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 In the rapidly evolving landscape of Nigeria's oil and gas sector, effective talent management has emerged as 
a pivotal component for organizational success. This systematic review delves into the strategies and 
practices employed for managing talent within this sector, with a concentrated focus on recruitment, 
retention, and development. Utilizing a comprehensive search of peer-reviewed journals, industry reports, 
and organizational case studies, the methodology encompassed qualitative analysis. The main findings 
revealed that while recruitment strategies are increasingly leveraging technological advancements and 
localized content, retention efforts are centered around competitive remuneration, career progression, and 
fostering a conducive work environment. Furthermore, development initiatives prioritize continuous 
learning, leadership training, and skill enhancement. The implications of these findings underscore the 
necessity for organizations to adapt to the unique challenges of the Nigerian context, emphasizing the 
importance of aligning talent management strategies with broader business goals to ensure sustainability 
and growth in the sector. 
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1.  INTRODUCTION 

1.1   Context: The Nigerian Oil and Gas Sector 

The Nigerian oil and gas sector, historically rooted with the discovery of 
oil in 1956 by Shell petroleum at Oloibiri, now in Bayelsa state, has since 
evolved into a pivotal component of the nation's economic framework 
(Erakpotobo and Omo, 2022). This sector is intricately divided into 
upstream, downstream, and mid-stream operations, each performing 
distinct functions ranging from exploration, refining, to distribution, and 
each with its respective supply chains. As the industry has grown, so has 
the complexity of its operations, particularly in the realm of talent 
management. Talent, in this context, refers to the human capital that 
drives the industry, from the engineers who design the extraction 
processes to the managers who oversee operations. 

The significance of talent management in the oil and gas sector cannot be 
overstated. As Ojo posits, the relationship between talent acquisition 
outsourcing and employee commitment plays a crucial role in the sector's 
success, especially in regions like Rivers State (Ojo, 2020). Furthermore, 
the study by Friday and Sunday underscores the positive correlation 
between effective talent management encompassing talent attraction, 
development, and retention and workers' commitment in the sector 
(Friday and Sunday, 2019). This commitment, in turn, is instrumental in 
achieving organizational goals and ensuring the sector's sustainability. 

However, the Nigerian oil and gas sector is not without its challenges. The 

industry's supply chain, for instance, is susceptible to various risks, 
including disruptions and distractions that can significantly impact 
operations (Erakpotobo and Omo, 2022). Such challenges necessitate 
robust talent management strategies to ensure that the sector can 
navigate these hurdles effectively. In synthesizing the available literature, 
this paper adopts a systematic approach, drawing from primary data 
sources and leveraging structured questionnaires, as employed by studies 
like (Isiramen, 2021; Friday and Sunday, 2019). The aim is to provide a 
comprehensive overview of the Nigerian oil and gas sector's context and 
the significance of talent management within this framework. 

1.2   Significance of Talent Management 

Talent management, particularly in sectors like oil and gas, holds 
paramount importance. It encompasses a comprehensive set of practices 
and strategies aimed at attracting, developing, and retaining the best 
talent to ensure organizational success. In the oil and gas sector, where the 
stakes are high and the challenges manifold, effective talent management 
becomes even more crucial. The sector, characterized by its technical 
complexity, volatile market dynamics, and high-risk environment, 
requires a workforce that is not only skilled but also highly committed and 
aligned with the organization's vision and goals. 

In the context of Saudi Arabian oil and gas organizations, the impact of 
talent management practices on outcomes such as employee satisfaction 
and commitment has been explored. Alanazi found that while talent 
management is a relatively new concept, it is rapidly gaining traction 
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among academics and industry professionals due to its potential to 
enhance employee satisfaction and commitment (Alanazi, 2022). The 
study highlighted the need for more formalized approaches to talent 
identification and underscored the importance of providing ample 
opportunities for talent development. Moreover, the research revealed 
that many employees in the sector expressed dissatisfaction with current 
talent management practices, with younger employees, in particular, 
displaying a lack of strong commitment. 

