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One of the pivotal motives 
for the Ministry of Higher 
Education to conduct stud-
ies on “Graduates Joining 
Oil and Gas” and “Female 
Empowerment” in coopera-
tion with Oman Society for 
Petroleum Services (OPAL) 

was coming up with inter-
vention programs. These 
programs should be evi-
dence-based and ultimately 
increase the number of grad-
uates satisfying the Oil and 
Gas sector requirements. 

This document suggests six 
intervention programs that 
sprung out of the two men-
tioned studies. 43 Human 
Resources (HR) managers in 
the Oil and Gas sector rated 
the suggested programs in a 
scale from 0 to 5 (0 indicates 
not recommending the pro-

gram and 5 indicates highly 
recommending the pro-
gram). Appendix 1 shows 
the evaluation form sent 
to the mangers. The pro-
grams are listed below and 
ordered according to the 
HR mangers’ prioritization.  

What is the Purpose of Intervention Pro-
grams?

What is the Purpose of Intervention Pro-
grams?
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Table (1): List of Intervention Programs as priortized by employers 

Order
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It was expected higher fe-
male ratings for increas-
ing females’ participation 
in the Oil and Gas sector,  
however, the male and 
female mangers actual-
ly ranked the interven-
tion programs similarly 
as table (2) shows. HR 
mangers from the com-

panies that have 18-24% 
females (highest percent-
age of females) of the to-
tal number of employees 
prioritized increasing fe-
male participation and 
placed it as number 1 pri-
ority compared to other 
intervention programs.

Is there any difference in female vs. male HR 
mangers’ ranking of the intervention pro-
grams?
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Table (2): List of intervention programs as priortized by
employers’ gender 

Order
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Literature has document-
ed the shift from employ-
ment to employability to 
indicate a transfer from 
employers to employees 
(Hillage & Pollard, 1998). 
The transfer crystalizes in 
two dimensions (1) skills-
based economic compet-
itiveness and (2) end of 
lifetime career solutions 
(i.e., gaining initial em-
ployment, maintaining 
current employment and 
obtaining another em-
ployment). Several au-
thors have indicated that 
the concept of Employ-
ability is “fuzzy”, “buzz 
word” or “ill-defined 
concept” (McQuaid and 

Lindsay, 2005). In their 
definition of the concept, 
they suggested that it in-
cludes individual factors, 
personal circumstances, 
and external factors (see 
appendix 1). The pro-
posed program will fo-
cus on the employability 
skills and attitudes, which 
is one of five factors under 
the main factor of the “in-
dividual” employability 
(there are three main fac-
tors in employability).  For 
HR mangers from small 
companies1 this option 
was number 1 in priority, 
while it was number 2 for 
large companies and 4 for 
medium size companies. 

1. Enhancing Graduates’ Employability

Based on Public Authority for small and medium size enterprises development (Riyada). The companies were classi-
fied 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
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The Program:
Enhancing Graduates’ employability 
focusing on skills and attitudes such as (teamwork, 
work ethics, working under pressure, self-discipline, 
numeric, ICT and literacy skills …etc)
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Several studies have sug-
gested implementing ac-
ademic, technical and 
vocational pathways that 
best suit the needs of the 
Omani labor market. 
These studies and path-
ways have not been ap-
proved by the Education 
Council yet. There is hes-
itance to implement these 
pathways as they are not 
substantiated by actual 
career programs linking 
graduates to jobs. For ex-
ample, This years (2018) 
the logistics sector have 
pledged to provide 3000 
job opportunities but it 

was able to secure only 
1000 job opportunity for 
Omanis. The manager of 
the national logistics strat-
egy at Asyad explained 
this by stating that most of 
the jobs offered required 
vocational/professional 
graduates however, most 
of the jobseekers hold 
university degrees. This 
is a good example of how 
an intervention program 
may start.  This program 
was the priority number 
1 for HR mangers from 
large size companies and 
the priority number 3 for 
medium size companies. 

