (59%) of respondents were offered incentives as part of a 

counteroffer.  This compares to just 24 percent of U.S.-based oil and gas professionals who’ve had to 

utilize a new job offer as a bargaining chip. 

In this give-and-take atmosphere, Asian-based energy professionals are optimistic that it would be 

easy to find a new position in their area of specialty, with 44 percent confident in their opportunities.  

However, more than one-third (35%) of respondents felt obtaining a new position would be hard, while 

another 21 percent were unsure.   Petroleum engineers in the region were most assured in the ease of 

finding a new position, followed by drilling and production professionals.

More than three-quarters (76%) of Asian-based oil and gas professionals have been contacted by a 

recruiters dangling new career opportunities in the last six months.   Design and construction engineers 

are most frequently contacted, followed by maritime professionals and drilling professionals.  

Not surprisingly, professionals in the region report more colleagues capitalizing on offers and leaving 

their positions.  Thirty-eight percent of respondents noted that voluntary departures are higher than last 

year, while 41 percent have noticed no change.  This compares to just seven percent who have seen a 

decline in colleagues quitting their positions from a year ago. 
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From January 2 to January 9, 2012, Rigzone surveyed oil and 

gas professionals from every region of the world.  More than 

27,879 employed professionals responded to the email sur-

vey.  Duplicate responses from a single IP address were re-

moved.  Margin of error is +/- one percent. 

About Rigzone  

Rigzone, a Dice Holdings Inc. service, is a leading online re-

source for the oil and gas industry delivering content, data, ad-

vertising and career services.  Dedicated to bringing upstream 

oil and gas news and data, including in-depth information on 

exploration, drilling and production markets to organizations 

tackling the energy challenge, its online community of highly-

skilled and experienced energy professionals is unmatched.  

www.rigzone.com

Media Contacts

Jennifer Bewley and Rachel Ceccarelli

212-448-8288

media@rigzone.com

ABOUT THE SURVEY
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