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Summary

Spain is currently one of the countries in Europe with the highest youth unemployment and 
school dropout rates. Another reality is the existing mismatch between the training offer and 
its subsequent job placement. This generates a problem of shortage of specific talent, mainly 
in profiles related to digitalization and renewable energies, which are in high demand in the 
current business context. The Diamantes en Bruto Program (Rough Diamonds Program) allows 
Repsol to identify young people with concerns, skills and competencies oriented to the energy 
and digital branches. Focusing on the oil and energy sector, this project achieves its objectives 
through the use of a complete assessment specifically designed for the target profile through 
three types of tests: predictive tests, role play and group dynamics.

Key words: young talent, detection, digitalization, sustainability, renewable energies.

Abstract 

Currently, Spain is one of the countries in Europe with the highest rate of youth unemployment 
and school dropout. Another reality is the mismatch between the educational offer and its 
subsequent job placement. This generates a problem of a shortage of specific talent, mainly 
in profiles related to digitization and renewable energies, which are so in demand today. 
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The Rough Diamonds Program allows identifying young people with concerns, skills and 
competencies oriented to the energy and digital branches for Repsol. Focusing on the oil and 
energy sector, this project achieves its objectives through the use of a complete assessment 
specifically designed for the target profile through three types of tests: predictive tests, role play 
and group dynamics.
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Repsol as a company 

Repsol’s origins date back to 1927 when CAMPSA, the company in charge of administering the 
state oil monopoly, was created. This monopoly ended in 1947, with the exception of distribution 
and marketing. From the following year onwards, other companies such as REPESA, which 
inaugurated the first lubricant and asphalt refinery in 1951, were set up, Repsol being its most 
important brand, dedicated to the commercialization of lubricants (Martos, 2015). In 1987 it 
absorbed Butano S.A., a company dedicated to the production and distribution of LPG, under 
the name of Repsol Butano (de Castro, 2019). 

The reorganization of the sector began in 1981, with the creation of the NHI, whose objective is 
to coordinate and control the business activities of the public sector in the area of hydrocarbons. 
Years later, as Spain was in the process of joining the EEC, it transferred the national transport 
and logistics network to CAMPSA. In 1985, the State sold its shares in CAMPSA to the refining 
companies. Finally, in 1986 INH created Repsol S.A. with the aim of transferring all its industrial 
participation, finalizing this process a year later (de Castro, 2019). 

In subsequent years Repsol has expanded internationally and is present in more than 30 
countries on five continents, especially in the Americas, where it has a presence in Peru, Brazil, 
Colombia, Chile, Mexico, Canada, and the United States, among others, and in Asia, as can 
be seen in Figure 1. It has a diverse team with more than 25,000 employees of 79 nationalities, 
which generates a very positive and innovation-oriented multicultural talent.

Also noteworthy is the creation, in 2014, of Repsol’s corporate headquarters. Designed by 
Rafael de La-Hoz and built under sustainability criteria as it has more than 1,300 photovoltaic 
panels and its accessibility has been supervised by ONCE. The creation of this headquarters has 
positioned Repsol as a company whose culture is committed to people, society and the planet, 
reflecting the brand values based on good communication, collaboration and transparency 
(Cantis, 2013). 
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Figure 1. Repsol in the world

Source: Repsol (2021a)

Repsol’s natural evolution is towards a decarbonized energy model and its primary objective 
is to become a company with zero net carbon emissions by 2050. The business model it 
proposes incorporates the exploration and production of oil and gas and the commercialization 
of energy solutions for the home and mobility. As stated by Repsol (2020) in its 2021-2025 
Strategic Plan, its four main lines of business are: 

● Upstream. The start of the activity begins with the exploration of deposits where 
technology is used to develop geology, geophysics, and environmental impact 
studies that help identify the potential of the area. On the development side, a 
collection system and processing plants are implemented, always under the premise 
of sustainability, safety, and transparency. On the production side, the teams use 
their full potential for oil and gas extraction, maintenance work, and hydrocarbon 
transportation. In figures, Repsol produces 650,000 barrels per day, has reserves of 
1,852 million barrels, accumulates up to 70% of its reserves in the form of gas and 
has 14 short-cycle and lucrative return projects in its portfolio. 

● Industrial. Repsol is leading in Europe thanks to its competitiveness and the quality 
of its assets. The industrial business is divided into 4 parts: ○ Trading. Where the 
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supply and marketing of crude oil and products for refining systems and other needs 
is optimized. 

● Refining. Supported by one of the most innovative and efficient systems, Repsol is 
able to generate higher-value products with lower carbon intensity. Location is a key 
factor since it has distribution points in the Atlantic Ocean and the Mediterranean 
Sea. 

