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Core Lab has always had a commitment to building our bench through creating diverse teams.  With our 
global footprint we recognize that each employee’s unique experiences, perspectives, and viewpoints across 
our various business units are critical to creating value for our customers and shareholders. We appreciate 
the importance of creating an environment in which all our employees can feel respected, valued, included 
and empowered to bring great ideas to the table.  

As	such,	we	have	developed	our	Building	Our	Bench	program	and	five-year	plan.		Through	this	program,	we	
will move from a systematic approach to a systemic approach, building our bench and our collective ambition 
across the Company. The plan will create diverse candidate pools, increase our internal awareness and 
mature our actions in relation towards creating business value through truly leveraging diversity. 

We recognize having a broad range of views, experiences and opinions creates and adds value to culture and 
business.		Consequently,	Building	Our	Bench	aims	to	value	people	from	all	walks	of	life,	bringing	a	wealth	of	
ideas	to	the	table	and	being	able	to	offer	their	best	to	our	Company.	Our	objectives	and	progress	towards	
achieving	our	five-year	plan	will	be	assessed	annually	to	ensure	alignment	with	our	business	and	talent 
strategies.

Les Linklater
VP of People, Organization, 
and Culture
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Building Our Bench™

Throughout our longstanding history, Core Lab has built a solid and reliable reputation as the leading provider of technologically advanced products and 
services.	We	are	a	company	founded	on	innovation	and	creative	thinking	which	enables	us	to	provide	our	clients	with	the	products	and	services	they	
need to maintain and expand their production base while also addressing their evolving needs. Our success in this comes from recognizing the need for 
a	culture	rich	in	diversity	and	taking	steps	to	create	an	inclusive	environment.

A	diverse	and	inclusive	workforce	has	multiple	benefits	that	include	innovation	toward	new	technology	and	product	development	and	enhancing 
existing technology and products. Diverse teams that feel encouraged to pull from their unique perspectives, ideas, and experiences see problems in 
fresh ways that often leads to the generation of new approaches. We want to serve our clients well, and it is through the inclusive diversity of our 
workforce	that	we’ll	be	able	to	accomplish	this.	

Being	a	company	with	a	global	footprint	carries	a	responsibility	for	respecting	and	valuing	the	characteristics	that	make	all	our	people	unique	and 
different.	To	ensure	a	significant	positive	impact	and	optimal	utilization	of	our	Company	resources,	currently	Core	Lab	is	concentrating	on	implementing	
initiatives for the following groups.

Women play an important role 
in the Energy Industry. We are 
committed to increasing the 
number of women in leadership 
and STEM roles.

Our global footprint calls for 
employees that are  
 representative of all cultures. 
We are committed to supporting 
different	ethnicities	and	creating	
an	inclusive	workplace.	

Today’s	workforce	is	a	mix	of	
multiple generations. We are 
committed to bridging the gap 
between the generations, 
facilitating openminded 
perspectives and greater 
connectivity.

The	skills,	values,	and 
experience gained through 
military	service	are	a	natural	fit	
at Core Lab. We are committed 
to assisting this population in 
finding	employment	with	us.	

It	is	our	charge	to	take	appropriate	action	to	ensure	we	build	the	diversity	of	our	bench	and	cultivate	an	
environment of inclusivity. It is through this that we will ensure a sustainable pipeline of talent that will 
continue our longstanding history well into the future. To do this, we will focus on: 

Women Ethnicity Age Military Veterans

Mission and Focus Areas

Diverse Talent Pool Internal Awareness Equity Actions

Focus 1 Focus 2 Focus 3

Taking	steps	to	attract	a	
diverse external and internal 
talent pool.

Cultivating an internal 
employee population that 
values diversity.

Reinforcing employment 
actions to be fair and 
equitable.

Diversity centers	around	recognizing,	respecting,	and	valuing	the	wide	range	of	backgrounds	and	
mindsets	that	make	up	our	employee	base.