2. Reassessing Educational Pathways (from 
theory to practice)
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The Program: Reassessing Educational Pathways (from theory 
to practice)
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Training is not compul-
sory in higher education. 
With only third of stu-
dents get trained before 
graduation, most em-
ployers complain that the 
graduates lack practical 
skills (employer Survey, 
2016). An intervention 
program that provides 
enough training oppor-
tunities will lead higher 
education to introduce 
compulsory training. This 
program could be execut-
ed through the training 
levy currently considered 
by the Ministry of Oil and 
Gas. Training levy encour-
age companies to identi-

fy a number of training/
apprentice positions that 
will be counted towards 
Omanization. Currently 
the training levy is envis-
aged to serve the voca-
tional education only. If 
the training levy imple-
mented across all sectors, 
it could be the start of en-
hancing practical skills of 
higher education students 
and augmenting high-
er education and indus-
try cooperation.  For HR 
mangers from small and 
medium companies, this 
option came second in 
priority compared to oth-
er intervention programs. 

3. Training Students in Higher Education 
Institutions (HEI) becomes Compulsory for 
Students and Companies  
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The Program: Training Students in Higher Education Institu-
tions (HEI) becomes compulsory for students 
and companies  
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With GPA being the cut-
off grade to applying to 
jobs, creating a unified 
GPA system becomes a 
necessity to ensure fair-
ness in competing to em-
ployment. 44% Oil and 
Gas companies take 2.5 
GPA as the cutoff grade 
to taking pre-employ-
ment tests. This study in-
dicated that there is very 
weak association between 

GPA and Employment. 
Therefore, if GPA is con-
sidered the entry crite-
rion to pre-employment 
assessment, unified GPA 
system should be used in 
all higher education in-
stitutions in Oman.  This 
option came as the pri-
ority number 1 for me-
dium size companies 
and the priory number 
3 for large companies. 

4. Unified National GPA Calculation System
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The Program: Unified National GPA Calculation System (to 
guide employers in evaluating graduates and 
cutoff grade for pre-employment tests)
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The percentage of females 
in the Oil and Gas sec-
tor is lower than the in-
ternational percentage. 
In Oman, HR mangers 
considered increasing fe-
male participation in the 
field as medium priority. 
Increasing females’ par-
ticipation this sector is 
multilayered and should 

consider costumed solu-
tions for females as in-
dividuals and females as 
working wives/mothers. 
It also should consider 
current female related 
policies (i.e., materni-
ty leave) or employment 
practices (i.e., gender 
specific advertisements). 

5. Increasing Female Participation in Oil and 
Gas 
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The Program: Increasing female participation in Oil and Gas 



16

GPA and pre-employ-
ment tests/interviews 
measure different traits; 
therefore, low correlation 
between the two systems 
is expected. Graduates’ 
performance in these tests 

(not their GPAs) is most 
likely to lead them to em-
ployment. This means 
that, training in these 
tests might assist grad-
uates to better compete 
for future employment.  

6.Training students for pre-employment tests/
interviews
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The Program: Training students for pre-employment tests/in-
terviews 



18

This document presented 
six suggested intervention 
programs all based on 
the results of the studies 
conducted by the minis-
try of Higher Education 
with 63 companies from 
the oil and gas sector and 
funded by OPAL. It brief-

ly presents the programs 
based on why they were 
suggested, how they will 
be conducted and who 
is responsible to conduct 
them. They are prioritized 
by 43 HR mangers from 
the Oil and Gas sector.  

Summary: 
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oping a framework for policy analysis. London: DfEE. 
retrieved from https://s3.amazonaws.com/academia.
edu.documents/43539201/Employability_Devel-
oping_a_framework_for20160309-24658-1ix1nw2.
pdf?AWSAccessKeyId=AKIAIWOWYYGZ2Y53U-
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to support employability project paper, 1, 15.

Hillage, J., & Pollard, E. (1998). Employability: devel
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# Intervention Program Addresses Target 
groups

How Human resources 
requirement

Financial 
requireme

nt

Time 
requirement

who Reference to studies HR Managers 
evaluation 

1 Training students becomes 
compulsory for both students and 
companies and part of training Levy 
(ICV) 

Lack of practical skills 
and corporate 
knowledge 

students Linking companies with HEI by the electronic 
platform to request trainees 
www.ogss.gov.om

none Training 
Levy

6 months to 2 
years

OPAL , Oil and 
Gas industry, 
HEI

*Lack of practical skills and corporate knowledge as HR 
mangers indicated 
*Only third of students at Higher Education get training 
before graduation.

