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Phase I Introduction and Background: 
 

In May of 2005, the North Dakota Workforce Development Council through the use of 

Workforce Investment Act, Incentive Award funding identified $20,000 as matching funds to 

assist the North Dakota Petroleum Industry in conducting an Oil and Natural Gas Industry 

Workforce and Skills Assessment Study. 

 

The purpose of this Study was to actively engage key employers from the petroleum industry in 

identifying and quantifying their current and future workforce and skill needs, the challenges 

they were facing as an industry in attracting the talent they need, and to assess the impact of an 

aging workforce on the industry. 

 

In December 2005, the North Dakota Workforce Development Council, North Dakota Petroleum 

Council, Job Service North Dakota, Williston State College and Bismarck State College became 

actively engaged with the Rockies Energy Workforce Collaboration to determine interest and 

readiness to submit a multi-state competitive grant application under the Workforce Innovations 

in Regional Economic Development (WIRED) being solicited through the U.S. Department of 

Labor.   At that time the industry representatives quickly realized that they did not have good 

quantitative intelligence around the workforce and skills needs of the industry in the Rocky 

Mountain Region. 

 

To respond to the workforce intelligence needs of the Oil and Natural Gas Industries in North 

Dakota a model was developed which served as a guide in developing a plan of action and 

method to deliver the qualitative and quantitative workforce intelligence needed by the industry 

to position themselves for future competitive grant offerings. 
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Industry Needs Assessment Model 
Petroleum Industry Workforce Needs Assessment 

Flow Chart 

Identify/develop  Response:  
training response/solutions Use a tried Issues:   & proven method: 

 
 

In February of 2006, the North Dakota Workforce Development Council, the North Dakota 

Petroleum Council, North Dakota Department of Commerce, North Dakota Department of 

Career and Technical Education and Williston State College met and agreed to jointly fund an 

Oil and Natural Gas Workforce Needs Assessment Study for North Dakota.  Job Service North 

Dakota was also identified as a key partner and provided in-kind resources to the project. 

Advisory Committee Feedback
& Validation   

Test & Pilot Findings 

Conduct Occupational  
Task Analysis 

Conduct Workforce 
Skill Needs Assessment 

Employer Led Advisory Committee

Inventory of training 
 programs & gaps 

  Worker shortages have 
not been quantified.  •Establish an employer  

Led Advisory Committee•Occupational Task 
Analysis has not been 
completed. 

 
•Identify the key industry
Employers.  
 •Career Ladders & 

Competency models are 
not identified or 
formalized. 

•Conduct  in-person  
Workforce & skill needs 
Assessment. 
  
•Conduct occupational   
task analysis. •Available training 

programs & career 
ladders have not  

 
•Validate and test task 
analysis. been marketed. 
 
•Identify existing training
programs & gaps. 
 
•Identify career ladders. 
• 
•Modify programs and 
develop new programs 
. 
•Implementation of 
solutions 
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Mr. Ted Renner, Electronic Media, was selected as the consultant for the North Dakota Project.  

The project was divided into three separate phases. 

 

Phase I -   Establish an “Industry Based” Project Advisory Committee 

Phase II –  Conduct “In-Person” Workforce Needs and Skills Assessments with “Industry 

Identified’ firms. 

Phase III - Conduct “On-Site” Task Analysis, if needed, to determine training guidelines and 

verify results with other Industry identified training resources. 

  
The scope of work for Phase I, II, and III included: 
 
 Phase I 

1. Establish an Industry based “Project Advisory Committee” 

a. The President of the ND Petroleum Council served as the Chairperson. 

b. Appoint Ex-Officio “Project Advisory Committee” representatives: 

i. ND Dept. of Commerce Division of Workforce Development 

ii. Job Service North Dakota Labor Market Information Department 

iii. ND Department of Career & Technical Education 

iv. Williston State College Division of Workforce Training 

v. Two North Dakota State Legislators from Western North Dakota 

2. Have the “Project Advisory Committee” identify key employers within North Dakota and 

Eastern Montana whose process will have the greatest impact; and , consequently; whose 

workforce skills/needs assessment will identify their most current; as well as; their future; 

workforce skills/needs requirement. 

3. Develop an “In-Person” workforce skills/needs “Assessment Form” which will delineate 

the petroleum industry’s skills/needs “Expected Employment” for the present year; 2006 

and ; project that “Expected Employment” through the year 2010.  The developed 

“Assessment Form” will also: 

a. Reflect their employment requirements taking into consideration their current 

aging workforce. 

b. The protection of their proprietary employment data. 
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c. A disconnect from their proprietary wage scale data. 

