
Graduates Joining Oil and Gas:
Academic Achievement and

Employment Processes

SULTANATE OF OMAN
MINISTRY OF HIGHER EDUACTION



2



3

Gold Sponsor

Silver Sponsor



4



5

Who are the employees in the Oil and 
Gas Sector?

Why Tracing Graduates Joining the 
Oil and Gas Sector?

How and which graduates are em-
ployed in the oil and gas? 

Chapter 2

Chapter 3

Chapter 4

Chapter 1

17

25

37

9

Post- Employment (Salaries and 
Training) and recommendations

Contents

Executive Summary 7



6



7

In 2018, the ministry of Higher education conducted a tracer study on graduates applied to or joined 
the oil and gas sector by analyzing primary data of 61 companies in the sector. This data was triangu-
lated with the ministry databases of students to trace students from higher education to labor market. 
The Oil and Gas companies are the major employer of graduates in the private sector as it employs up 
to 25% of first time-employed graduates. This study analyzed 12332 records of graduate applicants to 
33 companies1  in the sector.  The findings revealed that 

• Structure of the workforce: 41.8% only of workers in the oil and gas sector have a diploma or 
higher. In Oman, Small, Medi¬um and Large enterprises count for only 35% of the employment 
unlike OECD countries in which 60-70% of employment is in SMEs. More females work in the 
operating companies than contracting compa¬nies.
 
•Where can more Omani graduates be attracted? Positions in which Omanis constitute the least 
percentages are Accounting/finance positions (Omanis 75.5%) followed by IT positions (Omanis 
82.9%). Females constitute low percentages in sector specific position such as Engineers (females 
5.6%) and Sales (females 19.1%) followed by Information Technology (21.8%).
 
• Increasing intake through Pre-employment procedures: It was reported that 36% of the com-
panies conduct both pre-employment tests and interviews. 71% of job advertisements are restrict-
ed to male applicants that could be open for both genders2 . Only 16.1% of applicants are females 
in the past 5 years. A total of 10% of female applicants are employed and 13.5% of males applicant. 

• Weak Correlation between GPA and Pre-employment Procedures: The results indicated that 
there was a weak correlation between Graduates’ GPAs and pre-employment test/inter¬view re-
sults. This is explained by the different nature of the content knowledge/skills measured by GPA 
and pre-employment tests/interviews. There are different GPA systems in the country. In addi-
tion, most job advertisements require 2.5 at least in GPA. The Oil and Gas sector gets most of its 
applicants from Higher College of Technology, but Employ more graduates from Sultan Qaboos 
University than from any other institution. 

1- The Other companies did not send their applicants data.

2-  Some companies open the same positions for both genders

Executive Summary

Chapter 2
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Why Tracing Graduates Joining 
the Oil and Gas Sector?

Chapter 1

This report discusses the results of a 
study conducted on graduates who 
have joined the Oil and Gas sector  
for the past five years. The study 
is one of three areas of research 
commissioned by the cooperation 
agreement between Oman Society 
for Petroleum Services (OPAL) and 
the Ministry of Higher Education 
in January 2018. The agreement in-
cluded three areas of research delin-
eated below.  
-  The mismatch between the stu-
dents’ academic performance and 

set of knowledge/skills/abilities 
the sector requires of applicants 
through analyzing their scores in a 
set of pre-service assessments.  
- The modest representation of the 
female workforce in the sector and 
the challenges they face. 
-  The identification of possible na-
tional intervention programs that 
might boost employing qualified 
Omani graduates in the sector.
The ministry of Higher Education 
(MoHE) through Graduate Sur-
vey Department conducts the sur-

veys and studies that are funded by 
OPAL. 

1.1. Introduction:

The cooperation between OPAL 
and MoHE addresses graduates 
skills, female representation and 

intervention programs 

The Ministry of Higher Education 
represented by the Graduate Survey 
Department conducts periodical la-
bor market research namely: Grad-
uate Surveys and Employer Surveys 
that serve several stakeholders in-
cluding the higher education sector 
and the labor market (see appendix-
1a&1b). These surveys provide High-
er Education Institutions (HEI) with 
feedback on graduates’ experiences 
while studying, searching for jobs 
and after employment. Such sur-
veys provide employers with feed-
back on graduate destinations, skills, 
and methods used to look for a job. 
Graduates find these studies useful as 
they provide them with information 
about the labor market outlook and 

best ways to penetrate the market 
based on previous graduates’ experi-
ences and current available data from 
institutions such as PAMR (Public 
Authority for Manpower Register). 
Though these studies triangulate 
administrative data with the sur-
veys’ findings to validate reported 
findings, conclusions heavily rely 
on accumulative perceptions of the 
participants. Perceptions are central 
on such areas of research that focus 
on peoples’ experiences. However, it 
is also crucial to take a further step 
to validate and/or understand some 
of these perceptions using data from 
other sources such as pre/post-ser-
vice assessments, interviews with HR 
managers, appraisals, GPAs, & high 

school marks...etc. In Oman, such 
studies are scarce if none, as they re-
quire accessibility to multiple sourc-
es of data that are usually not avail-
able for public use. Nonetheless, the 
National Centre of Information and 
Statistics currently works to regulate 
enhance and improve the availability 
and accessibility of open data.

According to the Graduate Survey 
2017 results, about 35% to 30% of 
employed graduates indicated that 
their English language skills, and 
problem solving skills gained from 
higher education were inadequate to 
what is required in workplace. They 

also identified organizational skills 
(e.g., time management, working 
under pressure …etc.) to be lacking 
but to a lesser degree compared to 
language and problem solving skills.  