0-1-2-3-4-5

2 Training students for pre-employment 
tests/interviews 

Employment depends 
on pre-employment 
tests/interviews not 
GPA

students Shortlisting all types of pre-employment tests 
and offer them in colleges/universities

Executed through online 
testing in career 
guidance dept.

Members
hip in 
online 
tests 

1 year Ministry of 
higher 
education and 
training fund

Association between GPA and employment is weak.
Association  between pre-employment 
tests/interviews and employment is moderate

0-1-2-3-4-5

3 Increasing female participation in Oil 
and Gas

low representation of 
females in oil and gas 
companies 

Qualified 
female job 
seekers

-minimize male only advertisements maternity 
leave equal to public sector (up to 5 times)
- Clear progression paths 
- Campuses in concession areas for families to 
ensure sustainability such as Saudi & Kuwait
- awareness programs for female engineers in 
colleges/universities about working for oil& 
Gas sector

HR personal and female 
engineers (for 
awareness programs)
HR &CEO family 
campuses

Investmen
t in 
building 
cities in Al 
wasta

2-7years Ministry of 
Manpower, 
Ministry of 
Higher 
Education and 
Oil and Gas 
industry

*Only 8.3% of employees in the Oil and Gas sector are 
females (Public Authority for Manpower Register-
PAMR).
*Only 9% of fresh graduates' intake to the Oil and Gas 
sector are females.
*More than 70% of females believe there is a need for 
more females in senior positions.

0-1-2-3-4-5

4 Unified National GPA Calculation 
System (to guide employers in 
evaluating graduates and cutoff grade 
for pre-employment tests)

Most companies use 
GPA as a cutoff point 
for applicants, but GPA 
systems in Oman are 
not the same.

HEI Workshop by ministry of higher education to 
set up unified converting system 

Private Universities and 
College dept. and other 
entities that oversee 
higher education (e.g., 
manpower)

None 6 months to 1 
year

Ministry of 
Higher 
Education with 
HEI

*Most companies use GPA as a cutoff grade for 
applicants, but GPA systems in Oman are not the same 
(see Appendix (4).
*Very few applicants with less than 2.5 are allowed to 
apply (see the graduates joining oil and gas sector 
study, p. 26).
*Weak correlation (r=0.18 or r=0.08 )  between 
graduates GPAs and applicants performance in tests or 
interviews respectively.

0-1-2-3-4-5

5 Reassessing Educational Pathways Annually more than 
70% of high school 
graduates are admitted 
in higher education  
contradicting the 
structure of the labor 
market 

MoHE  and 
MoM

Identifying professions that could be filled by 
professional or vocational education prior to 
identifying streams in education

1-2 researchers from 
each institution 

TBD 2 years (six  
months for 
each of the 
strategic 
sectors)

OPAL, training 
fund Ministry of 
manpower, 
education and 
higher 
education 

*Only 41% of current employees in the Oil and Gas 
sector obtained a diploma or higher.
*Annually more than 65% of high school graduates are 
admitted in higher education  contradicting the 
structure of the labor market

0-1-2-3-4-5

6 Enhancing Graduates' employability 
focusing on skills and attitudes such as 
(teamwork, work ethics, working 
under pressure, self-discipline, 
numeric, ICT and literacy skills …etc)

Most of the fresh 
employees undergo soft 
skills courses 

Students Providing guidance and training in HEI 1 career guidance in 
each institution or 
through cooperation 
with professional 
training bodies such as 

TBD open MOHE Graduates from all fields undergo soft skills training as 
fresh employees

0-1-2-3-4-5

Appendix 1: Intervention Programs to Increase Number of graduates' Satisfying the Oil and Gas Pre-Employment Requirements 

Please evaluate each intervention program by highlighting the number in the last column. (0) indicates that you do not recommend the program, and (5) 
indicates that you highly recommend the program

Appendices
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# Intervention Program Addresses Target 
groups

How Human resources 
requirement

Financial 
requireme

nt

Time 
requirement

who Reference to studies HR Managers 
evaluation 

1 Training students becomes 
compulsory for both students and 
companies and part of training Levy 
(ICV) 

Lack of practical skills 
and corporate 
knowledge 

students Linking companies with HEI by the electronic 
platform to request trainees 
www.ogss.gov.om

none Training 
Levy

6 months to 2 
years

OPAL , Oil and 
Gas industry, 
HEI

*Lack of practical skills and corporate knowledge as HR 
mangers indicated 
*Only third of students at Higher Education get training 
before graduation.