● Chemicals. It is present in many everyday objects that provide greater well-being 
and safety, such as the automotive industry, agriculture, construction, packaging, 
housing, etc. 

● Marine terminals. Operates in more than a dozen terminals located in Spain, Peru, 
Canada and Portugal. 

● Customer. The customer and his energy needs are at the center of the strategy. 
Within the customer business, there are 3 sections: ○ Sustainable mobility.  Repsol’s 
laboratory works with a global vision where it applies various technologies and 
solutions. Some of them are the creation of zero-emission synthetic fuels, next-
generation batteries, advanced fuels that reduce consumption and emissions, more 
efficient lubricants with lower CO2 emissions, the application of autogas as an 
alternative fuel, the creation of fuel oils for maritime mobility to reduce emissions and 
the Spain 2017 project that allows understanding and anticipating how energy will 
contribute to transportation in the present and the future. 

● Smart home solutions. Smart homes are those that possess a system that allows 
monitoring, controlling, and optimizing the consumed energy. Some of the solutions 
are: “Your Online Office” which is a service to adapt the home towards a smart home, 
“Repsol Solify” dedicated to the installation of solar panels or “Repsol Solmatch” 
where you can share solar energy with other customers. 

● Products and services. Repsol offers its own services developed with the highest 
quality, the greatest safety, and a high level of innovation. The products and services 
are asphalts, aviation, specialties, lubricants, chemicals, oil & gas trading, service 
stations, butane and propane gas, diesel and fuel oils,  light, and gas. 

● Low-emissions businesses. This is one of the pillars of Repsol’s strategy and key to 
becoming a zero-emissions company. The international expansion strategy expects 
to generate 7,500 MW in 2025 and 15,000 MW in 2030. 

Participant profile 

Pineda and Aliño (1999) define adolescence as the stage between childhood and adulthood, 
between the ages of ten and nineteen, characterized by major biological, psychological and 
social changes that generate crises, conflicts and contradictions. In addition to being a period 
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of adaptation to physical changes, it is also a stage of great determination towards greater 
psychological and social independence. 

Some psychosocial aspects integrated into a series of characteristics and behaviors 
present in adolescence that should be taken into account would be: 

● Search for identity. 

● Need for independence. 

● Group trend. 

● Evolution from concrete to abstract thinking. 

● Sexual manifestations and behaviors. 

● Contradictions in behavioral manifestations and mood swings. 

● Conflicted relationships with parents. 

● Social vindictive attitude. 

● Choice of an occupation and the need for learning and training to perform it. 

● Need to formulate and have answers for a life project. 

Delpino and Eresta (2012) in their report on La Liga Española de la Educación de Utilidad 
Pública (The Spanish League of Public Utility Education), reflect the vital moment that students 
are going through and the concerns related to this moment are reflected in the opinion polls of 
the Instituto de la Juventud (Youth Institute), which determine their areas of greatest concern 
in unemployment, education, housing, economic problems and concerns about personal 
situations. 

Also in the study carried out by the Spanish League of Public Utility Education, the following 
stand out among the concerns of adolescents in general with regard to the future: failure in their 
studies, loss of friendships, economic hardship, family conflicts and unemployment. In another 
question which refers to the personal concerns of each one of them, the main concerns are the 
choice of career, difficulties in studies, dating, the economic situation, the crisis, and the family 
economic situation (Figure 2). 

The case study is oriented to adolescents between sixteen and eighteen years of age, 
who fall within the so-called late adolescence. In this phase, much of the physical growth 
and development has been completed, and a stage begins where important educational and 
occupational decisions must be faced. In addition, impulses are better controlled and their 
identity has matured, including the sexual aspect, which brings them closer to becoming a 
young adult.
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Figure 2. Issues of concern to young people

Source: Delpino and Eresta (2012)

Furthermore, some of the main conclusions of Fontcuberta et al (2021), from the report 
Jóvenes españoles 2021 can be found in this study. Ser Joven en tiempos de pandemia (Being 
Young in times of pandemic), data from which are included in Figure 3:

● Young people concerned about the environment with a greater political commitment, 
but without considering institutions credible. This table shows the evolution during 
the studies carried out since 1994 and the evolution of youth concerns. On the 
podium stand out: health (81.4%), family (73.6%) and education (68%).

● Young people recognize the value of education and the importance of educational 
centers as places for the transmission of values and development. The main linkage 
of studies is caused by the probability of finding a job (41%). Still 30% of young 
people who drop out of school do so for economic reasons.