1.2. Why trace graduates joining oil and gas?

1.3. What is the focus of the study?

9% of females graduates joining 
private sector are employed in 

Gas and Oil companies (Graduate 
Survey2017)

8.3% of Omani employees in 
Oil and Gas Sector are females 

(PAMR databases)

Employed graduates believe that 
they lack English language and 

problem solving skills



11

Table (1) Graduates’ perceptions on “what I gained of this skill during my study is ….. than what is 
required at work”   
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Similarly, 43% of employers from 
different activities in the private 
sector indicated that graduates 
lacked suitable English language 
skills,  37.5% of them indicated 
that graduates lacked proper abil-
ity to deal with work pressure, and 
36.5% of them indicated that grad-
uates lacked required communi-
cation skills. Employers in the Oil 
and Gas sector identified the three 
top skills that the graduates lacked 
as being:    (1) English language 
skills, (2) working under pressure, 
(3) communication skills & lead-
ership skills (see Employer Survey 
2016, p.48). 

Oil and Gas employers be-
lieve that graduates lack En-
glish language skills, working 
under pressure followed by 

communication& leadership 
skills

Oil & Gas employers differ 
from other employers in priori-
tizing professional development 
and notable achievements in a 

Graduate’s CV

The oil and gas employers differ 
from other employers in prioritiz-
ing required graduate traits. The oil 
and gas employers prioritized (1) 
academic qualifications, (2) profes-
sional development activities (e.g., 
training), and (3) notable achieve-
ments as being the most important 
elements in an applicant CV.  Em-
ployers in other sectors identified 
the most important elements in an 
applicant CV as(1) academic qual-
ifications, (2) employment history, 
and (3) statement detailing their 
careers.

Table (2) Employers response to “What are the skills and abilities that 
the graduates in your organization lack”, Employer Survey 2016 

Table (3) Order of most important elements in a CV by Oil and Gas 
employers compared to employers from other sectors
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Surprisingly, academic achieve-
ment or GPA was not amongst 
the most important criteria in an 
applicant CV as rated by employ-
ers. This has led us to question the 
role of academic performance in 
the employment process. Hence, 
this study focuses on the following 
questions: 
1. How is academic performance 

considered in the employment pro-
cesses in the oil and gas sector?
2. How are graduates assessed 
when applying to their first jobs at 
the oil companies?
3. Do the applicants’ GPAs cor-
relate with their pre-service assess-
ment results? 
4. How can graduates’ performance 
in pre-service assessment be im-

proved? 
5.Do their performances in 
pre-service assessment correlate to 
their appraisals in-service?
6. Are there any differences in 
graduate performances after em-
ployment by field of specialization 
or gender or other factors?

According to Graduate Survey 
2017, graduates who obtained 
higher GPAs (grades) were more 
likely to be employed than those 
with lower GPAs1  as graph (1) 
shows. The difference between em-
ployed and unemployed graduates 
by their GPA is significant (Chi= 
86.2, df=4, p<0,000). 

The difference in the employment 
status for female graduates by their 
GPAs was significant (Chi= 298.2, 
df=4, p<0.000); the same was also 
true for the male graduates (Chi= 
165.2, df=4, p<0.000) as the fig-
ure  (2) shows. This means that the 
female and male graduates who 
scored higher GPAs are more like-
ly to be employed than those who 
scored lower GPAs. 

Graduates with higher GPAs 
are more likely to be em-

ployed  than those with lower 
GPAs

Figure (1) Distribution of empolyed/unemployed graduates by Grade

Figure (2) Male/Female Graduates Distribution by their Grades and 
Employment Status 

1.4.  Is there a relation between graduates’ GPAs and employment?

1-  Graduates who participated in Graduate Survey 2017 come from different national and international educational systems hence different 
GPA systems. The GPA grade used in this comparison follows the Statically System classifications at MoHE
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The higher GPAs were the more 
likely graduates were employed.  
However, some oil and gas em-
ployers indicated that there is no 
correlation between graduates’ 
grades and their performance in 
pre-service tests (e.g., CEB). Sim-
ilarly, several career guidance pro-
grams and websites have indicated 
that generally employers look for 
a certain cut off point in GPAs to 
shortlist applicants, however, the 
employment procedures that fol-
low focus on other qualities such as: 

“creativity, interpersonal skills, crit-
ical thinking, and communication 
ability” (Brown, 2015). GPA is con-
sidered more important in certain 
disciplines than in others such as 
Information Technology. This study 
examines the correlation between 
GPA and employment in the light 
of graduates’ qualities (i.e., special-
ization, qualification, gender) and 
the companies’ qualities (i.e., as-
sessment used, classification, types 
of jobs). 

The Graduate Survey 2017 results 
highlighted that the oil and gas 
sector employed 25% of the to-
tal number of first-time employed 
graduates in the private sector. This 
percentage is the highest percentage 
in a total of 31 commercial activity/
industries in the private sector. The 
survey results indicated that 75% 
of graduates employed in oil & gas 
sector are specialized in engineer-
ing and related studies. It also re-
ported that female graduates intake 
to this sector constitutes only 9% of 
the total number of females being 
employed in the private sector. On 

the other hand, the male graduates’ 
intake to the sector constituted 33% 
of the total number of male gradu-
ates employed in the private sector.
Despite of the current reforms to 
increase the share of other sectors 
in the country’s GDP, the oil and 
gas sector will still play a major role 
in the country’s economy. This sec-
tor constituted 33.9% of GDP and 
78.7% of state revenues in 2017(Ox-
ford Business group, 2017). In re-
cent employment campaign to em-
ploy 25,000 job seekers, this sector 
took the biggest share of creating 
8,000 vacancies. Therefore, under-

standing the human resources de-
mands of this sector is vital for the 
higher education sector, graduates, 
students and the society at large.

This study collected administra-
tive data about graduates and tri-
angulated data from two sources: 
the Ministry of Higher Education 
and the oil and gas companies. The 
data retrieved from the Ministry 
of Higher Education was on the 
graduates’ educational background 
while the data required from the 
companies was on the process of 
job application to post-employment 
as shown in appendix (2). As most 
of the companies replied that post 
employment data about graduates 
is classified, the fields of data on 

post-employment (items 40 to 48 
in the graduate data list) were re-
moved from the scope of the study.  
All of the companies were supplied 
with an excel sheet of the data re-
quired and support from Graduate 
Survey Department was provided. 
The data collection period  for this 
study started from 25th of March 
2018 to the 17th of May 2018; it 
lasted for 7 weeks. 