 
Phase II 

1. Upon the approval of the proposed Workforce Skills/Needs “Assessment Form” by the 

“Project Advisory Committee” and their recommendations as to the specific petroleum 

industries that will be solicited to provide employment information via an “in-person” 

industry employment scan, such, “in-person’ interviews will be conducted. 

2. Once the targeted industry “in-person” scan data has been collected it will be congruently 

projected through the other identified associated industry employers so as to obtain a 

more realistic workforce/skills requirement profile for the entire petroleum industry in the 

geographically targeted area. 

3. The workforce skills/needs “Assessment Form” will be structured in such a way so as the 

specific workforce skills/needs can be identified; but, not, duplicated; regardless of the 

coding utilized; namely the  SOC (Standardized Occupational Classification) coding 

system, the O*Net Classification system and the ND Workforce Safety and Insurance 

coding system. 

 
Phase III 

During phase III of the “Project” and “Occupational Task Analysis” will be conducted involving 

the workforce skills/needs areas identified by the “Project Advisory Committee”; and, which, 

would; be most able to address their major shortages.  The “Occupational Task Analysis” will 

also identify the basic training needs that need to be addressed in order to develop the worker 

skills; and, consequently; develop a more productive and effective petroleum industry employee, 

thus, mitigating the worker shortage within the identified skills/needs areas. 

 

The Oil and Natural Gas Industry Project Advisory Committee was identified and appointed by 

Mr. Ron Ness, President, North Dakota Petroleum Council.    
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North Dakota Petroleum Industry Advisory Council 

Oil and Natural Gas Workforce Needs and Skills Assessment 

Project 

 

Advisory Committee Members: 
 
Brent Eslinger   Halliburton 
Gary Johnson   Hess 
Bill LaCrosse   Empire Oil 
Ryan Leininger   S & S Sales 
Ron Ness    North Dakota Petroleum Council 
Beth Nodland   Earthworks 
Leif Peterson   Tesoro 
Scott Reid    Nabors Drilling 
Scott Shackelford   Key Energy 
Dick VandeBossche  Bear Paw 
Gene Veeder   McKenzie County Economic Development 
 
 
 
 
Ex-Officio Members: 
 
Duane Broschat   Job Service North Dakota 
David Drovdal   State Representative 
Jim Hirsch    ND Workforce Development Council 
Wayne Kutzer   ND Dept. of Career & Technical Education 
Stan Lyson    State Senator 
Deanette Piesik   ND Workforce Training 
Ted Renner    Consultant 
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Phase II  Executive Summary 
 
This report is only made possible because of the tremendous support and effort put forth by; Mr. 

Ron Ness, President, North Dakota Petroleum Council, the Project’s Industry based Advisory 

Committee and other oil industry leaders who have provided Ron with input and guidance 

relative to the data gathering process, as well as, Mr. James J. Hirsch, Director, Division of 

Workforce Development, ND Department of Commerce, and Mr. Duane Broschat, Director, 

Labor Market Information Center, Job Service North Dakota; and the cooperating staff; of North 

Dakota’s Industrial Commission’s Oil and Gas Division. 

 

With the help of the Projects Advisory Committee, and other oil industry leaders a list of 

petroleum oil/gas companies, and, their specific contacts was provided.  These companies were 

asked to complete a Petroleum Industry “Workforce Needs and Skills “Assessment Form which 

had been approved by the employer led Project’s Advisory Committee (Phase I – Attachment 

II).  The form was so constructed that it would be representative of the entire petroleum industry 

workforce, namely; all the way from land leasing, to exploration, to pre-drilling, to drilling, to 

transport via pipeline, to refining, as well as, transport of refined oil and gas. 

 

Of the (51) identified petroleum oil/gas companies (11) declined t participate in the “Project”; 

however, from the remaining participating petroleum oil/gas companies; suggestions were made 

that (6) additional specific petroleum oil/gas companies should be added, because, they could 

provide us with some very important data.  Consequently, we were able to garner a 90% 

petroleum oil/gas companies participation rate; utilizing the “Projects” Advisory Committee 

approved “Workforce Needs and Skills” Assessment Form. 