● Social networks gain importance and the significance of friendships decreases. In 
2016, for 62% of respondents, their friends were very important in their lives. In 
2020, this percentage was only 49%. Technology is a constant and indispensable 
element in their social relationships. Some of the benefits of its use according to 
respondents are ease of connecting with people with the same interests (6.7 out 
of 10) and with their friends (6.49). Among the negative aspects are: the possibility 
of misunderstandings (6.63) and the difficulty in controlling the image projected 
on social networks (6.14). Moreover, 25% of young people admit to having been 
assaulted, mistreated or bullied through social networks.

● Climate change is considered the main problem in Spain. According to the report, 
80% of the young people surveyed consider environmental protection a priority and 
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81% believe that their lifestyle is fundamental to the conservation of the planet. For 
young Spaniards, climate change is the main problem (8.07 out of 10).

● Technological youth. The current context has caused the online space to be where 
life happens and important things take place. Its main use is for relationships, 
communication, and audiovisual entertainment. The most popular activities are: 
listening to music (73%), watching movies or series (70%), surfing the net (70%), and 
watching TV (64%).

● 46% of young people believe that their future life will be better than that of their 
parents, but a similar percentage believes that they will have a lot of difficulty forming 
a home and being financially self-sufficient. Forty-nine percent believe they will have 
a lot of difficulty working at what they like, and 48% will face a lot of adversities in 
getting adequate housing. More than half (52%) believe that it is very likely that they 
will have to emigrate in order to be able to work in the future to improve their quality 
of life or to find jobs with better conditions. It is striking that young people with the 
worst socioeconomic conditions are the most reluctant to build their future outside 
Spain.

Figure 3. History of young people’s concerns

Source: Fontcuberta et al (2021)
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With all the information gathered, an empathy map (Figure 4) has been drawn up describing 
the profile of the student who participates in the Rough Diamonds Program. The aim of this 
map is that the reader, through a series of questions related to the student’s feelings, can get 
to know him/her better.

Figure 4. Candidate empathy map

Renewable energies

Renewable energies are defined as those that come from natural sources that produce energy 
inexhaustibly and indefinitely. In addition to being inexhaustible, they have little or no negative 
impact on the environment and are therefore considered clean energies. For example, solar, 
wind or tidal energy are renewable sources of energy; others, such as forest mass, are also 
considered renewable because they regenerate naturally over time. It should be noted that 
renewable energies can be applied and exploited locally, helping to reduce the dependency of 
populations on large energy producers, favoring economic development and job creation (Let’s 
Take Care of the Planet, 2018).

For Twidell and Weir (2006) renewable energy is “energy that is obtained from continuous 
and recurring energy streams in the natural world”, while for Sorensen (2017) it is any “energy 
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flow that is restored at the same rate at which it is used” or, also, “the use of any energy 
reservoir that is replenished at a rate comparable to that at which it is extracted”.

Some of the advantages over traditional energies are:

● They contribute to reducing greenhouse gas emissions that cause global warming. 
They are considered clean energies because they respect the environment.

● They reduce energy production costs, create jobs, and reduce dependence on large 
producers and countries with fuel reserves.

● Production is indefinite since they are inexhaustible and unlimited sources.

In Spain, the main renewable energies are wind energy (51%), hydro (36%) and solar 
energy (8%). Total production will be 44% of the country’s energy demand by the end of 2020 
(Cuidemos el planeta, 2018).

At Repsol, renewable energies are those obtained from natural sources such as the sun, 
wind, water, or plant or animal biomass, and are therefore inexhaustible and do not produce 
greenhouse gases. Further, technological advances have made it possible to reduce production 
costs, as well as the maintenance costs of logistics centers, making renewable energies more 
accessible and competitive. Repsol generates 3,386 MW and has another 2,549 MW under 
development (Repsol, 2021d). Repsol’s main sources of renewable energy are offshore and 
onshore wind, hydro and solar photovoltaic.

With respect to the competition in the renewable energy sector and that is present 
nationally, the following companies stand out for their main sources of renewable energy and 
their generation capacity.

● Iberdrola. It has been the model company in terms of its commitment to renewable 
energies for more than two decades. Today it is a global reference and is leading the 
energy transition towards a low-emission economy. Its investment plans until 2030 
aim to reach 95,000 MW of production. Iberdrola currently has a generation capacity 
of 34,800 MW. Its main renewable energy sources are onshore and offshore wind 
power and solar energy (Iberdrola, 2021).

● Endesa. It belongs to the Italian energy group Enel, whose company Enel Green 
Power is in charge of the renewable energy area and is the world leader in terms 
of production, reaching 49,000 MW in 2020. Its renewable energy sources are 
hydropower with 27,830 MW, wind power with 15,430 MW and solar power with 
6,600 MW (Enel Green Power, 2021).