Employers believe that 
GPA assists in screening 
only. Graduates’ employ-

ment depends on possess-
ing other skills (e.g., prob-
lem solving, team work).  

Oil and Gas Sector em-
ploys 25% of graduates 

who join the private 
sector

This study collected ad-
ministrative data about 
applicants for the past 5 

years.
33 of 63 companies pro-

vided data

1.5. Why tracing graduates joining the Oil and Gas Sector only?

1.6. What is the methodology of this study?
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All of the companies that partici-
pated in the female empowerment 
study were invited to participate in 
this study. Appendix (3) displays a 
summary of the process of contact-
ing the companies during the sev-
en weeks of data collection. There 

was an extensive communication 
between the department and com-
panies to collect data; there were  
240 e-mails sent and 280 phone 
calls made to remind the compa-
nies of the data required and offer 
technical support when needed. Of 

the 63 companies initially agreed to 
participate in phase 2 of the coop-
eration agreement, 33 companies 
supplied the research team with the 
required data as figure (3) below 
shows.

When the data was received from 
a company, it was reviewed by the 
Graduate Survey Department for 
accuracy and completion. After 

that, the two databases about grad-
uates coming from the Ministry 
of Higher Education and from the 
companies were merged into one. 

The analysis included both descrip-
tive and inferential statistics and 
document analysis was utilized 
when needed. 

The cooperation agreement by 
which this study operates includes 
a confidentiality clause on data us-
age. A confidentiality agreement 
was signed with several companies 
when requested.   

This chapter highlighted that this 
study comes as part of the coopera-
tion with OPAL and explained why 
the Ministry of higher education is 
interested to trace the graduates in 

the oil and gas sector.   It discussed 
some previous results on gradu-
ates’ skills who join the sector and 
pointed out that the lack of correla-
tion between graduates’ GPA and 

employment, the suitability of their 
skills to this specific sector and fe-
male graduates intake are the three 
focal points the study will high-
light. 

1.7.  What is the Participation and Response Rate?

1.8.  How was the data Analyzed? 

1.9.  Confidentiality 

Summary 

Figure (3) Data collection from the companies 



16



17

Who are the employees in the 
Oil and Gas 

Sector?

Chapter 2
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Who are the employees in the 
Oil and Gas Sector?

Chapter 2

This Chapter discusses demograph-
ic information about the current 
employees in the oil and gas com-
panies (i.e., nationality, gender, 
education). This chapter lays the 
landscape for Chapter 3 that ana-
lyzes the characteristics of appli-
cants and employment procedures. 
It classifies the current employees in 

the sector by their gender, nation-
ality, company type, qualification 
and job position. This classification 
pinpoints areas in which graduate 
employment could be considered. 
The data displayed in this chapter 
was collected when the initial port-
folios were constructed for each of 
61 participating companies2 . The 

research team constructed a portfo-
lio about each company in February 
2018 consisting of phase one data 
as shown in appendix (2); the list of 
companies that participated in this 
section are displayed in appendix 
(4).  

The collected data from the 61 com-
panies indicated that there is total 
of 31152 employees in the sector, 
61.3% of them are Omani males. 
Omani females constitute 5.9% only 
of the employees

National center for Information and 
Statistics’ (NCSI) monthly reports 
about workers in the private sec-
tor consolidate with the mentioned 
numbers above. The table below 
displays the number of employees 
in the Mining and Quarrying activ-
ity including the Oil and Gas sector3 
;Omanis constitute 62.0% of the total 
number of workers in the sector; of 
those 57.4% are Omani males and 
4.6% are Omani females.  

2.1 Why trace graduates joining oil and gas?

Omani males constitute 
61.3%, Omani females 
5.9% and Non-Omani 

males 32% of employees 
in oil and gas sector 

NCSI reports consolidate 
with the findings of this 

study about distribution of 
employees by gender and 

nationality 

Figure (4) Distribution of employees by nationality and gender as re-
ported by the companies
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 2- The companies were registered in ministry of manpower databases as Oil Gas/Fuel& Energy, Installation, Repair and Maintenance, Manufacturing, Engineering services, Elec-
tricity, gas, water supply. They all were in oil and gas related contracts at the time of the study. Data about construction companies was eliminated from this chapter.
 3- Oil and Gas is categorized under Mining and Quarrying as a commercial activity by Ministry of Commerce and Industry.

% of all
employees
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According to the same report by 
NCSI, Omanis constitute 13.2% of 
the total number of workers in the 
private sector. Noticeably, Omanis 
percentage in the oil and gas sector 
is significantly higher than the av-
erage percentage of Omanis in the 
private sector. However, the results 
show that the female participation 
in the oil and gas sector is signifi-
cantly lower (4.6-5.9%) than the 
average participation in the private 

sector 25.4% (NCSI, 2018). The 
female empowerment report elab-
orates in female participation in 
Oman oil and gas sector. 

Table (5) indicates that the “Excel-
lent’’4 companies employ 69.8% of 
the total number of employees in 
the sector, followed by the “Inter-
national” companies at 20.4%, then 
“Grade 1” companies at 9.2%. The 
table also indicates that the Oma-
ni male employees constitute the 
highest percentage of employees 
in the companies classified as “In-
ternational” (73.5%) followed by 

“Excellent” companies (62.2%). 
The Omani female employees con-
stitute the highest percentage of 
employees in “Grade 2” companies 
as they constitute 14.8% followed 
by the “International” companies 
then by “Excellent” companies. The 
non-Omani males constitute the 
highest percentage of workers in 
“Grade 2” companies (72.8%); the 
highest percentage of non-Omani 

females work in “Grade 2” compa-
nies (1.2%). 