Furthermore, the role of internal crisis communication (ICC) in high-risk 
industries, such as the oil and gas sector in Malaysia, has been examined. 
A group researchers developed a model based on the Situational Crisis 
Communication Theory and Sense-making Theory, emphasizing the 
importance of safety culture, a supportive environment, and management 
commitment in fostering effective ICC (Mohamad et al., 2022). Such 
communication is vital in ensuring employee commitment, perceived 
organizational support, and a proper understanding of crisis situations. In 
conclusion, the significance of talent management in the oil and gas sector 
is evident. As the industry continues to evolve, facing both internal and 
external challenges, robust talent management strategies will be 
instrumental in ensuring that organizations can attract, develop, and 
retain the talent necessary for sustained success. 

1.3   Objective and Scope of the Review 

The objective and scope of a systematic review are pivotal in guiding the 
research process, ensuring clarity, and maintaining focus throughout the 
study. The primary objective of this review is to delve deeply into the 
strategies and practices associated with talent management within the oil 
and gas sector. Given the intricate nature of the oil and gas industry, 
marked by its technical complexity, fluctuating market dynamics, and 
high-risk environments, the role of talent management becomes 
indispensable. Effective talent management ensures that organizations in 
this sector are equipped with a workforce that is not only skilled but also 
deeply committed and aligned with the overarching organizational vision 
and objectives. 

The scope of this review is comprehensive, encompassing three primary 
facets of talent management: recruitment, retention, and development. 
Recruitment strategies are essential in determining the quality and 
aptitude of talent that an organization brings onboard. Retention 
practices, on the other hand, ensure that this talent remains engaged, 
reducing turnover costs and ensuring continuity. Development initiatives 
focus on enhancing the skills and capabilities of the workforce, preparing 
them for future challenges, and ensuring the organization's long-term 
competitiveness. 

In the context of the oil and gas sector, the impact of climate change has 
been profound, with extreme weather events posing significant threats to 
critical oil and gas infrastructure. This has necessitated a clear framework 
for evaluating the vulnerability of these systems. A study by presented a 
participatory framework for assessing the vulnerability of critical oil and 
gas infrastructure to climate change impacts, particularly in the Niger 
Delta context (Udie et al., 2018). This study underscores the importance of 
having robust talent management strategies in place to ensure that 
organizations can navigate these challenges effectively. 

In conclusion, the objective and scope of this review aim to provide a 
holistic understanding of talent management practices in the oil and gas 
sector. The insights drawn from this review will be instrumental in guiding 
future research and shaping industry practices, ensuring that 
organizations in this sector remain competitive and resilient in the face of 
evolving challenges. 

1.4   Brief Overview of Research Approach: Databases, Keywords, and 
Selection Criteria 

The systematic review process is a rigorous methodology that aims to 
collate and synthesize all empirical evidence that fits pre-specified 
eligibility criteria to answer a specific research question. The objective of 
this section is to provide a brief overview of the research approach 
adopted for this review, detailing the databases utilized, the keywords 
employed in the search, and the criteria for selecting relevant studies. 

1.4.1   Databases 

In the realm of academic research, databases serve as repositories of 
scholarly articles, journals, and other forms of academic literature. For this 
review, a comprehensive search was conducted across multiple databases 
to ensure a wide coverage of relevant literature. The databases utilized 
include PubMed, Web of Sciences, Scopus, Embase, and IEEE. These 
databases are renowned for their extensive collection of articles across 

various disciplines, ensuring a thorough and exhaustive search (Wahid et 
al., 2021). 

1.4.2   Keywords 

The selection of appropriate keywords is crucial in narrowing down the 
search to relevant studies. Based on the research question and the initial 
literature survey, a combination of keywords was identified. These 
keywords were further refined using the MeSH database and expert 
opinions. Some of the primary keywords employed in the search include 
"Talent Management," "Oil and Gas Sector," "Recruitment," "Retention," 
and "Development." 

1.4.3   Selection Criteria 

To ensure the relevance and quality of the studies included in the review, 
a stringent set of inclusion and exclusion criteria was established. The 
inclusion criteria focused on studies that specifically addressed talent 
management practices within the oil and gas sector. Studies that provided 
empirical evidence, utilized robust methodologies, and were published in 
peer-reviewed journals were prioritized. On the other hand, studies that 
lacked empirical evidence, were not peer-reviewed, or did not align with 
the research objective were excluded from the review. The selection 
process was based on the PRISMA strategy, a widely recognized approach 
for systematic reviews (Abhari et al., 2019). 