 Inclusion means creating an environment where everyone feels welcome and valued.

Equity recognizes	that	everyone	has	different	and	unique	circumstances	and	ensures	that 
resources and tools are allocated appropriately for everyone to be successful and have access to 
the same opportunities. 
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People Program and Employee Life Cycle

“Tone from the Top”

Communication

Develop

Reward

Performance

Recruit

Reassign

This begins with settling the expectations, support and 
commitment from the highest level of our Company to  
ensure we’re guiding all levels toward fostering a diverse, 
equitable, and inclusive culture.

Demonstrating and encouraging open discussion and sharing of ideas, 
perspectives, and solutions, recognizing that when people feel engaged and 
informed, the more aligned they’ll be to our business and goals, and the 
more	likely	they’ll	be	to	invest	and	contribute	to	our	success.

Pledging that employees have equal opportunities to participate in learning 
and development programs that will aid in their career progression.

Ensuring	that	compensation	and	benefits	are	competitive	and	awarded	based	on	performance.

Providing the necessary tools and resources to aid in quality performance 
discussions, recognizing that the performance dialogue between the 

manager	and	employee	is	a	key	building	block	in	performance	management	
and the creation of a high performance culture.

Ensuring that our recruitment process aims to identify strong candidates 
regardless	of	characteristics	like	gender,	ethnicity	or	age,	and	provides	the	

necessary foundation for developing a diverse candidate pool.

Providing opportunities for promotion and transfer based on the 
knowledge,	skill	and	ability	of	the	employee	and	ensuring	an	objective	 

assessment and selection process.

2

3

4

5

6 7

1

At	Core	Lab	we	value	our	employees	and	are	committed	to	creating	a	work	environment	of	acceptance	and	wellbeing;	one	that	
is	conducive	to	collaboration	and	innovation.	We	work	hard	to	provide	resources	that	enhance	the	work	experience	of	our 
people	while	developing	them	for	the	future.	To	assist	in	this	effort,	Core	Lab	has	created	our	People	Program.	

Our People Program establishes Core Lab’s fundamental principles for ensuring our ability to attract, engage, and retain a 
diverse	workforce	with	the	right	skills,	attitudes	and	behaviors.	Based	on	our	Core	Values,	Growth	Strategies	and	Three	Financial	
Tenets,	and	in	alignment	with	our	Guiding	Priorities,	the	program	outlines	a	comprehensive	approach	to	our	relationship	with	
each employee at all stages of the Employee Life Cycle.

Our Employee Life Cycle is used to identify and express the various and most important stages that an employee goes through 
as	they	engage	at	Core	Lab.	During	the	different	stages	of	an	employee’s	career	at	Core	Lab	we	have	the	opportunity	to	model	
Core Lab’s commitment to our focus areas which will help to build a strong bench and create a sense of belonging that remains 
with our employees throughout their time with us.
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Focus efforts on establishing a foundation and 
compliance.

Increase the representation of specific groups across 
the organization.

Address cultural barriers and create 
inclusive environments.

Leverage diversity to create business value.

Compliance Programmatic Leader-Led Integrated

Five-year Maturity Plan

Our	five-year	plan	to	Build	Our	Bench	strength	
has been developed using the Employee Life 
Cycle	as	a	foundation	since	it	identifies	and 
expresses the various and most important 
stages that an employee goes through as they 
engage and live out their career at Core Lab. 

This plan was carefully constructed to ensure we 
are doing the right things to support and value 
our employees because, at Core Lab, we believe 
creating an inclusive environment where our 
entire	workforce	feels	welcome	to	share	their	
ideas and perspectives generates greater 
creativity, collaboration, and innovation that 
leads to exciting new technology and products 
and enhancements to our existing portfolio. 

2022 2023 2025 2027
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Diversity	goals,	networking	and	outreach	established	in	
the U.S.

Diversity	goals,	networking	and	outreach	established	in	
Regional Plans. 