 

Consequently, utilizing the Project’s Advisory Committee approved “Workforce Needs and 

Skills” Assessment Form; 100% of the Project’s Advisory Committee’s oil/gas companies 

responded, by, completing the approved “Workforce Needs and Skills” Assessment Form; and 

by; identifying their employee needs via a Standardized Occupational Code (SOC) coding guide 

developed with the help of Mr. Duane Broschat and the Labor Market Information Center at Job 

Service North Dakota (Phase I – Attachment I) 
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In addition to the Project’s Advisory Committee membership response, the other identified 

oil/gas companies responded very favorably; so that, of the total oil/gas companies tasked via a 

“in-person” contact to complete the “Workforce Needs and Skills” Assessment Form a slightly 

over 70% oil/gas industries response rate was achieved. 

 

From the responding oil/gas industries completed “Workforce Needs and Skills” Assessment 

Forms, and North Dakota’s Industrial Commission’s Oil and Gas Division data it was 

determined that approximately 364 companies were involved in some way in the development of 

North Dakota’s oil and gas exploration, production and refining; as well as,; the transportation of 

its’ waste products, its’ crude products; as well as; its refined product via either pipeline and/or 

trucking.  Through, these same resources of information; 92 distinct SOC/O*Net coded 

occupational titles were able to be identified as needed employees by the oil/gas companies; as, 

either “Expected Employment” needs, or as “Imminent/Replacement”; employee needs. 

 

The primary data from the 33 firms surveyed indicated that their 2006 expected employment 

level was 2,037. 

 

The 33 firm’s survey indicated that they expected to increase their employment level in each of 

the next four years.   

– 13% in 2007 

– 3% in 2008 

– 7% in 2009 

– 3% in 2010 

 
 
The following chart provides an “Illustrative/Integrated Summary”, and is a detailed analysis of 

the projected number of the “Expected Employment” workforce needs; as, well as; the number 

of “Imminent/Replacement Employee Needs” for each year for the years 2006 through 2010 for 

the top (16) most noted SOC/O*Net identified occupations of the responding oil/gas companies 

who participated in the “in-person” survey. 
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Imminent Replacement Workforce Needs:  The number of new hires, excluding 
the hires for expansion, needed to sustain expected employment levels.    
 O' Net Occupations: = the number of new and replacement workers needed by the 
top 16 and top 8 O’ Net Occupation. 
% of O' Net Occupations = the percentage to the total O’ Net occupations that are 
in the top 16 and top 8 demand Occupations as reported by the survey respondents. 
  
 

Imminent Replacement Workforce Needs:  The number of new hires, excluding 
the hires for expansion, needed to sustain expected employment levels.    
 O' Net Occupations: = the number of new and replacement workers needed by the 
top 16 and top 8 O’ Net Occupation. 

Imminent Replacement Workforce Needs:  The number of new hires, excluding 
the hires for expansion, needed to sustain expected employment levels.    
 O' Net Occupations: = the number of new and replacement workers needed by 
the top 16 and top 8 O’ Net Occupation. 
% of O' Net Occupations = the percentage to the total O’ Net occupations that 
are in the top 16 and top 8 demand Occupations as reported by the survey 
respondents. 
  

% of O' Net Occupations = the percentage to the total O’ Net occupations that are 
in the top 16 and top 8 demand Occupations as reported by the survey respond 
It is of particular importance to note that; as presented, that, in any given year between 2006 

through 2010 that; the survey responding oil/gas companies have indicated an 

“Imminent/Replacement Employee Needs” of about 40% of their identified “Expected 

Employment”.   That is a terrific employee needs statistic!!! 

 

Of equal importance to note;, is that; almost 90% of the “Imminent/Replacement Employee 

Needs” can be met by addressing (8); or less; of the identified SOC/O*Net coded occupational 

areas. 

 

Phase II – Attachment I delineates some skill preparation requirements as set forth; primarily, 

by; the O*Net occupational classification data base.  Further investigation and verification of 

those specific skill set requirements will be made during Phase III of the Project through 

Advisory Committee identification of oil/gas companies who are willing to accommodate a “task 

Analysis” protocol at their specific work sites; and, through; the investigation of presently 

identified training programs in other States who have been identified as having training programs 

in place to meet similar problems of addressing their “Imminent/Replacement Employee Needs”. 

 

In addition to the data, several additional observations need to be presented. 
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(1) There seems to be a direct employee requirement to the increase in oil and gas 

production, namely; a 10% increase in production will require a 10% increase in the 

workforce. 