● Naturgy. It is a multinational energy company that stands out for being the leader in 
the gas sector and a benchmark in the electricity sector. Its strategy is to promote 
sustainable innovation where, also coincides with Repsol and the common goal 
of having zero emissions in 2050. Naturgy’s growth plan involves an investment of 
8,700 euros, during the period 2021-2025, focused on attractive countries, with 
stable regulation and a solid currency. It currently produces 4,600 MW and aims to 
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reach 14,000 MW by 2025. Its main renewable energy sources are hydro with 2,100 
MW, onshore wind with 2,000 MW and solar with 400 MW (Naturgy, 2021).

● Siemens Gamesa. It is one of the leading manufacturers of wind turbines. Its business 
model is focused on Onshore, which is the manufacture and installation of onshore 
wind turbines, with more than 40 years of experience. It is estimated that they have 
installed more than 94,600 MW worldwide. There is also the Offshore business, 
which focuses on the manufacture and installation of offshore wind turbines, and 
whose figures amount to 15,000 MW installed worldwide. Furthermore, worldwide 
forecasts estimate the installation of 55,000 MW per year until 2025 and 65,000 in 
2030 for the Onshore business and more than 180,000 MW in the Offshore business 
for the period 2020-2030 (Siemens Gamesa, 2021).

● Grenergy. Founded in 2007 by 5 people, Grenergy produces 100% renewable 
electricity on a large scale. It currently has 470 MW installed and another 6,294 
MW under development. Its growth strategy aims to reach 25,000 MW by 2023. Its 
renewable energy sources are onshore wind and solar. (Grenergy, 2021)

● Audax Renovables. Founded in 2000, Audax Renovables is the energy leader in the 
SME segment. It has a generation capacity of 2,498 MW and presence in Europe 
and Latin America. Its renewable energy sources are onshore wind and solar (Audax 
Renovables, 2021).

● Solaria. It started in 2002, and since then, it has become a leading company in the 
development and generation of photovoltaic solar energy. It is currently capable of 
generating more than 2,000 MW, with the goal of reaching 6,200 MW by 2025 and 
18,000 MW by 2030 (Solaria, 2021).

In this research, renewable energy will be all energy that comes from natural resources, 
that is inexhaustible and has no impact on the environment.

Digital transformation

Digital transformation in companies is a relatively new concept that goes hand in hand with the 
development of new technologies and the use of these as a search for competitive advantage. 
Martínez (2016) defines it as the application of digital capabilities to processes, products and 
assets to improve efficiency, customer value, manage risk and discover new profit opportunities. 
Other authors such as del Val (2016) relate it directly to the concept of Industry 4.0 as an 
industrial revolution caused by the increase in information technologies, mainly IT and software. 
And other authors identify it not only with its technological attribute, but also dependent on 
organizational and social elements (Reis et al, 2018).

For Repsol, digital transformation is a set of all the above definitions, as they identify it as 
the tool that relies on people and technology as a way to improve and competitive advantage 
by designing digital products and services, mainly through Big Data, IoT, omni-channeling, 
robotization or blockchain. They consider the transformation as a very important step in their 
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challenge towards decarbonization, so much so that, in 2021 they prepare their own dossier in 
which they develop each element that is part of this process and expose their data (Figure 5). 
Because its corporate strategy focuses, among other elements, on digitalization and innovation, 
as a lever for energy transition and sustainability on the path to its goal of decarbonization.

Figure 5. Digital transformation in data
Source: Repsol

Repsol faces its digital transformation based on seven main values: improving its reliability and 
safety in operations, End to End intelligent programming and planning, excellent development 
of its operations and digitized processes, creation and implementation of digitally optimized 
assets, omnichannel to improve customer experience, implementation of new business models 
and becoming an Agile organization. To achieve these values, the company has opened its own 
research center for new technological solutions called Repsol Technology (Repsol, 2021b).

All these elements are incorporated and developed by teams of people highly specialized in 
different branches such as data analytics, UX&Design, blockchain, omnichannel, agile, software 
robotics, cloud competence center, cybersecurity and hardware robotics. These are the main 
profiles that guide Repsol to achieve its objectives and, therefore, one of the most important 
lines in which to detect talent.
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External analysis

For the correct design of the program, it is necessary to determine the present and future 
context in which society and Repsol find themselves, which motivates the necessary action of 
this project.