In conclusion, the research approach adopted for this review is methodical 
and comprehensive, ensuring that the findings are based on a thorough 
examination of the available literature. The combination of multiple 
databases, carefully selected keywords, and strict selection criteria 
ensures the credibility and relevance of the studies included in the review. 

2.   LITERATURE REVIEW 

2.1 Conceptualizing Talent Management: Definitions and 
Frameworks 

Talent management, as a concept, has garnered significant attention in 
both academic and corporate spheres. Its importance is underscored by 
the need for organizations to attract, develop, and retain individuals who 
have the potential to drive organizational success. However, despite its 
prominence, there remains a lack of consensus on its precise definition 
and the frameworks that underpin it. 

At its core, talent management is often viewed as a strategic approach to 
managing human capital. Wiblen and McDonnell offered a comprehensive 
exploration of talent management, emphasizing its multifaceted nature 
(Wiblen and McDonnell, 2020). They argue that talent management is not 
just about identifying and nurturing high-potential individuals but also 
about creating an organizational environment that fosters growth, 
innovation, and excellence. Their work provides a nuanced understanding 
of talent management, highlighting the interplay between individual 
capabilities and organizational strategies. 

A group researchers delved into the conceptual challenges surrounding 
talent management (Skuza et al., 2022). The authors note that while talent 
is universally acknowledged as crucial for competitive advantage, the 
effectiveness of talent management programs remains a subject of debate. 
The research study underscores the need for a unified theoretical 
foundation for identifying talent. The study argues that the lack of a 
universally accepted definition of talent hampers the advancement of 
talent management scholarship. The study provides a comprehensive 
review of existing definitions and conceptualizations, emphasizing the 
implications of these definitions for talent management practices. 

Furthermore, while talent management has been extensively studied in 
the context of large corporations, there is a growing recognition of its 
relevance in other organizational contexts. A group researchers explored 
talent management practices in Canadian non-profit organizations 
(McCaig et al., 2022). The study observed that non-profit organizations 
have a unique, inclusive, and competitive view of talent management, 
emphasizing cultural fit, motivation, and the potential for growth. 

In conclusion, conceptualizing talent management requires a holistic 
approach that considers both individual and organizational perspectives. 
While definitions and frameworks may vary, the overarching goal remains 
consistent: to harness the potential of individuals to drive organizational 
success. As the field continues to evolve, there is a pressing need for 
further research that bridges the gap between theory and practice, 
ensuring that talent management strategies are both effective and 
relevant. 
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2.2   Global Trends in Talent Management in the Oil and Gas Sector 

The oil and gas sector, with its global reach and intricate operations, has 
witnessed significant shifts in its talent management strategies. As the 
industry grapples with challenges ranging from volatile market dynamics 
to technological advancements, the approach to managing talent has 
evolved to address these complexities. 

2.2.1   Global Trends in Talent Management 

One of the most prominent trends in the oil and gas sector is the increasing 
emphasis on gender diversity and inclusion. Historically male-dominated, 
the sector is now witnessing a surge in the participation of women, 
especially in critical roles. In the context of Malaysia, the oil and gas sector 
has seen a significant influx of academically qualified, talented, and 
capable women engineers. However, despite their growing numbers, 
challenges persist, especially in terms of organizational support and talent 
retention. A group researcher highlights the importance of perceived 
organizational support in retaining women engineers in the Malaysian oil 
and gas sector (Salleh et al., 2023). Their research underscores the need 
for organizations to provide social support, career growth opportunities, 
appropriate rewards, manageable workloads, and work flexibility to 
ensure the retention of talented women engineers. 

Another significant trend is the digital transformation sweeping across the 
industry. The introduction of digital technologies in the oil and gas mining 
industry, especially in regions like the Russian Arctic, has been profound. 
A group researchers provided an in-depth analysis of the current and 
forecasted state of digitalization in the oil and gas sector (Samylovskaya et 
al., 2022). Their research emphasizes the global trends that define the 
digital transformation process and highlights the experiences of Russian 
companies in this sphere. The study underscores the importance of 
digitalization in enhancing efficiency, especially in the face of challenges 
like climate change and geopolitical crises. 