2.2. Who works in the oil and gas sector by company classification?

The “Excellent” compa-
nies employ 69.8% of the 
employees in the sector 

followed by international 
companies 

13.2% of employees in pri-
vate sector are Omanis.

67.1% of Employees in Oil 
and Gas are Omanis

25.4% of employees in 
private sector are Omani 

females.

4.6-5.9% only of Employ-
ees in Oil and Gas are 

Omani females

4-  Based on Ministry of Commerce classification of companies https://moci.gov.om. The companies were requested to state their classification when the data was collected by 
the research team. 

Table (5) Distribution of Employees by company classification 
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The distribution of employees by 
nationality, gender and compa-
nies’ classification (i.e., operator7 

/contactor) reveals that contract-
ing companies employ 68.2% of 
the workers in the sector. More 
Omani males and non-Omani 
males work in the contracting 
companies than in operating 
companies.  On the other hand, 
the operating companies attract 

more females than the contract-
ing companies do. 

OECD (1998, p. 3) reported that 
small and medium enterprises 
“make up over 95 per cent of enter-
prises and account for 60 to 70 per 
cent of jobs in most OECD coun-
tries “5. In the oil and gas sector in 
Oman, the “Small”, “Medium” and 
even “Large” enterprises count for 
only 35% of the employment in the 
sector. The distribution of employ-
ees by gender, nationality and com-
pany size6  shows that the highest 
percentage of Omani males work 
in “Large” companies followed by 
Large+ companies at 63.4% and 
60.5% respectively. Omani female 
employees constitute 5.1-6.5% of 
the employees in the sector and they 
tend to concentrate in the “Medi-
um” and “Large+” companies. 

The highest percentage of 
Non-Omani males is in the “Me-
dium” companies (34.9%) closely 
followed by the “Small” companies 
(34.5%). The highest percentage of 
non-Omani females work in the 
“Medium” companies as they con-
stitute 1.1% of the employees with 
very little variations in their per-
centage in the other company types.

Omanization in Medium 
and Small companies is 
lower than in Large and 

Large+ companies

More females work in 
the operating companies 
than contracting compa-

nies

In Oman, Small, Medi-
um and Large enterprises 

count for only 35% of 
the employment unlike 

OECD countries in which 
60-70% of employment is 

in SMEs

Figure (5) Distribution of Employees in companies by nationality 
and gender 

5- It should be noted that Small enterprises in OECD consists of less than 50 employees. The medium enterprises consists of 50-249 employees and the Large enterprises consists of 
more than 250 workers.  
6- Based on Public Authority for small and medium size enterprises development (Riyada). The companies were classified based on the number of employees only (The monetary 
value of the sales could not be obtained). https://riyada.om/en-us/aboutus/Pages/definesme.aspx
7- The participating companies were classified as operators if they were one of the companies that own concession areas according to the “Sultanate of Oman concession boundaries 
map”. The rest of the companies were classified as contactors. 

Table (6) Distribution of employees by company size 
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The distribution of the employees 
in the sector by nationality, gender 
and qualification highlights two 
important points. The first point is 
that only 41.8% of the employees 
in the oil and gas sector hold an 
academic diploma or higher. The 
rest of the employees have other 
professional, vocational or school 
qualifications. This might mean 
that the oil and gas sector employs  
more employees with professional 
qualifications than with academ-
ic ones. Currently, more than 70% 

of high school passers join higher 
education (Diploma and Bache-
lors) every year. This could result in 
creating a workforce most of whom 
hold higher education qualifica-
tions that are not required by labor 
market. Hence, it is pivotal to reas-
sess the higher education strategies 
in the light of the labor market re-
quirements in terms qualified and/
or skilled labor to avoid mismatch 
between education and the market. 
This also leads to question the oil 
and gas sector participation in cre-

ating knowledge-based economy 
that thrives on qualified labor. 

More than half of the managers  
in the oil and gas sector are Oma-
ni males, as they constitute 51.2% 
of the total number of mangers. 
Non-Omani males constitute 42% 
of the mangers in the oil and gas 
sector. Omani females constitute 
only 4.1% of the mangers in this 
sector.

The second point is that a relatively 
higher percentage of female em-
ployees hold qualifications than 

male employees do. This could be 
explained by the nature of jobs 
females attain in the sector that 

require degrees such as human re-
sources and accounting. 

2.3. What qualifications have the employees in the sector obtained?

2.4. Who is working in management?

51.2% of managers are 
Omani males while Oma-
ni females constitute 4.1% 

only. 

43.3% of mangers are 
non-Omanis

41.8% only of workers in the 
oil and gas sector have a uni-

versity  diploma or higher

More than 70% of high 
school passers admitted to 
higher education (Diploma 

and Bachelor’s degrees) 

Figure (6) Distribution of Employees with Diploma or higher by nationality and gender 

Figure (7) Distribution of Employees in management 
positions  by nationality and gender
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The scene for Omanis in human re-
sources positions is different from 
the scene in management positions. 
Omanis constitute the highest per-
centage of employees (91.1%) in 
human resources. Similarly, the 
percentage of female Omanis work-
ing in these positions is the highest 
compared to any of the other four 

positions namely: Accounting, IT, Sales and Sector Specific positions.  

A high percentage of Omanis 
(75.5%) work in accounting, fi-
nance and related jobs. The per-

centage of Omani females in these 
positions is very close to the per-
centage of Omani males.

The Omani males dominate 
most of the positions in In-
formation Technology, as 
they constitute (61.1%) of 
the total number of Employ-
ees. The Omani females con-

stitute a lower percentage of 
the employees in this field 
(21.8%) compared to Hu-
man resources and account-
ing positions. 