 

(2) About 90% of the “Imminent/Replacement” workforce consists of entry level workers in 

about 6 or 7 occupational areas; all requiring; a “hands – on” skills based foundation in 

the basic sciences; such as, mechanical systems, pneumatic systems, hydraulic systems, 

as well as basic concepts of electricity, as well as computer competencies up the level of 

how to handle database and spreadsheet operations. These entry level employees must be 

able to pass mandatory drug tests and be able to read and write to the extent of mastering 

the required safety procedures required by the industry.  During the “in-person” 

interviews, it was also identified that; in addition to the truck drivers (SOC) Code 53-

3032 and O*Net Code 53-3032.00, that about 20% - 30% of the entry level 

“Imminent/Replacement” workforce will also need to have CDL’s; in addition to current 

and non-restricted drivers licenses. 

 

(3) Of the identified, approximately 90% of the “Imminent/Replacement” entry level 

employees; (See Phase II Attachments I and II); the second highest employee demand is 

for CDL truck drivers. The present turnover rate of truck drivers is somewhere between 

2.5 to 3 times per year, which means that the “Imminent/Replacement” employee needs 

are about two to three times the “Expected Employment” level in that industry. 

 

(4) Virtually every one of the responding petroleum oil/gas companies indicated that most of 

their supervisors and field managers are filled from within; and are advanced through 

experience, either within their own companies or through experience within other like 

petroleum oil/gas companies. 

 

(5) Some of their special engineers and management people are recruited from the outside 

and from known institutions of higher learning, with which they’ve had prior successful 

experiences with; and/or with whom they’ve done some research with, and/or had some 

project related training partnerships. 
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Report Summary: 

 

The Oil and Natural Gas Industry in North Dakota is facing a number of Human Resource 

challenges which are limiting the full potential of the industry:  These Human Resource 

challenges include: 

• Workforce/Skill Shortages 

• Worker Retention 

• Aging workforce 

• Industry Expansion 

• Industry Perception 

• Lack of public awareness about opportunities in the industry. 

 

The Human Resource Challenges of the Oil and Natural Gas Industry is further complicated by 

the Human Resource challenges faced by the state of North Dakota.  These Human Resource 

challenges include: 

• Low population bases in Western North Dakota; 

• Low unemployment rate in the counties in Western North Dakota; 

• High labor force participation rate; 

• Aging population; 

• Youth out-migration; 

• Expanding economy in most sectors.   

 

To respond to these Human Resource challenges the Industry and State must focus on “core” 

priorities which include: 

• Developing a pipeline of young workers; 

• Building competency models and career ladders within the industry; 

• Expanding post-secondary training alternatives, including apprenticeship; 

• Accessing new and untapped labor pools; 

• Transitioning workers from declining industries; and 

• Developing strategies to retrain incumbent workers and low wage workers. 
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The Oil and Natural Gas Workforce and Skills Needs Assessment gleaned primary data from 33 

firms involved in Western North Dakota’s Oil and Natural Gas Industry.  The data from these 33 

firms represent: 

– 18% of total employment in Oil & Natural Gas Industries in ND 

– 35% of total employment in Oil & Natural Gas Industries in Western ND. 

 

 The Primary data obtained from the 33 participating firms provides some very challenging data 

for North Dakota.  In order to determine what this means to the   Oil and Natural Gas Industry 

located in Western North Dakota, the primary data was projected across all of the Oil and 

Natural Gas Industry firms located in this area. 

 

A projection across the industry is possible using Job Service North Dakota Labor Market 

Information and Unemployment Insurance data to establish the total employment levels in each 

industry sector. 

 

Assumptions: 

1. The projected increase in employment, the new hires needed to maintain expected 

employment levels, and the skills requirements obtained from the businesses surveyed 

will be the same or similar in businesses not included in the survey. 

 

Projection Procedure: 

1. Businesses surveyed were classified using the NACIS classification system. 

2. JSND LMI and UI data was used to identify the % of total employment by industry the 

surveyed firms were of the total employment of all similar industries in the State and 

Western ND. 

3. The % of increase in employment and the % of new hires needed to maintain the 

expected employment levels reported by the survey respondents were projected across 

the oil & natural gas firms operating in Western North Dakota. 



Oil and Gas Workforce Needs Assessment 

NORTH DAKOTA OIL & NATURAL GAS INDUSTRY WORKFORCE NEEDS ASSESSMENT 

(Survey Respondents Primary Data as compared to Job Service LMI Data on Statewide Employment Averages and 
Average Employment in Western North Dakota). 