Youth unemployment

The high rates of youth unemployment and the lack of future prospects is one of the major 
concerns of young people in Spain. The 2008 crisis highlighted this problem and the pandemic 
generated by Covid-19 has aggravated the situation. A whole generation (born between 1981-
1996) has been dragging along these employability problems. This level of unemployment 
affects the country’s development. Youth unemployment reached 56% in 2013 and still 
stands at 38%, well above the EU average. Added to the high unemployment rate is the 
labor precariousness resulting from 52% of temporary contracts. The sum of unemployment 
and precariousness increases insecurity and as a consequence in Spain, 64.5% of young 
people aged 18-34 have not been able to emancipate themselves and become economically 
independent. Unemployment affects young people with lower levels of education to a greater 
extent, reaching 63.8% for young people without higher education. As a result, the percentage 
of unemployed, uneducated and unskilled young people has risen to 17.3% (Missé, 2021).

School dropout rate

Spain closes the year 2020 with a school dropout rate of 16%, far from the objectives of 
the European Union in the Europe 2020 Strategy, which set an average of 10% for member 
countries and 15% for Spain. This high figure has a very marked historical character since 
Spain has been leading the ranking of countries with the highest school dropout rate in Europe 
for decades. The reasons are gathered under 4 major dimensions; the personal dimension, 
the dimension of the family context, the social dimension and the dimension of the educational 
system, which in many cases are interrelated (Suberviola, 2021).

Most demanded profiles and skills

This section reflects the new skills required for the coming years as well as the different profiles 
needed and the trend of their demand.

According to the World Economic Forum (WEF, 2020), in its The future of Jobs report 
2020, the new jobs and skills required in the future will change drastically, where 85 million 
jobs may be displaced by machines and it is estimated that 97 million new roles will be created 
to adapt the division of labor between humans, machines and algorithms. Some of the new 
positions are data analysts, data scientists, artificial intelligence, machine learning specialists, 
etc., which demonstrates an acceleration of automation.
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The study on Employability and HR in the energy sector: most demanded profiles and 
current and future situation of companies in the sector conducted by The Adecco Group 
Institute (2021) states that:

The most demanded profiles in energy companies are: engineers (65%), marketing and 
sales (30%), IT profiles (24%), staff personnel (22%) and operators (16%) (p. 2).

Looking towards the long-term future, the profiles that appear to be most in demand 
are those of technological transformation, according to 3 out of 4 companies. 58% believe 
that these are very important positions for the new technical models in charge of the energy 
transition (storage, aggregators, self-consumption, electric vehicles, etc.), and 50% think that 
there will also be a strong demand for specialists in renewable energies. While 1 in 4 believe 
that the most sought-after profiles are related to the field of sustainability (CSR, environment, 
governance) (p.4).

If we consider the selection processes in energy companies, what they value most when 
selecting a candidate is experience within the sector (42%), followed by training and technical 
knowledge (31%). Personal skills and values are considered by 25% of the companies, and 
only 3% on basic training in the sector (p.4).

The most valued skill sets are changing and among those highlighted are critical thinking 
and analysis, problem-solving and other self-management skills such as learning, resilience, 
stress tolerance and flexibility. These are some of the top skills in demand among employers by 
2025, reflecting the different skill groups and the expected trend for the next 5 years, where the 
physical skills group is the most affected.

In the skills listed in the Top 15 prepared by the WEF for 2025, we can observe a marked 
trend, where skills such as analytical thinking and innovation, analysis, problem-solving or active 
learning are some of those at the top of the list.

According to the Adecco Group Institute’s Energy Sector Employability and HR Study 
(2021):

78% of energy companies have accelerated their digitization model after the first few 
months of the pandemic, severely affecting the most in-demand skills (p.2).

The most valued skills in the energy sector are teamwork (57%), goal orientation (41%), 
problem-solving (35%), and learning ability (32%) (p.2).

Brain drain

In Spain, the economic crisis of 2008 caused the so-called brain drain phenomenon. According 
to figures from the NSI (National Statistics Institute), the number of young people between 20-
35 years old, including all nationalities, residing in Spain who emigrated reached 223,805 in 
2013. In the section of young people of Spanish nationality, it was in 2014 when more young 
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people emigrated reaching the figure of 32,183. This figure began to fall in 2015 and stopped 
in its tracks due to the pandemic, but the problem has not disappeared. 

This behavior associated with developing countries has been reproduced in Spain, mainly 
during the years of the economic crisis. The so-called war for talent is fundamental for the 
development of a country, and in Spain, young people point out some key points for the 
attraction, motivation and retention of talent such as diversity, relating it to a future-oriented 
mentality under a positive perception of the organization that increases the speed to innovate, 
access to diverse markets thanks to multiculturalism and another point is the reinvention of 
the job interview where the “soft-skills” concept has generated a change of mentality in the 
selection areas of companies that now prioritize the search for socio-emotional skills, key to 
select future job leaders. 

