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Abstract 
Effective human resource management fosters workplace loyalty and boosts an 
organization's productivity to new heights. Gulf nations, especially Oman, have similar 
problems as other countries. A WTO treaty has been signed and developed, requiring Omani 
businesses to demonstrate their presence in global markets and compete internationally. 
Omani companies are left with few options. Either they adapt, or they die in today's fiercely 
competitive marketplace. Omani oil firms are being compelled to abandon their traditional 
work culture in favor of modern work environments. The primary aim of this study is to 
investigate the current practices of human resource management employed by oil and gas 
companies of Oman and assess how to retain human resources in Oman's oil and gas 
companies. It has been found that the majority of respondents in Oman's oil and gas sector 
endorse the company's human resource policies and the company's staff retention strategy. 
At the same time, according to Pearson Correlations Coefficient and Multiple Regression 
Analysis, an apparent positive connection can be seen within human resource strategies and 
employee retention in Oman's oil and gas sector. 
Keywords: Human Resource Management, Employee Retention, Oil And Gas Industries, 
Productivity, Online Survey. 
 
Introduction 
Human Resource management is regarded as the approach that is taken by the management 
or organizations to improve the workplace environment of the employees and provide a 
competitive edge to the organizations so that productivity and profitability levels could be 
increased significantly (Hendry & Pettigrew, 1986). The Human resource management is done 
by a selected group of people who form a Human Resource Department and carry out their 
practices and functionary through it. The implementation of effective HR practices leads to 
the establishment of workplace loyalty and increases the productivity of the organizations to 
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high levels. The Gulf region is found to be developing at a fast pace. As per the data released 
by the Gulf Cooperation Council (GCC), it was found that the nominal growth in Gulf countries 
had been recorded as about 20% per year. The region is known for producing and exporting 
oil and gas to the rest of the world. The region is growing exceptionally with growth in direct 
investments up to 2 billion in 2001 which increased to more than 20 billion in 2005. The major 
strength of the population that is about 40% estimated to be about 38.5 million population is 
found to be under the age of 15 years (Farouk et al., 2016).  
Effective human resource management (HRM) techniques have long been recognized as 
critical for eliciting good work behaviors among workers, which ultimately leads to effective 
invention (Tan & Nasurdin, 2010; Damanpour & Gopalakrishnan, 1998). According to Harter 
et al. (2002), human resource management techniques may result in improved organizational 
learning, enthusiasm, synergy, and dedication, providing the company with a source of 
sustainable competitive advantage. Several researchers, including Moynihan et al (2001); 
Morrow and McElroy (2001); Hilsop (2003) stated that a disconnect exists between human 
resource management methods and organizational results. 
The Gulf countries like Oman have been characterized as the regions where the presence of 
expatriate workers could be found in large proportions. Although the unemployment rate is 
found to be low in the region the workers are found to be mostly working under short-term 
contracts which are renewed as per the needs and requirement of the oil companies. In many 
of the oil companies, no presence of the Human resource department could be seen. There 
is no provision of any incentive towards the incorporation of HRM or practices. Many 
organizations in the Gulf region consider that investment done by them in the 
implementation of HRM practices is not fruitful and unnecessary (Cross et al., 2004). 
However, it is observed that due to globalization the oil companies in these regions are facing 
a lot of challenges to compete in the global markets. Off late, the oil companies in Gulf are 
realizing the importance of Human resource strategies and its relevance to the operations of 
their businesses. Several types of research and studies have been done in the field of Human 
Resource practices related to work behavior, organizational commitment, and labor 
productivity. Many scholars and researchers have carried out such studies in North America, 
and the UK. The researchers have also taken the countries like Greece, Singapore, Taiwan, 
India, Japan, New Zealand, and Korea into consideration and tried to provide details and 
proceedings carried out by Human Resource practices in these countries (Chhabra & 
Mohanty, 2014). 
In the competitive business environment, it has become essential to outline the role of the 
different functionaries of the department including the Human Resource roles and 
responsibilities so that the organizations could work in a proficient manner (Brynjolfsson & 
Hitt, 2000).  The Human Resource personnel develop extensive training courses and 
workshops, seminars, motivational programs, etc. so that the working force could perform in 
a better manner. Human Resource practices refer to the practices proposed through the 
medium of HR systems which lay high implications for the employees and the organization. 
To provide a better vision of the Human Resource practices many books and article had been 
written by various intellectuals since the 1980s which were published by American Business 
Schools Professors. The Human Resource practices are found to be different in various 
countries depending upon the culture and customs of the nations and availability of human 
resources. The HR practices highly differ among organizations based on individual behavior, 
educational background, social construction, organizational psychology adopted, market 
relations, organizational structure, and theory. The Human Resource practice brings positive 
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changes to the working attitude and behavior of the employees (Bloom & Van Reenen, 2010). 
The HR managers lay stress on increasing employee participation in the organization by 
providing them with training, encouraging teamwork participation, mentoring, promoting, 
rewarding, etc. All of these variables have a beneficial effect on employees. Due to the 
positive work environment and high levels of motivation, the employees are provided with 
better working conditions the performance levels of the employees get increased. The HR 
managers also found to be addressing the employee concerns and grievances in a proper 
manner.  They provide competitive salaries, compensation, incentives, etc. to the employees. 
This gives workers with a feeling of security and loyalty to the company. The employees are 
found to be satisfied and remain committed to the organization increasing the employee 
loyalty towards the organizations (Belwal & Belwal, 2014). This highly impacts the 
organizational commitment and labor productivity level of the organizations. The researcher 
paper effectively covers the different aspects of the influence of HR strategies on 
organizational commitment and labor productivity in oil companies of Oman. The HR 
practices are responsible for bringing positivity into working conditions of the oil companies 
in Oman due to which the employee productivity and loyalty get influence in a positive 
manner. The different Human resource practices for enhancing work culture and behavior in 
oil companies of Oman is also included in the research study (Bashir et al., 2014). 
In spite of so much growth, exploration and expansion going on in this region, very less 
research in the area of human resource management is found. Moreover, the Human 
Resource management strategies that exist in the oil companies in the Arabian Gulf countries 
like the Sultanate of Oman has never been studied or tested. In this research study, details 
about the Human Resource management strategies that are carried out in oil companies in 
Oman has been provided. The paper analyzed demographic information based on gender, 
age, education level, job tenure, and organizational position. Additionally, descriptive analysis 
of variables including HR practices and employee retention was also investigated. 
Simultaneously, some significant factors such as normality test, reliability, Pearson correlation 
coefficient, and multiple regression analysis were also explored. Hence, this research paper 
has the potential to fill the gap of human resource practices on employee retention in Oil and 
Gas Industries of Oman. 
 