Primary Data projection to account for workforce needs in Western ND 

 

 

35.461%35.461%17.648%17.648%20162016568556851142311423Total All NACISTotal All NACIS

0.403%12.500%18248532412 Construction, Mining, and 
Forestry Machinery and Equipment 
Rental and Leasing

50.505%49.020%173334523999  Miscellaneous Financial 
Investment Activities

3.125%2.857%13235523910  Miscellaneous 
Intermediation

14.835%7.736%961116486110 Pipeline Transportation of 
Crude Oil

40.535%11.999%2435992022484230 Specialized Freight (except 
Used Goods) Trucking, Long-
Distance

21.930%5.298%50228944425120  Wholesale Trade Agents and 
Brokers

27.027%15.04%60222387424690  Other Chemical and Allied 
Products Merchant Wholesalers

99.574%49.057%234235477324110  Petroleum Refineries

15.072%6.691%42279628238912  Non residential Site 
Preparation Contractors

25.826%23.639%44317151874213112 Support Activities for Oil and 
Gas Operations

65.665%64.591%553843857213111  Drilling Oil and Gas Wells

68.838%35.150%292424832211111 Crude Petroleum and Natural 
Gas Extraction

% of total 
Employment 
respondents 
accounted for in 
Western ND

% of Total 
Employment 
respondents 
accounted for 
Statewide

Average 
Employment  
Reported by
Survey respondents

Average 
Employment
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Statewide 
Average 
Employment 
for ND

NAICS
Classification
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The following table is a projection of workforce needs in Western ND using secondary data from 

the Job Service North Dakota Labor Market Information Center. 

 
 2007 2008 2009 2010 

 
 

Expected 
Employment 
Reported by 
Survey 
Respondents 

 
 2327 

 
2383 

 
2554 

 
2627 

Projection of 
employment 
across all firms 
in Western 
North Dakota  

6224 
 
 Represents a 
13%  Expected 
employment 
growth from 
2006 

6411 
 
Represents a 
3% expected 
employment 
growth from 
2007 

6860 
 
Represents a 
7% expected 
employment 
growth from 
2008 

7065 
 
Represents a 
3% expected 
employment 
growth from 
2009 

Total projected 
employment 
increase for 
firms in 
Western ND 

  
739 

 
 187 

  
449 

 
 206 

Number of new 
hires needed to 
support the 
expected 
employment 
levels for firms 
in Western ND 

 2552   
 
41% =Expected 
new hire 
employment 
rate to maintain 
the expected 
employment 
levels for 2007 

 2564    
 
40% =Expected 
new hire 
employment 
rate to maintain 
the expected 
employment 
levels for 2008 

 2607   
 
38% =Expected 
new hire 
employment 
rate to maintain 
the expected 
employment 
levels for 2009 

 2614 
  
37% =Expected 
new hire 
employment 
rate to maintain 
the expected 
employment 
levels for 2010 

Total 
Employment 
Needs in 
Western ND 

 
3291 

 
2751 

 
3056 

 
2820 
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Based on the primary data and using this data to project needs across the industry in Western 

must be achieved each year for 

e next four years.   This is a tremendous challenge for the State of North Dakota. 

During the in-person data collection phase of the project, several observations are worth 

. 
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e 0

3. Crew W Han d, L d  O 7-
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Net Code: 47-5011.00 

5. Crew Chief; Fishing Hands; Service Unit Operator, Oil & Gas Mining Operators, 

Frac Acid Operator, Nitrogen Operator; Service Tools Operator/Specialist, Pipeline 

Corrosion Specialist, Rig Operator. O* Net Code:  47-5013.00 

North Dakota, we can see that in order to maintain the projected employment level needed by the 

Oil and Natural Gas Industry between 2,700 and 3,300 new hires 

th
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st

• Overall,

ey clas ires in y of 5 h s and 5

r ry  any potential for retention.  Those who 

yed 5 weeks were

e firms contac

eir expected e
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• Over 80%
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Man, Floor Man, 
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6. First Line Supervisor, Tool Pusher; Directional Drilling Specialist,  Frac Acid 

-

 

 that are available to the industry and the workforce development, workforce 

aining and talent attraction system to address some of these challenges. 

 
1. Tal  y 

with d

opportu  

e 

unities they have to 

 Talent Retention – The Oil and Natural Gas Industry has an opportunity to explore their 

 training orientation and safety 

program to help reduce turnover in the early stages of employment. 