Furthermore, the geopolitical landscape, coupled with global challenges 
like the COVID-19 pandemic, has brought environmental, social, and 
management issues (ESG) to the forefront. Vihristyuk and Dimitrova 
delved into the impact of socio-economic risks on the policies and 
investment strategies of Kazakhstan's oil and gas enterprises (Vihristyuk 
and Dimitrova, 2022). Their research highlights the growing emphasis on 
ESG compliance, noting that adherence to ESG standards minimizes risks 
and positively impacts the overall functioning of organizations. 

In conclusion, the global trends in talent management in the oil and gas 
sector reflect the industry's evolving landscape. From embracing gender 
diversity to spearheading digital transformation and emphasizing ESG 
compliance, the sector is undergoing a paradigm shift in its approach to 
managing talent. As these trends continue to shape the industry, it 
becomes imperative for organizations to adapt and innovate, ensuring that 
they remain competitive and resilient in the face of ever-evolving 
challenges. 

2.3  Unique Challenges and Opportunities in Nigeria's Oil and Gas 
Talent Management 

The oil and gas sector in Nigeria, a significant player in the global energy 
market, presents a unique set of challenges and opportunities when it 
comes to talent management. As the industry navigates the intricacies of 
the Nigerian socio-economic and political landscape, the approach to 
managing talent becomes pivotal in ensuring sustained growth and 
competitiveness. 

2.3.1   Challenges in Talent Management 

One of the primary challenges in Nigeria's oil and gas sector is the local 
supply-demand gap for talent. The industry faces a shortage, especially 
concerning high-skilled workers and the next generation of business 
executives. As highlighted, the gap between the demand and supply of 
talent is expected to widen, emphasizing the need for organizations to 
focus on attracting, developing, and retaining human capital for both 
short-term and long-term business needs (Ajayi, 2020). The challenge is 
further exacerbated by the evolving roles and responsibilities of Human 
Resources departments in the face of globalization. 

Another challenge is the decommissioning of oil and gas facilities. As Raji 
and Ogiriki pointed out, decommissioning in Nigeria is a relatively new 
activity, primarily driven by the aging of assets and mature field 
operations (Raji and Ogiriki, 2023). The process is inherently hazardous 
and requires meticulous planning, relevant skill sets, and efficient 
management. The challenges span across technical, economic, 
environmental, and legal domains, including poor talent management, 

inadequate regulatory readiness, and lack of previous experience. 

2.3.2   Opportunities in Talent Management 

Despite the challenges, the sector offers numerous opportunities. The 
increasing customer demand for high-quality petroleum products at lower 
costs has paved the way for the adoption of lean production systems. 
Uzochukwu and Ossai emphasizes how lean production can significantly 
improve the performance of oil and gas companies in Nigeria (Uzochukwu 
and Ossai, 2016). By focusing on strategies like cellular production, 
companies can enhance their service delivery, thereby ensuring better 
organizational performance. 

Moreover, the advent of digital transformation presents a plethora of 
opportunities. As discussed by Atolagbe and Mohammed, digital 
advancements such as artificial intelligence, advanced analytics, and 
digitization have the potential to tackle numerous challenges in the 
industry (Atolagbe and Mohammed, 2022). These technological 
advancements can be implemented swiftly, enabling rapid transformation 
and driving project efficiency. 

In conclusion, Nigeria's oil and gas sector, with its unique set of challenges 
and opportunities, underscores the importance of effective talent 
management. By addressing the talent supply-demand gap, embracing 
technological advancements, and focusing on lean production systems, the 
industry can navigate the complexities and ensure sustained growth and 
competitiveness. 

3.   SYNTHESIZED FINDINGS 

3.1   Key Strategies in Talent Recruitment (Best practices, notable 
outcomes, gaps) 

The oil and gas sector in Nigeria, as in many parts of the world, is 
undergoing significant transformation. This transformation is driven by 
global energy dynamics, technological advancements, and the unique 
socio-political landscape of Nigeria. As the sector evolves, so does the 
approach to talent recruitment. The synthesis of findings from various 
studies reveals key strategies, best practices, notable outcomes, and 
existing gaps in talent recruitment within Nigeria's oil and gas sector. 

3.1.1   Key Strategies in Talent Recruitment 

Diversity in recruitment has emerged as a pivotal strategy. Recognizing 
the benefits of a diverse workforce, many organizations are actively 
seeking to diversify their teams. Kaul emphasizes the importance of 
refining the referral process to increase diversity, especially for 
technology startups (Kaul, 2021). While the context is different, the 
principles are applicable to the oil and gas sector in Nigeria. A diverse team 
can offer varied perspectives, leading to innovative solutions to industry-
specific challenges. 