Internal analysis

This section provides an analysis of Repsol’s current situation at a general level, including its 
structure and distribution, its main strategy and the profiles and skills needed to achieve it, as 
well as other similar training programs carried out by Repsol.

Organization chart and staffing

Repsol Global has four main lines of business: upstream, industrial, customer and low-
emissions business. The latter line of business is gaining greater weight in its future outlook, as 
it encompasses the areas of digitalization and low-emission energy.

Figure 6 shows how Repsol’s global organization chart has been formed. It is composed 
of the chairman, followed by the general director of the Chairman’s Office, the general director 
of the Repsol Foundation and the CEO. This is followed by nine directors of equal rank:

● General Manager of Energy Transition, Sustainability, Technology & Deputy to the 
CEO.

● General Manager of Customer and Low Carbon Generation.

● Chief Financial Officer.

● General Director of Legal Affairs.

● General Director of Communication and Institutional Relations.

● General Director of Exploration and Production.

● Executive Director of Industrial Transformation and Circular Economy.

● Corporate Director of Digitalization and Global Services.

● Director of People and Organization.
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Figure 6. Organizational Chart

Source: Repsol (2021c)

The latest data on the workforce is provided by Repsol’s 2020 Integrated Management 
Report (2021a), which indicates that the gender composition of the workforce in Europe in 2020 
was 11,750 men and 6,602 women. The total number of employees in Spain was 16,646, of 60 
different nationalities, with an age distribution at group level of 9.2% under 30 years old, 67.5% 
between 30 and 50 years old and 23.3% over 50 years old. This data demonstrates the need 
to detect young talent that can offer new ideas to the company.

Turnover rate

Repsol indicates in its 2020 Integrated Management Report (2021a) that the voluntary turnover 
rate (number of voluntary departures over the total number of employees at the close of the 
same year) was in 2019 and 2020 at 6% and 5% respectively; the objective is to reduce it to 
the voluntary turnover rate in Europe, which is 3%. The first phase in an employee’s working life 
where factors to reduce turnover can be identified is in the selection process, where a good fit 
of the person with the company’s culture and objectives must be detected.

Company target: net zero emissions 2050

Repsol has a clear objective, to reach 2050 with zero net emissions following the path of the 
Paris Agreement, being aware that they are the first company to set such an ambitious goal.

In order to achieve this goal, they are immersed in a strong industrial transformation that 
allows them to progress towards decarbonization, therefore, this change in the vision of the 
company’s activity must be accompanied by a major digital and personal transformation of its 
employees. This scenario leads the company to require increasingly innovative and specialized 
profiles.
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Profiles and skills most in demand

Repsol focuses its corporate objective in a clear and direct way, the energy and digital transition; 
this entails a change in the needs of profiles and skills.

An analysis of the job offers currently available on LinkedIn and in the corporate employment 
exchange, as of October 3, 2021, has been carried out. This analysis shows that the profiles 
most in demand by the company itself are IT profiles, with knowledge in digitalization and 
transformation, engineers and technicians specialized in low-emission renewable energies and 
project managers, most of these positions being included under the Corporate Digitalization 
and Global Services Management. In detail some of the available offers:

● Machine learning applied scientist

● Solution Architect / Devops AWS

● Technical-commercial automotive engineer.

● Senior Data Engineer / Platform Architect

● Logistics and SMA purchasing manager.

● Lead retail operation.

● Responsible for solar mobility climate implementation region (SMASO): nine bids.

● Cybersecurity Architect.

● NNII Accounting and Reporting Analyst.

● Financial Markets Trader.

● Internal SCIIF Technician - Temporary.

● Responsible for the development of new SME sales models.

● Telesales manager new projects: one vacancy.

● Commercial Point of Sale Systems (TMS) Consultant.

● Data Analyst: Loyalty.

● Retail platform manager.

● Equity Trader.

● Dr Data and Analytics Engineer.

● Consultant SR IT & D Projects.
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Focusing on the strategic needs set out by Repsol in its Strategic Plan 2021-2025 (2020), 
the new soft skills needed within the company are resilience, the ability to adapt and learn, and 
data culture. In addition to this, the hard skills are those focused on achieving its main objective, 
which are all the knowledge necessary for digitalization, blockchain, artificial intelligence, 
renewable energy and those that contribute to reducing the carbon footprint.

Similar programs

Repsol is a company that is very aware of the future, and this has led it to previously set up 
programs aimed at young people, among which are the following:

● Repsol Digital Girls: through participation in Technovation Girls they are guided 
and encouraged to create an App. The objective is to encourage girls to enter into 
theoretical and practical training that will increase their interest in STEM disciplines 
(Repsol, n.d.).