The next steps for the Study are to have the Advi

areas: 

 
1. 

2. Identify key partners who can help with resolving challenges 

3. 

4. Conduct Talent Pipeline Mapping for Industry 

5. 

 

It is eviden  will need to have 

access to an available pool of talent in order to meet their expected employment needs over the 

Supervisor/Leader, Nitrogen Supervisor, Drilling Superintendent. O*Net Code:  47

1011-00 

7. Driller  O*Net Code: 47-5012-00 

8. Roustabouts, Oil & Gas  O*Net Code:  47-5071-00 

Based on the results of the study, it is evident that there are a number of Partnership 

opportunities

tr

ent Attraction – Conducting Talent Stream Pipeline Mapping would assist the industr

 i entification of where their talent is currently coming from and provide 

nities to explore development of new pipelines.

2. Talent Expansion -  The Oil and Natural Gas Industries have an opportunity to becom

more closely engaged with local education to promote career opport

offer and help expand the pipeline of new job entrants choosing careers in the Oil and 

Natural Gas Industry. 

3.

hiring practices and to implement a formal short-term

 

sory Committee take the lead in the following 

Develop a plan to provide solutions to challenges identified. 

Develop the metrics to measure accomplishments 

Disseminate information from the study. 

t that the Oil and Natural Gas Industry in Western North Dakota
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next fo

proactively

recruitmen s to help address this need.  Beyond what is currently underway, the 

industr kforce training system needs to become much more 

aggress   to help influence the pipeline of 

new workers electing to pursue careers in the Oil and Natural Gas Industry. 

r 

uccess Rate”.  This 

port is of importance to the Oil and Natural Gas Industry because it documents a significant 

pot

Policy 

• 

te a postsecondary program within 150% of normal completion 

 

The 75 uld be a population 

roup that the Oil and Natural Gas Industry targets for their entry-level positions.   Connecting 

vidual and the communities in which they live. 

In s  of the facts; that over the 

last % of the oil and gas wells in our 

Sta s employment as a survey base, should 

add t data.  And, it is of equal importance that, as 

lustrated via Phase II Attachment III, that special attention be given to the challenge of getting 

ur years.  The State’s workforce development and workforce training systems are 

 working with the industry to establish the needed training courses and special 

t campaign

y, the workforce development and wor

ive in connecting with Primary and Secondary Education

 

A recent Policy Alert (Phase II- Attachment II) put out in 2004 by The National Center fo

Public Policy and Higher Education addresses the “Educational Pipeline S

re

ential Talent Pipeline which is not being fully tapped in the State of North Dakota.  The 

Alert tracks the Educational Pipeline loss rate at certain points.   

In North Dakota for every 100 9th Graders 

o 83 will graduate from High School on time 

o 57 will immediately enter a postsecondary program 

o 41 will are still enrolled their Sophomore year 

 25 will compleo

time. 

% of ninth graders who do not complete a postsecondary program sho

g

these young people with quality jobs early in their working careers would benefit the industry, 

the indi

 

ummary, it is of paramount importance that one doesn’t lose sight

 4 quarters, (8) major drilling companies drilled over 90

te; and consequently, using some of those companie

 to he validity and accuracy of the presented 

il

out the message of the oil/gas industry career employment opportunities; as well as career 

requirements, and that the message be made available not only to K-12 students, but also to 
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North Dakota’s adult population if we are going to attract a reliable workforce for this important 

and expanding industry; and, consequently, stem North Dakota’s “Out-migration”! 

 

PHASE III 

 
Following the presentation of the final “Project Summary” by Mr. Ted Renner, to the Project 

Advisory Committee, a visit was made to a Workforce Training facility in Casper, Wyoming.  

g 

3-3032 and O*Net code 

 

These iden fied as the number 1 and 

numbe w Needs” summary of the North 

Dakota t

 

Consequently, Mr. Renner was asked to visit and look at how the industry in Wyoming was 

data for their program. 

