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Executive Summary 
Companies operating within the Oil & Gas (O&G) sector knew that their skilled field workforce is impending retirement sooner than later and that there were only two options for solving this problem. One of them was upskilling their existing workforce and second to attract and employ new employees. 
Both of these solutions must be integrated with the outstanding Human Resource Management department.
The aim of this report is to critically evaluate Oceaneering International Services (OISL) recruitment, selection and onboarding processes as also indicate potential weaknesses and provide further recommendations.
The documents provided by the company helped to evaluate the system’s strengths and weaknesses and to ascertain what improvements and functionalities are needed/desirable. 
The report indicate that the processes is in need of urgent modernisation and improvement to keep up with the technological innovation in today’s world.
Recruitment and selection were identified as the main parts of improvement mainly because of complete system unification and standardisation across the whole company with very little recruitment marketing required to attract talented individuals.
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Introduction
Oceaneering International Services Limited (OISL) is a global oilfield provider of engineered services and products primarily to the offshore Oil & Gas (O&G) industry, with a focus on deep-water applications. Through the use of its applied technology expertise, OISL also services the defence and aerospace industries (Oceaneering,2022). OISL operates in 24 countries with over 70 operational bases, employing over 10000 people globally with over 60 different nationalities. 
OISL as an engineering company highly relies on the expertise and qualifications of its workforce, to be able to provide its customers with the best possible service. In order to find the best employees, OISL’s HR department must work hard to ensure that the skills and experience of new employees are high enough to support the company in achieving its goals.
This report will critically evaluate OISL’s recruitment, selection, and onboarding process to find any improvements that can be made in order to help the organisation grow.
These areas are crucial for OISL in a long run. One of the reasons why these areas were chosen as the priority in this report is because of ‘ageing O&G workforce’. According to Dunn (2020), 50% of O&G workforce is going to retire within the next 5 to 8 years. As the market is becoming more competitive, these areas need to be perfectly planned, thought out and appropriate processes must be put in place, to attract new younger workforce.
Human Resources Management (HRM) function in the organisation
According to CIPD (2021) “HR function helps an organisation deliver its corporate strategy and objectives by effectively recruiting and developing people and managing their performance”. Armstrong (2020) defines Human Resource Management as a strategic, coherent, and comprehensive view of the problems related to the management and development of human resources within the structure of the organisation, with every aspect of this process being an important element of managing the organisation as a whole. 
Based on researchers’ knowledge there are 4 main HR levels that operate across OISL, starting from the top, they are:
· Senior VP Human Resources
· VP Human Resources 
· Europe, Middle East, Africa (EMEA) Senior HR Manager
· Country HR Managers



Recruitment & Selection
Recruitment and selection are the first stages of searching for job candidates, which are aimed at gathering an appropriate group of people who meet the requirements for a specific position (Schooley,2022). 
OISL recruitment and selection process is divided into 8 stages. (Oceaneering,2019).
1.0 Preparation Stage
Preparation stage is the one of the most important stages in the recruitment process as this is where the company identifies the type of worker required and provides hiring justification. The job description is the key to attract and find an outstanding employee, as also help the employee with further functioning in the organisation (Mohammad,2020). According to OISL recruitment process (Oceaneering,2019), during this stage, hiring manager evaluates and identifies the role to make sure it fits into the department budget. The hiring manager with assistance from the HR is also responsible for producing the job description in order to advertise the job effectively.
As per Mohammads’ (2020) view above, job descriptions are the key to successful hiring. From researchers’ knowledge, all OISL job descriptions are created in the same format with very vague and general information which can seem ‘boring’ for the new candidates and result in failing hiring top talent (Smith, 2013). 
1.1 Advertising
Based on the information given by OISL (Oceaneering,2019), the job role is firstly advertised within the company to maximise equality of opportunity and provide employees with opportunities for career development. Sometimes in exceptional circumstances the HR Manager may waive the need to advertise due to positions requiring specialised expertise or where the internal employee is at risk of redundancy and is suitable for the role. OISL mostly relies on online job advertising using their main company website, using employment orientated online services such as LinkedIn and also is in partnership with I-Recruit which helps OISL to find the best candidates for the position. As the online advertising is the new norm, it’s quicker and cost effective although it has its disadvantages. According to Phillpott (2019), online ‘talent seeking’ may not fully work to find out candidates’ effectiveness and result in high volume of unqualified applicants which may have impact on cost increase.