2.6. Who is working in accounting, finance and related positions?

2.7. Who is working in Information Technology positions?

2.5.  Who is working in human resources positions?

91% of positions in hu-
man resources are domi-

nated by Omanis 

Highest percentage of 
females in the sector is in 

human resources 

82.9% of employees 
in IT positions are 
Omanis, 21.8% of 
them are females

75.5% of employees 
in accounting are 

Omanis and females 
constitute 35.3% of 

them

Figure (8) Distribution of employees in human resources positions 
by nationality and gender

Figure (9) Distribution of Employees in accounting, finance and 
related positions  by nationality and gender

Figure (10) Distribu-
tion of employees in 

information technology 
positions  by nationality 

and gender
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Similarly, the Omani males consti-
tute the highest percentage of the 
Sales personnel (42.9%) followed 
by the non-Omani males as they 
constitute (35.6%) of the employ-
ees. The percentage of Omani fe-
males in the sales positions is the 
second lowest compared to their 
percentage in other positions. 

The majority of the workers in the 
sector specific positions (i.e., engi-
neers, geologists, drillers/welders  
...etc.) are Omani males. Omani fe-
males constitute only (5.6%) of the 
total number of employees in these 
positions and non-Omani males 
constitute (27.7%). 

2.8. Who is working in Sales positions?

2.9. Who is working in sector specific positions (i.e., engineers, geologists, 
drillers/welders  ...etc)?

The highest percentage of Omani 
males is the sector specific jobs 
(65.5%) but the lowest percent-
age for Omani females (5.6%)

The lowest percentage of 
Omanis is in the Sales po-

sitions (62%)

Figure (12) Distribu-
tion of Employees in 
management posi-

tions  by nationality 
and gender

Figure (11) Distribution of 
employees in sales positions  

by nationality and gender

This section displays data collected 
from 33 companies that participat-
ed  in the second phase of graduate 
survey. The companies were asked 
to categorize their annual employ-
ment into fresh graduates/experi-
enced employees. The proportion 
of fresh graduates to experienced 
employee intake varies from a year 
to another. The percentage of fresh 
graduate intake is slightly higher 
than the percentage of experienced 
graduates. 
However, the average annual intake 
of fresh graduates to the industry 
is 52.5% of the total number of 
newly appointed employees. This 

could raise a concern of whether 
half of the created jobs annually 
are enough to employ the growing 
number of graduates.

It is also not clear if the companies 
have succession plans in place to 
decrease the number of experi-
enced graduates intake.

2.10.    What is the proportion of experienced/graduate appointees in annual 
intake in the oil and gas sector?

Table (7): Distribu-
tion of new hires since 
2013 to 2017 by fresh 

graduates/experienced 
graduates

Average
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 This chapter displayed the struc-
ture of the workforce in the oil and 
gas sector. In a sector that employ-
ees about 19% of Omanis in the pri-
vate sector (NCSI, 2018), about two 
thirds of its employees are Omani 
males and one third is non-Oma-
ni males. Omani females consti-
tutes only 5% of the workforce. The 
distribution of employs shows a 

majority of non-academic qualifi-
cation holders that urges a reeval-
uation of higher education strate-
gies to cater better for labor market 
requirement. Second, enhancing 
Omani males’ participation in the 
sector could start with accounting 
and sales professions. Enhancing 
female participation in the sector 
could start with sales and sector 

specific professions. This could be 
done through better understanding 
of the sector skill set requirements 

Summary 



25

How and which
graduates are employed in 

the oil and gas sector? 

Chapter 3
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The participating companies were 
requested to supply the details about 
fresh graduate applicants (who have 
not been employed before in any 
full-time employment) in the last 
5 years (2013-2017). Not all of the 
companies had full records of the 
past five years, so they supplied the 
available completed records for any 
of the 5 years. The number of appli-
cants to the 33 companies reached 
123329 ; 74% of them have under-
taken tests and 39.3% of them have 
been interviewed as the following 
table indicates. Usually, tests are 
used to screen large numbers of ap-
plicants who are then shortlisted to 
be interviewed. 

How and which graduates are
employed in the oil and gas sector? 

Chapter 3

This chapter discusses three main topics: procedures of graduate employment, correlation between GPA 
and employment, and characteristics of employed graduates. It highlights issues that could be hindering 
graduates’ employment and offers perspectives to enhance it.   

Pre-employment procedures in the 
oil and gas sector varies consider-
ably in how graduates are screened 
and how their knowledge/skills/
behaviors are evaluated. This sec-
tion displays data from 33 compa-
nies that shared their employment 
procedures, tests/interviews, and 
applicants’ results.  72% of the com-
panies used interviews, 44% con-
ducted tests8  and 36% used both 
interviews and tests as part of their 
employment procedures.

3.1 Pre-employment procedures 
Figure (13) Distribution of companies based on pre-employment 

procedures followed pre-employment procedures 

Figure (14) Distribution of fresh graduate applicants based on 
pre-employment procedures followed

72% of the companies con-
duct interviews, 44% of the 

companies conduct tests 
and 36%of the companies 
conduct both interviews 

and tests

8- These tests include verbal reasoning, situational judgement, calculation, work behavior, and personality tests.
9- Repeated, inaccurate or incomplete records of graduates were eliminated from analysis. 
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Table (8) List of jobs that are restricted to male applicants by some companies but are made 
available to male/female applicants by other companies 

When an applicant’s CV matches 
the specialization and qualification 
advertised, he/she is screened us-
ing several criteria. Two of the core 
criteria are gender and academ-
ic achievement. Some companies 
state in their advertisements that 
the posts are for a specific gender 
only.  The participating compa-
nies in this study provided a list of 

advertised positions in the past 5 
years and highlighted the positions 
that were restricted to males only 
and those that were open for both 
genders. Data analysis showed that 
some companies restricted 49 posi-
tions to male applicants only. How-
ever, other companies made 35 of 
these same positions available for 
both genders. 

About 71% of job advertisements has been restricted for males that could be available for male and female ap-
plicants. These positions are listed below.

3.2. How is gender considered in the employment procedures?

71% of job advertisements 
currently restricted for 

male applicants could be 
open for both genders
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The percentage of female appli-
cants was only 16.1% of the total 
number of applicants to the sector 
in the past 5 years. The low num-
ber of female applicants reflects 
a consequence of implementing 
this criterion. If the sector intends 
to increase the number of female 
employees, the first step could be 

increasing and encouraging female 
applicants by eliminating or mini-
mizing the number of gender spe-
cific advertisements. 