Methodology 
The factor chosen as the recommended theoretical framework was human resource 
practices. It has a significant impact on employee retention. Management and higher-level 
workers of Oman's oil and gas firms were chosen as the population for this research. A 
structured questionnaire was used as the survey tool. The questionnaire was developed after 
thoroughly assessing the context of social media use and academic achievement. The 
questions chosen for the questionnaire were taken from related scientific studies. The 
questionnaire was developed with the possibility of probable variability. It contains several 
demographic questions about the responder. For the majority of the questions, 5-point Likert 
scales were utilized, which is an easy-to-use technique for responders to evaluate things. 
 

 
Figure 1: Conceptual Framework 
 

Employee Retention HR Practices 
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The primary source of data collection was done by conducting face to face interviews and an 
online interview with the selected set of individuals. The interviewee was given a list of 
themes and questions and they were obliged to respond to all questions but were also 
allowed to bring about necessary changes to the question pattern as per the need of the 
response to be provided. Online surveys were conducted to collect the data in a fast and easy 
way as more people are accessible through the application of this medium. The questionnaire 
was set accordingly to the factors, which took approximately 3-5 minutes to complete. The 
questionnaire included a total of 12 questions, all of which were closed-ended. The questions 
were framed to show the type of users as per their gender, age, educational qualification, and 
profession. 
 
Questionaries 

HR Practices Employee Retention 

HP1. Company recruit on the basis of merit ER1. Employees would hate to quit this job 

HP2. Company practice Non-discriminatory 
recruitment 

ER2. Employees plan to work in this 
company for as long as possible 

HP3. Company offers ongoing training that 
enhances and secures workers' jobs 

ER3. One of the primary reasons workers 
stay with the organization is that another 
company may not be able to match the total 
advantages gained. 