1.2 Applications
According to company’s recruitment policy (oceaneering,2019), all job applications are submitted via the company website or recruitment social media sites such as LinkedIn to be then transferred to internal recruitment system. By looking at popular website for employment reviews ‘Glassdoor’, 75% OISL potential employees have applied online, with the rest applying through referral, in person and university (Glassdoor,n.d).
1.3 Screening
According to OISL HR advisor, after the application is received, the initial screening of all applicants against the job description gets performed. HR department then forwards suitable candidates to the Hiring Manager. 
Employee screening can be fundamental for any organisation like OISL to build a great team, but it can also be very costly (Huang et al, 2010), 70% businesses perform basic screening to reduce recruitment process cost. This type of screening can involve social media screening (datacheck,2019).
To help in candidate screening process, many organisations use cognitive ability assessments to support their selection. According to Creighton (2018) cognitive testing is projected to rise by 32% by the end of 2022. Although, Maric (2021) suggests that these assessments can’t fully guarantee that the potential employee has all required skills for the job, but it can surely help with shortlisting the best talent.



1.4 Interviews
In the constant technology expansion era and COVID-19 pandemic, most job interviews are held online, via phone or video conference. This is the most basic and commonly used type of interview nowadays, although it does its job, it may not always show the full candidates potential. This could be because of no personal interaction with the interviewer as well as technical issues during the call.
According to the OISL recruitment policy (oceaneering,2019), interviews are normally carried out by the minimum of two people, one of whom must be the hiring manager.  The interview questions and the structure of the interview is consistently applied to all candidates and is based on the job description for the role. The hiring manager is then responsible for completing the interview assessment and return it to the HR after the interview.
Based on the information above, it can be seen that OISL use a structured interview pattern for each employee. This type of interview can become cold and impersonal and could affect choosing the right candidate (Griffiths,2021)




1.5 Feedback
As per OISL recruitment policy (oceaneering,2019) the performance feedback is given only if candidate requests it during the selection process. This is usually arranged by the HR department who will feedback through the notes provided to them after the interview. Dickson (2019) suggests that performance feedback should be given by each interviewer at the end of the meeting and should not only be requested by the candidate. This is extremely important in the process of building employer’s brand. Doing so, the candidate is 5 times more likely to seek employment in the company in the future (Morris, 2021).
Collecting candidates’ feedback about the interview is also important and can be the key to improve the recruitment process in the coming years. (Alkins,2018).
1.6 Job offer and making an appointment
The job offer is the nearly the last step of the recruitment process. After several interviews and choosing the right candidate for the position, it is important to quickly inform the successful hire about the outcome and submit a job offer. According to Half (2018) 54% of businesses, reporting that candidates are declining job offers because of the lengthy hiring process.  The OISL recruitment policy (Oceaneering,2019) document shows that at this stage the hiring manager is responsible for raising a New Hire Form (NHF) and submitting it to the HR department for approval. After all required approvals, a verbal offer is being made by the HR representative. According to the current and former OISL employee comments, the recruitment process can take from 2 to 12 months (Glassdoor, n.d), which in today’s candidate-driven market seems very lengthy. In OISL, offers of employment are normally subject to satisfactory references, medical clearance, check of qualifications, criminal record, and any other checks as appropriate. In this instance the verbal offer is a ‘conditional offer’ and needs to be communicated to the successful candidate beforehand to avoid disappointment and job offer declining. 
1.7 References
Within OISL, it is responsibility of HR to source at least 2 references on each employee prior to start and any issues with references will be raised to the Hiring Manager at the earliest opportunity (Oceaneering,2019).
Onboarding
The onboarding process is aimed at adjusting the newly hired employee to the work environment and its rules. A well-designed process influences the faster adaptation of the employee to the new role, increases sense of security and minimises the risk of leaving the organisation (Green,2020).
Within Oceaneering it is responsibility of HR department to invite new employees to the company’s induction within the first month of employment. A lot of responsibility is put on the Hiring Manager who is responsible for the department induction and ensuring a robust plan is in place to settle the new employee on week one and beyond. According to OISL recruitment policy (oceaneering,2019), HR department shall provide the Hiring Manager with relevant induction documentation prior to the start date of a new employee. 
Oceaneering’s onboarding process is structured from 4 main stages.