Another significant strategy is leveraging technological advancements. 
The digital era has transformed recruitment processes worldwide. From 
AI-driven candidate screening to virtual interviews, technology is 
reshaping how talent is sourced and recruited. While the study by Shweta 
focuses on the service sector, the emphasis on effective talent 
management practices boosting employee efficiency is relevant to the oil 
and gas sector (Shweta, 2020). 

3.1.2   Best Practices and Notable Outcomes 

Best practices in talent recruitment revolve around creating an inclusive 
organizational culture. Mastrocola underscored the importance of not 
only sourcing and attracting diverse employees but also fostering an 
organizational culture that supports diversity and inclusion (Mastrocola, 
2019). Such practices not only enhance the reputation of the organization 
but also lead to better retention rates. Furthermore, the emphasis on 
continuous learning and development has yielded positive outcomes. 
Organizations that invest in training their employees, updating their skills 
in line with industry advancements, and providing growth opportunities 
tend to attract and retain top talent. 

3.1.3   Gaps in Talent Recruitment 

Despite the strategies and best practices, gaps persist. One of the primary 
gaps is the alignment between organizational goals and employee 
aspirations. Often, there is a mismatch between what the organization 
offers and what the talent seeks. This misalignment can lead to high 
attrition rates, especially among high-potential employees. 

In conclusion, while the oil and gas sector in Nigeria faces unique 
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challenges in talent recruitment, the synthesis of findings from various 
studies offers valuable insights. By adopting key strategies, adhering to 
best practices, and addressing the existing gaps, the sector can navigate 
the complexities of talent recruitment more effectively. 

3.2   Essential Approaches to Talent Retention 

Talent retention, especially in sectors as competitive and dynamic as the 
oil and gas industry, is paramount for organizational success. The 
synthesis of findings from various studies provides insights into the 
essential approaches to talent retention, the factors influencing it, success 
stories, and areas that require improvement. 

3.2.1   Influencing Factors 

The oil and gas sector, like many industries, is influenced by a myriad of 
external factors. A study by Mohammed delves into the impact of political, 
economic, and socio-cultural changes on the talent management process 
in oil and gas companies in the GCC region (Mohammed, 2019). The 
research underscores the significance of aligning organizational strategy 
with talent management strategy, especially in the face of dynamic 
business environmental factors. The study also highlights the challenges 
faced in the talent management process, such as talent acquisition, 
retention, and development. 

3.2.2   Success Stories 

Dolphin Energy stands out as a company that has successfully 
implemented talent retention strategies. As detailed by Al Maainah, 
Dolphin Energy has designed and customized comprehensive 
development plans to ensure employees have the necessary competencies 
to perform their work efficiently (Al Maainah, 2022). The company's 
development plans, including Individual Development Plans (IDPs), 
Career Enhancement Plans (CEPs), Open Development Plans (ODPs), and 
Performance Improvement Plans (PIPs), have been instrumental in 
employee growth. The success of these plans is evident in the promotion 
of UAE nationals to senior-level positions within the organization. 

3.2.3   Areas of Improvement 

While there are success stories, the industry also faces challenges in talent 
retention. Alnuaim emphasizes the need for the oil and gas industry to 
address environmental concerns to ensure its ability to operate globally 
and attract talent (Alnuaim, 2019). The article stresses the importance of 
technology in transforming the industry into a low-carbon one with 
minimal environmental impact. 

In conclusion, the oil and gas sector, with its unique set of challenges and 
opportunities, underscores the importance of effective talent retention 
strategies. By understanding the influencing factors, celebrating success 
stories, and addressing areas of improvement, the industry can ensure 
sustained success in talent retention. 

3.3   Progress in Talent Development 

Talent development, particularly within the dynamic landscape of the oil 
and gas sector, is a cornerstone for organizational success (Li et al., 2023). 
As the industry grapples with rapid technological advancements, 
geopolitical intricacies, and mounting environmental challenges, the 
imperative for a proficient and future-ready workforce becomes 
increasingly pronounced (Lu et al., 2019). This synthesis delves into the 
strides made in talent development, underscoring the nuances of training 
paradigms, leadership cultivation, and the overarching theme of future-
readiness (Li et al., 2023). 

