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TO DRIVE GENDER BALANCE, OIL AND GAS COMPANIES 
NEED TO TAKE ACTIONS ON THREE LEVELS 

DRIVING GENDER BALANCE IN OIL & GAS

OIL AND GAS COMPANIES HAVE MADE SIGNIFICANT 
PROGRESS ON IMPLEMENTATION IN MULTIPLE AREAS 

SINCE 2017

WOMEN AND MEN STILL DIFFER IN THEIR VIEWS 
ABOUT FEMALE CAREER CHALLENGES 

EUROPE LEADS THE WAY TOWARD GENDER EQUITY
IN THE OIL AND GAS INDUSTRY TODAY 

IN THE OIL AND GAS INDUSTRY TODAY, CORPORATE 
FUNCTIONS ARE CLOSEST TO REACHING GENDER 

PARITY

ELEMENTS OF DIVERSITY AND INCLUSION IN 2020, 
ACCORDING TO COMPANIES AND EMPLOYEES IN THE 

OIL AND GAS SECTOR

SOME CAREER OBSTACLES ARE ESPECIALLY 
PROBLEMATIC FOR WOMEN 

Active operating model
and interventions 
to maximize business 

performance

Commitment from the top, 
supported by clear accountability 
for meeting diversity, equity, and 

inclusion targets, continuously

Comprehensive supporting programs 
designed to sustain a high-performing, 

innovative organization
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RETAINATTRACT ADVANCE

IMPLEMENT FOUNDATIONAL POLICIES
AND PROGRAMS

Oil and gas companies that have committed 
to relevant policies and programs (%)

Women as a percentage of the total industry workforce, by region

Obstacles identified by survey respondents (%)

% respondents who indicate dimension should be included in definition of diversity

Women in each functional area

Implemented before 2017
Implemented between 2017 and 2020
To be implemented in 2021 or 2022
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Men are more closely aligned on the key factors holding women back

Oil and gas companies (%) Oil and gas employees (%)

Women in technology/
operations roles 
in 2020 (%)

Women in business/
administrative roles

in 2020 (%)

THE PERCENTAGE OF WOMEN IN THE OIL AND GAS 
WORKFORCE DROPS AT HIGHER LEVELS OF SENIORITY, 
ESPECIALLY IN BUSINESS AND ADMINISTRATIVE ROLES

COMPANIES
think is most important

EMPLOYEES
think is most important
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Women in 2020 

Lack of awareness 
of opportunities Unfair evaluation 

and promotion

Lack of 
sponsorship

Lack of technical 
experience or 

knowledge

Lack of access to 
facilities on-site

Lack of support 
from team

Lack of access to 
child care

Lack of 
international 
experience

ADVANCE

52 20 9

LEAD
CONTINUOSLY

33 30 13

ATTRACT

20 31 17

FOUNDATIONAL
POLICIES

AND PROGRAMS

58 23 7

RETAIN

47 15 6

Dimensions with the higher number 
of policies and programs to be 

implemented going forward
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PUBLIC
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AGRICULTURE

CONSTRUCTION
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WOMEN’S REPRESENTATION IN MAJOR INDUSTRIES
Women in 2020
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WOMEN MEN

43% 38%

33%

Lack of support 
from supervisor

30%

Lack of support from 
senior leaders

37%

Lack of mentoring

35%

Lack of training

Lack of operational 
experience 
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“Women are not
flexible enough”

“Women are not
flexible enough”

“There are not enough
qualified women in

the industry”

“There are not enough
qualified women in

the industry”

“Promotion slates
don’t require women”

“Promotion slates
don’t require women”

“Women are not
confident enough to ask”

“Women are not
confident enough to ask”

“Women are
overlooked”

“Women get
less support”

“Women get
less support”
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“Women are
overlooked”
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