0-1-2-3-4-5

2 Training students for pre-employment 
tests/interviews 

Employment depends 
on pre-employment 
tests/interviews not 
GPA

students Shortlisting all types of pre-employment tests 
and offer them in colleges/universities

Executed through online 
testing in career 
guidance dept.

Members
hip in 
online 
tests 

1 year Ministry of 
higher 
education and 
training fund

Association between GPA and employment is weak.
Association  between pre-employment 
tests/interviews and employment is moderate

0-1-2-3-4-5

3 Increasing female participation in Oil 
and Gas

low representation of 
females in oil and gas 
companies 

Qualified 
female job 
seekers

-minimize male only advertisements maternity 
leave equal to public sector (up to 5 times)
- Clear progression paths 
- Campuses in concession areas for families to 
ensure sustainability such as Saudi & Kuwait
- awareness programs for female engineers in 
colleges/universities about working for oil& 
Gas sector

HR personal and female 
engineers (for 
awareness programs)
HR &CEO family 
campuses

Investmen
t in 
building 
cities in Al 
wasta

2-7years Ministry of 
Manpower, 
Ministry of 
Higher 
Education and 
Oil and Gas 
industry

*Only 8.3% of employees in the Oil and Gas sector are 
females (Public Authority for Manpower Register-
PAMR).
*Only 9% of fresh graduates' intake to the Oil and Gas 
sector are females.
*More than 70% of females believe there is a need for 
more females in senior positions.

0-1-2-3-4-5

4 Unified National GPA Calculation 
System (to guide employers in 
evaluating graduates and cutoff grade 
for pre-employment tests)

Most companies use 
GPA as a cutoff point 
for applicants, but GPA 
systems in Oman are 
not the same.

HEI Workshop by ministry of higher education to 
set up unified converting system 

Private Universities and 
College dept. and other 
entities that oversee 
higher education (e.g., 
manpower)

None 6 months to 1 
year

Ministry of 
Higher 
Education with 
HEI

*Most companies use GPA as a cutoff grade for 
applicants, but GPA systems in Oman are not the same 
(see Appendix (4).
*Very few applicants with less than 2.5 are allowed to 
apply (see the graduates joining oil and gas sector 
study, p. 26).
*Weak correlation (r=0.18 or r=0.08 )  between 
graduates GPAs and applicants performance in tests or 
interviews respectively.

0-1-2-3-4-5

5 Reassessing Educational Pathways Annually more than 
70% of high school 
graduates are admitted 
in higher education  
contradicting the 
structure of the labor 
market 

MoHE  and 
MoM

Identifying professions that could be filled by 
professional or vocational education prior to 
identifying streams in education

1-2 researchers from 
each institution 

TBD 2 years (six  
months for 
each of the 
strategic 
sectors)

OPAL, training 
fund Ministry of 
manpower, 
education and 
higher 
education 

*Only 41% of current employees in the Oil and Gas 
sector obtained a diploma or higher.
*Annually more than 65% of high school graduates are 
admitted in higher education  contradicting the 
structure of the labor market

0-1-2-3-4-5

6 Enhancing Graduates' employability 
focusing on skills and attitudes such as 
(teamwork, work ethics, working 
under pressure, self-discipline, 
numeric, ICT and literacy skills …etc)

Most of the fresh 
employees undergo soft 
skills courses 

Students Providing guidance and training in HEI 1 career guidance in 
each institution or 
through cooperation 
with professional 
training bodies such as 

TBD open MOHE Graduates from all fields undergo soft skills training as 
fresh employees