Diversity	goals,	networking	and	outreach	established	in	
Business Unit and Country Plans. Annual	assessment	of	goals,	networking	and	outreach.

Hiring Managers training launched in the U.S. Hiring Managers training expanded to other countries.

Summer Internship Program launched in the U.S.

Onboarding and Orientation program assessed. Onboarding and Orientation program launched globally.

Annual compliance training expanded to include Building 
Our Bench.

Global	Inclusion	Council	formed.

Review leadership programs trends and practices.

1-3	Employee	and	Business	Resource	Groups	established.

Reverse mentoring program established.

Address leadership programs trends and practices.

Employee	and	Business	Resource	Groups	expanded.

Summer Internship Program expanded to  other countries.

Review rating trends and practices.

Demographic data gathering process established globally.

Review pay for performance trends and practices.

Address rating trends and practices.

Leaders assessed related to support of Building Our 
Bench Program.

Address pay for performance trends and practices.

Embed continuous improvement for rating trends 
and practices.

All employees assessed related to support of 
Building Our Bench Program.

Embed continuous improvement for pay for 
performance trends and practices.

Review termination trends and practices.

Review promotion trends and practices.

Address termination trends and practices.

Address promotion trends and practices.

Embed continuous improvement for termination 
trends and practices.

Embed continuous improvement for promotion 
trends and practices.

Relaunch “shifting focus” CoreConnect article series. 

Support two international awareness days sponsored by 
the United Nations.

Research Employee Engagement Survey.

Expand international awareness days to 2 additional days.

Employee Engagement Survey launched.

Expand international awareness days to 2 
additional days.
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Focus 1

“Without diversity in leadership, women are 20% less likely to have their ideas 
considered; people from ethnic backgrounds are 24% less likely.”

Women in our Global Workforce

Ethnicity in our U.S. Workforce

Veterans in our U.S. Workforce

“How Diversity Can Drive Innovation”, Harvard Business Review, December 2013

Global	Overall

U.S. Overall

U.S. Overall

Global	STEM 
Roles

U.S. STEM 
Roles

U.S. STEM 
Roles

The employee population metrics for ethnicity 
and	veterans	are	reflective	of	the	U.S. 
population as of December 31, 2021, in 
accordance with EEO-1 reporting requirements. 

Global	Senior	
Leadership

U.S. Senior 
Leadership

U.S. Senior 
Leadership

Global	Mid-level	
Leadership

U.S. Mid-level 
Leadership

U.S. Mid-level 
Leadership

Taking	steps	to	attract	a 
diverse external and 
internal talent pool.

At Core Lab, we believe through diversity we 
acquire a variety of perspectives that lead to 
increased creativity, collaboration and 
innovation. People who feel free to participate 
in	work	activities	as	themselves	lift	their 
productivity and improve performance for the 
team.	For	Core	Lab,	a	diverse	workforce	results	
in growth, provides well rounded perspectives, 
and creates a greater global impact.

Therefore,	our	first	focus	area	is	around 
diversifying our talent pools by increasing 
female, ethnic and military veteran applicants.

We are targeting women, ethnicities, and 
military veterans because these groups have 
been underutilized in the past.

The oil and gas industry spans the globe, 
operating	in	world	markets	which	require 
diversity and involvement from many ethnic 
groups.	Achieving	the	goal	of	being	just	as 
diverse and inclusive as our global footprint for 
Core Lab would call for us to have employees 
representative of all communities in which 
we operate. 

We recognize that women play an important 
role in the oil and gas industry and we  
understand the impact that has on the number 
of women we employ, particularly in STEM and 
leadership roles. 

Leveraging	our	workforce	of	military	veterans 
allows us the ability to capitalize on the qualities 
often associated with these individuals, such as, 
the ability to bring people together to pursue 
strategic and common goals.

As an industry leader, Core Lab understands 
the importance of competing in the everchang-
ing	global	market	by	maximizing	the	value	of 
employment and leadership opportunities for 
underutilized groups including varying 
ethnicities, women, and veterans.