  

CA 

s 

tors) 

The visit was made at the urging of larger oil drilling companies who are, presently, very 

active in North Dakota; and who participated in the “Project’s” “in-Person” survey; and 

consequently; are extremely interested n the “Project” because of their problem of recruitin

and retaining entry-level workers; especially in:  our identified SOC code 51-9198 and 

O*Net code 51-9198-00 “Floorhand” and our identified SOC code 5

53-3032.00 CDL “Truck Drivers”. 

tified SOC and O*Net occupations codes were identi

r 2 orkforce needs in the “Imminent/Replacement 

 Pe roleum Industry Workforce Needs and Skills Assessment Requirements. 

mitigating their workforce recruitment problems through the utilization of a very unique the 

training facility, the WCA McMurry Training Center in Casper, Wyoming. The WCA 

McMurry Training Center provided the content of a 50 hour “Floorhand” course, and a 

description of their recruiting efforts and placement 

The trainees who participated in the 50 hour long “Floorhand” training program are not 

charged any tuition fees.  The oil companies who hire the program completers pay the W

McMurry Training Center $1,500 for each of the trainees that they hire. The trainees who 

successfully complete the 50 hour long training are awarded Certifications and Credential

that are nationally and internationally recognized.  Each trainee who successfully completes 

the program is awarded an IADC Rig Pass (International Assurance of Drilling Contrac
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certificate, and, a HSE Orientation (Health, Safety, and Environment) certificate. The 

successful trainee must also have passed a mandatory drug test. 

 

urry Training Center’s outline for the 50 hour long training guide and the 

quirements are in complete alignment with the (5) page O*Net curriculum guide. 

otion and recruitment of high school students is done 

uring their “Career Days” programs and the Center maintains close contact with various 

y the  

ize is limited to no more than (10) trainees per week and that the Center 

e 

 for 

The WCA McM

re

 

The major oil companies who hire the trainees from the program state that the McMurry 

Training Center saves them $2,000 to $4,000 in training costs. 

 

The McMurry Training Center recruitment efforts are targeted toward the 24 – 35 age 

groups.  The Center targets Veterans, through the Veterans Employment and Training 

Transitional Centers and students at the State’s Alternative High Schools, as well as other 

adult training centers.  Career Prom

d

Chambers of Commerce and/or other community assistance and support organizations. 

 

The success of the recruiting efforts at McMurry Training Center are demonstrated b

fact that the class s

has awaiting list that varies from 3 to 6 months. 

 

The McMurry Training Center conducts a 90 day follow up and a 180 day follow up on

each of their trainees’ completers.  Below are the follow up statistics that were provided

their 50 hour “Floorhand” training program: 

 

Statistics for 2007 as of 2/23/07: 

Total Students    56 

Students Graduated   49 

Veteran Students    31 

Graduation Rate    87% 

Placement Rate    100% 

Average Wage    $20.43 
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Complete Students Totals as of 2/23/07 

tudents Graduated   831 

raduation Placement Rate  100% 

 

Total Students    972 

S

Veteran Students    469 

Graduation Rate    83% 

G

Average Wage at Placement  $20.60 

 

90 Day Follow up Statistics: 

 

Job Retention    90% 

Retention in Oil & Gas Jobs  72% 

Vets Job Retention   90% 

Vets Retention in Oil & Gas Jobs  72% 

 

180 Day Follow up Statistics: 

 

Job Retention    88% 

Retention Oil and Gas Jobs  72% 

Vets Job Retention   89% 

ets Retention in Oil & Gas   63% 

The ing program if replicated in North 

Dak e of the “employee retention” issues 

fac e explored with industry leaders in North 

Da licate both the training and the talent 

pip

V

 

 WCA McMuury Training Center “Floorhand” train

ota would appear to be a solution to addressing som

ed by North Dakota employers.  This model should b

kota to determine if there is interest in attempting to rep

eline development used in Wyoming. 
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Attachments:  

 
Pha Classification Systems: 

 
• SOC (Standard Occupational Classification) 

ification 

kforce Safety & Insurance Coding 

North American Industry Classification 
System) 

Phase I – Attachment II- Petroleum Industry Workforce Needs and Skill Assessment Form 
 
Pha h Dakota Workforce Needs and Skills Integrated Summary 

Analysis 
 
Pha olicy and Higher Education Report 

se I – Attachment I -    Summary of (4) 

 
• O’Net Class

 
• ND Wor

 
• NAICS (

 
 

se II-Attachment I- Nort

se II-Attachment II National Center for Public P
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Phase I – Attachment I 

Summary of (4) Classification Systems: 

SOC (Standard Occupational Classification) 

O’Net Classification 

ND Workforce Safety & Insurance Coding 

NAICS (North American Industry Classification System) 
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SOC 
 

(Standard Occupational Classification) 

Coding Guide 
 

 
 
 
 

Oil and Gas Mining/Refining 
 

And 
 

Support Services 
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Oil and Gas Mining and Support Services 

47-5021 Earth Drillers, Except Oil and Gas 

Operate a variety of drills – such as rotary, churn, and pneu sub-surface water and salt deposits, to remove core 
samples during mineral exploration or soil testing, and to facilita e use of explosives in minor or construction. May use 
explosives. Include horizo

47-5031 Explo

Place and detonate explosives to demolish structures or to loosen  displace earth, rock, or other materials. May 
perform specialized handling, storage, and accounting procedure Include seismograph shooters.  Exclude “earth Drillers, Except 
Oil and Gas” (47-5021) who may also work with explosives. 