Academic achievement represent-
ed by Grade Point Average (GPA) 
is the second crucial criteria that 
many companies use in screening 
applicants for tests and/or inter-
views. Though the GPA systems 
differ from a college/university to 
another (see appendix 5) in Oman, 
most companies in the Oil and Gas 
sector request a minimum of 2.5 
in GPA or equivalent to qualify for 
pre-employment test/interviews. 
This is why there is only 0.7% of ap-
plicants have GPAs of 2.00-2.49 as 
shown in in figure (13); More than 
half of the applicants (54.1%) have 
obtained GPAs of 2.5-3.00. 

The list of the remaining 14 male-only-positions are as follows: 

16.1% of applicants to the 
sector in past 5 years are 

females

16.1% of applicants to the 
sector in past 5 years are 

females 

10.1% of the female appli-
cants are employed

3.3. How is academic achievement considered in the employment proce-
dures?

Table (9) List of advertised jobs restricted to male applicants only 

Figure (15) Distribution of 
applicants in the past 5 years  

by their GPAs
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The tables below indicate that the 
“International” companies fol-
lowed by the “Excellent” compa-
nies attract applicants with 3 GPA 
and above. Similarly, the “Large+” 
companies attract more applicants 
with 3 in GPA and above followed 

by the “Large” companies. The “Mi-
cro” companies attract high achiev-
ers but in very small numbers (e.g., 
only 13 applicants for 1 “micro” 
company in the last 5 years). The 
two tables below show the distribu-
tion of the applicants by GPAs.

International and Large+ 
companies attract appli-

cants with 3 and above in 
GPA more than the other 

companies 

Table (10) Percentage of applicants by their GPA and 
company classification 

Table (11) Percentage of applicants by their GPA and company classification to 
which they applied 

10- This percentage represented one candidate only. 

52% of employed gradu-
ates with GPAs 2.51-3.

Graduates with GPAs 
2.51-3 are more em-

ployed than graduates 
with higher GPAs re-

gardless of gender, spe-
cialization, university/

college
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One of the pivotal motives to con-
duct this study was employers’ per-
ception that graduates’ GPA is not 
indicative of their employability. 
Human Resources mangers in the 
oil and gas industry claimed that 
there is no correlation between 
graduates’ GPAs and their pre-ser-
vice test/interview results and 
consequently their employment. 

For the purposes of this study, the 
companies supplied the research 
team with 12332 records of appli-
cants. Only 2576 of those records 
matched with graduates’ records at 
the Ministry of Higher education11  

database. In this section, 2055 re-
cords of applicants’ GPAs were an-
alyzed. The following table shows 
that graduates with GPAs 2.51-3.00 

are employed in higher percentages 
than graduates with higher GPAs. 
The same observation is indicated 
in Figure (14). The unsuccessful-
ness rate  of applicants12 with GPAs 
of 3.01-3.50 and 3.51-4.00 were 
higher than the unsuccessfulness 
rate of applicants with lower GPAs.  

To eleminate the gender affect on 
the findings, the unsucessfulness 
rate of applicants was analysed for 
males and females seprately. The 

figures below indicated that un-
sucessfulness rate of female appli-
cants increases with higher GPAs. 
Similarly, the unsucessfulness rate 

of male aplicants increases with 
hgiher GPAs but less systematically. 

3.4. Do the applicants’ GPAs correlate with their pre-service assessment 
results? 

Table (12) Distribution of applicants by GPA and employment status

Figure (16) Percentage of unsuccessful  applicants by GPA

11- The civil ID was used to match the records. When the records matched, the names were checked and fields such as qualification, specializations and year of graduation were 
added. 
12- Unsuccessfulness Rate: (number of unsuccessful applicants/all applicants) * 100
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To eliminate the effect of various fields of study, 
the unsuccessfulness rate of applicants was ana-
lyzed for each of the fields of studies separately. 
In all fields of studies, GPA seems to be a poor 
predictor of successfulness in employment. 
TFigure (17) presents the unsuccessfulness rate 
by GPA for engineering graduates as an exam-
ple. The figure shows that the successfulness rate  
rate increases by higher GPAs, but it slightly de-
creases in 3.51- 4.00 GPA. Though the difference 
in engineering graduates’ employment by their 
GPA is significant, there is no correlation and the 
chi square value is low (χ2=59.4, df=9, p=0.000). 
This means that graduates’ employment differs 
by their GPAs but there is a weak association  as-
sociation between their GPA and employment. 

Likewise, the GPA of graduates 
from different institutions was not 
predicting their future employ-
ment. For example, 53.6% of Sultan 

Qaboos University applicants were 
employed; however, there was not 
strong association between their 
employment and their GPAs. This 

conclusion is displayed in the figure 
below. It shows that the percentage 
of unsuccessfulness rate of appli-
cants increases by higher GPAs.  

Figure (17) Percentage of unsuccess-
ful female applicants by GPA

Figure (18) Percentage of unsuccessful Male appli-
cants by GPA

Figure (19) Percentage of unsuccessful engi-
neering applicants by GPA

Figure (20) Percentage of unsuccessful engineering applicants by GPA
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From what has been discussed 
above, higher GPAs do not indi-
cate better opportunities at em-
ployment. The correlation between 
graduates’ GPAs and their pre-em-
ployment test scores was significant 

but very weak (r= 0.18, p=0.00). 
Similarly, the correlation between 
the graduates GPAs and their in-
terviews scores was significant but 
very weak (r= 0.08, p=0.00). 