0-1-2-3-4-5

Appendix 1: Intervention Programs to Increase Number of graduates' Satisfying the Oil and Gas Pre-Employment Requirements 

Please evaluate each intervention program by highlighting the number in the last column. (0) indicates that you do not recommend the program, and (5) 
indicates that you highly recommend the program
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INDIVIDUAL FACTORS PERSONAL CIRCUMSTANCES EXTERNAL FACTORS 

Employability skills and attributes 
Essential attributes 
Basic social skills; honesty and integrity; basic personal presentation; reliability; willingness 
to work; understanding of actions and consequences; positive attitude to work; 
responsibility; selfdiscipline
Personal competencies Proactivity; diligence; self-motivation; judgement; initiative; 
assertiveness; confidence; act autonomously 
Basic transferable skills Prose and document literacy; writing; numeracy; verbal presentation 
Key transferable skills Reasoning; problem solving; adaptability; work-process management; 
team working; personal task and time management; functional mobility; basic ICT skills; 
basic interpersonal and communication skills; emotional and aesthetic customer service skills 
High level transferable skills Team working; business thinking; commercial awareness; 
continuous learning; vision; job specific skills; enterprise skills 

Household circumstances
Direct caring responsibilities

Caring for children, elderly relatives, etc. 
Other family and caring responsibilities Financial commitments to children or other family 
members outside the individual's household; emotional and/or time commitments to family 
members or others 
Other household circumstances The ability to access safe, secure, affordable and appropriate 
housing   

Demand factors 
Labour market factors Level of local and regional or other demand; nature and changes of 
local and regional demand (required skill levels; occupational structure of vacancies; sectors 
where demand is concentrated); location, centrality / remoteness of local labour markets in 
relation to centres of industry / employment; level of competition for jobs; actions of 
employers' competitors; changing customer preferences, etc. 
Macroeconomic factors Macroeconomic stability; medium- to long-term business 
confidence; level and nature of labour demand within the national economy 
Vacancy characteristics Remuneration; conditions of work; working hours and prevalence of 
shift work; opportunities for progression; extent of part-time, temporary and casual work; 
availability of 'entry-level' positions 
Recruitment factors Employers' formal recruitment and selection procedures; employers' 
general selection preferences (for example, for recent experience); employers' search 
channels (methods of searching for staff when recruiting); discrimination

Work culture 
The existence of a culture in which work is encouraged and supported within the family, among 
peers or other personal relationships and the wider community

Access to resources 
Access to transport Access to own or readily available private transport; ability to walk 
appropriate distances 

Access to financial capital Level of household income; extent and duration of any financial 
hardship; access to formal and informal sources of financial support; management of income and 
debt 

Access to social capital Access to personal and family support networks; access to formal and 
informal community support networks; number, range and status of informal social network 
contacts 

Enabling support factors Employment policy factors Accessibility of public services and job 
matching technology (such as job search / counselling); penetration of public services (for 
example, use and credibility among employers / job seekers); incentives within tax benefits 
system; existence of 'welfare to work' / activation and pressure to accept jobs; accessibility 
and limitations on training; extent of local / regional development policies; measures to ease 
the school-work transition and address employability issues at school and university 

Other enabling policy factors Accessibility and affordability of public transport, child care and 
other support services

Demographic characteristics
Age, gender, etc.

Health and well-being Health Current physical health; current mental health; medical history; 
psychological wellbeing 

Disability Nature and extent of: physical disability; mental disability; learning disability
Job seeking 
Effective use of formal search services / information resources (including ICT); awareness and 
effective use of informal social networks; ability to complete CVs / application forms; 
interview skills / presentation; access to references; awareness of strengths and weaknesses; 
awareness of location and type of opportunities in the labour market; realistic approach to 
job targeting 

Adaptability and mobility 
Geographical mobility; wage flexibility and reservation wage; occupational flexibility 
(working hours, occupations, sectors) 

Appendix 2: Employability Factors, Source: McQuaid and Lindsay (2005: 209-10)
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INDIVIDUAL FACTORS PERSONAL CIRCUMSTANCES EXTERNAL FACTORS 