● Energy with conscience: this is a project aimed at students in the 3rd and 4th years 
of ESO, in which they are proposed to carry out an energy audit in their own schools. 
The objective is to raise awareness and teach in a practical way the importance 
of energy efficiency, thus involving workers and young people (Fundación Repsol, 
2020).

● Fundación Repsol Zinkers: a program that offers teachers innovative material and 
challenges with content on sustainability, energy efficiency, environmental impact, 
and SDGs, adapted to the level of the students (Fundación Repsol, n.d.).

● Dual Vocational Training: Repsol participates with different vocational training 
centers throughout Spain, carrying out a program consisting of a year of theoretical 
knowledge and a second year of applied practice in production centers.

SWOT

The SWOT tool (Figure 7) provides a picture of the current context of the company around the 
factors that mainly affect the scope of the study, such as talent detection in young people for 
Repsol as an energy company.
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Description of the Human Resources area

The human resources area may be made up of several divisions, thus focusing its specialization 
and efficiency, allowing it to increase its operational range. This segregation usually depends 
on the size of the company, hence affecting the way in which talent functions are assumed and 
distributed.

“Rough Diamonds Program to detect young talent at Repsol” (García, García & Zamit, 
2022) 

On the one hand, some authors state that its management is assumed in a generalist 
way by the human resources department as part of personnel management, defining this 
as the process that refers to the acquisition of human resources talent in the company, its 
administration, evaluation, development and compensation, etc. From various perspectives 
such as planning, recruitment, selection, revenue, education, training, performance 
management, evaluation of potential, salary administration, compensation, communication, 
and internal climate (Maddalena, 2021).
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On the other hand, we find authors who include talent in a division called Talent Management. 
Mondy et al (2010) define it as the area in charge of detecting and anticipating workforce needs, 
managing employees and attracting highly skilled individuals, as well as integrating them and 
encouraging their development to achieve the highest possible workforce productivity.

Finally, there are authors who explain how talent can be broken down into attraction, 
detection, acquisition and development. The first refers to an activity carried out by the human 
resources department, although it may be framed within the functions of internal marketing, 
with practices such as employer branding, engagement techniques and certifications such as 
Great Place to Work (Blasco et al, 2014). The second approach an integral part of the analysis 
and management of recruitment and selection of workers (Cardozo, 2021). The third involves 
a compendium of best practices in human resources management, training and maximum 
development of internal employees (González et al., 2009).

The talent detection and acquisitiondivision is the one that concerns this paper 
because, as Huselid et al. (2005) state, companies should focus on detecting the key jobs 
for the organization and focus all their efforts on placing in them those talents with the best 
competencies and a history of outstanding performance. Josu Jon Imaz, CEO of Repsol in the 
Repsol Integrated Management Report 2020 (2021a) states that to face the current situations 
of continuous change, the company can count on the strength of its industrial assets and its 
financial soundness, but its most important resource is the immense talent of its professionals.

Analyzing Repsol’s main organizational chart, Figure 6, it can be seen that it includes human 
resources in the People and Organization department, which is integrated into the strategy 
area, thus giving it a leading role in the company’s vision. According to information provided by 
Repsol’s Director of Culture, Diversity and Inclusion, María Pilar Rojas, in an interview held on 
November 24, 2021, within the department the division that manages talent in the organization 
is Talent, Culture and Transformation, which in turn is made up of the subdivisions of Leadership 
and Talent; Selection and Mobility; Training and Learning; Culture, Diversity and Inclusion, and 
finally Workday and People Analytics.

At Repsol, the process of detecting needs starts with the joint work between the Selection 
and Mobility subdivision and the business itself, analyzing what is required and, based on 
that, gaps are established with employees. This process is carried out by internal consultants, 
people who, although they are from the company, have a global and strategic vision. Once the 
existing gaps have been established, programs are created if necessary or a new edition of 
those already created. It is a model aligned and oriented to meet the needs of the company, 
taking into account the interests and motivations of the person and prepared to respond to the 
changes that the environment demands with a style of action based on its values (Santiago, 
2017).

Specific Human Resources needs

A differential value of today’s companies is the ability to detect talent, and young talent is 
becoming increasingly important.
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Repsol aims to cover a primary need, which is the detection of early talent in young people in 
their developmental stage, promoting the future skills and abilities that the company considers 
essential for its long-term business strategy. The aim of this program is to guide young people, 
through the visualization and enhancement of their value, to help them create their own profile 
and feel comfortable during their career, during the first stages of selection of their professional 
profile in which the lack of knowledge of their possibilities and insecurities about making the 
wrong choice are the most important. In the same way, it allows us to make ourselves known as 
a company that is committed to people and their development, offering first job opportunities 
through the creation of a pool of talent and generating, thanks to this first contact, a feeling of 
recognition and belonging.