However, the results show that the 
correlation between the test scores 
and the interview scores is signifi-
cant but moderate (r=0.4, p=0.00).  
The moderate correlation is ex-
plained by the fact that only those 
who passed the tests were inter-
viewed; the correlation would have 
been stronger if all graduates tak-
en the tests were interviewed too. 
This finding leads to question what 
skills/traits/knowledge GPA scores, 
test scores and interview scores rep-
resent. In addition, Is it plausible to 
expect the scores in the three dif-
ferent systems to correlate? Some 
studies explain the weak correlation 
and /or association by the follow-

ings: 
1-Grade differences from one in-
stitutions to another. Not all insti-
tutions in Oman use the same GPA 
systems (see appendix 5); the GPA 
classifications used are imported 
from the affiliated institutions in 
case of affiliation. 
2-Assessing different traits. GPA 
assesses academic achievement not 
reasoning, emotional intelligence 
or behavioral attitudes that pre-em-
ployment tests/interviews evaluate. 
3-GPA has been established as a 
weak to moderate predictor of job 
performance and employment (e.g., 
Roth, BeVier, Switzer III, & Schip-
pmann, 1996). 

Graduates’ employment depended 
on their scores in the pre-service 
tests and interviews. The following 
figures indicate that with higher 
test results the graduates were more 
likely to be employed (χ2=86.14, 
df=21, p=0.000). Similarly, with 
higher interview scores the likeli-
hood of graduates’ employment was 
higher (χ2=110.5, df=27, p=0.000). 

Weak correlation between 
Graduates’ GPAs and 

pre-employment test/inter-
view results

Table (13): Correlation between GPA and test/inter-
views scores

Figure (22): Distribution  of applicants by their interview 
results and employment status 

Figure (21): Distribution of under-
graduate applicants by their test 
results and employment status    

Sig.Item Sig.N
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In general, the employment rate 
(i.e., number of employed/ num-
ber of applicants * 100) of gradu-
ates fluctuates from a year to an-
other. The table below shows that 
employment rate has dramatically 
decreased in 2015 in which the oil 
prices decreased13 too.  It shows also 
that the employment rate for male 
applicants is higher than the em-
ployment rate for female applicants 
from 2014 to 2017.

Figure (24) displays that the oil 
and gas sector employs more 
bachelors’ graduates than diplo-
ma graduates. It also shows that 
applicants with Bachelors’ de-
grees are more successful in se-
curing employment than do ap-
plicants with Diploma degrees.

Graduate Survey 2017 (Ministry of 
Higher Education, 2017) reported 
that 75% of employed Engineering 
graduates are employed in the Oil 
and Gas sector. The data collected 
for this study shows that 94.9% of 
undergraduate applicants to the 
oil and gas companies hold quali-
fication in engineering. Engineer-
ing graduates constituted 85.7% of 
employed applicants followed by 
Physical and Natural sciences at 

6.5% and Management and Com-
merce at 5.9%.  
The three institutions from which 
the highest numbers of applicants 
came are: Sultan Qaboos Universi-
ty, Muscat Higher College of Tech-
nology followed by Caledonian 
College of Engineering. However, 
the highest employment rates are 
for applicants from Modern Col-
lege of Business, Al Zahra Colleges, 
Colleges of Banking and Finance, 

Colleges of Applied Sciences (Niz-
wa). It has to be noted that, the 
number of applicants from each of 
these colleges is 5 applicants or less. 
Sultan Qaboos University gradu-
ates have an employment rate of 
57.9% in the oil and gas sector and 
they constitute the highest number 
of employed graduates followed by 
Muscat Higher College of Technol-
ogy. 

Engineering graduates constitut-
ed 85.7% of employed applicants 
followed by Physical and Natural 

Sciences at 6.5% 

Figure (23): Graduate employment rate (%of employed 
out of applicants) by years from 2013 to 2017  

Figure (24): Graduate employment rate by qualifications  

3.5. Which applicants are employed?

13- In 2015, the oil prices (Brent) decreased massively to reach 52 $ per barrel compared to 100$ in 2011 ((Energy Information Administration, 2012 retrieved from https://www.eia.
gov/todayinenergy/detail.php?id=4550
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Table(14): Graduate employment rate in oil and gas by Uni-
versity/College from 2013-2017 in 33 companies 
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This chapter discussed pre-em-
ployment procedures and the 
association between GPA and 
pre-employment tests/inter-
views. The results indicated that 
not only there are practices that 
decrease the number of female 
applicants to the sector  to the 

sector such as gender specific 
ads but also the employment 
rate of female applicants is less 
than the employment rate of 
male applicants. The results 
also indicated that there is a 
weak correlation between GPA 
and pre-employment tests/in-

terviews. Consequently, GPA is 
a weak predictor of graduates’ 
employment status. This same 
result has been reported in the 
literature and explained partial-
ly by the difference in traits as-
sessed by GPA and pre-employ-
ment tests scores. 

Summary 
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Post- Employment 
(Salaries and Training) and 

Recommendations

Chapter 4
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Post- Employment (Salaries and 
Training) and recommendations

Chapter4

The ministry of Manpower has 
regulated Omani graduates’ 
starting salaried by their qualifi-
cation aas shown in figure 25.

Graduates’ starting salary vary 
based on their qualification, 
general field of study, company 
classification and company size. 
The distribution of graduates by 
their salaries Indicates  that the 
engineering graduates who hold 
a Bachelor’s degree and work in 
International companies are the 
highest paid graduates. It is clear 
from the tables (15,16,17,18 and 
19) that the starting salaries in-
crease by attained level of ed-
ucation. The following tables 
indicate the ranges of starting 
salaries for graduates by qualifi-
cation gender specialization and 
type of company.

4.1. What are the starting salaries of fresh graduates?

Figure (25) minimum wages 
for employees by their aca-

demic qualification as set by 
the Ministry of Manpower 

(2018)

Table (15):  Distribution of employed graduates 
by their qualifications and starting salaries

Table (16):  Distri-
bution of employed 
graduates by their 

gender and starting 
salaries

Table (17):Distribution of employed graduates by their 
field and starting salary

Ministry of Manpower set 
minimum wages for gradu-

ates by qualification

starting salaries for 
graduates by quali-
fication is similar to 
what is set by Min-
istry of Manpower
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Most of the fresh graduate em-
ployees undergo training. The 
type of this training differs by 
their fields of study as shown in 

the table below. There are some 
courses that all new employees 
in the oil and gas industry un-
dergo such as soft skills courses 

and there are other specialized 
ones such as accounting.  