Employability skills and attributes 
Essential attributes 
Basic social skills; honesty and integrity; basic personal presentation; reliability; willingness 
to work; understanding of actions and consequences; positive attitude to work; 
responsibility; selfdiscipline
Personal competencies Proactivity; diligence; self-motivation; judgement; initiative; 
assertiveness; confidence; act autonomously 
Basic transferable skills Prose and document literacy; writing; numeracy; verbal presentation 
Key transferable skills Reasoning; problem solving; adaptability; work-process management; 
team working; personal task and time management; functional mobility; basic ICT skills; 
basic interpersonal and communication skills; emotional and aesthetic customer service skills 
High level transferable skills Team working; business thinking; commercial awareness; 
continuous learning; vision; job specific skills; enterprise skills 

Household circumstances
Direct caring responsibilities

Caring for children, elderly relatives, etc. 
Other family and caring responsibilities Financial commitments to children or other family 
members outside the individual's household; emotional and/or time commitments to family 
members or others 
Other household circumstances The ability to access safe, secure, affordable and appropriate 
housing   

Demand factors 
Labour market factors Level of local and regional or other demand; nature and changes of 
local and regional demand (required skill levels; occupational structure of vacancies; sectors 
where demand is concentrated); location, centrality / remoteness of local labour markets in 
relation to centres of industry / employment; level of competition for jobs; actions of 
employers' competitors; changing customer preferences, etc. 
Macroeconomic factors Macroeconomic stability; medium- to long-term business 
confidence; level and nature of labour demand within the national economy 
Vacancy characteristics Remuneration; conditions of work; working hours and prevalence of 
shift work; opportunities for progression; extent of part-time, temporary and casual work; 
availability of 'entry-level' positions 
Recruitment factors Employers' formal recruitment and selection procedures; employers' 
general selection preferences (for example, for recent experience); employers' search 
channels (methods of searching for staff when recruiting); discrimination

Work culture 
The existence of a culture in which work is encouraged and supported within the family, among 
peers or other personal relationships and the wider community

Access to resources 
Access to transport Access to own or readily available private transport; ability to walk 
appropriate distances 

Access to financial capital Level of household income; extent and duration of any financial 
hardship; access to formal and informal sources of financial support; management of income and 
debt 

Access to social capital Access to personal and family support networks; access to formal and 
informal community support networks; number, range and status of informal social network 
contacts 

Enabling support factors Employment policy factors Accessibility of public services and job 
matching technology (such as job search / counselling); penetration of public services (for 
example, use and credibility among employers / job seekers); incentives within tax benefits 
system; existence of 'welfare to work' / activation and pressure to accept jobs; accessibility 
and limitations on training; extent of local / regional development policies; measures to ease 
the school-work transition and address employability issues at school and university 

Other enabling policy factors Accessibility and affordability of public transport, child care and 
other support services

Demographic characteristics
Age, gender, etc.

Health and well-being Health Current physical health; current mental health; medical history; 
psychological wellbeing 

Disability Nature and extent of: physical disability; mental disability; learning disability
Job seeking 
Effective use of formal search services / information resources (including ICT); awareness and 
effective use of informal social networks; ability to complete CVs / application forms; 
interview skills / presentation; access to references; awareness of strengths and weaknesses; 
awareness of location and type of opportunities in the labour market; realistic approach to 
job targeting 

Adaptability and mobility 
Geographical mobility; wage flexibility and reservation wage; occupational flexibility 
(working hours, occupations, sectors) 

Appendix 2: Employability Factors, Source: McQuaid and Lindsay (2005: 209-10)
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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 Very good to exceptional performance
3.7-3.9
3.4-3.6 Good performance
3.1-3.3
2.8-3.0
2.5-2.7 Satisfactory performance
2.2-2.4
1.9-2.1
1.6-1.8 Acceptable performance
1.3-1.5
1.0-1.2 Minimum acceptable performance

0 Unacceptable performance
Colleges of Technology 4 Excellent

3.7-3.99
3.3-3.69 Very good 
3.0-3.29
2.7-2.99 Good
2.3-2.69
2.0-2.29 Satisfactory 
1.7-1.99 Fail
1.0-1.69
0.0-0.99

Appendix (3): Variances in grading systems in some higher education institu-
tions in Oman
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