3.3.1   Training Paradigms 

The oil and gas sector, historically reliant on conventional classroom-
based learning, has witnessed a transformative shift towards more 
experiential, hands-on, and technology-infused training methodologies. 
The integration of digital innovations, notably virtual reality (VR) and 
augmented reality (AR), has heralded a new era in training modules. Such 
immersive platforms not only bolster skill acquisition but also accentuate 
the importance of safety, a non-negotiable tenet in the industry (Naji et al., 
2021). 

3.3.2   Leadership Cultivation 

In the intricate tapestry of the oil and gas sector, leadership development 
emerges as a pivotal determinant of sustained organizational growth and 
competitiveness. The sector, characterized by its multifaceted challenges, 
necessitates leaders who are not only technically astute but also adept at 

maneuvering the complex socio-political and economic terrains. Such 
programs, which foster symbiotic relationships between industry 
veterans and emerging leaders, catalyze knowledge dissemination, 
invigorate innovation, and lay the groundwork for a robust leadership 
continuum (Bass et al., 2003). 

3.3.3   Future-readiness 

In an industry as volatile as oil and gas, fortifying the workforce for 
impending challenges and opportunities is an integral facet of talent 
development. The sector's cyclical nature mandates unparalleled levels of 
adaptability, innovation, and resilience among its cadre. In summation, the 
evolution in talent development within the oil and gas sector is palpable, 
manifested through the metamorphosis of training paradigms, the 
renewed emphasis on leadership cultivation, and the unwavering focus on 
future-preparedness. As the industry stands on the cusp of unprecedented 
transformations, the onus squarely rests on organizations to prioritize and 
invest in talent development, ensuring a workforce that is not only skilled 
and adaptable but also primed to navigate the challenges of tomorrow. 

4.   DISCUSSION AND IMPLICATIONS 

4.1  Interpreting the Synthesized Findings: What Works and What 
Does not? 

The integration of augmented reality (AR) in various sectors, including the 
oil and gas industry, has led to a transformative shift in training paradigms. 
While traditional methods have their place, the advent of AR and virtual 
reality (VR) technologies has ushered in a new era of immersive training 
experiences. These technologies offer enhanced visualization and real-
time interaction, bridging the gap between virtual and real-world 
scenarios. However, it is crucial to understand the physiological impact of 
prolonged AR exposure, especially in long-duration training scenarios. 
The potential for physiological maladaptation following prolonged AR 
exposure can vary from that associated with VR, driven by perceptual 
issues characteristic of AR head-worn displays (Hughes et al., 2020). 

4.1.1   Interpreting the Synthesized Findings 

The training paradigms in the oil and gas sector have undergone a 
transformative shift. While traditional classroom-based approaches have 
their merits, the sector has increasingly leaned towards technology-driven 
methods. The advent and integration of digital technologies, notably 
virtual reality (VR) and augmented reality (AR), have ushered in a new era 
of immersive training. However, it is imperative to strike a balance (Lu et 
al., 2019).  

Leadership cultivation is another pivotal facet. As technical professionals 
in the oil and gas industry transition to supervisory roles, there is often a 
discernible gap in their leadership acumen. While their technical prowess 
is commendable, honed through years of rigorous training, they often 
require a more robust foundation in business, management, and 
leadership skills. A competency-based approach, as elucidated by Howes 
and Taylor, can be instrumental in addressing this leadership gap (Howes 
and Taylor, 2021). Such an approach, underpinned by meticulous 
competency assessments, can help identify and bridge mission-critical 
leadership voids. 

Future readiness is anchored in the ethos of continuous learning and 
upskilling. The oil and gas sector, with its ever-evolving landscape, 
mandates a workforce that is not only technically adept but also adaptable 
and primed for future challenges. E-learning platforms, while offering 
unparalleled flexibility and accessibility, must be meticulously curated to 
resonate with the industry's nuanced demands and evolving paradigms. 

4.1.2   Implications 

The implications of these findings are manifold. Organizations must 
judiciously leverage technology-driven training methods, ensuring they 
complement rather than replace real-world training experiences. 
Leadership programs, especially those tailored for technical professionals 
transitioning to supervisory roles, must be competency-driven, ensuring 
they address the specific leadership gaps inherent in the sector. 