47-5071 Roustabouts, Oil and Gas 

Assemble or repair oil field equipment using hand and power too . Perform other tasks as needed. 

47-5081 Helpers – Extra

Help extraction craft workers, such  mining machine 
operators, by performing duties of lesser skill. Duties include su ing equipment or cleaning work area. Exclude apprentice 
workers and report them with the appropriate extraction trade occupation (47-5011 through 47-5099). 

47-5099 Extraction Workers, All Other 

All extraction workers not listed separately. 

49-1011 First-Line Supervisors/Man epairers 

Supervise and coordinate the activities of mech de team or work leaders. 

49-2094 Electrical and Electronics Repairers, Commercial and Industrial Equipment 

Repair, test, adjust, or install electronic equipment, such as indu al controls, transmitters, and antennas.  Exclude “Avionics 
Technicians” (49-2091), “Electronic Equipment Installers and Repairers, Motor Vehicles” (49-2096), and “Electrical and 
Electronics Installers and Repairers, Transportation Equipment” 9-2093). 

49-3031 Bus and Truck Mechanics and

Diagnose, adjust, repair, or overhaul trucks, buses, and nclude mechanics working primarily with 
automobile diesel engines. 

49-3042 Mobile Heavy Equipment Mechanics, Except Engines 

Diagnose, adjust, repair, or overhaul mobile mechanical, hydraulic, and pneumatic equipment, such as cranes, bulldozers, 
graders, and conveyors, used in construction, logging, and surface mining.  Exclude “Rail Car Repairers, (49-3043) and “bus and 
Truck Mechanics and Diesel Engine Specialists” (49-3031). 

49-9012 Control and Valve Installers and Repairers, Except Mechanical Door 

Install, repair, and maintain mechanical regulating and controlling devices, such as electronic meters, gas regulators, thermostats, 
safety and flow valves, and other mechanical governors. 

49-9041 Industrial Machinery Mechanics 

Repair, install, adjust or maintain industrial production and processing machinery or refinery and pipeline distribution systems.  
Exclude “Millwrights” (49-9044), “Mobile Heavy Equipment Mechanics, Except Engines” (49-3042), and “Maintenance 
Workers, Machinery” (49-9043) who perform only routine tasks. 

49-9042 Maintenance and Repair Workers, General 

Perform work involving the skills of two or more maintenance or craft occupations to keep machines, mechanical equipment, or 
the structure of an establishment in repair.  Duties may involve pipe fitting; boiler making; insulating; welding’ machining’ 
carpentry; repairing electrical or mechanical equipment; installing, aligning, and balancing new equipment; and repairing 
buildings, floors, or stairs. Exclude “Maintenance Workers, Machinery: (49-9043). 

49-9043 Maintenance Workers, Machinery 

Lubricate machinery, change parts, or perform other routine machinery maintenance. Exclude “Maintenance and Repair Workers, 
General” (49-9042).

matic o tap -t
te th

ntal and earth boring machine operators. 

sives Workers, Ordnance Handling Experts, and Blasters 

, remove, or
s. 

ls

ction Workers 

 as earth drillers, blasters and explosives workers, derrick operators, and
pply

agers of Mechanics, Installers, and R

anics, installers, a d repairers.  Exclun

stri

 (4

 Diesel Engine Specialists 

 all types  diesel engines. Iof
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Phase I – Attachment II – 1 
Petroleum Industry Workforce Needs and Skills Assessment Form 
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Phase I – Attachment II – 2 
Petroleum Industry Workforce Needs and Skills Assessment Form 

 



 

Phase II – Attachment I - 1 
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Phase II – Attachment I - 2 
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Phase II – Attachment I – 3 
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Phase II – Attachment I – 4 
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Phase II – Attachment I – 5 
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Phase II – Attachment I – 6 
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Phase II – Attachment I – 7 
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Phase II – Attachment II - 1 

 



Phase II – Attachment II– 2 
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