HP4. Company treated employees equally ER4. This company encourages staff to work 
longer in the hotel 

HP5. Organizations that provide mentorship 
programs offer guidance to new workers, 
which results in increased retention 

ER5. Employees have no future obligations 
to this company 

HP6. Organizations that adhere to a 
consistent performance evaluation system 
foster employee commitment to the 
organization's development 

ER6. Staff redundancy takes place every year 
in the company 

 
Results and Discussion 
Demographic Information 
The demographic profile has been discussed based on gender, age, education level, job 
tenure, and organizational position and results on the demographic profile have been 
presented in Figure 2. The result demonstrated that 71.5% were male and 28% were female 
among the respondent, so most of the respondents were male. In the meantime, among the 
respondents, the 41-50 years age group was the highest (36.4%) while the 30 years or less 
were the lowest (1.8%). Meanwhile, respondents who completed undergraduate education 
were the highest while trade education completed respondents were the lowest. The 
demographic profile also presented that 1 year or less job tenure was the highest among the 
respondents, while 4 years were the lowest. Moreover, in terms of organization position, the 
specialist was highest while the supervisor was lowest among the respondents. These 
demographic profile findings represented that the respondent's response was good to 
support the objectives of this study. 
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71.50%

28%

Gender

Male

Female

1.80%

33%

36.40%

19.40%

9.40%

Age Group

30 years or less

31-40 years

41-50 years

51-60 years

More than 60
years

1.80%

33%

38.20%

17.30%

9.40%

Education

Trade school

College

Under
Graduation

Post-Graduation

51.50%

13.90%

13.90%

18.50%

2.10%

Job Tenure

1 year or less

1-2 years

2-3 years

3-4 years

4 years or more
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Figure 2: Demographic profile (a) gender, (b) age group, (c) education, (d) job tenure, (e) 

organization position 
 
Descriptive Analysis of Variables 
HR Practices  
To evaluate the organization’s HR practices (independent variable), six different questions 
were considered to receive responses from the respondent. The response from the survey 
was summarized in Figure 3.  The results from Figure 3 demonstrated that among the 
respondents, most of them support the questions and provide positive responses. The 
majority of respondents strongly agreed that the company recruit on the basis of merit (HP1). 
Meanwhile, the highest number of respondents were not sure that the company practice non-
discriminatory recruitment, organizations that use a usual performance evaluation system 
foster employee confidence in the organization's growth and organizations that offer 
mentoring programs provide direction to new employees, resulting in employee retention. 
Moreover, the highest number of respondents agreed that the company treated employees 
equally and provides continuous additional training to improve and secure employees’ jobs. 
The response of disagreed and strongly disagreed was lowest from the respondents on the 
HR practices. Therefore, the findings reported that the employees positively support the HR 
practices of the company.   

 
Figure 3: Human research practice according to response from the respondent 
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Employee Retention 
To evaluate the employee retention (dependent variable) in the organization six different 
questions were considered to receive responses from the respondent. The response from the 
survey was summarized in Figure 4.  The results from Figure 4 demonstrated that among the 
respondents, most of them support the questions and provide positive responses. The highest 
number of respondents were agreed that employees plan to work in this company for as long 
as possible; one of the primary reasons people will stay with the company is that another 
company may not reach the entire privileges obtained, and this company encourages 
employees to stay longer. Meanwhile, the highest number of respondents were not sure that 
Employees would hate to quit this job, employees have no future obligations to this company, 
and staff redundancy takes place every year in the company. The response of disagreed and 
strongly disagreed was lowest from the respondents on employee loyalty. Therefore, the 
findings reported that the employees positively support the employee retention process to 
the company. 

 
Figure 4: Employee retention according to response from the respondent 

 
Normality Test 
Table 2 summarizes the findings of two renowned normality tests, the “Shapiro-Wilk” and the 
“Kolmogorov-Smirnov”. Shapiro-Wilk is a widely used normality test. However, it does not 
perform well when data is duplicated or sample sizes are large. The Kolmogorov-Smirnov test 
is used to evaluate Gaussian distributions with a specified mean and variance. The “Shapiro-
Wilk Test” is more appropriate for small datasets (50 samples), but it is capable of handling 
sample sizes of up to 2000. As a consequence, the “Shapiro-Wilk test” was applied to establish 
numerical normality. 
MEANHP and MEANER were regularly distributed, as shown in Table 2. When the sig. value 
exceeds 0.05, the “Shapiro-Wilk test” shows that the variable is normal. If it is just under 0.05, 
the results are significantly out of the usual range. 
 