Lastly, future-readiness, while anchored in continuous learning, must be 
aligned with the industry's evolving demands, ensuring the workforce 
remains at the vanguard of innovation and best practices. 

In summation, the oil and gas sector is at an inflection point. The 
synthesized findings offer invaluable insights, charting a roadmap for 
organizations. By heeding these insights and recalibrating their talent 
management strategies accordingly, organizations can ensure they remain 



Business and Economics in Developing Countries (BEDC) 1(1) (2023) 46-51 

 

 
Cite The Article: Tobechukwu Fransica Eleogu, Bukola A. Odulaja, Moses Ikechuckwu Obinyeluaka, Chioma Ann Udeh, Chibuike Daraojimba (2023). A Systematic Review 

of The Strategies and Practices for Managing Talent Specifically Within the Oil and Gas Sector in Nigeria, Focusing on Recruitment, Retention and  
Development. Business and Economics in Developing Countries, 1(1): 46-51. 

 

resilient, competitive, and primed for the challenges and opportunities 
that lie ahead. 

4.2   Practical Implications for Stakeholders in Nigeria’s Oil and Gas 
Sector 

The oil and gas sector in Nigeria, with its vast reserves and potential, has 
been a focal point for both domestic and international stakeholders. The 
sector's evolution, particularly in the context of global energy transitions 
and the increasing emphasis on sustainable practices, has brought to the 
fore the need to understand the practical implications for various 
stakeholders involved. 

The Petroleum Industry Act (PIA) 2021, recently enacted by the Federal 
Government of Nigeria, is a testament to the country's commitment to 
reforming the oil and gas sector. This legislation, which has been two 
decades in the making, aims to create a conducive environment for 
growth, attract investments, and address longstanding community 
grievances (Ejiro and Omoile, 2023). The PIA's introduction has 
necessitated a reevaluation of strategies and approaches by industry 
players, especially in terms of change management. Drawing from chaos 
theory and complex systems theory, it becomes evident that managing 
change in such a dynamic sector requires a deep understanding of cultural, 
historical, and leadership factors. Moreover, the need for policies, 
processes, and technological integration that align with the act's 
provisions is paramount (Ejiro and Omoile, 2023). 

Globally, the oil and gas industries face mounting pressures from various 
stakeholders, especially in the context of climate change, ecological 
concerns, and social challenges. The Glasgow Climate Pact, for instance, 
has had significant implications for oil and gas stocks worldwide. The 
Climate Change Performance Index (CCPI) and the World Energy 
Trilemma Index (WETI) have been instrumental in influencing investor 
behavior, especially in emerging markets like Nigeria (Kumari et al., 2023). 
Such global events and policies underscore the need for Nigerian 
stakeholders to be agile and adaptive, ensuring that the sector remains 
resilient and sustainable. 

In conclusion, the practical implications for stakeholders in Nigeria's oil 
and gas sector are multifaceted. While the PIA 2021 provides a roadmap 
for the sector's future, the global energy landscape's complexities 
necessitate a proactive and informed approach. Stakeholders must 
collaborate, innovate, and adapt to ensure that Nigeria's oil and gas sector 
remains competitive and sustainable in the long run. 

4.3 Forward-Looking Recommendations: Navigating Future 
Challenges 

In the dynamic landscape of the oil and gas industry, Nigeria faces a myriad 
of challenges and opportunities. As the industry grapples with global 
energy transitions, sustainable practices, and the increasing emphasis on 
environmental conservation, it becomes imperative for stakeholders to 
anticipate and navigate future challenges adeptly. This section delves into 
forward-looking recommendations, drawing insights from recent 
research and industry trends. 

Firstly, the concept of national participation and the development of 
Nigerian content in the oil and gas industry warrants attention. Over the 
years, while significant progress has been recorded in the development of 
local content, there remain key challenges that need addressing. It is 
essential to foster an environment that actively involves a greater majority 
of Nigerians in the oil and gas industry. This not only ensures the desired 
control of the sector but also promotes inclusivity and sustainable growth 
(Onyi-Ogelle, 2016). 