The	first	step	to	increasing	our	diversity	is	by	
increasing the number of individuals from these 
groups in our talent pools. This is done 
externally	through	targeted	networking	and 
outreach designed to build meaningful  
relationships with organizations, associations 
and universities and internally through targeted 
development and promotion opportunities. 

26%

30%

31%

22%

17%

1%

11%

7%

1%

32%

22%

7%

Diverse Talent Pool

Focus 1: Diverse Talent Pool
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It is the responsibility of every employee, 
no matter what their level in the 
Company,	to	work	toward	creating	an 
environment where everyone feels 
valued,  appreciated, and respected.

Employees
Our	management	team	plays	a	key	role	in	
receiving and interpreting the strategic 
direction communicated from executives 
and relaying this message to employees. 
They also play a pivotal role in modeling the 
example employees are expected to follow.

Management

Taking	steps	to	improve	our	internal	and	external	talent	pools	isn’t	enough	if	we	don’t 
also	take	steps	to	select	diverse	talent	once	they	apply	and	create	an		atmosphere	of 
belonging	once	hired.	Therefore,	we	must	also	focus	internal	efforts	to	increase 
awareness amongst our management team of things that could impact employment 
decisions around activities such as hiring, promotions, and performance reviews.

Our	second	focus	area	concentrates	our	attention	and	efforts	around	increasing	the 
awareness of our leadership, managers, and every employee about  the steps they each 
can	take	to	ensure	we’re	cultivating	an	internal	employee	population	that	values	diversity.	
This begins with our “Tone from the Top” philosophy that sets the expectations, support 
and commitments within our organization. 

Focus 2

Cultivating an internal 
employee population that 
values diversity.

The	Nominating,	Governance	and	Sustainability	
Committee of our Board of Directors provides 
encouragement and support on initiatives 
related to our STEM, Building Our Bench, 
and People Programs. 

Our executive leadership team sets the 
strategic direction of the Company which 
is cascaded to managers. 

Board Executives

Communication

Data

Training

Talking	about	the	diversity	of	our	workforce	is	the	first	step	to	creating	an 
inclusive environment. This includes conversations at every level and 
coaching	managers	when	making	employment	decisions.

As	a	data-driven	Company,	we	know	the	power	of	numbers.	They	tell	a 
story that words sometimes cannot convey. Every year we are responsible 
for reporting our diversity metrics to the Equal Employment Opportunity 
Commission.	We	take	this	a	step	further	and	share	this	data	with	our 
executive team, senior management, and hiring managers.

Annually employees are expected to complete a set of online modules in 
our Compliance Training curriculum. Part of these modules cover Equal 
Opportunity	and	Unconscious	Bias.	This	is	a	first	step	to	laying	the 
foundation for building inclusive practices.  

In addition to this training, we will be revitalizing our Interview and Talent 
Selection training for all hiring managers. This training focuses on helping 
hiring managers understand the power of diversity and how creating an 
inclusive	work	environment	can	elevate	a	team’s	innovation	and 
productivity. 

Steps to Increasing Awareness

1

2

3

Internal Awareness

Focus 2: Internal Awareness
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As we continue to strategize how to foster a culture of belonging among our employees at Core Lab, it’s important that we also 
examine	our	efforts	around	the	idea	of	workplace	equity.

Equity	recognizes	that	everyone	has	different	circumstances	and,	therefore,	may	need	different	resources	and	tools	to	be 
successful. With this in mind, we are placing a focus on reinforcing our employment actions and have developed a three-year 
plan to improve areas of our global HR governance.

Review	of	global	Grievance,	Discipline	
and Investigation policies and processes.

Review of global selection policies and 
processes for development opportunities.

Review of global policies and processes 
around	benefits	and	pay	practices.

Review of global Performance 
Management policies and processes.

Review of global policies and processes 
pertaining to terminations and promotions.

Review of global Recruiting policies and 
processes around talent interview and selection.