Table 2: Tests of Normality 

 

Kolmogorov-Smirnova Shapiro-Wilk 

Statistic df Sig. Statistic df Sig. 

MEANHP .159 330 .000 .927 330 .000 
MEANER .108 330 .000 .938 330 .000 

a. “Lilliefors Significance Correction” 
 
 

0

50

100

150

200

250

ER 1 ER 2 ER 3 ER 4 ER 5 ER 6

F
re

q
u
en

cy

Questions

Employee Retention

Strongly Disagree Disagree Not Sure Agree Strongly Agree



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 9, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 

1528 
 

Reliability 
The “Cronbach's alpha value” is often utilized to assess a research project's degree of 
accuracy. The degree to which an activity is error-free and delivers consistent outcomes is 
referred to as reliability (Zikmund, 2003). The term "Cronbach's Alpha" refers to the degree 
to which the elements in a collection are related. Additionally, scales with “alpha coefficient” 
values within 0.8 to 0.95 have the highest amount of reliability, those with values within 0.7 
to 0.79 have a moderate amount of reliability, those with values within 0.60 to 0.69 have a 
fair amount of reliability, and those with values less than 0.6 have the lowest amount of 
reliability. 
 
Table 3: Reliability Statistics 

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items 

.968 .976 30 

Cronbach's alpha is higher than 0.70 for the majority of variables. As a result, the 
questionnaires used in this study were considered to be of high accuracy and stability. 
Pearson Correlations Coefficient 
This study is for the hypothetical connection between human resource practices and 
employee satisfaction. Pearson's r is 0.958 in this case. This value is very near to one. This 
indicates that your two variables have a strong connection. This indicates that the values of 
one variable are highly linked with those in the second. As a consequence, it can be deduced 
that human resource strategies and employee happiness are positively correlated. However, 
based on this statistic, we cannot draw any further inferences regarding this connection. 
Another method is to examine the Sig value. Whenever the 2-Tailed “Sig value” is below or 
equal to .05, it can be inferred that these two variables' relationship is statistically meaningful. 
That is, changes in one variable have a substantial relationship with changes in the second 
variable. The sig value, in this case, is 0.000, which is less than 0.05. Thus, Human Resource 
Practices and Employee Satisfaction are inextricably linked. 
 
Table 4: HR Practices and Employee Retention 

 MEANHP MEANER 

MEANHP Pearson Correlation 1 .958** 

Sig. (2-tailed)  .000 

N 
330 330 

MEANER Pearson Correlation .958** 1 

Sig. (2-tailed) .000  

N 330 330 

** Correlation is significant at the 0.01 level (2-tailed). 
 
Multiple Regression Analysis 
The regression analysis is shown in Table 5. Correlation coefficient R = 0.999 indicates that 
dependent and independent variables have a positive connection. The R square value of 0.997 
demonstrates that the four independent factors influence 99.7 per cent of the variation in 
the dependent variable.  
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Table 5: Model Summaryb 

Mod
el R 

R 
Square 

Adjusted 
R Square 

Std. Error 
of the 
Estimate 

Change Statistics 

R Square 
Change F Change df1 df2 

Sig. F 
Change 

1 .999a .997 .997 .04304 .997 13971.550 9 320 .000 

a. Predictors: (Constant) Gender, Job Tenure, Organization Position, Age, MEANHP, Education,  

b. Dependent Variable: MEANER 

Conclusions 
The study examined the effect of HR practices on employee retention in Oman's oil and gas 
industry. The data was collected through an online survey method by providing a set of 
questionnaires to the respondent wherein 320 respondents were responded. However, the 
key findings from the study are as follows- 

1. Most of the respondents from the oil and gas industry in Oman positively support the 
HR practices of the company. 

2. Most of the respondents from the oil and gas industry in Oman positively supported 
the employee retention process of the company. 

3. There is a remarkable positive correlation between HR practices and employee 
retention in the oil and gas industry of Oman according to Pearson Correlations 
Coefficient and Multiple Regression Analysis. 
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