The main skills and competencies identified as necessary for the future of the company 
are those associated with the roles of digital transformation and renewable energies. The 
2020 Integrated Management Report and Repsol’s 2021-2025 Strategic Plan make clear the 
importance of these, centering the company’s foundations around these concepts. The mission 
is to provide energy to society in an efficient and sustainable manner; the vision directs them 
towards being a global energy company that, based on innovation, efficiency and respect, 
creates value in a sustainable manner for the progress of society; and its business model is 
based on a sustainability model that materializes in half of its objectives the needs that the 
present work comes to develop:

● Climate change: to be a net zero emissions company by 2025.

● Innovation and technology: promoting technological innovation as a lever for 
transformation towards more sustainable business models.

● People: to focus on people and promote their development and that of their social 
environment.

● Environment.

● Secure Operation.

● Ethics and transparency.

Value proposition: Human Resources Plan

Presentation and objectives of the plan

The Rough Diamonds Programis a national early talent detection project in online format, 
focused on young people between the ages of sixteen and eighteen, which seeks to validate 
and guide the group in digital skills and environmental commitment, during a vital period in 
which they have to make many academic decisions that can define their professional career. 
In this way, it serves as an aid, discovery or expansion of knowledge of these two branches of 
work that are in great demand at Repsol.
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It is organized during the summer months of June and July to ensure the greatest possible 
participation of the target group and availability of the selection team, since these are months 
with less workload.

This project is managed by three Repsol recruitment professionals and is organized in two 
main parts. The first takes place in June and consists of communication through internal and 
external marketing campaigns and the application of people interested in participating in the 
program. The second, and more important, takes place during the month of July and covers 
the complete remote talent detection process that includes the entire assessment, including 
an evaluation through a proprietary test and a DISC test, a digital skills role play activity and a 
group dynamic of environmental commitment management.

The management process begins after the application of the candidates during the month 
of June and in which it is assessed that they meet the minimum formal requirements. Those 
who comply with this first part, go on to take the online assessment through the aforementioned 
tests. On the first Monday in July, the participants take the tests and have a limited time of 
2 hours in the morning. The 54 young people best evaluated after the psychometric tests 
continue to the phase of the last two tests of the selection process and are given a Repsol 
participant kit. 

For a correct performance and assessment by the professionals, the 54 participants are 
divided into three calls divided into groups of 18 people in alphabetical order according to their 
last names, so that each call from the second week of July onwards is held in a different week 
of the month. The distribution of the activities is as follows: on Monday the role play begins for 3 
hours in the morning and on Tuesday the group dynamics is carried out for another 3 hours at 
the same time, leaving from Wednesday to Friday for the evaluation and analysis of the results. 
Thus, by the end of July the program will be finished.

As a last phase, those 20 young people who have obtained the best performance, based 
on the observations of the selectors, are those who go on to carry out a talent development 
program with Repsol professionals through dynamic and fun theoretical-practical activities, not 
competent to the present work. The main objectives of the program are the detection of young 
talent oriented towards digital transformation and environmental awareness, who also have a 
series of competencies required to work at Repsol. This detection is carried out through an 
assessment adapted to the participant’s profile. After selecting the participants who stand out 
for their skills, Repsol continues their training with a series of activities to further develop their 
competencies. This training plan contributes to establishing the potential future employability of 
these participants within the company.

Benefits

The Rough Diamonds Program has clear and measurable objectives for Repsol, but it is 
also expected to achieve additional benefits as a result, which, although not measurable, 
can improve its situation as a company and the surrounding environment. Among the most 
noteworthy benefits are:
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1. Detection of talent needed in the company. The talent detection program focuses on 
the detection of talent that the company demands for the coming years. This early 
detection helps to guide the participants to a job orientation that is well-received in 
the company.

2. Contribution to a better employability of the students. The Rough Diamonds Program 
contributes to improving the future employability of the participants since it aligns 
them with the present and future needs of one of the largest companies nationally 
and with international projections that is constantly looking for suitable profiles for its 
strategy.

3. Generate a renewal workforce: pool of talent. The talent detection program results 
in the generation of contact between the company and the potential participants 
who are selected. These are linked through subsequent training in the company and 
this link serves Repsol to have a base of candidates and future collaborators who 
already know the company and who, if well developed, should show a predilection 
for working in it later on.

4. Development of specific competencies. Participants who are selected to continue 
the full training at Repsol continue to develop the competencies necessary to qualify 
for a future job in the organization. These competencies are fundamental to the 
strategy and all participants will be trained to develop them.
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