Secondly, with over sixty years of oil and gas production in Nigeria, several 
oil fields may be nearing the end of their viable lifespan. The increasing 
global focus on sustainable development and energy transition implies 
that Nigeria will likely witness a surge in decommissioning activities in the 
near future. To ensure an effective decommissioning regime, there must 
be clear and enforceable rules and regulations. These rules should 
holistically address the challenges associated with decommissioning oil 
and gas projects, ensuring environmental conservation and stakeholder 
interests are protected (Omotuyi, 2023). 

Furthermore, environmental policies and strategies in the Nigerian oil and 
gas sector have had a positive impact, especially in terms of awareness 
creation. However, challenges such as inefficiency of regulators, poor 
environmental database management, and overlaps in regulatory 
functions persist. It is crucial to streamline regulatory processes, enhance 
data management systems, and foster collaboration among regulatory 
bodies to ensure environmental conservation and compliance (Elenwo 

and Akankali, 2014). 

Lastly, the proposed Petroleum Industry Bill (PIB) presents a unique 
opportunity for Nigeria to rethink the role of the oil and gas industry in its 
economy. While the PIB takes laudable steps towards reforming the 
petroleum sector, there are gaps that need to be addressed. As Nigeria 
aligns with the global energy transition agenda, it is vital to prepare for the 
zero-carbon future, ensuring the country's energy sector remains resilient 
and sustainable (Kennedy et al., 2021). 

5.   CONCLUSION 

The exploration of talent management strategies in Nigeria's oil and gas 
sector has unveiled a tapestry of challenges, opportunities, and evolving 
paradigms. As the sector stands at the crossroads of technological 
advancements, global energy transitions, and local socio-economic 
dynamics, the importance of effective talent management becomes even 
more pronounced. The sector's journey, from its historical roots in Oloibiri 
to its present-day complexities, underscores the need for a robust talent 
management framework that can navigate the multifaceted challenges it 
faces. 

The systematic review highlighted the significance of talent management, 
not just as a human resource function but as a strategic imperative. Talent, 
in this context, is not just about recruitment or retention but encompasses 
a holistic approach that includes development, leadership cultivation, and 
future-readiness. The global trends in talent management, especially in the 
oil and gas sector, offer a lens through which Nigeria can benchmark its 
practices, learn from global best practices, and tailor them to its unique 
context. 

One of the core insights from the review is the transformative shift in 
training paradigms within the sector. The move from traditional 
classroom-based approaches to technology-driven methods, especially 
with the integration of digital technologies like virtual reality (VR) and 
augmented reality (AR), signifies a new era of immersive training. 
However, while technology offers innovative solutions, the human 
element remains irreplaceable. The balance between technology and 
human interaction in training and development is crucial for achieving 
desired outcomes. 

Furthermore, the challenges specific to Nigeria, such as regulatory 
complexities, socio-economic dynamics, and local content requirements, 
offer both hurdles and opportunities. Addressing these challenges 
requires a multi-pronged approach that involves regulatory clarity, 
stakeholder collaboration, and a commitment to continuous 
improvement. The synthesized findings provided a deep dive into the key 
strategies in talent recruitment, retention, and development. Best 
practices from around the world offer a roadmap, but the notable 
outcomes and gaps specific to Nigeria provide actionable insights. The 
success stories serve as beacons of what is possible, while the areas of 
improvement highlight where concerted efforts are needed. 

In terms of practical implications, stakeholders in Nigeria's oil and gas 
sector have a pivotal role to play. From policymakers to industry leaders, 
and from academic institutions to training providers, each entity has a part 
in shaping the talent landscape of the sector. Collaborative efforts, 
informed by data and global best practices, can drive the sector towards 
excellence. Looking forward, the recommendations provided offer a path 
to navigate future challenges. As the global energy landscape evolves, and 
as Nigeria grapples with its own internal dynamics, the oil and gas sector 
must be agile, resilient, and forward-looking. Strengthening talent 
management practices is not just about addressing immediate needs but 
preparing the sector for a future that is both uncertain and full of 
possibilities. 

In conclusion, the oil and gas sector in Nigeria stands at a pivotal juncture. 
The decisions made today, especially concerning talent management, will 
shape the sector's trajectory for years to come. By drawing insights from 
global best practices, understanding the unique challenges of the Nigerian 
context, and by fostering a culture of continuous learning and 
improvement, the sector can not only navigate its present challenges but 
also build a foundation for sustainable growth and prosperity. The path 
forward is clear: it is about people, practices, and a relentless pursuit of 
excellence. 
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