








A STRUCTURED 

APPROACH TO 

ACCELERATING 

PROGRESS 

The business case is clear. By creating a more 

diverse and inclusive culture, oil and gas companies 

can benefit from greater depth and breadth of 

perspective and can boost business performance. 

According to Catalyst, a nonprofit organization, 

companies with more women on their board of 

directors outperformed those with the least on 

three financial measures: return on equity {53% 

higher), return on sales {42% higher), and return on 

invested capital {66% higher). Another study shows 

that companies with top-quartile performance on 

ethnic and racial diversity enjoyed 35% higher 

financial returns, and those with top-quartile gender 

diversity were 15% more likely to have returns 

above industry mean.3 But how can senior leaders 

create an environment that attracts, retains, and 

advances diverse individuals whose profiles differ 

from the dominant ones? 

In the course of our research, we've identified three 

essential elements that together form a framework 

for a successful D&I strategy. {See Exhibit 3.) They 

are as follows: 

3 https://hbr.org/2016/11/why-diverse-teams-are
­smarter. 

EXHIBIT 3. To drive gender balance, oil and gas companies need to take actions on three levels 

Commitment from the top, 

supported by clear 
accountability for meeting 
diversity, equity, and inclusion 
targets, continuously 

r 
Comprehensive supporting programs 
designed to sustain a high-performing, 
innovative organization 

Active operating model 

and interventions 

to maximize business 
performance 

https://hbr.org/2016/11/why-diverse-teams-are-smarter






By examining best practices from leading D&I 

policies and programs across industries, companies 

can create a baseline for themselves today and 

identify blind spots and areas for further push and 

priority. The full version of our report explores six 

themes in depth, to give others the chance to learn 

from the innovative approaches that leading global 

and regional players have adopted, so they can truly 

make a step change in D&I within their 

organizations: 

Reinforce leadership 

commitment through visible 

and sustained support. 

Track baseline metrics and set 

clear goals and targets. 

Ensure that there is no bias 

in promotion pathways. 

Empower employee resource 

groups to improve program 

and policy effectiveness. 

Link D&I outcomes to 

capabilities around innovation 

and adaptation. 

Actively create an inclusive 

environment. 

BCG and the WPC intend to publish an updated 

Untapped Reserves report every three years, in 

conjunction with the triennial World Petroleum 

Congress, as we continue to promote greater 

diversity, equity, and inclusion in the 

industry-values that are essential to delivering 

improved business results and driving positive 

employee experiences. The message is clear: now, 

more than ever, oil and gas companies must make 

diversity a strategic priority for their organization. 

https://www.bcg.com/gender-diversity-in-oil-gas-industry
https://www.bcg.com/publications/2021/gender-diversity-in-oil-gas-industry