4.2. Post-employment training

Table (18): Distribution of employed grad-
uates by their starting salary and company 

classification Table (19):Distribution of employed gradu-
ates by their starting salaries and company 

size 

Figure (26):type of fresh employees’ training by their field of study
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One of the questions posited 
by this study is whether there 
is a correlation between gradu-
ates’ GPA and post-employment 
performance. In this study, this 
question could not be addressed 

as the majority of the companies 
declined sharing graduates’ job 
performance and maintained 
that this information is confi-
dential and could not be shared 
with research team regardless of 

the assurances offered.

4.3. Are there any differences in graduate performances after employment by 
field of specialization or gender or other factors?

4.3.  Recommendations

The results of this study high-
lights several possible areas 
that could be considered for 
action to enhance graduate 
employment in the oil and gas 
sector such as:

• Increasing female partic-
ipation in the sector could 
start with the sector specific 
jobs, Sales and IT positions. It 
should also consider inviting 
more female applicants and 
minimizing gender specific 
ads. The demographic struc-
ture of employees in the oil 
and gas highlights that Oman-
is constitute  62-67% of the 
employees in the sector; and 
Omani females makeup 4.6-
5.9% only of the total number 
of employees.

• Educating the youth and 
Omanizing the sector should 
consider jobs with academ-
ic qualifications of less than a 
Diploma because only 41.8% 
of the employees in the sec-
tor obtain a diploma or high-
er.  Similarly , job positions 
in which Omanis constitute 
low percentages  should be 
considered such as: Sales and 
Sector specific positions ad 
Accounting. 

• Unifying GPA systems used 
in the Omani institutions. 
Currently the GPA systems 
are not unified and there is 
no official converting mecha-
nism. As GPA is widely used 
as a qualifying measure to 
graduates’ pre- employment 

tests/interviews, there is inev-
itable need to unify the grad-
ing systems.

• Training in pre-employment 
tests/interviews. Employment 
decisions correlate with grad-
uates’ performance in pre-em-
ployment tests/interviews. 
Most of these tests/interviews 
evaluate traits different from 
academic achievement that is 
measured by GPA. This ex-
plains the weak correlation 
between GPAs and pre-em-
ployment tests/interviews. 
Students need to be trained to 
perform well on those tests/
interviews.   
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Appendices

Appendix (1 a) Employer Survey 2016 Brochure
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Appendix (1 b) Graduates Survey Brochure
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Appendix (1): Data Required from HR departments for Graduates tracer 
study by Ministry of Higher Education with Cooperation with OPAL 

Type of data # Item 

Phase 1: Com
pany Data 

 

1 Commercial register number * 
2 Company name* 
3 Classification (constancy, international …etc)* 
4 OPAL classification* 
5 Operation sphere (national, international…etc)* 
6 Headquarters location (in/out Oman)* 
7 Location of the Company (governorate, you can choose more than 

one) 
8 type of company (government, semi government…etc)* 
9 Main business Sector (Choose from List)* 
10 Total number of Employees.* 

 Omani (male +female) & non-Omani (male + female) 
11 How many employees working with a Diploma 

(vocational/technical) degree or higher in the company?* 
Omani(male/female) & non-Omani (male/ female) 

12 How many employees in Top Management? * 
Omani(male/female) & non-Omani (male/ female) 

13 How many employees in Human Resources? * 
Omani(male/female) & non-Omani (male/ female) 

 14 How many employees in Accounting and Finance Related?* 
Omani(male/female) & non-Omani (male/ female) 

15 How many employees in IT Admin. Support?* 
Omani(male/female) & non-Omani (male/ female) 

16 How many employees in Sales Related?* 
 Omani(male/female) & non-Omani (male/ female) 

17 How many employees in Sector Specific Professions (others)?* 
Omani(male/female) & non-Omani (male/ female) 

Type of data 
 

# Item 

  
Phase 2: Fem

ale 
Em

ployees 

1 Civil ID/Residency* 
2 Nationality* 
3 Name  * 
4 Year of birth* 
5 Qualification * 
6 Current Employment Status (working, resigned, rejected offer)* 
7 Year of employment/offer* 
8 Job Classification  
9 Job title 

Appendix (2): Data Required from HR departments for Graduates tracer study by Ministry 
of Higher Education with Cooperation with OPAL
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Appendix (3): Contacting the Companies about Phase 2 Data collection 



48

Appendix (4): Contacting the Companies about Phase 2 Data collection
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Appendix (5): Variances in grading system in some higher education institutions in Oman

College University GPA Grade in English 

Sultan Qaboos
University 

4.0-3.75 Honors 
3.74-3.3 Excellent 

3.29-2.75 Very Good
2.74-2.3 Good
2-2.29 Satisfactory

Colleges of Applied 
Sciences

3.50-4.00 Excellent 
3.00-3.49 Very Good
2.50-2.99 Good
2.00-2.49 Satisfactory

Modern College of 
Business and Science

3.50-4.00 Outstanding 
3.20-3.49 Distinction
2.70-3.19 Very Good 
2.00-2.69 Good
0.00-1.99 Probation

German University of 
Technology

4 Excellent3.7-3.9
3.4-3.6

Good 3.1-3.3
2.8-3.0
2.5-2.7

Satisfactory 2.2-2.4
1.9-2.1
1.6-1.8

Acceptable 1.3-1.5
1.0-1.2

0 Fail 

Colleges of Technology 

4 Excellent3.7-3.99
3.3-3.69 Very good 3.0-3.29
2.7-2.99 Good2.3-2.69
2.0-2.29 Satisfactory 
1.7-1.99

Fail1.0-1.69
0.0-0.99
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