· Before arrival 
This is also called pre-onboarding which according to Bourhis (2020) allows employers to stay in touch with the new hires and keep them excited before they formally start their new job.
At this stage within OISL, the hiring manager is liable to ensure that new employee has correct information about time of arrival on their first day, location of work, who to report to and dress code prior to their resumption. Hiring manager must also prepare a plan which need to show the essential areas that will be covered with the new hire. 




· Day 1
The first day for a new Oceaneering employee is very important as they are being introduced to the team members and their work buddy. According to OISL recruitment policy document, the part of the process is for the new employee to have a department tour with the line manager as also a discussion about employment terms and conditions and all aspects of HSE. At this stage the new starter is also being explained their role in the company and what is being expected from them.
From the above information it can be seen that there is a lot of information to be taken on by the new employee on the very first day and the employee may feel overwhelmed by the information overload and may not concentrate on the most important information.
· Week 1
First week can be daunting for a new employee as there tends to be a great deal of information to absorb about their new job. It is important to build the right foundation by providing relevant information (Bauer,2020). From the OISL recruitment policy (oceaneering,2019) it can be seen that during week one, new employee has a further discussion about department organisation chart, their job description, IT systems and equipment that is being used by OISL.
The OISL’s early-stage onboarding process above shows that, again, the first week for a new employee can be very formal and is based on a lot of information to be gained by the new hire. Citrin et al (2021) suggests that a good way which the businesses are trying to engage the new employee during the first week is by initiating a situation where a new employee can victoriously complete a team task, according to Citrin this may have a good effect on the retention.
· Week 1 & Beyond
 “Onboarding never stops in a culture of leadership” (Eisenstaedt,2020) is a great summary for this stage, as it shows that nowadays, employee onboarding is inflexible, and ‘one-size-fits-all” approach can be no longer successful.
From OISL recruitment policy (Oceaneering,2019) it can be seen that throughout the month, new employee is expected to pick up on both the official and unwritten culture within the department and organisation as a whole. During this time, the line manager must schedule informal meetings with the new starter on a regular basis to discuss their progress, potential challenges and clarify any uncertainties. 
On the same occasion the new employee should be told about the probationary procedure, offsite processes, project induction and should have the ability to familiarise with the IT systems.
The above information shows that new employee is bombarded with a lot of information which can be erased from the memory quite easily. According to Dillon et al (2020), new employee will not remember everything that was communicated, even if the onboarding process is outstandingly designed, it may take time for the new employee to assimilate all information. 
Conclusion 
To summarise this report, good recruitment, selection, and onboarding process is the key to the success for any organisation to attract, retain and develop a talent, but also to improve organisation brand in the long run.
Since the global COVID-19 pandemic these three areas have taken a new meaning for many businesses including those operating in the O&G sector. The overall goal has stayed the same for years – be equal, transparent, and fair in the process.
The purpose of the report was to critically evaluate recruitment, selection and onboarding areas and find possible parts for improvement for OISL.
The main part of the report was describing each process within OISL as also showing weaknesses which could have impact on successful operation of the business in the coming years. 
It can be seen that OISL’s 8 stage recruitment is well planned, but it can be classed in the ‘longer range’ of recruitment processes which are usually based between 6 and 8 stages. By evaluating each stage, it can be noticed that OISL’s process is designed to fit all jobs and it is very little innovative which can prevent OISL grow in the HRM context in the future.
By looking at the process of onboarding it could be argued that the time has stopped and the overall process, even if it works, seems old fashioned. By including simple and innovative measures, the process can be improved and renewed to retain top talent.
Recommendations
If OISL wants to attract and retain new talent to replace the ageing workforce it must step back, think, and invest into some better, modern solutions. Based on the report, the recommendations should be mainly applied in the recruitment and selection process as this is where the improvement is highly required. Starting from the beginning, OISL’s job descriptions should be more creative and striking to catch the eye of potential candidate. As OISL mostly uses online advertising it should put more attention on social media to make the company more noticeable in the modern recruiting era.
Because OISL operates within highly specialised engineering sector, it should not only restrict itself to online job advertising but also start using more traditional ways such as, job fairs. Information in the report suggests that introduction of cognitive tests during the application process can help the company automatically reduce the number of unwanted candidates and retain only the top talent which will reduce the overall cost of recruitment and help company stand out in front of the competition.
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