Focus 3

2022 Q3 2023 Q1 2023 Q4

PERFORM DEVELOP REWARD

PERFORM REASSIGN RECRUIT

2022 Q4 2023 Q2 2024 Q1

Reinforcing our employment 
actions to be fair and equitable.

Equity Actions

Focus 3: Equity Actions

Equity recognizes that everyone has different and unique circumstances and ensures that the resources and 
tools are allocated appropriately for everyone to be successful and have access to the same opportunities. 
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Affirmative Action 
Framework
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Affirmative Action Framework

As	part	of	our	five-year	plan,	we	are	using	our	Affirmative	Action	Framework	as	a	model	we	hope	to	extend	to	other	countries.	Throughout	our 
global operations, Core Lab is an equal opportunity employer and supports a zero-tolerance position on discrimination. 

Affirmative	Action	follows	these	same	principles.	It	focuses	attention	on	improving	prospects	for	groups	of	people	who	have	been	historically 
discriminated against in the past based on, but not limited to, race, color, sex, sexual orientation, gender identity, national origin, age, disability, 
religion, genetic information, protected veteran or uniformed service member status, and any other characteristic protected under applicable law.

Affirmative	Action	helps	ensure	the	diversity	of	our	bench	while	creating	a	workplace	atmosphere	of	equity	and	inclusion.	Therefore,	we	believe	
that we will be able to pilot actions in the U.S. that can be rolled out in other countries as well, ensuring an aligned focus and action plan to build 
our bench strength around the world. 

Amber Tarol
HR Manager

Charlie McMullin
HR Manager

Susan Bacon
Sr. Recruiting Specialist

Glenn Johnson
HR Business Partner

Wayne Edwards
Sr. Recruiting Specialist

Karen Gabaldon
HR Business Partner

Lana Bohon 
Recruiting Coordinator

Marisa Howard
HR Compliance Specialist

Our	Affirmative	Action	Steering	Team	was	formed	in	2022	to:

This	team	meets	on	a	quarterly	basis	to	track	progress	against	our	goals,	and	to	identify	new	opportunities	to 
create a more diverse and inclusive culture.  

Affirmative Action Steering Team

Increase	awareness	amongst	hiring	managers	of	the	need	for	creating	work	environments	that	are	inclusive.

Oversee	the	implementation	of	outreach	and	networking	activities	designed	to	increase	our	pool	of	diverse	
applicants for employment. 

Update process and procedure for reviewing employment actions to ensure all employees are being treated 
equitably. 



Building Our Bench™ 11CORE LABORATORIES22

Networking and Outreach Overview

Job Fairs Outreach Events

To	effectively	reach	the	target	groups	we’ve	identified,	it	is	important	to	become 
involved in our surrounding community. It is through involvement that we are 
able	to	network	while	promoting	Core	Lab	as	a	company	that	cares	about	its	
community and is a sought-after place of employment. 

With	limited	resources,	it	can	be	difficult	to	cultivate	a	networking	and	outreach	
program for each of our targeted groups. Therefore, when possible, we target 
activities that cast a wider net, giving us a larger return on our investment. 

Throughout	a	significant	portion	of	2022,	COVID-19	continued	to	greatly	impact	
many	networking	and	outreach	events	as	organizers	and	people	were	still 
hesitant	to	participate	in	many	in-person	activities.	Still,	we	continued	to	seek	out	
opportunities where possible and in 2022 have participated in a number of 
activities. 

Women’s Networking and Outreach
Greater	Houston	Women’s	Chamber	of	Commerce
Women’s	Energy	Network
Black	Girls	Do	Engineer 

Minority Networking and Outreach
Asian Chamber of Commerce
Greater	Houston	Black	Chamber

Veteran Networking and Outreach
PTSD Foundation of America
Texas Veterans Commission
Soldiers’ Angels
Recruit Military

7 10

Partner Organizations ”

”

Job fairs are a wonderful way for us to gain exposure to potential future 
talent for Core Lab. I enjoy being someone who gets to go into the community 
and proudly represent our company. I love what I do, and I love to share the 
excitement I have for Core Lab with others through community events and job 
fairs we participate in.

Spending this time with Isabella was a rewarding experience for us both. She was 
able to see the relevance of what she is learning in school by taking the theory of 
data science and aligning it with the real-world application. And for me? Isabella 
has motivated me to continue my education in Data Science as well.

Joelle Keefer | Administrative Assistant II

Jasmine Langston | Project Manager II

Earlier this year a group from Core Lab volunteered to support the PTSD Foundation of America’s 10th anniversary 
for Camp Hope. This amazing experience allowed the volunteers an opportunity to engage with some of the veterans 
and hear how Camp Hope has changed their lives. 

For	the	past	several	years	Core	Lab	employees	have	participated	in	the	GHWCC	mentor	program	“Love	What	You	Do”.	
Through	this	program	female	college	students	connect	with	women	working	in	their	field	of	interest.	These	mentors	
share their experiences and provide insight into the professional environment.  

U.S. Networking and Outreach
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Core Lab aims to establish a presence with upcoming talent as early as possible by developing relationships 
with	universities	and	offering	internship	programs.	

Below	is	a	list	of	the	universities	we	prefer	to	work	with	in	the	U.S.	These	universities	were	selected	because	of	
their proximity to Core Lab facilities and they have Bachelor and Master degree programs in areas important to 
our	business	like:	Chemistry,	Geology,	Mechanical	Engineering,	Manufacturing	Engineering,	Petroleum 
Engineering, Supply Chain Management, Finance and Accounting.

In 2022 we launched the official Core Lab Summer Internship Program and exceeded our original goal of 
five interns by hosting six students over the summer months. Four of the interns worked in our Houston 
Windfern offices while the other two interns were located in our Godley facilities. 

Internship programs are a competitive and cost-effective way to create pipelines of future talent for a 
company. In most programs, interns take on special projects related to their field of study that enable 
them to practice what they learn in school in a real-world environment. During their time with us, our  
interns worked on impactful and meaningful assignments in areas of Manufacturing Engineering, 
Mechanical Engineering, Petroleum Engineering, Finance and Tax Accounting. The intern group in 
Houston also had the opportunity to represent Core Lab at a military outreach event benefiting the 
PTSD Foundation of America. 

With the success of the 2022 program, we are looking forward to the 2023 season and expanding this pro-
gram globally.

2022 University Internship Program
Interns

Women

Ethnicity

6

17%

33%
University

University

Baylor University

Lamar University

New Mexico Tech

Prairie View A&M

Sam Houston State

Tarleton State University

Texas A&M University

Texas Tech University 

University of Houston

UT Arlington

Waco, TX

Beaumont, TX

Socorro, NM

Prairie View, TX

Huntsville, TX

Stephenville, TX

College Station, TX

Lubbock,	TX

Houston, TX

Arlington, TX

60%

57%

30%

66%

63%

64%

47%

49%

52%

64%

6.53%

24.5%

1.63%

84.2%

16.8%

8.5%

2.81%

6.18%

10.7%

14.4%

15.3%

21.4%

26.49%

7.95%

25.4%

21.7%

22.7%

27.3%

33.3%

27.6%

7.08%

3.71%

4.09%

1.58%

2.35%

1.28%

8.88%

3.04%

22.0%

11.3%

Location

Location

Women

Women

Black

Black

Hispanic

Hispanic

Asian

Asian

”

”

Here at Core Lab, I had an opportunity to work on a few projects. Honestly, I 
think that I’ve learned more here than I’ve learned in school so far… Everybody 
that I worked with here was so amazing, so kind and genuine, and I really 
appreciate it.

Every team member here is really dedicated to your growth, so I think it’s a 
great way to start internship, because you really learn a lot.

Emma Bass | Finance Intern

Hamdan Chirkli | Tax Accounting Intern

U.S. University Relations

STEM schools include:

Non-STEM:


