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[bookmark: _Toc462834352]Abstract
[bookmark: _GoBack]Research is increasingly acknowledging the pivotal role of national human resource development (NHRD) in economic development. There is a growing call to conduct research in country-specific contexts to further explore this concept and the factors that influence its outcomes. The concept differs from one country to another; therefore, many HRD studies focus on one country. However, few have focused on the Middle East region, and there has been even less research on Oman. The aim here is to fill this research gap by analysing Oman’s HRD practices. Specifically, the intent is to identify the gap in skillsets in Oman and to develop an NHRD model that is appropriate for the country’s economic requirements for national skills development. 

A mixed methods approach comprising both quantitative and qualitative techniques was adopted to underpin the study. Therefore, triangulation of the data was completed to evaluate information gathered from across the Duqm Special Economic Zone (DSEZ) in Oman. The study utilised both primary and secondary data. The primary data was collected using quantitative and qualitative methods, and the secondary data comprised HRD case studies from select countries. The data collection instruments included an audit of the skills base of companies located in the DSEZ, two questionnaires and an interview inventory. All instruments were custom-designed to suit the specific purpose of the study and the research settings and were also pilot-tested before being implemented in the study. Purposive sampling was used to identify people who have sufficient knowledge and experience pertaining to HRD practice, namely human resource (HR) practitioners, Omani employees of the companies operating in the DSEZ and HRD policymakers in Oman. Secondary data in the form of HRD case studies for the relevant countries was used to increase the robustness of the proposed NHRD model for the country. 

The study results revealed some gaps that require government intervention. The findings indicated a lack of available data on the current skills and those that will be required in the future and poor coordination among various HRD government agencies. The research also revealed that education and training efforts do not align with the skills needed by the country’s economic sector and that some nationals are unable to work in certain jobs for socio-cultural reasons. These results were carefully considered to propose an NHRD model for Oman that involves all major stakeholders. The developed model is believed to be the first of its kind for Oman in terms of its comprehensiveness and pragmatic approach. The results of the study can potentially be used by other Gulf region countries to improve the effectiveness of their NHRD efforts. This research is useful for academicians, as it partially fills the gap that exists in terms of HRD studies conducted in Arab countries. It is hoped that aspects of the study can be extended in future with more resources and time so as to ensure the development of a comprehensive HRD policy for Oman.
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[bookmark: _Toc462834359]Introduction and Background of the Study
[bookmark: _Toc462834360]1.1 Introduction
This chapter outlines the history of Oman and gives background information about its current human resource development (HRD) policy and initiatives to set the context for this thesis. Specifically, this chapter details the key premise under investigation, the geographic location of Oman, the current Omani economic situation, the history of Oman and its impact on the economy and current HRD initiatives in Oman. In addition, the focus and boundaries of the research are presented. The chapter ends by outlining the structure of the thesis.

[bookmark: _Toc462834361]1.2 Background of the Research Investigation
Like other Gulf Cooperation Council (GCC) countries, Oman is attempting to build a diversified economy to achieve its long-range financial goals and to minimise the risk of depending on oil as the major source of income (Guzansky, 2015). Some alternative sources of income that have been developed or that are in development include free economic zones, tourism and related infrastructure, information technology (IT) and service fields. The government of Oman has realised the importance of national skills to help achieve these goals and has started providing substantial infrastructural and financial support for educational and HRD activities.
The government of Oman has been focusing on developing its national skills since 1970, when Sultan Qaboos bin Said Al Said began his rule. Before 1970, there were only three schools in Oman and no higher educational institutions, such as colleges or universities. Based on the latest data, the number of educational institutions has since increased to more than 1,000 schools and over 30 colleges and universities (National Centre for Statistics and Information, 2015). The government’s aim is to improve the skills of nationals to meet the needs of its developing economy. Various HRD initiatives have been planned for the future. The intent here is to provide a conceptual foundation to elucidate the Omani government’s efforts to improve the country’s national skills and thus to contribute to national economic development. 

 Although a direct relationship between HRD efforts and economic development has yet to be established, research on the importance of HRD in the economic growth of a country is ongoing. Many researchers argue that HRD is positively correlated with economic growth (McCleery, 2000; McLean & McLean, 2001; Rowley, Benson, & Warner, 2004; Lynham & Cunningham; 2006; Zula & Chermack, 2007). However, this correlation depends on the strategies and practices adopted at the national and international levels. The incorrect choice of HRD strategies may lead to stunted economic growth. Therefore, scholars such as Brooks and Nafukho (2006) have called for research to examine social, emotional and business needs and their effect on organisational productivity to integrate them into HRD strategies. Moreover, scholars have emphasised the importance of conducting HRD research at the national level that is relevant in a global HRD context to establish a global definition of HRD and a national HRD (NHRD) framework to determine the impact on economic and social development (Ashton & Green, 1996; McLean & McLean, 2001; Ashton, 2001; Wang, 2008; McLean, 2004). 

In Brook and Nafukho’s (2006) view, HRD aspects should be integrated with those of social capital to increase organisational productivity. If mistakes are made at the level of formulation, they are likely to be transplanted to the entire working population. Such mistakes in the conceptualisation of strategies and practices may negatively impact economic growth and human development. Therefore, the importance of this study increases vis-à-vis Oman’s current HRD context. In addition, HRD is viewed as an integral component of a country’s national economic policy, such as in Singapore and the Republic of Korea. This approach is similar to one whereby NHRD systems are often examined for signs of improvement or decline (Rowley & Benson, 2004).
 
Despite the Omani government’s HRD efforts, there has been no obvious examination, by researchers or HRD agencies in the country, of the skills that are needed for the country’s economic projects, and nor is there a comprehensive national approach to develop the skills of the Omani workforce. Therefore, the country is witnessing a major influx of foreign labour. The latest publication of the National Centre for Statistics and Information indicated that foreign workers represent 44.2% of Oman’s total population (National Centre for Statistics and Information, 2015). 	
All the reasons mentioned above make this study valuable in terms of helping Oman build its essential national skills to cope with the current and future requirements of the economy in a sustainable way. As when developing any effective HRD policies, it is first necessary to consider the country’s national factors (Cooke, 2013; Cooke, 2012; Warner & Goodall, 2010; Wang & Wang, 2006).

[bookmark: _Toc462834362]1.3 The Geographic Location of Oman
Oman is an Arabian country located on the south-eastern coast of the Arabian Peninsula. Its official name is the Sultanate of Oman, and the capital is Muscat. Oman is one of the GCC countries (Oman, Kuwait, Qatar, Saudi Arabia, Bahrain, and the United Arab Emirates (UAE) and has a population of 2.773 million, according to the 2010 General Census of Population (Statistical Year Book, 2014). Oman’s location gives it strategic importance as it is situated at the mouth of the Persian Gulf (see Figure 1). Oman borders Saudi Arabia on the west, the UAE on the northwest and Yemen on the southwest. In addition, it shares a marine border with Iran and Pakistan. The coast is formed by the Arabian Sea and the Gulf of Oman (Wikipedia Oman website). The geographical location of Oman gives it a competitive edge over many other countries in the region. The long coastline and the boundaries with many other countries make Oman suitable for various manufacturing, tourism, logistics and trading opportunities. The dependence on oil as a major revenue source can be reduced if the geographical location is exploited to advantage with the help of well-skilled human resources.
[bookmark: _Ref432701491][image: ]
[bookmark: _Toc444860266]Figure 1 Duqm projects map, Source: http://omanakhbar.com/sezad/
[bookmark: _Toc462834363]1.4 The Current Omani Economic Situation 
Oman gained World Trade Organisation (WTO) membership in 2000 and therefore liberalised its market to meet its WTO commitments. The country is ranked among the high/medium income countries; Oman’s gross domestic product (GDP) has increased 170 times over the last 40 years and by more than 35 times for the income per head of population. Manufacturing contributes over 18% of the GDP, and international trade has increased by more than 20-fold (Hawley, 2012; The Supreme Council for Planning, 2012). 

The Omani economy depends heavily on oil, which was discovered in 1964. By mid-2000, extraction levels had reached more than 900,000 barrels per day (B/D). The current level of production is similar. Oil revenues represent almost two-fifths of the GDP and two-thirds of the government’s income. Natural gas also contributes to the Omani economy, with production beginning in 2000 by the Oman Liquefied Natural Gas Company. The production of the company capacity is 6.6 million tonnes/year, including unsubstantial gas liquids such as condensates (Hakro & Omezzine, 2016; Wikipedia Oman economy website). The country’s dependence on oil and gas income means Oman can encounter serious financial difficulties when there is a downward trend in the price of oil. Consequently, it is vital that the government takes proactive initiatives to reduce this dependence by developing alternative economic industries. The following subsections provide descriptions of some of Oman’s key economic sectors.

[bookmark: _Toc462834364]1.4.1 The Duqm Special Economic Zone
The Duqm Special Economic Zone (DSEZ) is located on the coast of southern Oman and is one of the biggest free economic zones in the Middle East. It has a geographically favourable location that is easily accessible to Asia, Europe and the rest of the Arabian Peninsula. Omani government investments in infrastructure in the DSEZ have reached 1.750 billion Omani Rials (4.55 billion USD) and will increase gradually until 2020. DSEZ projects include a port, ship repair yard and drydock; airport; power and water generation and distribution; a natural gas supply, a refinery and a petrochemical complex; a transport system; an industrial zone; a logistics zone; a fisheries harbour; and a resort zone (Oman daily newspaper - A,2013).

[bookmark: _Toc462834365]1.4.2 Sohar Industrial Zone
The Sohar Industrial Zone was established in Sohar (midway between Muscat and Dubai) in November 1992. It occupies an area of 21,674,348 m2, of which just under half (10,730,000 m2) has been developed and subdivided into 226 plots. Investments in 200 various factories in this zone have reached 1.5 billion Omani Rials (3.9 billion USD). Projects include an industrial port; an airport; the Sohar aluminium smelter; a pipe industry; a ceramic industry; a glass industry and food-related industries. In terms of the workforce, Omanis constitute 40% and foreigners constitute 60% (Oman News Agency - A, 2013).

In addition, the Omani government intends to invest 3.5 billion USD by inviting bids to build a steam cracker petrochemical plant with a yearly production capacity of one million tons of petrochemical products. This plant would be built in the northern industrial port city of Sohar, a project that is scheduled to be completed in 2019 (Oman Oil Refinery and Petroleum Industries Company, 2016). It has been stated that the 
Sohar Industrial Estate is important also in terms of generating job opportunities for national manpower as Sohar Industrial Estate is in the Al Batinah region, the population of which is 26.5% of the total population of the Sultanate. The available statistics also show that the population in the Al Batinah region as of 2008 amounted to 750,000 persons (Oman News Agency - B, 2013).

[bookmark: _Toc462834366]1.4.3 Salah Free Trade Zone
The Salalah Free Trade Zone is located in the Salalah region in southern Oman. It was established in 2006 to get the most benefit of the strategic location at the crossroads of a major east-west trade route. The main goal is to make this zone an international investment hub by attracting logistics, warehousing, re-distribution, textile, petrochemical, pharmaceutical, plastics recycling, manufacturing and assembly businesses. It occupies an area of 19 km2. To date, government investments in the Salalah Free Trade Zone have reached 1.3 million USD (http://www.sfzco.com/faqs/background).

[bookmark: _Toc462834367]1.4.4 International and National Airports
Oman is increasing the capacity of its international airports, particularly Muscat International Airport and Salalah International Airport. In addition, it is building three regional airports in Duqm, Sohar and Ras Al Had. Connecting the country with international and national airports will enhance many economic sectors of the country, such as the industrial, logistics and tourism sectors. 

[bookmark: _Toc462834368]1.4.5 Railway Project
The government has also started to advertise for bids to build a 2,244 km rail network. Like most GCC countries, Oman depends on airports, ports and land transportation to connect the country internally and internationally. Therefore, this railway project will be a huge addition to the transportation sector. In addition to the civil services, it will improve economic aspects, such as the logistical supply chain. 

[bookmark: _Toc462834369]1.4.6 Mining Sector 
In the seventh five-year plan, the mining and mineral sector contributed 37.5% of the Omani GDP. The sector contributed 101.4 million Omani rials in 2012, compared to 99.3 million in 2011 (an increase of 2.1%), 91.7 million in 2010 and 82.6 million in 2009. The Omani government has invested 45 million Omani rials in this sector in the current five-year plan (Oman daily newspaper - B, 2013). The latest initiative in this sector was announced by Oman’s Minister of Commerce and Industry on January 5 2016, which is an investment of 100 million rials in a mining firm. The company is called Mining Development Oman, and its purpose is to develop the mining sector to contribute to the national income (Ministry of Commerce and Industry, 2016). It seems the government sees the mining sector as a promising avenue for diversifying its income and is therefore focusing on it and on the logistics sector to export Omani minerals. 

[bookmark: _Toc462834370]1.4.7 Tourism
As Oman has a varied topography and culture, the government aims to attract 12 million visitors a year by 2020 to make the sector one of the largest contributors to the national income. In 2010, the country welcomed almost 1.6 million visitors from different countries over the world (Ministry of Tourism, 2011). This is in keeping with other development aimed at diversifying the Omani economy, such as the proposed airport development mentioned in the previous section. These economy-boosting projects are highly integrated to enhance overall growth. For example, the airport and railway projects will enhance not only the tourism sector but other sectors as well, such as the mining sector and the free zones. 

Through all these non-oil projects, the government is attempting to reduce the country’s economic dependence on oil. However, the effective management of these projects requires a highly skilled workforce. Therefore, the results of this research will be of great value in helping the country to achieve its economic goals.

[bookmark: _Toc462834371]1.5 The History of Oman and Its Impact on the Economy
Oman is an old country that has interacted with and been influenced by different ancient civilisations, such as those of Mesopotamia, India, China, Persia and Phoenicia. Oman was attractive to these civilisations as it is located in the middle of the marine trade routes (MTR) between the East and the West. 

Ancient Sumerian tablets (5500–4000 BC) refer to a country called Magan, which is thought to be the modern day region of Oman. Archaeologists have found evidence at Sohar that copper mining was the main industry in Oman in 2000 BC. In addition, the region produced frankincense (an aromatic tree resin) that was used in Egypt and Europe in religious ceremonies and was as valuable as gold. Currently, it is exported for use in the perfume and medicinal industries (The Ministry of Heritage, 1990).

As Oman is separated from its Arab neighbours by a desert, in the early 1800s it became an economic power and emerged as one of the major trading centres in the Indian Ocean. The country expanded its control over the coasts of Iran, Pakistan and Bahrain. It also colonised Zanzibar and some Kenyan seaports and sent trading boats to the Malay Peninsula (The Ministry of Information, 1990).

Oman took advantage of its strategic location by establishing MTRs. In the middle of the 19th century, Omani traders reached ports in the Far East. The trade route crossed the Arabian Sea to India, Sri Lanka, the Bay of Bengal and the Strait of Malacca. It then went north towards Vietnam, Singapore and the South China Sea to reach the final destination of mainland China (The Ministry of Heritage, 1980; The Ministry of Information, 1990; the Ministry of Information, 1999).
 
According to Yan (2002), a history lecturer at Peking University, the Omani people were the most capable among the Arabs in terms of sailing and shipbuilding. Their ports flourished, as they maintained the trade routes between East and West. Yan states that the Omani port of Sohar was known as the gateway to China and held annual markets where Chinese goods were displayed. For these reasons, Oman became the logistical centre of trade between East and West, boosted by exports of copper, frankincense and dates. The historical business acumen of the Omani people can once again help the country flourish if the proper environment is established and the proper training is provided. Oman has the potential to become a significant trading force in the global economy, which in turn will facilitate the further development of revenue sources other than oil and gas.

[bookmark: _Toc462834372]1.6 Current HRD Initiatives in Oman 
As mentioned, the Omani government has realised the importance of developing Oman’s human resources to strengthen its economy. It has taken many steps in this direction, some of which are discussed below. 
[bookmark: _Toc462834373]1.6.1 Education Overview
The education system in Oman was formally established in 1970 when His Majesty Sultan Qaboos bin Said Al Said, who said ‘We will educate our kids even under the shadow of trees’, became ruler. Education is free at all government schools and higher educational institutions and is non-compulsory. The system has expanded significantly in the last three decades; for instance, the number of schools increased from only three in the whole country in 1970 to 1,553 in 2013 (National Centre for Statistics and Information, 2015; Al-Hinai, 1998; Al-Maawali 2002). 

According to Al-Hinai (1998) and Al-Maawali (2002), HRD has received significant attention since the 1970s. For example, access to education has been broadened to include females, and grants have been given to public sector workers to acquire higher skills at international centres of excellence. Budhwar, Al Yahmadi, and Debrah (2002) have found that there is a growing emphasis on HRD initiatives at the national level in various firms and that top management has a good awareness of the benefits of strategic approaches to HRD. 

Due to the lack of research regarding the challenges of HRD in Oman, the author has relied on an HRD report issued by the Omani government in 2012. The report stressed that there has been an increase in GDP per capita of more than threefold during the period 1970–2010. It indicates that progress in terms of human development indicators has been rapid but that economic growth is not the only motivation; social and political aspects have also influenced this progress. In addition, the World Human Development Report 2010 indicated that Oman made significant gains regards its human development progress, and health and education during the period of 1970–2010. Oman registered a fourfold improvement in the gross enrolment and literacy rates, as well as an increase in life expectancy of 23 years. The country is ranked among the highest in terms of human development at .773 on the human development index (HDI) for Omanis and .755 for the total population. The HDI difference between Omanis and the total population might be the result of the two-year increase in life expectancy at birth for total population compared to Omanis. Compared to other Arab countries as a whole, Oman’s HDI score is 16.7% higher, and life expectancy at birth is greater by four years. In addition, Oman achieved better scores than all other Arab countries in the mean years of schooling and in the expected years of schooling. According to the World Human Development Report 2010, Oman is ranked fifth out of 16 Arab countries in terms of the HDI, eighth with regard to health, fourth with regard to the mean years of schooling for adults and fifth with regard to expected years of schooling and income indicators. 

To compare with other rich Arab countries, Oman exceeded Qatar and Kuwait in the area of education, although these countries have higher gross national income (GNI) per capita than Oman. Of the 169 countries covered by the World Human Development Report 2010, Oman ranked 53 in terms of the HDI, 70 in terms of health, 85 in terms of mean years of schooling for adults, 76 in terms of expected years of schooling and 33 in terms of income (The Supreme Council for Planning, 2012). 

[bookmark: _Toc462834374]1.6.2 Human Development among Youth (15–29 years old)
As outlined in the World Bank Development Report of 2007, developing countries can achieve a dramatic increase in economic growth and in turn reduce the number of low- income and impoverished families by investing in improving education, healthcare and training for youth aged 15–29. In Oman, the youth index value scored .830 for the total population and .823 for Omani compared to .755 and .733 respectively for the whole society. 

It is important to note that Oman has registered remarkable progress in equal education opportunities for males and females (better for youth than adults and the elderly). The mean years of schooling peaked for the 20–29 year old age group and then declined to two years in total for the 55–59 year old age group. The gap between males and females in educational opportunity no longer exists for the 15–29 year old age group, whereas the opportunity was double the amount for males in the 40–44 year old age group (The Supreme Council for Planning, 2012). Equal education opportunities for males and females can result in many economic benefits for Oman, such as encouraging inward investment. 

[bookmark: _Toc462834375]1.6.3 Current Higher Education Overview
According to the official website of the Ministry of Higher Education (Oman Daily Observer, May 2015), higher education is provided by the only national university, namely Sultan Qaboos University (SQU), six national colleges of applied sciences (CASs), and 27 private universities and colleges. SQU and the CASs provide free education for Omani students on a competitive basis. In the 2009/2010 academic year, 17,000 students enrolled at SQU. In 2011, approximately 35,000 students enrolled at the private universities and colleges.

The government also provides domestic and overseas scholarships for nationals, totalling 29,643 scholarships annually. The number of overseas scholarships stands at 1,643 per year in different fields such as environmental studies, finance, computer science, business, IT, education, health, tourism and hospitality, media and communication studies, engineering, museum studies and natural and physical Science. Domestic scholarships include the following: 1,500 scholarships for secondary school graduate categorised under the social security families (SSFs) umbrella; 618 scholarships for students from limited income families; 100 competitive scholarships for students from SSFs and limited income families to study at Oman’s Maritime College; 20 scholarships for SSFs to study medicine and dental surgery and 40 competitive scholarships; 500 scholarships for Omani girls and 7,000 scholarships for all Omani students in the form of competitive grants. 

Through these scholarships, the government aims to enhance the skills and capabilities of Omani nationals so they may participate in the country’s economic growth.

[bookmark: _Toc462834376]1.7 Focus and Boundaries of the Study
McLean and McLean (2001) argue that for HRD to be of relevance in the worldwide context, it should first be defined in the context of specific countries. The focus of this study is on developing an HRD policy that facilitates skills development to improve the Omani economy while taking into consideration the country’s specific needs. Specifically, the research aims to identify and critically examine the skillsets available in the DSEZ. An NHRD model for the key industrial clusters in Oman will be suggested to improve HRD policy and promote the Omani economy. This model can potentially be used in other Gulf countries. 

The main objectives of the research are summarised as follows.
1. To identify the skillset gap in the DSEZ; 
2. To explore the perceptions of HR professionals, Omani employees and HRD policymakers regarding HRD initiatives, both in the country as a whole and in the DSEZ in particular; 
3. To propose an NHRD model for Oman and make recommendations for the various stakeholders involved in HRD. 
The aims and objectives of this research will be discussed in depth in Chapter 4 (Design and Methodology of the Study). The DSEZ is the focus of this research, and data were gathered from companies and institutions operating there. The zone is considered the biggest free zone in the Middle East, and the Omani government and international investors are making significant investments in the zone. Many projects have been implemented there and many others are expected. Below are maps showing the zone’s location and projects. 
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[bookmark: _Toc444860267]Figure 2 Duqm on the map, Source: http://duqmair.com/duqm.php
[image: http://omanakhbar.com/wp-content/uploads/2013/04/SEZAD.jpg]










[bookmark: _Toc444860268]Figure 3 Duqm projects map, Source: http://omanakhbar.com/sezad/
The location is considered strategic for trade, commerce, logistics and naval activities and attracts shipping business with the Far East, Pakistan, India, Europe, East Africa and other GCC countries. Therefore, a variety of trading and business opportunities can be found here. The maps help in understanding the accessibility of the DSEZ for capitalist enterprise.

















[bookmark: _Toc462834377]1.8 Structure of the Thesis 
The thesis consists of eight chapters (Figure. 4); a brief description of each chapter follows.
[image: ]
[bookmark: _Toc444860269]Figure 4: Structure of thesis chapters following Robson (2002) and Bryman and Bell (2015).
Chapter 1 is an introduction to the research study. The chapter provides the background of the issue under investigation. It introduces some pertinent information about Oman, such as geographical location, economy, history and HRD initiatives, and provides some initial context regarding the research focus and boundaries. It also outlines the structure of the thesis and concludes with a summary.

Chapter 2 begins the literature review and provides the background information needed to understand HRD, its nature and its role in an economy. The chapter explores the significant role of HRD in economic growth and discusses HRD definitions and functions. It outlines some of the goals of HRD activities and concludes with a summary. 

Chapter 3 continues the literature review by gearing the discussion towards NHRD. The chapter explores the concept of NHRD and discusses the importance of implementing NHRD in a country. It explores the five models of NHRD suggested by Cho and McLean (2004) and the application of NHRD by different countries. The chapter also presents the challenges of developing an NHRD model in developing countries and in GCC countries. Finally, the chapter gives an overview of Omanisation (replacing expatriates with trained Omanis) to provide background information regarding the workforce in Oman. It concludes by summarising the main arguments in the chapter.

Chapter 4 explains the research design and methodology of the study. It discusses the mixed methods (quantitative and qualitative) used in this research. Three types of research instruments were used to gather data, namely, a skillset form, questionnaires and interviews. Furthermore, secondary data were used to support the research’s primary data. The secondary data are discussed in the form of successful HRD stories from different countries, namely Singapore, China and Saudi Arabia. The chapter concludes with a summary.

Chapter 5 presents the analysis of the data gathered. It presents and discusses the skillsets found in the DSEZ, the views and perceptions of HR practitioners in the zone, those of employees in the zone and those of HRD policymakers. It concludes with a summary of the main findings.

Chapter 6 explores three successful HRD stories as case studies. Secondary data is used to boost the effectiveness of the NHRD model and the recommendations. The case studies include HRD in Singapore as a general example of an HRD success story, HRD in China as an example of economic zones and Saudi Arabia as an example of similar culture and religion. The chapter ends with a summary of the main HRD practices in these countries.

Chapter 7 discusses the research findings and compares them with those of previous research in the field. Based on the discussion, an Omani NHRD model is suggested that can work as a guideline for all HRD activities in Oman to promote economic development and to help improve national skills to meet current and future sector requirements.

Chapter 8 consists of conclusions and recommendations. It also discusses the limitations of the study, possibilities for future research and the study’s contributions to the knowledge base. 

[bookmark: _Toc462834378]1.9 Summary
In this chapter, the importance of moving away from an oil-based economy is substantiated. For Oman, such a move is necessary due to its limited oil reserves (compared to Saudi Arabia and other oil-producing countries in the region). The implementation of HRD policies can be made more effective by considering the historical and geographical details mentioned in this chapter and the detailed analysis in subsequent chapters. The chapter discussed the current economic and HRD situations in Oman that are the basis for building additional HRD activities. Finally, the focus and boundaries (following McLean & McLean, 2001) and the structure of the study (following Robson, 2002 and Bryman & Bell, 2015) have been outlined. 
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[bookmark: _Toc462834380]Literature Review: The Nature and Goals of HRD

[bookmark: _Toc462834381]2.1 Introduction
This chapter is built on the premise outlined in the first chapter. The first chapter showed that the history, location, economy and HRD initiatives of Oman are the main factors involved in building an NHRD policy that promotes economic development and helps reduces the country’s dependence on oil. This chapter discusses the importance of HRD in an economy and how it contributes to further a country’s economic development. After establishing the importance of HRD, the concept is explained in detail. The chapter discusses the historical origins of HRD and the different definitions and covers its functions and goals in narrow and broad organisational settings. The meaning and scope of various terms relating to HR are discussed and analysed in this chapter to provide relevant context when used in the development of the NHRD model for Oman. All this will help in understanding the HRD functions and boundaries detailed in this study.

[bookmark: _Toc462834382]2.2 The Role of HRD in the Economy 
The literature identifies six key factors involved in economic development: foreign trade, technological transfer, resource allocation, structural transformation, human capital formation and savings and investments (Hagen, 1986; Loehr & Powelson, 1981). As part of human capital formation, HRD plays a significant role in a country’s economic development. 

There is a general consensus that human capital development is one of the critical factors in economic development and that any developing country wanting to implement economic development strategies will need to develop its human capital (Zidan, 2001). Scholars have emphasised the relationship between a populations’ skill level and economic growth. HRD has been described as the ‘wealth of a nation’ (Briggs, 1987, p. 1); a main ‘item in the struggle for competitive superiority’ (Ashton & Green, 1996, p. 1) and a major building block on the ‘road to economic growth’ (Zidan, 2001, p. 440). It can thus be seen that the importance of HRD in the economy of a country is widely acknowledged.

HRD requires a systematic plan, and HRD policy is the key factor for any organisation or county in managing its HRD activities. HRD policies can be explicit or implicit; some of these are written down and some are not. For instance, some policy is written as the outcome of a planned HR management approach and some is manifested as reactive responses to problems or to ad hoc processes and decisions (Gold, Holden, Stewart, Iles, & Beardwell, 2013; Reid, Barrington, & Brown, 2004). A policy is defined by Stewart (1999) as ‘a set of principles that govern decisions and actions’ (as quoted in Gold et al., 2013, p. 32). Additionally, Stewart listed the factors that may influence the formulation and content of HRD policy, as follows.
External Factors
•	Government policies and programmes
•	Technological developments
•	Social conditions, for example demographics and norms 
•	Competitor and stakeholder actions 
Internal factors
•	Organisational history and traditions 
•	Structure and culture
•	Levels of management support
•	Current performance and expected future performance 
•	Other organisational policies, especially related HR policies
(quoted in Gold et al., 2013, p. 32). 

The economies of most developed countries have shifted from bring industrial-based to being knowledge-based, and it is a very significant achievement for an organisation to be able to enhance the value of its products or services due to its employees’ knowledge. Improvement and innovation are the key factors for economic success (Drucker, 1993). It has been argued that employees’ knowledge adds more value to economic sectors and outweighs traditional economic factors such as capital, low material and labour. The concepts of economy and knowledge have been widely commented on by many writers, such as Giddens (1994), Castells (1998), Field (2000), Lunvall and Borras (1998) and Vinkatraman and Subramaniam (2002) (Woodall, Lee, & Stewart, 2004). 

HRD and the economy are closely related because long-term economic growth can only be achieved by developing a country’s human resources. However, short-term growth can be achieved using foreign resources. Yet, when foreign capital or workers leave a country for whatever reason, it has a negative effect on that country’s economic growth. The Asian financial crisis in the late 1990s is a case in point. At that time, highly skilled employees migrated to other countries to seek better employment conditions. 

When it comes to the sustainable development of an economy, HRD plays a vital role because the development of human resources can enable the long-term growth of an organisation and of a state. It is important to understand that economic growth actually occurs when the real output of a country increases over time. This is measured using GDP at constant prices. In addition, sustainable economic growth means a growth rate that can be maintained without giving rise to other significant economic problems, especially for the next generation. The growth may be witnessed in the short term through an increase in the aggregate demand of the market, that is, increased consumer spending, but for sustainable growth an increase in output should also happen. This increase in output is greatly affected by the knowledge of the people working in that country or the human resources (Thurow, 1997). 

The development of an economy brings many advantages; the more a nation and its businesses earn profit and grow, the better the quality of life, resources and jobs individuals attain. In today’s world, technology has made possible miraculous products, rapid communication, unimagined leisure, astonishing efficiencies and global travel. Economic growth derives from all these technological marvels and indeed feeds itself as consumers demand more and more (Higgins, 2015). 

Many researchers have explored the relationship between HRD strategies, practices and economic growth. For example, Anand and Amartya (2000) discussed the relationship between human development and economic sustainability. According to them, intergenerational equity should be maintained for the goal of economic sustainability to be achieved. McCleery (2000) emphasises the critical role of HRD in the quest for economic development. McLean and McLean (2001) argue that for HRD to be of relevance in the worldwide context, it should first be defined in the context of specific countries. Zula and Chermack (2007) point out that HRD is a crucial dimension in the modern conception of growth. This is demonstrated in the way that the US has in recent years shifted from a manufacturing-driven economy to a service-driven one. The objective of this change in strategy was to ensure that the country remained competitive in the contemporary world. The far-reaching implications of this shift vis-à-vis HRD can be seen very clearly. HRD is important in the same way for any organisation that strives for excellence because the quality, teamwork, learning and fair treatment of employees achieved through HRD will lead to success (Ulrich, 1998). Research on the importance of HRD in the economic development of countries is still ongoing.
[bookmark: _Toc462834383]2.3 HRD Definitions and Concepts
There is debate regarding the scope of HRD, its origins and its connection with other concepts. Some researchers, such as Blake (1995) trace the origin of the term HRD to the concept of organisation development (OD), which was known in the US in the 1940s (Gold et al., 2013). McLean and McLean (2001) observe that the definition of HRD tends to vary from country to country. However, the US definitions have ultimately influenced the understanding of HRD the most. McLean and McLean (2001) argue that it is important that a definition of HRD be developed that meets the economic conditions of many countries. HRD is a core concept of human resource management (HRM) and a comparatively immature scholarly discipline. 

According to Grieves (2003), HRD originated in the later part of 1950 with the purpose of improving employee performance and thus improving the productivity of organisations. According to Walton, (1999) the term HRD was first introduced in the 1960s, but according to Wilson (1999), the concept was introduced by Leonard Nadler in 1969 at the Conference of the American Society of Training and Development (ASTD) in Miami. Nadler (1970) has defined HRD as ‘organised learning experiences provided by employers, within a specified period of time, to bring about the possibility of performance improvement and/or personal growth’ (quoted in Gold et al., 2013, p. 5). 

According to Marquardt, Berger, and Loan (2004), HRD is a comparatively new domain that was established in the mid-20th century with a specific focus on improving performance and that quickly gained importance in various organisations. However, despite much discussion, there is as yet no universally accepted definition of HRD. Despite this, it is critical to understand the current practices and boundaries of HRD as an important area of research (Metcalf & Rees, 2005). 

Over the years, significant effort has gone into coming up with a universally acceptable and simple definition of HRD (Weinberger, 1998; Walton, 1999; Lynham, 2000; Haslinda, 2009). Weinberger (1998) listed 18 definitions of HRD, and many more have since been coined. Below are some of the HRD definitions to help clarify the concept. 
· ‘An omnivorous discipline, incorporating, over the years, almost any theory or practice that would serve the goal of learning in the context of work’ (Galagan, (1986).
·  The ‘integrated use of training and development, career development and OD to improve individual and organisational effectiveness’ (McLagan & Suhadolnik, 1989).
· ‘The field of study and practice responsible for the fostering of a long-term, work-related learning capacity at the individual, group and organisational level of organisations’ (Watkins, 1989).
· ‘The study and practice of increasing the learning capacity of individuals and organisations through the development and application of learning-based interventions’ (Chalofsky, 1992).
· ‘It encompasses activities and processes which are intended to have impact on organisational and individual learning’ (Stewart & McGoldrick, 1996).
· ‘A process of developing and unleashing human expertise through organisational development and personal training and development for the purpose of improving performance’ (Swanson & Holton, 2001).

From the above definitions, it can be seen that almost all the authors have agreed about the most important role of HRD, which is to help improve the learning process of individuals and organisations. The second most important role of HRD largely agreed upon by all is to enhance the effectiveness of organisations through efficient HRM.

It is obvious that there are three aspects of HRD: humans, resources and development. The first two are the most important and have been well studied, but more research is needed to fully understand the ‘development’ aspect of HRD (Lee, 2001; Swanson, 2001). These terms need to be reviewed in current HRD literature to avoid any misunderstanding. In the current literature, the term ‘human resources’ is challenged for meaning of its two components ‘human’ and ‘resources’, which are the very basis of all work. All further discussions in the discipline of HRD will be complemented by the understanding of the terms human, resource and development. If there is a consensus on changing the scope, name and putting these terms in a new field, this discussion will help define the boundaries of HRD. 

To understand the concept of HRD, it makes sense to first break down the individual components ‘human’, ‘resource’ and ‘development’. 
· ‘Human’ refers to who will be studied or the subject of the HRD domain.
· ‘Resource’ refers to what will be studied or the function of the domain.
· ‘Development’ refers to the happening that will be studied or the objective of the domain.
The term resource is somewhat complex, as it is used without proper context in many places. Greenhaus and Powell (2006) state that ‘a resource is an asset that may be drawn on when needed to solve a problem or to cope with a challenging situation’. In this definition, the stress is clearly on:
(1) the availability and readiness of the resource to be used;
(2) problem solving or coping with challenge; and 
(3) the value added to the final result.
Once people in an economy focus on these three conditions to be called as ‘resources’, they can play an important role in the development of an economy. This idea of human resources playing a vital role in enhancing the efficiency and productivity of the economy of a country or organisation is supported by many researchers, such as Armstrong (2003), McLean and McLean (2001) and Poell (2012). 

Through this discussion, it can be seen that the meaning of HRD is evolving and that various things affect the development and complex nature of HRD. Haslinda (2009) states that Harbison and Myers provided the more comprehensive HRD definition in the early 1960s because it explains HRD with respect to factors such as culture, politics, economy and sociology rather than relating it to organisations and their employees. According to them, HRD is the process of enhancing know-how, the skill base and individual capacities in society. Moreover, it is considered an economic factor that determines the growth of human capital and a useful investment to further the economy. In political terms, HRD describes as the adult involvement and preparing people for such and other democracy participations. In social and cultural terms, the growth of HR helps people to more productive and successful in their life. In a nutshell, the development of HRD opens the door to transformation and revolution.
Ehrenberg and Smith (1994) discuss HR-related labour force participation theory and Merriam et al. (2006) discuss adult learning participation theory to underscore the importance of HRD in national economies. Wang and Sun (2009) developed a theory that says in order to consider people as human resources in an economy certain conditions must be fulfilled, as follows. 
1. A person should be ready and available to work. 
2. A person should be willing and have the desire to contribute to nationally or socially useful and productive activities.
3. A person should not be restricted by law or institutions to do such work.
4. A person should possess the physical and mental ability to perform tasks, at least initially. 
Using this theory, it becomes easy to understand what constitutes human resources in the context of a national economy.

Khan (2012) state that the scope of HRD is extended on one side to cultivate the capabilities of human resources by improving skills and professional know-how, changing business and teaching attitudes and creating an appropriate environment through such things as public policies and training programmes to help employees use their capabilities for their own and others’ benefit. Other business administration scholars consider HRD as part of HRM and emphasise the necessity of building effective skills through training. Werner and DeSimone (2006) describe HRD as a systematic and well-designed set of activities created by firms to allow employees to develop and update the required skills to be able to fulfil future job requirements. 
The linear model proposed by Armstrong (2006) can facilitate the understanding of how HR works in a business or country (see figure 5). According to this model, the business strategy guides specific HR strategies based on regular and systematic analysis of the environment, both internal and external, of an organisation. In this model, it is presumed that making strategy is a linear process—that is, taking actions one after another. However, in reality, HR practices do not follow this linear model, which further emphasises the need for research in the area of HR strategy to align with business or national strategy. 
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[bookmark: _Toc444860270]Figure 5: A linear strategic HRM model (Source: adapted from Armstrong, Michael (2006), page 36)

[bookmark: _Toc462834384]2.4 HRD Functions
HRD has many similar sounding and closely related terms, such as HRM and personnel management (PM) that are commonly used in the industry. HRM is considered to be the new ‘avatar’ of PM. Many researchers have tried to distinguish differences between the two, but the majority have accepted HRM as the most appropriate term (Armstrong, 2006; Gibb, 2008). In industry, the two terms are used synonymously. Recently, some more new terms have appeared, such as strategic HR and operational HR. PM is closer to operational HR (Armstrong, 2006; Wilson, 1999). 

HRM functions commonly include recruiting, training, performance appraisal and compensation and addressing concerns related to health and safety, labour relations and equal opportunity (Dessler, 2008; Gibb, 2008). HRM is considered to be wider in scope than HRD as it is focused on personnel-related issues such as job analysis and design; human resource planning (HRP); performance management systems (PMS); recruitment, selection, training, staffing, compensation and benefits; employee assistance programmes (EAP) and industrial/union/labour relations. According to Marquardt et al. (2004), both of these functions are similar in nature because an increasing number of HRD professionals are finding HRM functions critical to the success of organisations. The major difference between HRM and HRD is that HRD is more related to the development of people and HRM is more related to managing people in the workplace (McLagan & Suhadolnik, 1989; Armstrong, 2006; Harrison & Kessels, 2003). The human resources compass (Wilson, 2005) is useful to see the similarities and differences between these two terms. It provides an overview of all related areas, the direction in which they are moving and their relationship with each other (see Figure 6 below). 
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[bookmark: _Ref432679754][bookmark: _Toc444860271]Figure 6 The human resource compass (Source: Reproduced from Wilson, 2005, p. 15)

There are three main parts of the wheel representing HRD/HRM, HRM and HRD, which makes it easy to identify which functions belong to HRD, which functions belong to HRM and which functions overlap. Even though there are differences of opinion about the definitions of these terms, it can safely be said that the following are functions of HRM/HRD/PM: 

· Job analysis, job evaluation, salary structuring and organisational structuring; 
· Manpower planning, attraction, selection, placement and retention of talent;
· Induction, competency mapping and training and development;
· Comprehensive performance management comprising performance appraisal, potential appraisal and rewards management;
· Compensation management and its data maintenance;
· Employee data maintenance;
· Managing industrial relations, externally with trade unions and internally to ensure discipline, implementing legal directives related to employees, handling grievances and taking care of employee welfare, health and safety;
· Organisational culture and values;
· Succession planning and leadership development;
· Developing and implementing HRD strategy, policies and procedures.

[bookmark: _Toc462834385]2.5 Organisational Concepts of HRD 
The previously mentioned need for organisations to ensure their employees are well educated and trained to keep up with market developments is attributed to the expansion of the global economy and rapid transformative developments in technology (Zidan, 2001). 

Technical know-how is an essential variable for greater performance and is also the key to being successful in today’s competitive market (Livingstone & Raykov, 2005). With the globalisation of firms, there has been increased emphasis on HRD (Fitzgerald, 2000); therefore, the vital role of learning and development in ensuring organisations’ success must be understood by organisations. Adapting to the dynamics of globalisation requires organisations to look for individuals with the necessary proficiency to work efficiently in today’s sophisticated business world and to effectively use the contact models within such firms (Harzing & Ruysseveldt, 2004). Organisations must realise the serious need to invest in HRD and how it is linked to their wider corporate strategies to ensure their success in the global market. Therefore, developing performance skills based on organisations’ competitive requirements is mandatory. 

[bookmark: _Toc462834386]2.5.1 Narrow Organisational Concepts of HRD
In any organisation, human assets are the most dynamic (Legge, 2004). Therefore, firms have the responsibility of hiring the most proficient people to achieve maximum efficiency and output. A strong emphasis on the development of proficiencies, career planning, the training of personnel and overall organisational development are critical to the success of any firm (Zidan, 2001). Fisher (2005) states that HRD is a critical function of management that aims to ensure employees are well trained. 

David Weir, a professor of intercultural management in France, states that HRD employs education and development to identify and build essential skills to prepare employees to fulfil the current and future needs of the work environment. Sustained employee development is achieved with ongoing training, education and other HRD means. HRD employs and emphasises organisational development to ensure strong relationships between inter-organisational and intra-organisational groups and to create teams to facilitate corporate success (Lee, 2003). Haslinda (2009) describes HRD functions as bringing knowledge, learning and development to the human capital in an organisation.

[bookmark: _Toc462834387]2.5.2 Broader Organisational Concepts of HRD 
Recently, a few HRD researchers have suggested altering the established boundaries of HRD (McLean, 2004; Paprock, 2006; Gibb, 2008). Broadly speaking, HRD covers a wide range of development activities that facilitate the growth of employees. Schmidt and Kunzmann (2006) see HRD as incorporating formal training, self-directed learning and informal and cooperative learning activities.

Egan et al. (as quoted in Kuchinke,1996) state that HRD has expanded beyond a small focused area of training that incorporates organisational and management issues affecting the development of skills, capabilities and knowledge relating to social, technical and interpersonal learning. Metcalfe and Rees (2005) state that HRD has crossed the boundary of training and development (T&D) to incorporate organisational planning, employees responsibility for gaining knowledge, expanding team learning, career development, inner consultancy, organisational management and the intellectual development of an organisation.

Swanson and Holton (2004) state that HRD is a process of developing expertise to improve individual, team and organisational performance. HRD attempts usually occur under such headings as OD and T&D. OD applies at the organisation level, whereas T&D applies directly to employees. The ontology must ignore an excessive bias toward either of these, but it is obvious that formal training is preferred over informal learning, which is matter of key research practices. 

Kumar (2005) states that HRD not only involves training to acquire work skills but also incorporates behavioural capacities, as the aim is to facilitate a culture in which skills are ‘obtained, polished and employed’. Due to the ever-changing paradigms of management, countries and organisations must undertake the development and training of their human assets to ensure they fit in society (Warner, 2000).

After discussing the different definitions of and concepts involved in HRD, one can gain a fairly concrete understanding that will help further research in this area. In the next section, the goals of HRD are discussed to further clarify the concept and the underpinning assumptions and functions on which it is based. 

[bookmark: _Toc462834388]2.6 HRD Goals 
For any concept or phenomena there exist underlying or apparent goals that help define its purpose. However, different people use different means to achieve the final goal. For example, the concept of performance management has three main purposes—administrative, strategic and developmental (Armstrong, 2000). HRD also has various goals, which are discussed in greater detail below.

It is inevitable that organisations and employees experience organisational change at some stage. One of the main goals of HRD is to cope with this change by improving employees’ competence in their respective jobs by increasing their skills, abilities and knowledge (Gibb, 2008). In both public and private organisational environments, employees are mainly responsible for career development, but organisations have the responsibility of clearly communicating their corporate strategy and goals Organisations that are looking to achieve sustainable economic growth must implement strategies that facilitate the development of their human resources and thus the achievement of their organisational goals (Gold et al., 2013). Some of the common goals for HRD, directly and in a support capacity, are given below.

[bookmark: _Toc462834389]2.6.1 Strategy Implementation 
In any organisation, it is an essential to link HR strategy with business strategy. It is also important to consider the differing characteristics of individuals while developing such strategies. Therefore, the implementation of strategy is an important HRD goal because strategies can help differentiate organisations to achieve sustainable success. The life cycle stage of an organisation (embryonic, growth, maturity, decline) that a company is in typically determines the goals of HRD (Gold et al., 2013). Of course, these goals can be different for different stages. For instance, organisations that are just starting out in the development stage are more interested in developing strong managers who can contribute to future growth. The next stage is one of growth, during which organisations work to get a place in the market for their product(s) and develop their intellectual capital (i.e., human resources). The next stage is one of maturity, during which emphasis is put on cementing goals and values and on employee development so employees will be able to carry out tasks in the most efficient way to sustain success. This is because organisations often start to worry about their economic survival, even though the organisational culture is strongest at this stage. ‘Culture is actually representative of basic assumptions and values that have been developed by a given group in learning to adapt to both its internal environment and external environment’ (Cascio, 2008).

To establish strategy, there must be clear corporate commitment. Managers who have good HR skills will feel that commitment in a strong culture only. For instance, a supportive culture is necessary to achieve the strategic goals of HRD. In addition, they will be better suited and more committed to helping employees with their personal career development. Of course, different organisations have different cultures, and individuals who choose to work for organisations that are aligned or compatible with their own values are more likely to be productive (Blake, 2010). Effective HR managers must tie business strategy goals to HR to achieve sustainable success. If based on strategic thinking, HRD can facilitate the execution of business strategies (Garavan, 2007). 

Moreover, the role of HR staff is changing all the time, which makes it even more crucial to connect with the strategic goals so that organisational culture remains effective and aligned. Their responsibility is to staff projects with committed individuals to fulfil the business strategy of the company. The functions of HR departments, such as recruitment, compensation and benefits, can also be outsourced. The foresight, knowledge and judgment needed to staff efficiently and effectively comprise the most vital and decisive role of HR managers in the long run (Alavi & Leidner, 1999). 

To achieve the business strategy, it is essential to develop the skills of carefully selected staff. One vital organisational strategic goal is the continual education of employees. When the right individuals for the company are selected and their skills are developed on an ongoing basis, the HR manager is guaranteeing that the staffing requirements of future projects can be met effectively. It makes sense to retain capable individuals and improve their skills according to the needs of the organisation. Their ability to change and adapt will reflect their development. Employees in every organisation need to have good people skills. This will ultimately help them relate to co-workers and customers and to help increase overall revenue and thus success. 

The development of human relation skills helps improve communication within organisations and reduces the chance of conflict in the long run. Effective communication skills and a better understanding will no doubt increase productivity among staff and motivate employees by creating a more positive work environment. Skill development in human relation mean enhanced performance, which is a prime strategic goal of business (Gibb, 2008; Wrench, 2013). In addition, the goals of an organisation must be linked to HRD to achieve the efficient allocation of resources. In other words, HRD emphasises the programmes and systems capable of enhancing the knowledge and capabilities of an organisation’s personnel as well as their approaches to the production of quality service (Hearn, Metcalfe, & Piekarri, 2005).

[bookmark: _Toc462834390]2.6.2 Performance Assessment 
A critical goal of HRD is to foster good working relations between different players in an organisation to minimise internal conflict and low yields. HRD efforts have helped immensely to enlighten personnel regarding their strengths and weaknesses and to provide avenues for employees to improve. Assessments of employees’ output through performance appraisals, as well as appraisals of their potential, have been essential in improving worker yields (Lynham, 2000). 

Part of HRD involves the realisation of the abilities and skills employees already possess. If the most well-trained employees are not assessed properly, they will also not perform up to the standards. Introducing new ideas and teaching new concepts are some of the development aspects that must be assessed and measured because it is important to inform employees about what is expected of them and to know what they expect from the organisation in return. Whether performance is acceptable can only be known when an assessment has been conducted and the results communicated back to the employee in the form of performance feedback. Performance appraisals will ensure the accurate measurement of skills that individuals have acquired after training. For effective HRD, managers’ feedback to employees is essential and vice versa (Khan, 2012). 

[bookmark: _Toc462834391]2.6.3 Return on Investment
Like any other function in an organisation, HRD is also constrained by profit and loss. The return on investment can be assessed through increased productivity and contributions to the organisation. Employee development increases when employees are retained by the company over a long period as they learn about organisation better and are able to contribute more after coming out of a learning curve. They become even more valuable company assets because of their increased knowledge. Over time, this advantage will be worth much more than what the company spent on the development process. This represents a payback model, with the emphasis on tangible and quantitative results. 

However, HRD and HR specialists, education providers and senior managers believe in the pay-forward model, which is more qualitative. According to this model, results accumulate in the longer term primarily due to the increased incorporation of corporate goals in all activities of the organisation and the desired cultural change effected by individual employees. This model is more aligned and compatible with the contribution that HRD specialists believe HRD can make to organisational effectiveness and the individual development of employees (Garavan, Heraty, & Morley, 2006).

[bookmark: _Toc462834392]2.6.4 Embracing Technology
Regarding technology, Lancaster (2006) states that ‘it’s when people stop thinking of something as a piece of technology that the thing starts to have its biggest impact … the wheel, the book, the alphabet were all once wonders of the world … now they are everywhere’ (Gibb, 2008, p. 199). Technology is changing the face of organisations more than any other factor in recent times. It is the responsibility of HR managers to ensure the management of new technological advances in organisations. Adequate development of technical skills; for instance, interacting with networks on how to use advanced computers or software is increasingly difficult in some of the developing countries. If technical strategies and goals are expanded, the task of developing employees will get more specific and focused. Technological advances are certainly changing the face of communication and the ways in which employees learn. For example, eLearning is considered a step change in the HRD arena. This change makes use of the Internet, computer and multimedia software, video and audio tapes, videoconferencing and virtual reality to deliver training (Gibb, 2008).

Employees should be supported in developing their individual abilities, especially with information delivery via online mediums. Learning, exchanging resources and sharing knowledge can be improved within an organisation using new technologies. Tutorials and interactive forums make it easy for all employees to learn, even those in remote locations, especially for organisations having distant offices. Real-time conferencing creates an environment of virtual classrooms where employees are allowed to be students, which fosters the learning and motivation of employees. 

The reason this aspect is being given such importance is because all business functions at some point need technological development (Lin, 2006). Therefore, technology experts will be the ones with primary responsibility for helping employees develop and polish their technical skills. Employees will then welcome technological change, as programmes for developing these skills will be included as an aspect of organisational culture. Employees mostly tend to welcome the opportunity to develop their technical skills, which will help keep the competitive internal climate balanced. 

Management should have a reasonable chance to implement strategies for developing employees’ technical skills, and employees should be allowed to develop, make contact with others and learn efficiently in a collaborative way. This can only be done with the help of strategic goals that are effectively aligned to HR development. A good example would be to have internally designed development programmes, but the training part would be out sourced (Kandula & Srinivas, 2010). 

In the area of T&D, electronic performance support systems (EPSSs) are the latest trend. According to Nguyen and Woll (2006) and Rossett and Schafer (2007), EPSSs are the tool of the 21st century (as quoted in Marquardt, 2011). These systems are used to gain access to information using computers and to distribute it throughout an organisation. This supports development because employees can quickly acquire a lot of information on their own. HRD managers must understand EPSSs and other similar systems and the way they can facilitate work in organisations.

There has been much discussion to date about HRD and its various aspects: its functions in an organisational context, its goals, its intended benefits and its value for organisations and individuals. The next chapter will explore another aspect of HRD, which is NHRD. This aspect has been emphasised in the literature by highlighting socio-cultural and economic development in different countries, especially developing countries (Lynham & Cunningham, 2006; McLean, 2004). Many researchers have recently carried out research on HRD from both national and regional perspectives (Zula & Chermack, 2007; Lynham & Cunningham, 2006; Rowley & Benson, 2004; Metcalfe & Rees, 2005), and it has been widely acknowledged that proper HRD practices and strategies will ultimately lead to rapid economic growth in developing countries. Lynham (2006) examines NHRD in the context of transitioning societies. For HRD strategies to have a positive impact on national economies, they must be properly integrated into local socioeconomic, political and cultural environments. Both the intent and context of implementation greatly influence the emergence of responsible HRD (Lynham, 2006). 

 Subsequently, the next chapter narrows down the discussion towards NHRD, HR challenges in the Gulf countries and Omanisation. As a result, these headings lead to emergence of the research methodology and suggestions to address these HR issues at the national level in Oman and practise HRD at the national level in the country and other GCC countries as applicable.
 
[bookmark: _Toc462834393]2.7 Summary 
This chapter further clarified why HRD is so important for Oman and discussed HRD concepts at length to shed light on the context in which they will be used in later chapters. It provided the reasons HRD studies are necessary to reach the goal of economic development. In particular, this chapter emphasised the role of HRD in the economy, as the literature shows considerable consensus amongst scholars regarding its critical role in countries’ economic development (Zidan, 2001; McCleery, 2000; Mclean & Mclean, 2001 and Zula & Chermack, 2007). It highlighted that human capital knowledge, skills and capabilities are the key factors for economic growth (Ducker, 1993).

In addition, the chapter analysed various HRD definitions and the scope and functions of HRD in order to understand the limitations of the concept. The definitions showed the development of the concept, starting with the simple purpose of improving individuals’ performance (Grieves, 2003; Wilson, 1999 and Walton, 1999) and then covering a wide range of development activities, such as organisational, technical, economic, socio-cultural and political activities (Mclean, 2004; Paprock, 2006; Kuchinke, 1996; Metcalfe & Rees, 2005 and Kumar, 2005). The understanding of these various definitions and boundaries helped informed the researcher about HRD at the national level, which is dealt with in the next chapter, and how this term can be used appropriately at the stage of model building.

HRD goals have also been discussed in general in this chapter. The specific application areas were highlighted in terms of how HRD relates to the strategy, assessment, return on investment and technology aspects of an organisation. However, it can be concluded from this chapter that the HRD goals and definitions can vary between countries, which is why some scholars have called for HRD research at the national level (Mclean & Mclean, 2001). Therefore, the next chapter will explore the concept at the national level to understand the different models and applications applied by different countries to elucidate and underpin the investigation of HRD initiatives at the national level in Oman (the focal issue of this research).
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[bookmark: _Toc462834395]Literature Review: Towards National Human Resource Development

[bookmark: _Toc462834396]3.1 Introduction
The most important aspect of the study, an NHRD policy, will be discussed in this chapter. Some of the main issues this chapter will address include how various countries have successfully deployed an HRD policy to foster their national economic development. As mentioned in the previous chapter, Harbison and Myers’ (1964) early use of the HRD concept received considerable attention from HRD scholars. In recent years, a new kind of HRD has emerged called NHRD. Many NHRD researchers have addressed social and cultural contexts in relation to HRD in various developing countries. Globalisation and transitioning economies are significant factors that led to the emergence of this new concept (Wang, 2007).

The importance of HRD has increased significantly in the national context amongst almost all stakeholders since the 1980s (McLean, 2004). The focus in this research is more on HRD at the national level rather than at the organisational level. Therefore, the discussion will be based on how HRD can contribute to the development of a country and what models are available to adopt. This chapter will cover the importance of NHRD in the development of a country; the definition of NHRD—including a discussion of various NHRD models and the prerequisites for their application—and some examples of HRD practices in some select countries. The chapter will then address some of the HR challenges in GCC countries, including Oman, and give an overview of Omanisation. After understanding the concept of HRD and its importance in GCC countries, next on the agenda is how to address these HR issues at the national level for Oman. 

[bookmark: _Toc462834397]3.2 Importance of NHRD 
On a larger scale, the importance of HRD can be seen by analysing the pace at which the quality of the workforce improves internationally. Various stakeholders are trying to integrate best HRD practices with work practices at the national and international levels in order to improve national economies. 

The quality of work can be enhanced by improving higher education and access to higher education, improving the health of the population and implementing industry- specific training programmes (Wang & Swanson, 2008; Wang, 2008). One of the factors that has prompted the growth of HRD is its impact on organisations and countries’ economic performance (Wang & Swanson, 2008; Becker, 1964; Schultz, 1961). The importance of HRD is also increasing as a result of other issues affecting developing countries, such as the prevalence of high levels of unemployment, national budgetary deficits, increased competition in international trade, differences in education levels across countries and the emergence of new technologies (Lynham & Cunningham, 2006). Hasler, Thompson, and Schuler (2006) further emphasise the importance of HRD for a nation by asserting that its ability to progress on the development path— irrespective of its status as a country that is post-industrial, fully industrialised, newly industrialised or in the early stages of industrialisation—depends on its economic, social, political and technological objectives, including its HRD objectives.

In order to implement HRD objectives successfully, countries need to ensure there is efficient utilisation of human capital. Previously, the effectiveness and capabilities of a nation’s labour force were assessed based on its technological innovation and wealth creation. However, times have changed and a country’s labour force is assessed by its ability to adapt to changing macro-environment situations. This requires countries to be proactive in positioning themselves as learning centres, and they must therefore improve their ability to assimilate new knowledge (Alagaraja & Wang, 2012). Therefore, it is imperative for developing nations to focus on improving their workforce by training it to embrace changes and incorporate new technological developments, thus facilitating a competitive superiority. 

In order to achieve their economic objectives, most countries have improved their HR planning beyond human capital investment and manpower planning and have incorporated NHRD (Cho & McLean, 2004). Therefore, Oman needs to implement NHRD strategies. Not doing so would leave the country at a disadvantage with the rest of the world. 

[bookmark: _Toc462834398]3.3 Definition and Concept of NHRD
Hasler et al. (2006) define NHRD as a coordinated and planned process adopted by a country in an effort to foster the development of human resources. NHRD is also described as policies and practices that enhance the work skills and socio-economic life of the people in certain region or country (Gold et al., 2013). The concept of NHRD comes from human capital theory (Schultz, 1961), although it has been influenced by many other theories, such as open systems theory (Miller, 1955; Bertalanffy, 1968); change theory (Lewin, 1951; Kuhn, 1962); social capital theory (Bourdieu, 1983; Coleman, 1988) and transformational theory (Nell, 1998) (as cited in Gold et al., 2013). 

As indicated previously, most countries have made NHRD a priority. Various countries have formulated national models to develop local talent. These HRD models and policies are formulated so they align with the cultural, economic, social and educational systems of the country in question (Cho & McLean, 2004). Lee (2004) states that the ‘relative roles and the overall importance of NHRD depends on individual country-specific circumstances, particularly the economic structure’ (p. 382). 

 NHRD has multiple dimensions (Lynham & Cunningham, 2006), as follows.
1. It needs to work on recognising and correcting imbalances among countries due to unequal access to social, political, economic and educational resources.
2. It needs to go beyond education as its main directive to improve the performance of human resources, which contributes to the wellbeing of individuals, families, communities, organisations, society, regions and countries.
3. It needs to be aligned to the national purpose and thus formulated to achieve the goal of improving the political, economic and socio-cultural conditions of its citizens and ultimately the country.
4. It needs to use all existing and potential learning methodologies to enable high performance and sustain performance, covering education, informal learning, and other means of developing its citizens so they can make well-informed decisions.
5. It needs to develop and offer incentives to attract a high level of human talent to compete in the global market, which will contribute to national development.
6. It needs to ensure that the country’s citizens are educated and empowered with all civic rights and are capable of making proper decisions to ensure sustainable economic development (UNDP, 2005);
7. It needs to cover all aspects of HRD, including life expectancy, education, poverty reduction/eradication, wealth distribution, gender equality and other United Nations Development Programme (UNDP) parameters (Streeten, 2002, Weinberger, 1998; Goulet, 1989; Cohen & Uphoff, 1980). 

These dimensions of NHRD cover broad areas; however, the any emphasis on specific dimensions depends on a country’s current situation and its future goals. Overall, developing and utilising human capital is critical to further any national political and social progress based on a strong economy. The ‘policy goal of the NHRD program is to establish a lifelong job capacity development system for an individual to cope with the changing job environments’ (Alagaraja & Wang, 2012, p. 414). 
Many countries have changed their perceptions about primary resources for production and economic development and now consider human capital the primary resource. 
Examples of countries that strongly emphasise the importance of human capital include Singapore, the Republic of Korea and Japan. Despite the fact that these countries are not rich in terms of natural resources, they have recorded remarkable economic growth over the past few decades due to their emphasis on developing human capital (Lee, 2004; Kuchinke & Osman-Gani, 2009). NHRD thus has an important role to play not only in national economic development but also in helping to meet social challenges such as human mobility, poverty, unemployment, illiteracy, healthcare, human rights, lack of housing, water scarcity, violence and illiteracy amongst other socio-economic challenges that indirectly affect national economic development (Rao, 2004; Tynaliev & McLean, 2011; Wang & McLean, 2007; Devadas et al., 2011; Lynham & Cunningham, 2006). 

[bookmark: _Toc462834399]3.4 NHRD Models 
Many countries across the globe have invested heavily in developing an NHRD that is suitable for their specific needs and characteristics. This is evidenced by the variations in HRD programmes and policies adopted by various countries. The concept of NHRD as a new paradigm was an outcome of a ‘rediscovery’ (McLean, 2006, p. 9) that was an improvement over the earlier concept of HRD proposed by Harbison and Myers (1964). It gained currency with the first Human Development Report (HDR) published by the United Nations in 1990, though the socio-cultural contexts had been discussed in the HRD literature since 1980 (McLean, 2004). The UN encouraged all countries to publish HRD reports, which resulted in HRD reports by many countries, including the Philippines in 1994 and 2000; Brazil in 1996; Morocco in 1997, 1999 and 2005; China in 1999 and 2005 and South Africa in 2003. Together with the three sister organisations of the International Monetary Fund, the World Bank and the World Trade Organisation, the UN has supported and encouraged NHRD initiatives focusing on developing national economics (Wang, 2007). 

This section examines the NHRD models proposed by Cho and McLean (2004) which is most widely accepted among the academicians, researchers and practitioners (Wang, 2007; Cox, Arkoubi, & Estrada, 2006; Lynham & Cunningham, 2004). This framework includes the transitional model, small nation model, government-initiated model and the centralised and decentralised/free market models. The framework is very commonly implemented by many countries. Some of the countries that have implemented it are listed in the following section. The section also illustrates how the models have been applied by various countries, taking into consideration individual country variations and peculiarities. 

[bookmark: _Toc462834400]3.4.1 Transitional Model 
According to Lee (2004), this model is mainly applied by economies that are undergoing transition. Transition involves moving from an unstable stage to a stable stage through planned and managed efforts (Levy, 1986). This is the case in Oman, as the country plans to move from depending on oil as the main income source for the country to diversified economic sectors. This will improve the stability of the country’s economy rather than depending on fluctuated price and scarcity of oil. However, the process of change requires the participation of all stakeholders. Therefore, a tripartite approach is adopted in this research to formulate an NHRD model for Oman. In this case, the views of three different stakeholders—the employers, the government and the employees—are taken into consideration. Adopting a tripartite approach increases the likelihood of building a comprehensive NHRD programme that will serve the interests of all stakeholders. This aligns with one of the core aspects of the transitional NHRD model, coordination. The transitional model is based on a multi-departmental approach to implementing the various HRD policies that translate vision and ideas into action stages, structures, programmes and procedures (Paprock, 2006). 

The implementation of this model can be made successful by delegating the execution of the different HRD policies to concerned ministries (Lee, 2004). However, the problem of a possible conflict and duplication of NHRD activities is a major obstacle in the implementation of this model. This is especially true because there will be many governmental departments or agencies involved. Consequently, it is imperative for the government to ensure a high level of coordination in the model implementation process. Sometimes, there can be interference by global organisations regarding the construction of transitional HRD models in developing countries. For example, as a result of globalisation, free market policy and increasing capital democracy, influential organisations from developed countries that operate in developing countries adapts their construct of HRD from their origin rather than supporting the developing countries to emerge their HRD contexts. Evidence of this claim has been registered in international companies in China and Brazil (Paprock, 2006).
[bookmark: _Toc462834401]3.4.2 Government-initiated Model
This model is typically adopted in an effort to achieve a high level of standardisation amongst different regions in a country. This model is very popular because there is an increased focus on the development of the workforce as initiated through government efforts (Holton & Naquin, 2002). Some areas in countries are blessed with large amounts of natural resources such as minerals or water compared to other parts of the same country. It then becomes the responsibility of the government to bridge these inequalities through development incentives in the deprived regions. The UK has applied this model extensively in its quest to foster competence via quality control of its workforce in different regions. However, this model is not authoritative or autocratic but is based on a consultative approach to various economic and human resource aspects. The competence level of the labour force is controlled by a specific government agency. For example, the Sector Skills Council has a supervisory role over the regulatory agencies. The Sector Skills Council is ‘comprised of different representatives such as community groups, learning providers and employers who are charged with the responsibility of satisfying the labour market needs’ (Lynham & Cunningham, 2004, p. 320). Thus, these councils are self-governance groups from local communities that help develop needed skills among the citizens of the region. In addition, the UK government has made strong efforts regarding what are referred to as ‘economically valuable skills’ in highly skilled fields, such as management, the professions and professional roles (UKCES, 2010). Other countries that have adopted this model include South Africa and Australia. This model has enabled these countries to have uniformity regarding the level of skills across the country (Lee, 2004). 
Technical vocational education and training (TVET) is an example of a government-led initiative. The aim is to link skills development to employment and thus economic development. Countries such as India and Kenya view TVET as a national strategic initiative designed to reduce poverty amongst their citizenry. However, globalisation calls for changing the focus of NHRD and HRD strategies. For instance, the recent global recession (2007–2008) changed the focus on education, skills, knowledge and innovation at the national level. It was recognised that integrating effective TVET programmes with NHRD strategies can facilitate a sustainable workforce and economic and social development (Alagaraja, Kotamraju, & Kim, 2014).

As mentioned in Chapter 1, Oman has established TVET colleges that are government-led to equip the Omani people with the technical skills required by the country’s economic sectors. This research will investigate the effectiveness of these programmes and to what extent they reached their goals in the DSEZ. 

[bookmark: _Toc462834402]3.4.3 Decentralised/Free Market Model 
The competitive market forces drive the NHRD efforts in this model. The motivation for market forces to participate in NHRD initiatives is to maintain their competitiveness against their closest competitors in the market. Most education and training efforts are undertaken by the private sector. Lee (2004) argues that the free market model is individualistic in nature, as citizens have a responsibility to enhance their own personal growth and development. According to Cooper (2004), Canada is one of the developed countries that has adopted this model. However, there are a few analysis for decentralised education at national context. Most studies argue not to do so because the ‘history, politics, and institutional structures (of decentralisation) are too idiosyncratic to be analysed or addressed’ (Rhoten, 2000, p. 615). 

In Oman, all education initiatives, including primary, secondary and higher education, are government-led, as the government has the responsibility of providing education for Omani people. There are some private schools and higher education colleges, but they are supervised by the government. 

[bookmark: _Toc462834403]3.4.4 Small Nation Model 
Small countries adopt diverse approaches to implementing their NHRD policies. Some of these countries collaborate with each other to succeed in their goal of harnessing the available resources. For example, the majority of small countries in the Caribbean and the Pacific Island nations have adopted this model. However, Bartlett and Rodgers (2004) state that the small-nation model is challenging to implement due to the existence of competition between member states. This model could be suitable for the Gulf countries, as they share similar cultural, social and economic characteristics. In addition, most Gulf countries are small in size and population; therefore, adopting this model can enhance their economic competition. The model that is proposed in this research can be further strengthened in the future to cover all HRD aspects in the Gulf countries and might be called the Gulf National Human Resource Development Model. 

[bookmark: _Toc462834404]3.4.5 Centralised Model 
This model emphasises the importance of government investment in education and training and is characterised by extreme government intervention. This model uses a top-down approach to improve a country’s education levels. The central government, in collaboration with local government, invests in extensive education and training programmes and is sometimes supported by a collectivist ideology, as in China or Mexico (Gold et al., 2013). Yang, Zhang, and Zhang (2004) state that under the central government model, the government alone has the responsibility of planning, implementing and evaluating HRD programmes and policies. The implementation of an NHRD is also purely the responsibility of the government (Wang, 2008). Another major characteristic of the centralised model is that it advocates collectivism, as illustrated by its focus on moral and social aspects. In this model, NHRD policies are usually short term, for example, five-year plans (Yang et al., 2004). 

One consequence of adopting the centralised model is that the private sector plays a minor role in planning, implementing and evaluating HRD initiatives. Therefore, it is still necessary to fill the gap in terms of required skills in the private sector. Another consequence of implementing this model is that all administrative burden is placed on the governments, such as in France. French organisations have increased training expenses because the government imposed a levy on any organisation that provides HRD. Administering this system is a cost for the government of France. However, some other countries in Europe are somewhere between voluntarism and intervention regarding their NHRD approaches. These countries support vocational education after compulsory schooling by providing the necessary infrastructure and assisting with the regulation and funding (Gold et al., 2013).

[bookmark: _Toc462834405]3.5 Application of NHRD by Different Countries 
There has been much discussion to date about NHRD and its various functions in organisational contexts, its goals, its intended benefits and its value for organisations and about the different types of models. It is also important to consider relevant examples in which the practical implementation of HRD concepts can be assessed in a national setting. The Republic of Korea, Japan, India, Singapore, the US and the UK have been chosen as examples of the successful implementation of HRD. Various aspects of their nature, their perceptions about HRD and its implementation and some of their inherent conditions will be discussed. In Chapter 6, Singapore, China and Saudi Arabia will be discussed in detail as case studies. These countries are explicitly discussed in the HRD literature, which encouraged the researcher to choose them as valuable examples of the application of NHRD. These examples will enable a better understanding of the variations in HRD implementation. The researcher will be able to develop further insights about HRD implementation through these examples, particularly regarding the intensity and dynamics of HRD. This will be useful in the data analysis section and in assessing the implications of HRD in realistic terms. Furthermore, they will also serve the purpose of authentic and quality reference points for the analysis part. 
[bookmark: _Toc462834406]3.5.1 Republic of Korea 
The Korean government has adopted a transitional NHRD model. In 2002, it enacted the Basic Act for HRD, which states that the government must develop a model that outlines how it intends to foster human capital every five years. According to their master plan, the various central governmental agencies have the responsibility of developing annual plans. The plans should clearly outline the scope of work and the resources required. They must specify the policy-driving subject, the investment plans, how finance will be secured and the method to be employed in enhancing resource mobilisation. 

The government emphasis on HRD can be seen in the fact that the Ministry of Education was renamed the Ministry of Education and HRD (Cho & McLean, 2002; Moon & McLean, 2003). The country emphasised education as the key factor to help the country position to reach the stage of high-income countries. Starting in the late 19th century, the government invested heavily in improving education and providing opportunities for all classes of Korean society, including women (Bae & Rowley, 2004). 

The Korean government undertakes extensive studies to determine whether the NHRD plan has been implemented to the letter. Therefore, it has formulated comprehensive monitoring and evaluation processes. These processes are used to assess the HRD activities undertaken and to suggest corrective measures (Cho & McLean, 2004). Overall, this NHRD model has enabled Korea to generate a vast pool of national skills that helped transform its economy and society from being poor, backward and rural to being a vibrant world economic power.

[bookmark: _Toc462834407]3.5.2 Japan 
According to Cho and McLean (2004), the Japanese government uses a centralised NHRD model. This model entails integrating a top-down approach to improve the quality of the labour force through education and training. One of the distinct characteristics of this model is its emphasis on the social and moral dimensions, in addition to economic development. 

The need for an NHRD programme in Japan emerged during the early stages of the 21st century. The motivation for developing the NHRD programme was the need to undertake reforms in the education sector. For example, the Japanese government formulated a new education plan in 2001 called the 21st Century Newly Developed Education Plan and a human resource strategy in 2002 called the Human Resource Strategy Vision. 

The Japanese NHRD programme emphasises the importance of a high level of cooperation in reforming the education sector through the transparent policies of the various departments involved. This illustrates the Japanese government’s commitment to reducing bureaucratic control. Reforms within the education sector are also aimed at improving Japanese competitiveness in the global labour market (rather than complying with Western education systems) (Cho & McLean, 2004). 
	
The 2001 education reform in Japan comprises the foundation of the country’s NHRD programme. The programme is specifically designed to promote the development of knowledge, especially amongst the youth. One of the areas that the Japanese government focuses on is science and technology. The NHRD programme also includes community volunteer work plans, student exchange programmes and on-the-job career advancement programmes. The 2002 Human Resource Strategy Vision is focused on such things as improving human relations, improving study skills and developing versatile abilities amongst its citizens. Thus, the Japanese government is committed to improving the capacity of its citizens to deal with the demands of the modern era (Cho & McLean, 2004). 

[bookmark: _Toc462834408]3.5.3 Singapore 
Singapore is a unique case that shows how the country gained great benefits of national human resource developments policies and strategies. It has improved its commitment to developing human capital in recent years through implementing effective training and educational systems throughout the country. The country is ranked third on the Global Innovation Index (GII), which measures a country’s commitment to innovation (Lee, 2004). The country is also counted amongst the Asian tigers due to its proactive commitment to implementing effective policy initiatives. 
Osman-Gani and Tan (1998) made an effort to outline the role of human resource development in Singapore and providing the view of identifying the HRD model adopted in the country. On their research, they described and analysed various aspects of the human resource development strategies that adopted by Singaporean government to enhance the country economic growth. In addition, they aimed to present lessons from Singapore that may be taken by other nations. They found that Singapore succeeded to integrate its human resource strategy with economic and national strategies for their people and then contributed to the country economic development. In addition, they emphasised some factors for this success, which can be learnt by other economies, such as the government commitment, the network of agencies and a commitment to a tripartism approach. Singapore has adopted a mixed government-initiated and transitional NHRD model that incorporates a network of government and non-government agencies. The use of this model has greatly improved Singapore’s ability to implement effective education system that works for the whole country and helps for the country economic development; however, NHRD strategies are still need to be integrated with other national strategies (Osman-Gani & Tan, 1998). One of the country’s core NHRD initiatives emphasises leveraging human capital by developing talent. The country has formulated an end-to-end innovation system, which combines research organisations and industry (Alagaraja & Wang, 2012). The government has ensured a high level of collaboration between academic and business institutions in its NHRD policy. 

Singapore’s commitment to an industrial HRD policy has led to considerable improvement of its labour force skills. The government has been able to ‘institute a tight control of the skills level through the established training and education systems’ (Cseh & Manikoth, 2013, p. 10). Due to its effective coordination of the country’s demand and supply for skills, Singapore has been able to improve its growth rate. The government-initiated model has also enabled Singapore to transform its economy from being investment-driven to being innovation-driven. 

According to Paprock (2008), Singapore has an extensive mosaic-like integrated strategy. The process of implementing the strategy is monitored by various government agencies, such as the Workforce Development Agency and the Standards, Productivity, and Innovation Board. One of the unique characteristics of Singapore’s NHRD policy is that it focuses on specific industries for which the emphasis is on scientific research. In an effort to improve the quality of its labour force, Singapore has been committed to scouting the best talent from all over the world. This has played a fundamental role in establishing a favourable environment for creative thinking. The government has also invested a substantial amount of money in inviting graduate students in various fields—particularly life sciences—to return to Singapore (Rao, 2004). The Singapore NHRD case study will be discussed in more detail later in the analysis chapters of this research. 

[bookmark: _Toc462834409]3.5.4 India 
India is the second largest country in the world in terms of population, which stands at approximately 1.2 billion. About half the population is around 25 years old. This underscores the potential of the country to develop competitive superiority in terms of exploiting its human capital (McLean & McLean, 2001; Rao & Varghese, 2009). In 1985, India was the first country that changed the name of its educational ministry to include HRD (Cho & McLean, 2004).

India’s NHRD model is based on its culture, which is very relevant for this research. As ‘religion, caste and language are the major determents of social and political organisation in India’ (Rao, 2004: 289), the government centred its NHRD model on the country’s socio-cultural and economic requirements in a drive towards innovation. There is significant religious diversity in India with Hinduism, Islam, Christianity, Buddhism and Sikhism. Integrating multiculturalism into the country’s HRD strategies is the focus of HRD policymakers. In addition, as rural income and agriculture are the main sources of income of 70% of the population, reducing the poverty level across India is another challenge for HRD initiatives. An example of the country’s HRD efforts is the Hollyworld model has been integrated into the country’s NHRD strategy to convert its economy into one that is innovation-driven. The Hollyworld model focuses on providing opportunities to build creativity. The country is committed to nurturing a ‘cool community’ culture in an attempt to attract and retain talent. This has been successfully implemented in Bangalore, for example (Ktetaichinh, 2010). 

In line with its commitment to encourage the diaspora community to contribute to the country’s NHRD, India continuously increases its budgetary allocation to the Ministry of Overseas Indian Affairs. Additionally, the country provides citizens with the opportunity for dual citizenship. The Hollyworld model has significantly contributed to the rate of repatriation amongst Indians. Consequently, the country’s economy has seen remarkable economic growth, as evidenced by the success of most business start-ups in Bangalore. However, Lee (2004) states that India’s ‘NHRD policies have been limited to education and culture due to the challenges the country faces as a result of complexities associated with the multi-dimensionality of the country’ (p. 335). This HRD focus on education and culture is also discussed by Rao (2004) in his study. The NHRD system adopted is not an integrated one, likely due to the complexity and diversity of the country (Cho & McLean, 2004). 

[bookmark: _Toc462834410]3.5.5 The US
Unlike the Asian economies, the US has yet to acknowledge the significance of an NHRD policy (Cho & McLean, 2004). However, some scholars argue that the country’s Training within Industry (TWI) service during WW II can be considered the first evidence of a systematic HRD approach (Ruona, 2001). Crawford (1993) states that the initiatives following WW II included the Manpower Development and Training Act (MDTA) in the 1960s, the Comprehensive Employment and Training Act (CETA) in the 1970s and the Job Training Partnership Act (JTPA) in the 1980s. There are many other programmes besides that indicate the country is committed to adopting an NHRD policy. For example, the implementation of the Workforce Investment Boards (WIBs) highlights the country’s commitment to NHRD initiatives (WIA; US Public Law 105-202, 1998). In view of intense global competition, the Obama administration has advocated the need for the US to out-innovate, out-build and out-educate its citizens in order to sustain the country’s global competitiveness. The US government has also established an Advanced Manufacturing Partnership (AMP) to improve collaboration amongst the federal government, universities and industry (Paprock, 2008). More recently, the American Competitiveness in the Twenty-first Century Act of 2000 (ACWIA, 2000) was launched specifically to develop technical skills.

In its quest to improve the competitiveness of its labour force, the US has invested a significant amount of resources in studying the innovation models of other countries. The US has developed a system integration model that is a hybrid. The model focuses on elements such as cultural diversity, improving educational institutions and improving the country’s infrastructure. The country has also integrated healthcare and green energy into its NHRD policy for a more holistic development of its people. It is projected that the US could succeed in repositioning itself as a global leader in terms of innovation due to its rich mix of resources, effective education systems, well-established institutions and familial connections (Paprock, 2008).

[bookmark: _Toc462834411]3.5.6 The UK
Lee and Stead (1998) studied the HRD initiatives in UK and found that HRD is more government-supported. Based on this and other studies, it can be said that the HRD model followed in the UK resembles the government-initiated model. Lee (2004) found that having a common NHRD policy throughout the UK is difficult due to its diversity. However, in the first decade of the millennium (2000–2010), the UK government took various measures to upgrade the skills and lifelong learning of its workforce. The government uses a consultative approach with the active involvement of local agencies in its HRD efforts. 

The Learning and Skills Council (LSC) is an NHRD initiative in which employers, education providers and community members participate. It is involved in education for students older than 16 years old and it plans and funds their non-university education. 

Another noteworthy HRD initiative is Investors in People (IIP). Since its inception in 1993, this programme has attracted the broad participation of various organisations. The programme involves awarding organisations for their HR practices, based on various parameters. It is very popular and has helped improve HR performance in general (Spilsbury et al., 1994). Other HRD initiatives taken by UK government include Sector Skills Councils, National Vocational Qualifications, and the University Rating System (Lee 2004). 

The discussion above shows there is a significant disparity between developed and developing countries regarding NHRD; therefore, priorities in the formulation of NHRD policy differ remarkably. For this reason, adopting a single structure NHRD might not work in all countries. For example, developed countries such as Japan no longer focus on education as one of the NHRD priorities. On the contrary, the level of education in developing countries requires considerable improvement.

In order to succeed in enhancing their long-term economic growth, developing countries should adapt their HRD policy, programmes and approaches to be country-specific. They should focus on the influencing factors, such as the education system, the government structures and business utilisation. They must learn how the developed countries succeeded in establishing their HRD policies and strategies that contributed to their economic growth. What models did those countries adopt and what are their challenges? However, social, cultural and economic aspects in the developing countries must be considered before adopting any of the developed countries’ NHRD models. 

[bookmark: _Toc462834412]3.6 Challenges of Developing an NHRD Model in Developing Countries 
Regarding the current commitment of developing economies to formulate NHRD policies, most experience significant challenges. Some of the key challenges are discussed below. 

[bookmark: _Toc462834413]3.6.1 Existence of an Unpredictable and Imperfect Labour Market
Rapid changes, such as technological progress, impact the plans of developing economies regarding their workforce. For instance, most developing economies face difficulties in determining the skills and competencies that will be needed in the future, which affects the balance of required and available skills in the labour market. Students who ‘succeeded in preparing for careers that were considered ‘hot’ experience a challenge within a period of five years due to an increase in supply within their specific field’ (Paprock, 2008, p. 17). Due to the high rate of economic development, developing countries have experienced continuous shifts in labour demand that cannot be met by the available labour supply. Consequently, they experience a major challenge in formulating effective NHRD policies that might improve their long-term competitiveness (Lee, 2004; Cho & McLean, 2004). 

The ability to address the unpredictable and imperfect labour market conditions through the formulation of an NHRD policy is hindered by poor planning and the implementation of basic components such as health, socio-cultural aspects, and education. Despite the fact that most developing countries have formulated United Nations Millennium Development Goals, they have not been in a position to implement these strategies successfully due to poor planning (Lynham & Cunningham, 2006). 
[bookmark: _Toc462834414]3.6.2 Mobility of Labour
Developing countries have invested heavily in improving their education systems. This puts them in a position to produce qualified human resources. However, these countries have a relatively low standard of living (Lee, 2004). Due to lower standards of living, they suffer from ‘brain drain’. This problem of a high rate of labour mobility or ‘brain drain’ is further exacerbated by the adoption of special strategies by developed economies to attract the best talent globally (Cho & McLean, 2004).

[bookmark: _Toc462834415]3.6.3 The Existence of Monopolistic Tendencies 
Some developing countries have adopted monopolistic approaches in the education sector. For example, ‘Kyrgyzstan reduced the number of institutions of higher learning that receive a financial subsidy from the government from 114 to 8 citing that some of the courses offered in the institutions of higher learning are not beneficial to the country’s economy’ (Paprock, 2008, p. 19). Examples include the American Studies programmes, which do not correlate well with the current labour market demands. Despite the high rate of economic growth being experienced in some developing economies, such as China, the countries’ education systems have not responded to the prevailing market demands adequately. One contributing factor is minimal investment in the T&D of the country’s labour force (Cho & McLean, 2004). 

[bookmark: _Toc462834416]3.6.4 Social Challenges
One of the key characteristics of developing economies is a high population growth rate, such as in India and China. Explosive population growth presents a major problem in developing an NHRD. Due to the size of their populations, some developing countries are characterised by a large but unskilled or illiterate workforce that are not the most employable human resources. Therefore, in order to develop and implement an effective NHRD policy, these countries must invest a substantial amount of money in educating and training their labour force. In addition to the existence of ‘disparity in the levels of education, some of these economies such as India are faced with a challenge emanating from the prevailing cultural diversity [religious orientation, language and ethnicity]’ (Paprock, 2008, p. 21). India has 18 different official languages, which highlights the extent of diversity. South Africa has experienced significant challenges in its effort to develop an NHRD policy due to existing historical racial imbalances (McLean & McLean, 2001). 

Despite the view that some developing countries have succeeded in improving basic literacy by investing in basic, primary and secondary education, countries like India are characterised by unequal access to education (Rao, 2004). The implementation of an NHRD is also hindered by the high levels of poverty and the lack of basic infrastructure. In addition to the above challenges, developing countries experience diverse social problems that hinder the formulation and implementation of an NHRD policy. Some of these problems include the prevalence of HIV/Aids, such as in South Africa, Kenya and India. These countries invest a substantial amount of financial resources in fighting such social problems, which diminishes the budgetary allocation that could have gone to the development and implementation of an effective NHRD policy. 

The implementation of an NHRD policy is further hindered by the high rate of absenteeism and loss of productive workers due to HIV/AIDs-related death. In order to implement an NHRD successfully, developing companies must deal with these issues (Hasler et al., 2006; Cho & McLean, 2004). 

[bookmark: _Toc462834417]3.7 HR Challenges of Gulf Cooperation Council Countries
HR challenges can be classified into universal challenges and regional challenges due to natural, cultural and societal factors (Reilly & Williams, 2012; Ali, 2010). GCC countries have one typical demographic characteristic, which is a diverse workforce due to the high proportion of foreign workers. Differences include language, culture, work habits, ways of interacting with others, etc. The majority of HR challenges are due to such diversity. 

HR professionals in this region constantly struggle with this issue, as foreign workers make up approximately 40% of the labour force in Oman and approximately 70% in UAE. Public and private organisations in GCC countries both have a very diverse workforce. The multinational and multicultural environment results in various challenges in all functions of HR, such as recruitment, selection, training, compensation, appraisal and retention (Iles, Almhedie, & Baruch, 2012). Cultural diversity and different leadership and decision-making styles are global HR challenges (Marquardt et al., 2004). The combined effect of these challenges has magnified HR issues in this region.

Some interesting HRD issues came out of the research by Marquardt et al. (2004). For example, identifying training needs and areas of improvement for people in any organisation can be very difficult because people often will not speak badly of their colleagues. In the Middle East, the reason for this lies in culture and religion; as the Holy Quran says, ‘Allah love not speaking ill of anyone’. Similarly, respect is extremely important. Regarding trainer–trainee relationships, nowhere in the world would trainees expect the kind of respect that is expected in Gulf countries. It becomes a big challenge for trainers from other countries/cultures to adapt. Most of the observations in the study by Marquardt et al. (2004) relate to HR administration and operations. Another example is prayer breaks. The work schedule in organisations should be such that it allows time for prayer. In addition, the ice breaking time and later pace of work is also different here. 

In addition to their regional and cultural similarities, GCC countries share similar challenges in regards their population, economic and educational characteristics. Most GCC countries have a very young population, including Oman, with 60% being under 40 years old. The education systems are more focused on humanities subjects, such as history and Islamic studies, rather than on vocational and science education (Torofdar & Yunggar, 2012). Therefore, due to many socio-economic and historical reasons, the nationalisation of the workforce has remained a thrust area for national and organisational HR policies in the GCC countries. This poses another challenge for HR departments in most organisations here. 

In some countries in the region, the extent to which expatriates have been replaced with trained locals is quite high (as in Saudi Arabia), but other countries are finding it difficult (like Oman) and the labour force is still largely comprised of expatriates. This is due to the educational and productivity levels of local employees. There is a gap here between educational output and the skills requirements of the region’s economic sectors. The gap is particularly large in the areas of management, mechanical engineering, industrial engineering and IT. Furthermore, there are many other factors affecting the number of expatriates in the countries’ private sectors, such as the high cost of local labour, the negative social and cultural views of local people about ‘low status’ jobs, low national skills, the high level of expatriates’ skills and the fact that expatriates have more work discipline than locals (Achoui, 2009).
 
However, GCC governments are making an effort to ensure that the localisation of the workforce can be more effectively planned and implemented (Godwin, 2006). All GCC countries are similar in that their governments take total responsibility for the training and education of their citizens. This is unlike in Singapore, where the HRD policy consists of a tripartite approach and a multidepartmental approach (Osman-Gani, 2004). The tripartite approach is characterised by cooperation among employers, unions and the government, and the other approach involves all relevant government agencies (Achoui, 2009). The GCC governments are developing different HRD policies and labour laws to force organisations to employ local people by setting targets for the localisation of their workforces. Other methods, such as subsidising private sector companies to pay local employees, minimum wage limits for locals, charges for hiring expatriates, putting restrictions on the quality of expatriates’ work force (qualification and experience) are also used. In his undated research, Kapiszewski states there are many laws in place to give local people preference in terms of jobs. 
Even though governments are adopting all these measures in the GCC region, the unemployment rate amongst local people is still a serious problem. The situation is becoming even graver as thousands of jobs are being created every day in these countries that will be filled by expatriates, leaving locals still unemployed. 

Researchers such as Rees, Mamman, and Braik (2007) and Kapiszewski, 2006) have listed the reasons for this phenomenon as follows:
· the low level of skills, knowledge and motivation of local candidates; 
· the lower cost of expatriate labour and
· the greater productivity of expatriates.
However, more research must be done before policy decisions are made on that basis. Unfortunately, there is not much research on the nationalisation of the workforces in GCC countries at international HR levels, despite its increasing importance (Rees, 2007; Iles et al., 2012). Some research is available in the Arabic literature on this issue, but it is more qualitative and not sufficient enough to use (Elhussein & Elshahin, 2008). All these factors make this research more important and useful for the HRD domain and for GCC countries, particularly Oman.

[bookmark: _Toc462834418]3.8 Omanisation Overview
Most GCC countries are very rich in natural resources like oil and gas; however, they are suffering from a lack of skilled manpower and unskilled labour, for which companies depend heavily on foreigners. Recently, terms such as Omanisation, Saudisation, Bahrainisation and Emiratisation are being used in the Gulf Countries, which refer to the governments' efforts to replace foreign workers with skilled and qualified nationals. 

According to the National Centre for Statistics and Information, in 2013 the total number of foreign workers had reached 1.5 million (1.3 million from India, Bangladesh and Pakistan). However, the Omani population reached almost two million in 2012 and the growth rate was 2.8% in 2011 and 3.9% in 2012. The growth rate of the expatriate population was 45.2% in 2011 and 17.7% in 2012. In 2013, the number of Omani employees in the private sector reached 177,937 (80% male). Omanis account for 10.5% of the total workforce in the private sector, and foreigners account for 89.5%, numbering 1,505,130. Of the foreign workers, 51,417 hold diploma degrees; 82,395 hold university degrees; 4,743 hold higher diploma certificates; 5,487 hold Masters degrees and 2,381 hold PhDs (Monthly Statistical Bulletin, September 2013). 
 
By industry, the majority of foreign workers in Oman work in the construction (45%), followed by manufacturing (12%) and wholesale, retail trade, motor vehicle repair and household goods businesses (11.7%). Hotels and restaurants account for 6%. By occupational group, the majority (52%) work in engineering-related occupations; 20% work in service occupations and 6% work in the industrial, chemical and food industries. Ten percent work as specialists in scientific, technical and humanities-related areas. The lowest number (just 2,126 employees) work in clerical occupations (Monthly Statistical Bulletin, March 2013).

The government of Oman established the Ministry of Manpower to manage the private sector workforce and ensure the success of Omanisation. The Ministry has specified fixed Omanisation targets in some areas of the private sector (see Appendix A). In addition, roles and policies have been regulated so companies achieve these targets. Articles (11) and (18) of the Omani Labour Law state the following. 

Article (11) ‘The employer shall employ the Omani workers to the maximum possible extent. The ratio of Omanis to the foreigners in the various economic sectors or the activities covered by each sector as may be necessitated by the circumstances of each sector or activity and the extent of availability of the necessary Omani workers shall be determined by a decision of the Minister. The employer shall ensure the equality of all workers when the nature and conditions of their work are similar.’
Article (18) ‘The employer is prohibited from bringing forward non-Omani workers unless he has obtained a permit from the Ministry. The grant of such permit shall be subject to the following conditions: 
1. That there are not among the Omanis the sufficient work force for the posts or occupations; 
2. That the employer has complied with the prescribed percentages of Omanisation; and 
3. Payment of determined fees. 
A non-Omani is prohibited from joining any work in the Sultanate before obtaining a labour card, the grant of which shall be subject to the following conditions: 
1. That the worker has the professional competence or technical skill or the qualifications needed by the country; 
2. That the employer has a permit to bring the worker forward in accordance with the first paragraph of this section’ (Labour Law, 2012).
 
The Ministry also issues a 'green card' for labour relations to companies that meet the targets and the eligibility criteria. In this way they receive preferential treatment from the Ministry. The Ministry has registered two most notable examples of successful Omanisation in the banking sector and in the national airline. According to Al-Lamki (2000), Omanisation has reached 90% in the banking sector. He outlined some reasons for the success of Omanisation in these sectors compared to other sectors in the country, as follows: 
· The banking sector is a long-established sector compared to others;
·  The work environment and job nature that suits for female to participate;
· Clear strategies for employing nationals (Ministry of Economy, 2009).

[bookmark: _Toc462834419]3.9. Summary 
 This chapter evaluated the focal issue of this research—practicing HRD at the national level. It emphasised the importance of HRD practice at the national level to develop a national economy (Wang & Swanson, 2008; Becker, 1964; Schultz, 1961). NHRD not only focuses on the skills and knowledge of the labour force but also on other aspects. The literature showed that different countries adopt different kinds of NHRD models based on their social, cultural, economic and political requirements and challenges (Cho & Mclean, 2004; Wang, 2007; Cox, Arkoubi, & Estrada, 2006; Lynham & Cunningham, 2004). Examples of countries that have successfully adopted NHRD are Singapore, the US, the UK, Japan and the Republic of Korea.

Reviewing the literature on NHRD models revealed that a fixed model of HRD cannot be implemented for all countries because requirements, goals and challenges differ from country to country and one region to another. For example, developing countries are characterised by unique challenges that may not exist in developed countries. Some of these challenges, such as poor infrastructure and cultural diversity, do not advise the implementation of a single-structure NHRD model. Developing countries have diverse government systems and cultures, unpredictable and imperfect labour markets, high rates of labour mobility and monopolistic tendencies. In addition, developing economies have various social issues, such as high levels of poverty (Lee, 2004; Cho & McLean, 2004; McLean & McLean, 2001). Therefore, it is imperative for such countries to customise their NHRD policies, programmes and approaches based on their specific challenges and requirements. For instance, it has been shown that the NHRD model adapted by Singapore focuses on improving cooperation and collaboration between the government and non-government agencies through integrated strategies to enable the country to transform its economy from being investment-driven to being innovation-driven (Paprock, 2008; Osman-Gani & Tan, 1998). However, in Japan the NHRD model emphasises social and moral dimensions in addition to economic development (Cho & Mclean, 2004).
In GCC countries, including Oman, national skills shortages and the large number of expatriates are the focal areas for national and organisational HRD policies. These issues are mainly attributed to population size and socio-cultural and educational obstacles (Torofdar & Yunggar, 2012).

Scholars who have investigated the different aspects of NHRD have employed several approaches to develop their papers, such as the findings of previous publications on NHRD, NHRD reports, questionnaires and interviews. Among them are Rao (2004), in India; Osman Gani and Tan (1998), in Singapore; and Lee and Stead (1998), in the UK. Relevantly, aiming to explore the role of HRD in Singapore and identifying the model adopted in the country, Osman Gani and Tan (1998) used previous HRD publications related to Singapore. In addition, they conducted interviews with selected key staff who had been involved in policymaking and the implementation of HRD strategy in the country. For example, they interviewed individuals such as the chairman of the National Wages Council, senior officers of the Productivity and Standards Board and involved employees in the Ministry of Trade and Industry. In their 1998 study, they investigated the HRD policies, initiatives and the approaches for integrating HRD with other economic strategies in the country at the time and then highlighted the factors that helped the Singaporean government to adapt a successful NHRD model. Further, they elaborated on possible lessons other nations could learn on the topic.      

In this spirit, this thesis intends to propose an NHRD model for Oman that fits with its requirements and challenges.  This aim will be achieved by examining the skills set gap, the perceptions of HR managers, the perceptions of Omani employees in one of the biggest economic zones in the country (DSEZ) and the perceptions of Omani HRD policymakers. This examination will help identify the necessary factors in building a sustainable NHRD model for Oman that incorporates its economic and socio-cultural aspects, as has occurred in other countries, such as Singapore, Korea and Japan. Overall, the consensus amongst scholars (discussed in chapter 2) on the positive role of HRD in countries’ economic development and the literature (discussed in chapter 3) that supports the need to identify the requirements and challenges of each country/region to be incorporated in any adopted NHRD model are the main factors that drove the researcher to pursue this research enquiry. Furthermore, Osman Gani and Tan’s (1998) research approach in their study of Singaporean NHRD is the key influence on this research methodology, which will be presented in the following chapter.   
  
3.10. [bookmark: _Toc462834420]The Standpoint of the Review
The literature review has addressed the gap in the NHRD literature and has emphasised the casual relationship between NHRD practices and economic performance. Scholars have highlighted the need for HRD research at the national level to cover different parts of the world. Research on HRD at the national level is ongoing to shape an NHRD framework and the relationship between NHRD and countries’ economic growth. The literature discussed some NHRD models and examples of HRD practices at the national level in different countries and how these models and practices have contributed to their economic development, such as in the Republic of Korea, Singapore, the UK, the US and Japan. 

However, there is very little research about HRD at the national level in Middle Eastern countries and even less regarding Oman. The research objective of this study is therefore to examine HRD practices in Oman. The questionnaires and interviews used in this study were designed to investigate Omani HRD initiatives at the national level, including Omani government initiatives and private sector initiatives. The study thus answers some questions about Oman and its HRD, including those about how Oman can better contribute to its own economic development through its HRD initiatives, how it can link its HRD activities to the skills requirements of its economic sectors and how these efforts can lead to sustainable national skills to meet the current and future economic requirements. In this investigation, Oman’s socio-cultural and economic peculiarities will be considered. In order to do this, the next chapter covers the design and methodology of the study in detail, the aims and objectives and the research instruments.







[bookmark: _Toc462834421]Chapter 4
[bookmark: _Toc462834422]Design and Methodology of the Study

[bookmark: _Toc462834423]4.1 Introduction
Establishing clear aims and objectives, identifying sources of data and collecting data, considering the research constraints and discussing ethical issues are the main elements in a research design (Saunders, Lewis, & Thornhill, 2016). This chapter explains the aims of the research and the methodology used to achieve those aims, including the sources of and methods used to collect the data, research difficulties and ethical considerations. 

The research is descriptive in nature, as this kind of research aims to ‘elaborate current or historical topics with a view to deepening understanding of them’ (Stokes & Wall, 2014, p. 89). This research describes the HRD phenomenon by analysing the case of the DSEZ in Oman. The study covers HRD at a national level using a triangulation of data approach and a combination of primary and secondary data. The primary data were collected using questionnaires and interviews with Omani HRD practitioners, employees and HRD policymakers in the relevant government agencies. The secondary data were collected from previous relevant research and reports related to similar HRD initiatives adopted in other countries. The sample population comprised employees working in companies in the DSEZ, including HR practitioners (managers) and Omani staff, Duqm authorities involved in policymaking and government HR policymakers dealing with the DSEZ. The sampling method was purposive by identifying people who have sufficient knowledge and experience about the topic under study. The data collection instruments were skillset forms, questionnaires and interviews. 

The questionnaires were first pilot tested for effectiveness before being used in the study. There were two questionnaires—one for HR practitioners and one for Omani employees (see Appendix C). Secondary data from case studies of successful HRD efforts in other countries were used to support the primary data. Below is a table showing the overall approach of the study, informed by Blaxter, Hughes and Tight (2010). The details of the methodology will be provided in subsequent sections.












Table 1 The Research Methodology
	[bookmark: _Toc444095825]The Research Methodology

	Research Type
	Data Collection
Techniques
	Research Methods
	Data Analysis Techniques

	
Descriptive Research (Case Study)
	
· Questionnaires
· Semi-structured Interviews
· Skillset Forms
· Case Studies
	
Pragmatic Approach (Mixed Quantitative and Qualitative Methods)
	
· Electronic Software Management
· Transcribing the Interviews
· Coding Frame

	
	· 
	
The Feature of the Mixed Methods
	

	
	· 
	
Triangulation
	




[bookmark: _Toc462834424]4.2 The Aims of the Study
The aims of this study are to identify and critically examine the skillsets available in Oman to identify the skills gap and to make recommendations regarding HRD policy that would help strengthen the Omani economy. In addition, the research project aims to develop an NHRD model for the key industrial clusters in the country that can be replicated in other Gulf countries, where appropriate. The research will use a judicious mix of quantitative and qualitative research methods to achieve these aims.

One of the major objectives of this study is to identify skillsets and the nature of the skills gap in DSEZ companies in order to discuss it in relation to HRD policy in the country. To achieve this objective, a paper form has been used to identify the available and required skills in the zone, including the number of local and expatriate employees. In addition, questionnaires and interviews were designed to obtain the responses of three key stakeholder groups: HR professionals at DSEZ companies, Omani employees at those companies and HRD policymakers of the country. 

The other objectives of this study are to explore the HR professionals’ perceptions of HRD support provided either by the Omani government or by their companies and their effectiveness for Omani employees. Another objective is to assess the Omani employees’ perceptions of HRD training they received before and after joining the private sector and the effectiveness of the training in their current jobs. The research also seeks HRD policymakers’ perceptions of the attainment of Omanisation goals, national skills development and HRD programmes in the DSEZ in particular and in other economic sectors of the country in general. By targeting these three groups, the research investigates the status and effectiveness of HRD programmes in the country and their implications for the country’s economic sectors from different perspectives. The study concludes with recommendations for the various agencies involved in HRD to support the implementation of the proposed NHRD model.

The Ministry of Manpower, The Supreme Council for Planning and the Duqm Special Economic Zone Authority are the main agencies involved in designing and planning HRD programmes in the zone. HRD policy is typically aimed at young Omanis to enhance the size of the national skills pool and to prepare them to work in the economic sectors of the country. The Ministry of Manpower implements different training courses for Omani youth who graduate from secondary school (the name has been changed recently to General Education Diploma) to make them fit for private sector jobs in the country. 

The researcher believes the results of this research study can be used to further increase the understanding of HRD practices as they are applied in Oman. The results may also be generalised to the other Gulf states, as applicable. This study can act as a guideline for other HRD studies in the Gulf countries and to establish a regional HRD model. This is an increasingly relevant matter, as this region becomes more interconnected with international business and affected by international management techniques. However, it must be noted that the increased business is not generating commensurate job opportunities for local people. 

[bookmark: _Toc462834425]4.3 The Research Design and Methods - Adopting a Triangulation Approach
Generally, research in all subjects has followed the traditional objective scientific method. However, since the 1960s social scientists have argued for two competing methods: the scientific empirical tradition and the naturalistic phenomenological mode. Quantitative research methods are employed in the former method to establish general laws or principles, and qualitative methods are typically used in the latter (Blaxter, Hughes & Tight, 2010). It is also said that most research attempts are conducted using an iterative alternation of induction and deduction (Hyde, 2000). 

The approach taken in this research may be described as inductive. Inductive research is characterised by the developing of hypotheses throughout the research processes and often uses a more open-ended, exploratory form. It can also be described as an investigative approach that seeks to identify patterns in the data and ends with hypotheses and theories determined from this process (Goddard & Melville, 2004; Hyde, 2000; Ritchie & Lewis, 2003). The inductive method typically emphasises data that relates to the participants’ subjective worldview. However, the deductive method is used when the investigation starts with fixed hypotheses that can be tested (Stokes, 2011a). There is no hypothesis that can be developed in this research; therefore, the research is exploratory in nature and intended to culminate in some theory or model. Given the extent of the HRD literature and the nature, aims and objectives of this study, the researcher decided it would be prudent to use the inductive approach (Ritchie & Lewis, 2003).

Blaxter et al. (2010) state that there are two research families (quantitative or qualitative and deskwork or fieldwork), four approaches to designing a research project (action research, case studies, experiments and surveys) and four techniques for collecting data (documents, interviews, observations and questionnaires) and that the research questions and interests shape the potential design of the research, combining practical issues such as time, resources and abilities. Each of these contribute to the research procedures. The most common research process is to start with a problem and proceed through data collection and analysis to the final stage, which is the written report.

In conjunction with this overall research approach, the primary research methods employed in this study were quantitative, with a qualitative supplement to provide greater detail and depth. ‘Quantitative research is empirical research where the data are in the form of numbers, whereas qualitative research is empirical research where the data are not in the form of numbers’ (Punch, 2005, p. 3). Blaxter et al. (2010) indicate that quantitative research inclines towards including large scale and representative sets of data and is regularly shown or understood as being about the gathering of facts. However, qualitative research is about collecting and analysing non-numeric information. It tends to explore the information in great detail with smaller numbers to achieve depth rather than breadth.

Combining quantitative and qualitative methods in research is called mixed methods research. This is defined as ‘a type of research design in which quantitative and qualitative approaches are used in types of questions, research methods, data collection and analysis procedures and/or inferences’ (Teddlie & Tashakkori, 2009, p. 7). In general, the purpose of using mixed methods is to provide a convergent, exploratory, sequential, intervention or explanatory research design. The use of mixed methods has increasingly been recognised as essential for quality research outcomes in various fields. A mixed methods approach is considered a pragmatic advantage for research when deep understanding of the research question is provided by the qualitative and detailed assessment of response patterns that in turn are provided by the quantitative method (McCusker & Gunaydin, 2015; Siddiqui & Fitzgerald, 2014). Therefore, the combination of these two methods can result in a better quality outcome compared to using just one method. In this research, the interview results support those of the questionnaires given to the HR practitioners and Omani employees. Using both methods gave the researcher valuable insight and added value to the research outcomes (Jonker & Pennink, 2010). 

In addition, qualitative and quantitative paradigms provide a basic framework for dividing up knowledge camps. Scholars in these two broad camps debate about how social research should be conducted and about what forms of knowledge are thought of as valid and invalid. Blaxter et al. (2010) offer advice to those who are new to this debate. They state a researcher should start by focusing on five paradigms: positivist, post-positivist, interpretive, critical and postmodern. Positivist, post-positivist and post-modern paradigms are the most common in social research. They also advise new researchers to improve their understanding of their research methodology relevant issues.
Quantitative methodology is characterised by its positive nature and often tries to establish standardised data through observing an independent phenomena. It is preferred primarily because of its ability to provide reliable, generalizable results and its unity with statistical analysis that enables efficient and quick outcomes (Creswell, 2003). However, there are disadvantages associated with this methodology. For instance, it tends to overlook the situation governing the investigation, which leads to not taking into account the entire context of the phenomena. Qualitative research is more subjective and gives researchers a chance for an interpretation that can include the contextual elements missing in quantitative research. However, this subjectivity can make the qualitative results less generalizable (Jonker & Pennink, 2010). 

Robson (1993) states that research can be much more meaningful by combining quantitative with qualitative methods, as it leads to increased accuracy and validity. Moreover, using the mixed methods approach creates a synergistic effect as each method enhances the effectiveness of other data-gathering methods (Leech & Onwuegbuzie, 2009; Arksey & Knight, 1999). 

Due to the limitations of both methods and the advantages of using mixed methods, the researcher decided that a mixed methods approach would be most appropriate to collect data about HRD and about the skillsets of employees in Oman. The study takes advantage of the data integration approach known as triangulation. Data integration is essential to mixed methods research, allowing the qualitative and quantitative data to be analysed together (Fielding, 2012). Mixed methods approaches, which combine the advantage of a qualitative study’s depth of analysis with the broad reach and generalizability of quantitative studies, have become more common in recent decades within the social sciences (Fielding, 2012; Ivankova & Kawamura, 2010; Leech & Onwuegbuzie, 2009). Among the benefits of mixed methods designs is the fact that the analytical conceptualisation of both quantitative and qualitative approaches can be integrated into a richer and more complex understanding of social phenomena. Both the quantitative side, which understands the world ‘by a theory of variance featuring variables and correlations’, and the qualitative side, which sees the world through ‘a theory of process in terms of events and interactions’, are essential to develop a complete picture of any social science problem (Fielding, 2012; Maxwell, 2010). 

However, despite the benefits of mixed methods research designs, there are inherent issues with the validity. For example, the concept of triangulating data or convergent validation is threatened by ‘the fact that one cannot measure precisely the same thing twice’ (Fielding, 2012; Denzin, 2010; Fielding & Fielding, 1986). It is with an understanding of this issue and of the underlying dynamism and instability of the social world that this researcher has chosen to use a mixed methods research design.

As indicated above, the study uses primary and secondary data. The primary data were collected through quantitative and qualitative methods, and the secondary data were collected from case studies of HRD success stories in select countries. In addition to the skillset form, two questionnaires were used in the quantitative approach. The skillset form was distributed to companies in the DSEZ to determine the existing skillsets and the number of local and overseas employees working at those companies. The two questionnaires were the HR practitioners’ questionnaire and the Omani employees’ questionnaire. The quantitative instruments used were the two questionnaires, and the qualitative instrument was a semi-structured interview for HRD policymakers. The advantage of using these approaches is that the quantitative results can support the findings of qualitative data and vice versa (Brannen, 1992). For instance, the form and questions used to clarify the skillsets in the DSEZ and the achievement of Omanisation at DSEZ companies revealed the skills gap. This finding was then connected to the responses to open-ended questions on the questionnaire and the responses to interview questions. Therefore, the results of the questionnaires can be integrated with those of the interviews to give the researcher better insight regarding overall HRD gaps in the country.

The research questions were oriented towards HR practitioners and designed to elicit their perceptions of HRD practices in Oman and in the DSEZ. Other research questions were designed to elicit the perceptions and experiences of Omani employees regarding HRD programmes and practices. The types of HRD practices the employee section of the study focuses on include training programmes offered by the employee’s company and training programmes offered by the Omani government. Regarding the HR practitioners, the study also focuses on training programmes but takes a different direction, asking the HR practitioners to rate the success and effectiveness of the training programmes and of the general skill level of Omani employees.

The survey questionnaires also elicited demographic and descriptive information about the respondents to be used later to relate the results. The main section of the questionnaires contains questions measuring respondents’ attitudes and perceptions of the effectiveness of training programmes and employee skills development in the DSEZ. 

The semi-structured interview was designed to elicit the views, perceptions and experiences of HRD policymakers to understand how HRD policies are designed and implemented and what the considerations are in the processes. 

There are two main reasons the researcher chose a semi-structured interview technique in this study. First, this kind of interview is more flexible compared with other techniques, such as structured interviews (Stokes, 2011b). With the semi-structured interview, the researcher has more opportunities to probe pertinent domain while allowing the interviewee to shape the flow of the discussion about how they plan HRD policy and how they link it to Oman’s economic sectors in general and to DSEZ companies in particular. A semi-structured interview also allows the respondent’s own perspective to emerge in addition to the researcher’s independent observations (Blaxter et al., 2010; Punch, 2005; Kumar, 2011). Second, the individual interview technique is more suitable for this study than other interview types, such as group or focus group interviews, as the time constraints and availability of each participant make it more appropriate to interview the participants individually (Bryman & Bell, 2015). 

As defined by Cohen et al. (2000), an interview is ‘a two-person conversation initiated by an interviewer for the specific purpose of obtaining research-relevant information, and focused by him on content specified by research objectives of systematic description, prediction or explanation’ (p. 269).

Interviews provide a living impression regarding the views, perceptions and values of the HRD policymakers, which all join up almost in a narrative. Consideration is also given to the combinations of the factors’ proper setting for interaction, choosing the highest related experience participants in the study field and sensitivity to the complex nature of interaction during the interviews, ranked interview to be the best choice for collection of useful data (Stake, 1995; Arksey & Knight, 1999). These factors encouraged the researcher to explore the research subject in depth and to draw out valuable information from the people in top positions who are responsible for HRD decisions via interviews. The interviews also enabled the researcher to obtain clear information and clarification of any ambiguity. Additionally, interviews help in assessing the views of the participants in an atmosphere of mutual respect and understanding (Bryman & Bell, 2015; Cohen & Manion, 1989; Drever, 1995).

However, using interviews in a research study has some disadvantages, including interviewer effects on data. Different interviewers may ask the interview questions differently, and their follow up and probing questions can also be different. In addition, if using an audio record in face-to-face interviews, it can make the written report more accurate compared to using notes, however it could be a risk in case of failure in the record. Also, face-to-face interviews can prove to be costly in terms of time and money compared to virtual interview techniques, especially when the interviewees are located in distant regions (Opdenakker, 2006).

In this study, the disadvantages of using interviews were very limited as all the interviews were conducted by the researcher himself, thus ensuring consistency in how the questions were asked and in terms of giving equal consideration for interviewer/ interviewees interaction. In the case of tape recording failure, the researcher considered the chance of this happening and used two types of recorders at the same time to back each other up.

The details regarding the skillset form, the questionnaires and the interviews are discussed in the next section. 

[bookmark: _Toc462834426]4.4 Skillset Form, Questionnaires and Interviews as Research Instruments
It has been argued that researchers who want to assess perceptions and attitudes should use a two-part survey questionnaire (Rea & Parker, 2012). To obtain basic information about the research participants, the first part of the questionnaire gathered demographic details and work backgrounds, including location and place of work, job title, category of working experience and educational background. Both part one and part two of the questionnaire were self-reporting, as participants answered questions about their own opinions, perceptions and attitudes. The second part of the questionnaire used a series of questions ranging from simple ‘yes or no’ questions to more open questions where respondents were provided with five or six options to choose from (Stokes, 2011a; Stokes, 2011b; Rea & Parker, 2012).

The skillset form and the questionnaires provide a quantitative baseline for the analysis, while the semi-structured interview questions allowed the researcher to explore the concepts being investigated in greater detail (Bryman & Bell, 2015). 
[bookmark: _Toc462834427]4.4.1 The Skillset Form
The skillset form was designed to elicit general information about the skillsets of Omani and expatriate employees and the skills that will be required in the future in the DSEZ, as predicted by experienced HR practitioners in the zone. These practitioners have first-hand knowledge and information from their companies’ databases and from their company’s HR plans for the future.

The form consists of three columns. The first lists the jobs in the company. The second lists the number of current Omani and expatriate employees separately by each job title, and the last lists the future job requirements and the number of required employees per company.

By listing the job titles and skills needed for each company, the researcher can get insight regarding the skillsets that are currently available and that will be required in future in the DSEZ. In addition, the form highlights the gap in skills as it shows the difference in the number of Omani and expatriate employees in each job. This will help in identifying high shortage skills that are required in the zone. The form appears below.








	
Job Titles
	Current
	Future Requirements

	
	Local (Omani)
	Expatriate
	Job Opportunities
	Number

	
	
	
	
	

	
	
	
	
	


[bookmark: _Toc444095826] Table 2 Skillset Form

4.4.1.1 Access to HR Departments 
In order to get access to and cooperation from the companies and the HR practitioners for this study, the researcher visited the DSEZ Authority. This agency is responsible for managing, regulating and developing economic activity within the DSEZ. The researcher thus obtained intimate knowledge of and developed relationships with 16 companies operating within the zone. The researcher was keen to cover different businesses in the financial, logistics and service industries. The Authority was also helpful in arranging appointments with HR practitioners and in organising the distribution of the skillset form and the questionnaires. 
4.4.1.2 Piloting Skillsets
Before distributing the skillset form to all the HR practitioners, the researcher first conducted a pilot study. In January 2014, three months before the full study was conducted, the researcher distributed the skillset form to two companies in the DSEZ, the Duqm City Hotel and the Duqm Refinery Company. This pilot study allowed the researcher to test the research instruments and to determine areas of weakness both in the instruments and in the research protocols (Bryman, 2012; Sampson, 2004). Through analysis of the pilot study, the researcher confirmed the validity of the research instruments and made some minor alterations to increase their effectiveness. In addition, the researcher was able to gain a good understanding of the time needed for the HR practitioners to respond to the skillset form.

4.4.1.3 Distributing the Main Study Skillset Form
The skillset form was distributed to HR practitioners at 16 companies operating in the DSEZ: Oman Management Airport Company; Duqm Port Company; Oman Duqm Drydock Company; Duqm Refinery; Crowne Plaza Hotel; City Hotel; Park Inn Hotel; Fisheries Zone (Ministry of Agriculture and Fisheries Resources); the National of Oman Bank; Bank Muscat; Bank of Dhofar; Galfar Company; STRABIC Company; Renaissance Services Company; Duqm Development Company and Oman Air. 

The skillset forms were distributed in March 2014 and were collected during April and May of that year. The researcher chose to collect and manage the forms manually as no appropriate software was found that allowed in-depth analysis for this type of form. The skills were classified based on the industry of the respondents to gain a better understanding of the nature of the skills and the gap in skills in each business/industry. Additionally, the researcher used the data to create a table displaying the numbers of Omani workers and expatriates to be compared in each job in the companies (see Appendix B).

[bookmark: _Toc462834428]4.4.2 The Questionnaires
3.4.2.1 The HR Practitioners’ Questionnaire
The HR practitioners’ questionnaire was designed to take advantage of the knowledge, insight, experience and opinions of HR practitioners regarding the skills, knowledge and training of their companies’ workforces. After eliciting preliminary information regarding their companies, job titles and the proportion of Omani employees in their workforces, the questionnaire investigated the training programmes offered by the companies and the outcomes of those programmes. Next, it asks the respondents to evaluate the educational and training initiatives provided by the Omani government to Omani nationals before they joined their companies in the zone and the effectiveness of those training programmes with reference to the employees’ current jobs. The HR practitioners were also expected to rate the challenges faced by Omani employees working at their companies, from salary and work timings to management style and corporate culture. 


4.4.2.2 The Omani Employees’ Questionnaire
The employee questionnaire was designed to elicit pertinent information about the skillsets gap encountered by Omani employees at work, with reference to their jobs at the DSEZ. The data regarding government HRD activities and the companies were taken directly from Omani employees, as perceived by them. This data is very useful as these employees have first-hand knowledge and experience of training programmes offered by their companies and by the government and of the challenges they face in their current work setting. 
 
As with the HR practitioners’ questionnaire, the researcher followed the literature suggesting that studies with a two-part survey are most effective in assessing participants’ perceptions and attitudes (Rea & Parker, 2012). The demographic information of the employees, such as their educational background and employer, was collected in the first part of the questionnaire (Brace, 2008). This information helps identify specific gaps in HRD practices depending on the level of education. The second part of the questionnaire is divided into four sections: 1) participants’ attitudes towards their employers; 2) feedback on training programmes offered by the government; 3) employees’ feedback on training programmes offered by the company and 4) the challenges the participants face as employees in private sector companies. Parts one and two were self-reporting, where participants answered questions based on their own perceptions, opinions and attitudes (Rea & Parker, 2012).

The questionnaire investigates the employees’ perceptions of their current job, including intentions regarding their association with the company in the future. It then asks participants to respond to a series of questions about the training programmes offered by the government, including how the training relates to their work, and their assessment of the benefits gained from the training programme and of the level of their involvement in the training plans and structures. At the end of this section, the employees are given a chance to suggest changes to the training programmes and to governmental HRD activities in general. After that, the questionnaire asks the participants similar questions regarding training programmes offered by the company in order to evaluate and compare the company’s training efforts with the government HRD efforts. Finally, the form asks the employees to rate the challenges they face working in their company on eight different parameters, from individual specific to organisational culture. 

4.4.2.3 Access and Distributing the Questionnaires
The questionnaire for HR practitioners was distributed to 40 HR practitioners working at 16 companies in the DSEZ. The employee questionnaire was distributed to 100 Omani employees working at the same companies. The response rate was satisfactory; 38 HR practitioner questionnaires were retuned and 82 employee questionnaires were returned. The questionnaires were distributed and collected between March and May 2014 and the data was analysed in June to August of the same year. As mentioned earlier, the DSEZ Authority facilitated access to the right people and facilitated distribution of the questionnaires at the companies. The questionnaire was administered using the online tool found at www.surveymonkey.com. 
4.4.2.4 Use of Software for Data Management and Analysis. 
To collect and manage both questionnaires, the researcher decided to use Survey Monkey. This decision was made for many reasons. The researcher felt this tool would be easy to use not just for himself but also for the participants. In addition, using an online survey would allow participants to open and interact with the survey at any time they felt was convenient and allowed them sufficient time to answer the questions. Using this tool no doubt improved the rate and quality of responses, as it is relatively easy to use compared to the physical administration and collection of questionnaires. It made it possible for the researcher to focus more on the analyses and interpretation of the findings rather than on spending time recording and transcribing the responses into an electronic format. Another reason this tool was chosen is the robust set of charts and graphs for visual analysis and the slicing and dicing facility. Combined with the built-in data management systems, this made the data analysis far more efficient than it would have been using separate data analysis software. The use of this tool also eliminated any chances of human error in data recording, data entry and reporting. Additionally, the anonymous feature of the survey tools allowed the researcher to collect data from employees without risking the participants’ confidentiality. This was important because many employees may have felt uncomfortable giving honest and complete responses to questions that required their perceptions of their company and its HRD activities. Therefore, a higher response rate was achieved with better quality responses than if the researcher used an identified data collection method. 

4.4.2.5 Difficulties 
The researcher encountered some practical difficulties when collecting data. One of the primary issues revolved around language. The form and questionnaires had to be translated into Arabic, as some HR practitioners and employees did not possess the English language skills necessary to complete the form, which was written in English. Another difficulty was that Omani employees are not accustomed to completing surveys and other research instruments, unlike Western employees. It will take some time to develop an online survey culture. Therefore, there was some resistance to the idea of completing the online surveys. However, it was overcome with the help of the DSEZ Authority. In addition, there were difficulties associated with scheduling, as many of the HR practitioners had busy schedules and many responsibilities with higher priorities on a day-to-day basis than completing the survey. This is one reason for the time lag between the distribution and collection of the survey.

The last practical difficulty the researcher encountered was in determining how the survey questionnaires should be administered. The researcher did not initially know about Survey Monkey and tried other less than efficient survey tools. One of these survey tools required the participants to first register with the programme to take the survey. After some discussion with potential respondents, the researcher decided that requiring participants to register to take the survey in addition to participating in the survey would discourage them from participating in the study. Finally, the researcher discovered Survey Monkey, a tool that would allow participants to take part in the study without registering or filling out any additional information besides answers to the survey questions. This tool was deemed much more appropriate for the needs of this study. The pilot study was of particular importance in determining the most efficient method of delivering the form and collecting data.

The researcher encountered many time and financial constraints. The researcher felt that there would have been a higher response rate if there had been some financial incentive for the participants. Monetary compensation could have made recruiting participants much easier. However, the researcher did not have funds to pay the participants for their time. Therefore, all the study participants were volunteers. Having more participants could have strengthened the final results. 

The researcher was also somewhat limited in time as he had to complete his study within his scholarship period. The recruitment of study participants took some time, even with the aid of the DSEZ Authority. As a result, the researcher spent less time analysing the data than he would have wished.

[bookmark: _Toc462834429]4.4.3 The Interviews 
In accordance with the research paradigm and the mixed methods approach, qualitative data was collected using one-to-one semi-structured interviews with HRD policymakers and another interview with HR practitioners to get details related to improvements that could be made to the design and implementation of the government HRD activities (Jonker & Pennink, 2010).

As Bryman and Bell (2015) and Kvale (1983) state, the interview is a powerful method for gaining an in-depth understanding of people’s experiences and perceptions. The interviews were conducted to gain a detailed, first-hand description of HRD policy in Oman from the point of view of the people who shape that policy. The interview is designed to collect contextualised and personal information. The purpose is to provide depth to the quantitative data obtained using the survey instruments described above and to in fill the gaps remaining after the questionnaire responses. Each interview resulted in a large volume of raw data. A close reading of the transcripts of these interviews reveals themes and patterns within the interviews and across the interviews. The data from the qualitative section of this mixed methods study consisted of the themes and patterns that emerged from the raw data of the interviews. 

4.4.3.1 Description of the Interviews
The interview subjects were HRD policymakers who had extensive knowledge of HRD policy, its implementation and its results. Additionally, the subjects are closely involved with major business interests in the region and have extensive knowledge and contacts in various industries that help them get updates on HRD developments. The interviews were conducted primarily in the offices of the subjects.

The interviews consisted of 15 semi-structured open-ended questions relating to various HRD issues in Oman, specifically in the DSEZ. According to Cohen and Manion (1989), the advantages of open-ended questions are that 
They are flexible; they allow the interviewer to probe so that he may go into more depth if he chooses, or clear up any misunderstandings; they enable the interviewer to test the limits of a respondent’s knowledge; they encourage co-operation and rapport; and they allow the interviewer to make a truer assessment of what the respondent really believes. Open-ended situations can also result in unexpected or unanticipated answers which may suggest hitherto unthought-of relationships or hypotheses (p. 313). 
All interview questions in these interviews were open-ended questions which gave the researcher the opportunity to probe to obtain more related information. These kinds of questions allowed the interviewees to answer the questions with flexibility and freedom of language. To generate data related to the aims and objectives of this research, the researcher developed the interview questions to cover different aspects of HRD initiatives, in the DSEZ specifically and in Oman in general. The aspects include planning, implementing, monitoring and evaluating and the cultural context of HRD initiatives in the country. The results of the interviews enabled the researcher to acquire an in-depth understanding of HRD practices in Oman, which was then used effectively in the proposed NHRD model and final recommendations. The detailed interview questions are shown in the table below. 
1. Tell me how you view the importance of the DSEZ for national economic growth?

2. In addition to enhancing national economic growth, creating jobs for national youth was one of the main reasons for establishing the zone. To what extent are you satisfied with the Omanisation percentages in the zone? If you are not satisfied, what are the reasons?
 
3. Do you implement HRD policy for DSEZ alone or generally for all relevant sectors in the country?

4. To what extent are HRD practices and strategies adapted to keep pace with global, regional and domestic changes? When was the last adaption and why?
 
5. What are your views about annual increases in the number of foreigners workers in the country’s industries? 

6. Have you identified key skillset gaps in the zone?

7. Which sectors (engineering, IT, petrochemical, hotel etc.) will need to be prioritized by HRD policies in the future? 
 
8. To what extent do you think government training programmes are currently related to the trainees' job needs in the zone?

9. What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?

10. To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in the DSEZ and other economic clusters in the country?

11. How would you describe the collaboration in HRD policymaking between the government, companies and local higher education institutions?

12. How can the DSEZ become a centre of knowledge and technology for other economic clusters in the country and for the Gulf countries generally?

13. What kind of changes could be made to local education curricula to reduce skills shortages in the country?

14. How does Omani culture assist or hinder the development of the required skills in the zone?

15. What are the biggest challenges in formulating and implementing Omani HRD policy and strategy?

[bookmark: _Toc432683574][bookmark: _Toc432684443][bookmark: _Toc444095827]Table 3 Interview Questions

4.4.3.2 Implementation of the Interviews
The most substantial challenge in implementing the interviews was the scheduling. The time available with the HRD policymakers was very limited and their schedules did not offer much flexibility. Unlike the survey instruments, which the participants could complete in their own time, the interview requires a specific time to be set aside and has to be convenient for both parties. The organising of these interviews required the interviewer to accommodate the subject, for example, by coming to their office to conduct the interview. This created substantial difficulties as the DSEZ is a significant distance from the researcher’s residence. In addition, conducting the interviews in Arabic and then translating every word into English without losing the essence was a great challenge for the researcher and consumed more time than expected. The researcher tried hard to find convenient interview time slots by speaking with secretaries first and then with the interviewees. It was finally agreed that the interviews would be conducted during their day breaks on days when they had no meetings. The researcher followed four important steps in order to conduct the interviews, as follows:
· Asked the research sponsor to send an official letter to the participants introducing the researcher, explaining the purpose of the study and asking them to participate in the study; 
· Called the interviewees’ offices and coordinated with their secretaries to fix the interviews time in their diaries;
· Interviewed the participants individually in their offices and at a time of their choosing so they would feel more relaxed and give more detailed responses; 
· Recorded all the interviews using the researcher’s iPhone and a cassette recorder. 

All the interviews lasted approximately 20–30 minutes. The interviews were conducted in a relaxed way and started with some social conversation. The first interview question was used to introduce the topic. Most of the interviewees were happy to speak broadly in answering the questions and tried their best to give complete information without any reservations.
 
4.4.3.3 Translation and Analysis of the Interviews
The interviews were conducted primarily in Arabic. Once the interviews were complete, the researcher transcribed them and translated them into English for analysis. As the data is not large, the researcher believe that manual analysis can make better value and work best for the researcher and the data. The researcher then performed a content analysis of the interview transcripts to identify any themes that emerged in the responses (Adams, 2007). Because the interviews were semi-structured, the content analysis was divided into sections based upon the 15 questions that formed the basis of the interview. This way, themes relating to each question could be grouped together easily. In addition, a coding frame has been applied in order to identify the main themes in the interviews and to show the emphasis of each theme. Scholars have not proposed a single technique for identifying all themes in such research situations. In this analysis, the principal themes are derived from the interview transcripts, to provide an emergent structure that is relevant to the research aims and objectives and to facilitate further analysis. Therefore, the identification of themes will be guided mainly by this study’s aims and objectives (Saunders et al., 2016). 
A coding frame will be applied to the interview participants to ensure their confidentiality. The HRD policymakers were coded as follows. Each of the participants was given a serial number followed by a dash and his or her first and last names. For instance, the first interviewee was coded as 001-MJ, the second participant was coded as 002-IB and so on. More details about themes and coding frame will be discussed later on in sections 5.4 and 5.7.   

[bookmark: _Toc462834430]4.5 The Period of Data Collection
The data collection phase lasted from January 2014 when the pilot study began until December 2014 when the final set of interviews was conducted. The reason for a longer time period was that this survey was voluntary; there was no incentive and no pressure on the respondents to complete the survey early. This relatively long period was necessary to capture the relevant information from participants whose schedules were crowded. Additionally, after the collection of quantitative data via the questionnaires and skillset forms, the researcher modified the interview questions based on gaps found in quantitative data collected. The qualitative interview data was thus more robust, allowing the researcher to better target the information relevant to the study. The researcher felt that he needed to bridge a gap of the HR questionnaire; therefore, he interviewed the HR practitioners to acquire extra information about HRD improvement activities in the zone. Below is the research timeline to give a clearer picture regarding the research process. 



[bookmark: _Toc444095828]Table 4 The Research Timeline
	

Task / Time
	1 May 2013–31 December 2013
	January 2014–
December 2014
	January 2015– 
January 2016

	
	May 
to
June
	July 
to 
December
	January to February
	March
to
August
	September
to December
	January
to
February
	March
to 
Sep
	October 
to
Feb 2016 

	Training in Research Methods
	

	
	
	
	
	
	
	

	Background Literature Review
	
	
	
	
	
	
	
	

	Refining Research Questions
	
	

	
	
	
	
	
	

	Piloting Data
	
	
	
	
	
	
	
	

	Quantitative Data Collection
	
	
	
	

	
	
	
	

	Quantitative Data Analysis
	
	
	
	

	
	
	
	

	Qualitative Data Collection
	
	
	
	
	
	
	
	

	Qualitative Data Analysis
	
	
	
	
	

	

	
	

	Write Thesis
	
	
	
	
	
	
	
	

	Final Draft
	
	
	
	
	
	
	
	






[bookmark: _Toc462834431]4.6 Triangulation Used for this Study
Triangulation can be described as the use of different methodologies in researching the same phenomena. This strengthens the study design and the overall robustness and reliability of the study. It provides a way of obtaining information using different instruments to collect data about the same situation and subject (Patton, 1990). Silverman (2000) states that sociologists should collect their research data using multiple methods. For example, interviews can be combined with other field data to get a better sense of all the information and to get a better understanding of the social reality. 

In line with the large body of research on mixed methods approaches to social science research, this study utilised triangulation to increase the reliability of the research results. Three types of data were used for triangulation, primary-quantitative, primary-qualitative and secondary case studies. The primary data comprised three sets of quantitative data—one from the skillset form, one from the HR practitioners’ questionnaire and one from the employee questionnaire. The qualitative data was collected via the interviews. While the study used triangulation to improve the precision and depth of the analysis, the researcher understood the data sources do not directly overlap, thus presenting some validity issues (Fielding, 2012). For example, the respondent pools for the questionnaire and the interviews were different. In their questionnaire responses, the HR practitioners offered criticism of the very same programmes the HRD policymakers were tasked with developing and implementing. 
The conflict in point of view based upon the respondents’ positions made analysis across the data sets challenging. At the same time, it provided an objective view on HRD policies from the user/beneficiary (HRD practitioners and employees) perspective. The interviews were therefore conducted to verify and support the questionnaire results.

[bookmark: _Toc462834432]4.7 The Companies Covered in the Study
The study focused on the DSEZ on the eastern coast of Oman. This SEZ has a major port in the construction stage and therefore a majority of the companies are directly or indirectly related to port operations. There is also an oil refinery. Other companies with a presence there are largely service providers that support these companies, such as banks, hospitality businesses and other business services. Following are the names of the companies that were included in the study.
1. Oman Drydock Company
2. Oman Airports Management Company (OMAC)
3. Duqm Port Company
4. Duqm Refinery
5. Crowne Plaza Hotel
6. Duqm City Hotel
7. Oman National Bank
8. Bank Muscat
9. Fisheries Zone (Ministry of Agriculture and Fisheries)
10. Galfar Company
11. Oman Air
12. Duqm Development Company
13. Park Inn Hotel
14. STRABIC Company
15. Renaissance Services Company
16. Bank Of Dhofar

[bookmark: _Toc462834433]4.8 Ethical Considerations 
All research data were gathered with a full understanding of the ethical issues involved. The researcher followed all ethical requirements to protect the interests of all stakeholders, including the researcher, the participants, the University of Chester and the surveyed companies. Ethical issues were kept in mind throughout all the research stages, which include formulating and clarifying the research topic; designing the research study; gaining access to, collecting and storing the data and analysing and reporting the findings (Saunders et al., 2016).

The topic was chosen without any coercion from the sponsor or the University of Chester. However, the topic is of interest to the sponsor (the government of Oman) as the study aims to enhance the quality of HRD practices to contribute to the economic development of the country. In addition, the researcher asked his sponsor to send an official letter to all companies and organisations in the DSEZ to inform them about the nature of the study and its aims and objectives. This letter kindly requested that the organisations and companies in the zone participate in this study. The name and contact details of the researcher were provided in this letter and in the cover letter of the questionnaires so as to increase the respondents’ confidence and ensure that they know with whom they deal (Cooper & Schindler, 2006).

Another ethical issue is the participants’ right to confidentiality and anonymity. In this stage, the researcher did not ask for the names of the participants. He also clearly mentioned at the head of both questionnaires the purpose of the research and stated that ‘The information that you will share will be kept strictly confidential so that no one else in your workplace or in any other setting will know what you have written’. Furthermore, the researcher avoided any leading or loaded questions that would force the respondents to choose a certain answer. The ethical considerations relating to this stage were also applied to the interview participants, as the researcher clearly explained the purpose of the research and the confidentiality and privacy aspects to the interviewees before the interview beginning (Jonker & Pennink, 2010).

During the data analysis and reporting, the researcher maintained his objectivity so as not to misrepresent the data collected and avoided being selective of the data to be reported. Confidentiality and anonymity were also considered during reporting as only aggregate results were used in the report. In addition, the conclusion was explicitly developed based on the research findings (Saunders et al., 2016).

Overall, the researcher has taken ultimate care and responsibility to ensure the confidentiality and privacy of all study participants and not cause harm to any of them. Additionally, he has ensured that the research has been carried out in a professional manner and with proper representation of the collected data.
 
[bookmark: _Toc462834434]4.9 Summary
The chapter provides details of the research methodology used in the study. It covers the aims of the research—identifying the skills gap for Omani employees, critically evaluating the implementation of Oman’s existing HR policy and making recommendations for a comprehensive HR model to facilitate the country’s economic development. The study employed a mixed methods approach with quantitative and qualitative aspects to provide greater detail and depth. To take advantage of the data integration approach, the study employed triangulation. It used primary and secondary data; the primary data were collected through quantitative and qualitative methods and the secondary data were in form of HRD case studies of selected countries. 

One form, two questionnaires and an interview were used in the study. All instruments were custom-designed to suit the specific purpose of the study and the research settings. The sampling method used was purposive, which is useful for identifying people who have sufficient knowledge about and experience with the topic to be studied. The questionnaires were first pilot tested for effectiveness and then used in the study. There were challenges in terms of getting access to top-level respondents at the companies and in the government. Some other challenges included no financial incentives for respondents to participate in the study, the fact that the researcher was the only data collector, Arabic language issues (translation) and time constraints. Finally, the researcher carefully considered the ethical issues to protect the interests of all who participated in this study. 


[bookmark: _Toc431291329][bookmark: _Toc431291777][bookmark: _Toc431292218][bookmark: _Toc431291330][bookmark: _Toc431291778][bookmark: _Toc431292219][bookmark: _Toc431291331][bookmark: _Toc431291779][bookmark: _Toc431292220][bookmark: _Toc431291332][bookmark: _Toc431291780][bookmark: _Toc431292221][bookmark: _Toc431291333][bookmark: _Toc431291781][bookmark: _Toc431292222][bookmark: _Toc431291335][bookmark: _Toc431291783][bookmark: _Toc431292224][bookmark: _Toc431291336][bookmark: _Toc431291784][bookmark: _Toc431292225][bookmark: _Toc431291337][bookmark: _Toc431291785][bookmark: _Toc431292226][bookmark: _Toc431291338][bookmark: _Toc431291786][bookmark: _Toc431292227][bookmark: _Toc431291339][bookmark: _Toc431291787][bookmark: _Toc431292228][bookmark: _Toc462834435]Chapter 5
[bookmark: _Toc462834436]Research Findings and Perceptions of HR practitioners, Employees and HRD Policymakers

[bookmark: _Toc462834437]5.1 Introduction 
The previous chapter detailed the research methodology used in this study. This chapter will present the findings of the forms, questionnaires and interviews that were employed to understand the views and perceptions of HR practitioners, employees and HRD policymakers. The different sub-headings below are used to classify different parts of the analysis to facilitate understanding. Some of the findings are described using tables, graphs and charts to emphasise the research gaps. 

[bookmark: _Toc462834438]5.2 Skillset Form
This form was used to collect information on the types of jobs available in the DSEZ, whether Omani or expatriates are currently working in those positions and what the future scenario might be. This information will be useful in identifying the types of training programmes required to meet the needs of the DSEZ and other similar economic zones in the country. It will also help identifying the cultural issues hindering Omanisation and will be the basis of the proposed model of Omani HRD. 
The skills gap can be analysed based on industrial sectors and the required skills can be prioritised with the implementation of the proposed NHRD model. For instance, the results show there is a lack of skills can be seen in engineers, assistant engineers, technicians, hotel waiters and waitress, managerial and operational occupations. This clearer understanding of the skills gap can be used by Omani HRD policymakers to make strategic HRD plans. Please refer to Appendix A.

[bookmark: _Toc462834439]5.3 The Views and Perceptions of HR Practitioners at Duqm Companies
The views and perceptions of HR practitioners are summarised in this section. The subsections cover participants’ preliminary information, Omanisation and companies’ training efforts, evaluating national skills, evaluating government efforts, challenges for Omani employees and suggested improvements of government HRD practices. 

In this study, 38 of the 40 HR practitioners who were approached completed the questionnaire and participated in the interview to obtain suggestions to improve the government’s HRD practices. In the first stage, the questionnaires were sent to HRD practitioners, and an analysis of the responses revealed some information gaps. It was therefore necessary to interview the participants again to obtain more information about HRD practices in the country. 

[bookmark: _Toc462834440]5.3.1 Participants’ Preliminary Information
The first three questions in this questionnaire were to determine the participant’s job title and experience with the present company to ensure that that person has sufficient knowledge of the company’s HR practices before commenting on them. Table 5 below shows the participants’ job titles. All participants work in HR departments or in other departments that employ HR practices. All the participants practise HRD in their respective companies. The last of the three questions asked about the experience information of the respondents in the same department. This information will help filter out those respondents who do not have sufficient experience to comment on the HRD practices of their company. The minimum experience of respondents was one year, and this was the cut off for filtering. Therefore, no respondents with less than one year of experience at their company were included in the survey. The maximum experience for a respondent was 22 years (see Appendix B).


	Number
	Job Titles
	Number of Participants 

	1
	HR Manager
	3

	2
	HR Admin
	5

	3
	HR Head Section
	2

	4
	HR Staff
	2

	5
	Management Staff 
	2		

	6
	Assistant to Training Manager
	1

	7
	Government Relations Manager
	1

	8
	Head of Employee Relations
	2

	9
	Budget Planner
	1

	10
	HRD Officer 
	1

	11
	Branch Manger
	3

	12
	Employee Relations Specialist
	1

	13
	Operations Manager
	1

	14
	Officer Registration
	1

	15
	HR Generalist 
	1

	16
	HR Specialist 
	1

	17
	HR Officer
	1

	18
	Senior Manager, Human Capital 
	1

	19
	Senior Instructor 
	1

	20
	HR Assistant 
	1

	21
	Training Officer 
	1

	22
	Project Manager
	1

	23
	Assistant Manager
	1

	24
	Head of Marketing and Investment
	1

	25
	Hotel Manager
	1

	26
	Duqm Fisheries Department Manager
	1


[bookmark: _Toc444095829]
Table 5 Participants’ Jobs
[bookmark: _Toc462834441]5.3.2 Omanisation 
As mentioned earlier, 16 companies were included in this study having activities in different types of businesses. All participants to this questionnaire are employees working in HR department of these companies. It was found that more than 50% Omanisation exists in eight companies, between 10% and 35% exists in seven companies and less than 10% exists in one company (see Figure 7).

[bookmark: _Ref432679768][bookmark: _Toc444860272]Figure 7 Omanisation percentage in the DSEZ companies

[bookmark: _Toc462834442]5.3.3 Companies’ training efforts
This part of the questionnaire was designed to assess training offered by companies and the results of that training to help the researcher to compare it with government HRD initiatives. In addition, the training and training effectiveness will be compared with the perceptions of employees who received the training. The results show that almost three quarters of the responses were in favour of the fact that companies provide both on-the-job training and off-the-job training to employees. However, some companies provide only on-the-job training (see Figure 8). 

[bookmark: _Ref432679780][bookmark: _Toc444860273]Figure 8 Type of training offered by companies for their employees

In response to another question, 90% of respondents indicated that their companies send Omani employees for further training after recruiting them. As determined by the answer to the next question, the purpose of this further training is to provide new Omani employees the skills needed for their jobs. This indicates a significant lack of national skills. 
	
Regarding training duration, the results show that 32% of the companies surveyed provide less than six months of training for new Omani employees to acquire the necessary skills for their jobs, and 21% of the companies provide more than six months of training (see Figure 9). The duration of training depends on the gap between the skill level required for the job and the employees’ actual skill level. As the DSEZ has no training institutions, the companies send their employees for off-the-job training in Muscat, the capital city of Oman, where most of the country’s universities and colleges are located. The distance between the DSEZ and Muscat is approximately 447 km (277 miles); therefore, the companies need to provide transportation and accommodation for their employees. If the training could be conducted in the DSEZ, it would save significant time and expense. 

[bookmark: _Ref432679797][bookmark: _Toc444860274]Figure 9 The period of training for new Omani employees

Regarding the effectiveness of the companies’ training, more than 84% of HR practitioners agree/strongly agree with the statement that ‘the training programmes offered by the companies have increased Omani employees’ motivation and confidence level’; however, 13% disagreed (see Figure 10). 

[bookmark: _Ref432679806][bookmark: _Toc444860275]Figure 10 The effectiveness of the companies’ training

For the next question assessing the effectiveness of the companies’ training, almost 90% of respondents agreed/strongly agreed with the statement that their training programme has helped Omani employees gain new skills that relate to their job and that affect their performance (see Figure 11). 

[bookmark: _Ref432679814][bookmark: _Toc444860276]Figure 11 The effectiveness of the companies’ training

Overall, it was clearly emphasised by HR practitioners that there is a need to train Omani employees after recruiting them through on-the-job and off-the-job training to improve their skills to match job requirements. Some of this training lasts for more than six months. In addition, the HR practitioners agreed on the effectiveness of these training programmes and their negative impact on employees’ performance in their new jobs. 

[bookmark: _Toc462834443]5.3.4 Evaluating National Skills and Government HRD Efforts
This part of the questionnaire was aimed at evaluating the national skills available and the Omani government’s HRD efforts. It was found that the majority of new Omani employees are joining private sector companies with very basic skills, or their existing skills do not match their current job requirements at all and that they need significant training to upgrade their skills to match their job requirements. However, it was found that none of the respondents agreed with the statement that new Omani employees who join private companies have a high level of skills (see Figure 12). This supports the results in the previous section, as the companies operating in the DSEZ need to send Omani employees for further training after recruiting them in order to make them fit with their companies’ jobs task. 


[bookmark: _Ref432679827][bookmark: _Toc444860277]Figure 12 The level of Omani employees’ skills

The results also show a large gap between government HRD efforts and the skills needed in the private sector. As a result, the majority of HR practitioners in Duqm who were surveyed disagree/strongly disagree with the statement that ‘Omani employees are well skilled and thus improve company productivity’. This shows that the lack of Omani skills negatively impact overall company production. Of the respondents, 58% believe that professional training programmes should be conducted continuously for Omani youth, before and after joining the private sector. However, only very few respondents (3%) believe that professional training is essential for Omani employees only after they join the private sector. 

Furthermore, 47% of the HR practitioners surveyed strongly disagree with the statement that ‘the government has offered enough education and training programmes to make Omani youth suitable to join your company’ and 37% disagreed, for a total of 84% (see Figure 13). This result could reflect the quality of the government educational and training programmes rather than the quantity and their matching with the private sector requirements. As mentioned in Chapter 1, the Omani government has made a massive contribution to the educational and training sector since 1970. The number of educational institutions in Oman has increased significantly. 

[bookmark: _Ref432679838][bookmark: _Toc444860278]Figure 13 Satisfaction with the government’s educational and training programmes
Regarding the matching of the government training with companies’ requirements, about 66% of respondents emphasised that the government training provided for Omani youth before joining the private sector is not suitable for the job requirements (see Figure 14). This is another indication of the gap between the government’s HRD efforts and private sector companies’ skill requirements. This gap could be the result of the lack of coordination among and involvement of government HRD policymakers, private sector HR practitioners and Omani employees. 

[bookmark: _Ref432679848][bookmark: _Toc444860279]Figure 14 The government training programmes compared to private sector requirements

In terms of HRD synchronisation efforts, almost 82% of the HR practitioners surveyed indicated that the government HRD policymakers are not aware of the skills needed by companies based in the DSEZ (Figure. 15). In order for the policymakers to plan effective HRD initiatives, they need to establish an accurate database that shows the skills needed in the country’s various economic zones. HRD policy can then be formulated partially based on this database. This can be achieved through collaboration among various parties, such as private sector companies and employment agencies.

[bookmark: _Toc444860280] 	Figure 15 HRD coordination efforts

Furthermore, almost 79% of the respondents stated that the government HRD policymakers have not coordinated with Duqm-based companies to get feedback about national employees' performance and challenges. This ignorance may contribute to the weakness of the governmental training programmes by increasing the gap between training output and companies’ skills requirements. 

Regarding the statement that ‘Overseas employees are better educated and have better job skills than Omani employees’, the majority of respondents either strongly agreed or agreed. This can explain the low level of Omanisation at most companies in the private sector. However, it was surprising to find that respondents from the majority of the companies have no rules to encourage expatriate staff to transfer their knowledge to local employees. It could be that HRD policymakers in Oman need to formulate policy to ensure overseas employees share their knowledge with Omani employees. 

Responses to the question regarding Duqm companies’ trust in the national skills pool revealed that only 20% of the HR practitioners surveyed believe their companies can find well-qualified and skilled Omani people to fill the jobs available at their companies. However, 76% do not believe that the skills needed by their companies can be found in locals (see Figure 16).

[bookmark: _Ref432679883][bookmark: _Toc444860281]Figure 16 Private sector companies’ trust in the national skills pool
Overall, the responses in this section indicate a major gap between the government’s HRD efforts and companies’ skill requirements. It has been shown that the national skills in these companies are very basic and that significant HRD activities on the part of companies are necessary to improve the situation so that employees’ skills match their job requirements. The results show a lack of coordination between the government and companies regarding the development of national skills and the evaluation of HRD efforts.

[bookmark: _Toc462834444]5.3.5 Challenges for National Employees
This part of the questionnaire intended to determine the challenges faced by Omani employees working at companies in the DSEZ. Eight factors were included: family commitments, lack of skills, job challenges, opportunity for promotion, salary, corporate culture, work time and management style. The results show that lack of skills, family commitments and job challenges are the top challenges with 3.97, 3.86 and 3.67 points respectively (see Figure 17). Work time and salary fell in the middle, and management style fell at the bottom. 


[bookmark: _Ref432679895][bookmark: _Toc444860282]Figure 17 Challenges of Omani employees at DSEZ companies
[bookmark: _Toc462834445]5.4 Interview Results for HR Practitioners
This part of the data collection was conducted by interviewing the HR practitioners in their respective offices to gain insight regarding the effectiveness of government HRD initiatives. The interviewees were asked for their views and suggestions about what they think should be implemented to improve governmental HRD activities based on their companies' skill requirements and their experience in the HR field. As mentioned in Chapter 4 (Methodology), the researcher decided to use manual analyses for the interviews because the data set is not large. A manual analysis for this amount of data can yield better value and works best for the researcher and the data. During the manual analyses, the researcher read the interview transcripts many times, immersing himself in the data, and he used coloured highlighting to determine the frequency of the HR practitioners’ suggestions. Table 6 presents a thematic identification of suggestions based on their frequency, to facilitate further understanding of how they are related to the identified industry. The frequency of mentions arranged from 35 times (the most) to 10 times (the least). At the same time, the researcher revisited the coloured highlighted text in the transcripts to identify the related areas on which HR practitioners have focused, in terms of improving HRD. These areas are presented in Table 7.
The following are the main recommendations they suggested the government implement. The results are categorised by industry, including the service and logistics industry, the oil and gas industry, the hospitality industry and the finance industry. Thus, the patterns can emerge explicitly; these will be presented in table 6 and 7.
[bookmark: _Toc462834446]5.4.1 Service and Logistics Industry
This section covers suggestions from HR practitioners working at the Oman Drydock Company, Oman Airports Management, Duqm Port Company, Oman Air, Galfar Company, Duqm Development Company, STRABIC Company and Renaissance Service Company. The main suggestions are: 
· Introduce vocational education in the secondary schools with on-the-job training in real companies. This suggestion emphasises the need for vocational education with on–the-job training rather than the general education that gives students general skills and neglects the country’s needed economic skills. 
· Current HRD policy should be adapted based on the information gathered from Omanisation records. Omanisation records should be comprehensive, including the numbers available, the required skills and the specific training and development requirements to obtain these skills. The records should not simply record the number of Omanis working in private companies.
·  The HRD policymaking unit should establish an electronic gateway to receive feedback from both Omani employees and HR practitioners working in the private sector. This suggestion emphasises the need for more and better coordination in designing an Omani HRD policy. 
· The most up-to-date educational technology/equipment should be used in vocational institutions. There are very few vocational colleges/training institutions in Oman. These are needed so Omanis can learn/update various skills. 
· Increase awareness of the importance of working in all economic sectors of the country so people do not just look for select jobs. This suggestion introduces a cultural issue, as some Omanis do not want to work in some jobs because of their socio-cultural perspective. 
· Encourage academic collaboration with regional and international institutions for student exchange programmes.
· Identify priority economic sectors and provide training to fulfil these sectors skills’ requirements. 
· Bridge the gap in English language skills that are required at the School Education level and required at Higher Education level. It seems students do not acquire enough English education to allow them to do better in their higher education (most universities and colleges provide education in the English language). 
· Arrange skills tests for individuals before they take training courses. Implementing this suggestion can help to provide trainees with the correct skills. 
· Establish professional training institutions specialising in the requirements of DSEZ businesses. 
· Recruit people with new skills to management departments that are open to change and new technology. This suggestion is the result of some company managers not being willing to change/adopt new technology at their workplaces. 
· Only one ministry should issue a holistic NHRD policy and coordinate HRD efforts in the country. This can reduce conflict amongst the HRD policymaking agencies and increase focus on the necessary initiatives.
· Design an NHRD policy; for example, the purpose of education and training should not only be to gain general knowledge but to acquire the skills the country needs, as Oman is still a developing country. 
· HRD policymakers should concentrate on building private sector work culture among the current generation, as most Omani youth aspire to work in the government sector. 
· The government’s HRD activities need to be reviewed. Experts should be brought in from developed countries, as this means importing new knowledge and skills that can be transferred to local employees. 
· Include training about the work culture of private companies and about how employees can fit within this work culture. Usually, the private sector has a mixed style work environment, as most managers are from India and various Western countries. Therefore, Omani employees need to cope with this work environment, especially in terms of working hours and job performance style.
· Training plans should cover short-term and long-term goals for all Omani staff.
· Include the real needs and specifications of companies in training programmes and not just theory. Ensure increased collaboration with companies in the DSEZ regarding such training.
· Link the training content to companies’ requirements. This issue is again about collaboration to determine the real skills requirements and then focus the HRD initiatives to cover the required skills.
· Improve college internship programmes. Extensive training before employment and improved coordination with educational institutions for the effective delivery of training are necessary. These programmes can help students gain practical experience and improve their skills level. 
· Include programmes to help trainees get international experience. International experience is important for Omani staff to broaden their view and improve their confidence.
· Motivate local residents to join organisations operating in the DSEZ. This is a socio-cultural issue, as some local residents do not want to work in certain kinds of businesses, such as hotels.
· Establish marine engineering courses at local universities and send students for on-the-job training at the Oman Drydock Company for practical training before graduation. As the zone is home to the Drydock Company and the port, this educational field is important to qualify local people to work at these places. 
· Establish programmes to follow up graduates after they join the private sector to get their feedback regarding their education based on their experience on the job.
· Establish advanced training programmes for engineers and technicians to advance their knowledge.

5.4.2 Hospitality 
This sector covers the Crown Plaza Hotel, Duqm City Hotel and Park Inn Hotel. The main suggestions of participants who work at these places are as follows: 
· A college of tourism and hospitality should be opened in the DSEZ to provide people with the skills required by the tourism sector. The zone has no college or training centre to train staff working in this sector. Most of the companies send their employees to Muscat (the capital of Oman) to attend training programmes. 
·  Increase awareness among local people about the importance of working in hotels in the DSEZ and educate them not to feel ashamed about doing this kind of work.
· Make a ranking list for the economic sectors to focus/prioritize the HRD initiatives in order to provide people with the required skills rather than implementing ad-hoc training programmes. 
· Establish professional educational institutions and build a more positive work culture among nationals, especially in relation to working in hotels. This suggestion emphasises the need to establish professional training institutions that specialise in certain fields, for instance, to teach Omanis the skills necessary to work in the hotel industry.
· Focus training on workplace culture and job roles, for example, to train Omani employees about work loyalty and work/time commitment. 
· Coordinate with international hotels to send Omanis for on-the-job training. 
· Build more institutes to teach international languages, as the zone has multinational customers. Therefore, it is important for hotels in the zone to have staff who can speak different international languages. 

[bookmark: _Toc462834447]5.4.3 Oil and Gas Sector
The oil and gas sector includes the Duqm Refinery Company. HR practitioners at this company suggest the following to improve HRD initiatives in Oman: 
· Create a list of the priorities of the economic sectors in the country. 
· Develop a job profile system to identify the right T&D needs based on the identified economic sectors.
· On-the-job training should be available for all Omanis when they start their jobs.
· Improve writing fluency in both Arabic and English to ensure official company documents are better written. There should be no mistakes in grammar or vocabulary. Currently, most Omanis who join organisations do not really know how to write such documents. Starting in primary school, a good foundation in both languages should be laid. This will ultimately improve career prospects.
· Improve the social life and infrastructure in the zone so that staff can continue working, learning and living with their families in the zone. 
· Increase cooperation and coordination between HR departments in the zone’s companies and HRD policymakers to reach the ultimate goals of the country HRD initiatives. 

[bookmark: _Toc462834448]5.4.4 Finance Sector 
The Oman National Bank, Bank Muscat and Bank of Dhofar represent this sector. The following are the suggestions from the zone’s finance sector. 
· Design training to emphasise the value of work and appropriate behaviours, such as respecting daily work schedules. 
· Build educational institutions in the DSEZ to provide the required skills for the finance sector as no educational institutions exist now. 
· Increase the level of coordination between the companies and the HRD policymakers in the country.
· Establish professional educational institutions that focus on banking and computer software. 
·  Establish institutions for teaching various languages, as many international companies operate in the DSEZ. This is also suggested by the hospitality sector. Both sectors deal with international customers. 

[bookmark: _Toc462834449]5.4.5 Fisheries Sector
This sector includes fisheries in Duqm that are managed by the Ministry of Agriculture and Fisheries. The HR practitioners in this sector made the following suggestions to improve HRD initiatives. 
· Build professional management institutions to meet DSEZ requirements. 
· Develop infrastructure in the region and create social support services. 
· Training should be given based on job requirements after prioritising the country’s economic sectors. 
The following table 6 presents the major suggestions categorised by industry and how they frequently emerged, and table 7 shows related areas that are suggested by HR practitioners to be  improved. 
Table 6: Suggestions to Improve HRD Initiatives


	Theme 
                          
                     Sector
	Service and Logistics Sector
	Oil and Gas Sector
	Hospitality Sector
	Finance sector
	Fisheries Sector
	Frequency 

	Enhance Vocational Education
	√
	√
	
	
	
	15

	Adapting the Current HRD Policy/Initiatives to Real Economic Skills Need 
	√
	√
	√
	√
	√
	35

	Increase Awareness of the Cultural Issues 
	√
	
	√
	√
	
	30

	Identify the Economic Sector Priority and Link its Skills Requirements with the HRD Initiatives 
	√
	√
	√
	
	√
	34

	Enhance International Language Skills 
	√
	
	√
	√
	
	18

	Establish Professional/Sector specialised Educational Institutions 
	√
	
	√
	√
	
	25

	Motivate local Residents to Participate in the Economic Development 
	√
	
	√
	
	
	10

	Increase the Opportunity for OJT at Local and International Companies
	√
	√
	√
	
	
	28

	Enhance Social Services in the Economic Zones
	√
	√
	
	
	√
	14

	Enhance Coordination and Collaboration amongst HRD Parties in the Country 
	√
	√
	√
	√
	√
	34

	Enhance the Economic Sectors’ Management System
	√
	√
	√
	
	√
	23


From the above table it can be seen that enhancing vocational education is mainly suggested by two sectors, the service and logistics sector and the oil and gas sector. Companies in these sectors feel the skills gap more and think it can be solved through vocational education. The skills gap form revealed there is a big gap in national skills for jobs such as engineers and technicians. These kinds of jobs are usually needed by the service and logistics sector and the oil and gas sector rather than the finance and hospitality sectors. The most frequent suggestion mentioned by all sectors is to adapt current HRD policy/initiatives to meet Oman’s real economic skills needs. Based on the result of the HR practitioners’ questionnaire, there is a broad consensus regarding the gap between the government HRD policy/initiatives and the skills requirements in the country’s economic sectors. The need to identify the priorities of the country’s economic sectors and to improve coordination and collaboration amongst HRD agencies are other suggestions that ranked high in terms of frequency amongst almost all sectors. A general lack of coordination and collaboration was emphasised in the results of the HR practitioners’ questionnaire; almost 82% of respondents indicated that the government HRD policymakers are not aware of the skills needed by companies based in the DSEZ. Furthermore, almost 79% of the respondents stated that the government HRD policymakers have not coordinated with Duqm-based companies to get feedback about national employees' performance and challenges. This ignorance made all sectors in DSEZ emphasise the need for a high level of coordination and collaboration between them and Omani HRD agencies. 

Based on the above, two sectors—the service and logistics sector and the hospitality sector—indicated all areas (the emerged theme in table 6) need to be improved. The gap in national skills is seen more in these sectors (for instance engineers, assistant engineers, technicians and waiters/waitresses). Therefore, HR practitioners believe that improving these areas can help to reduce the national skills gap in their industries.

Increasing awareness of cultural issues is emphasised in three sectors, the service and logistics, hospitality and finance sectors. However, it was not raised by the HR practitioners in the oil and gas and fisheries sectors. Working in the fisheries industry is perceived by Omani people to be a part of their cultural heritage. It is also acceptable to Omanis to work in the oil and gas sector, as this field is highly appreciated due to the high salaries, benefits and pensions. Therefore, any cultural obstacles are lowest in these sectors. But what may seem unlikely cultural issues stop Omanis from working in some professions, especially those categorised as service, hospitality and finance sector jobs. As discussed in the literature, people in this Gulf country prefer not to work in what they consider manual and low-status jobs, which they see as beneath their dignity. In addition, some jobs in banks and hotels are seen as against the principles of Islam.    



Table 7: Suggestions for Focus Areas

	Main Area

	Sector
	Service and Logistics 
	Oil and Gas
	Hospitality
	Finance 
	Fisheries

	HRD Policy
	√
	√
	√
	√
	√

	Education
	√
	√
	√
	√
	

	Culture
	√
	
	√
	√
	

	Infrastructure
	√
	√
	
	
	√

	Cooperation and Collaboration
	√
	√
	√
	√
	√

	Skills Database
	√
	√
	√
	
	√



The above table summarises the main areas HR practitioners suggest be the focus of national HRD initiatives. The main focus areas are HRD policy, education, cooperation and collaboration and a skills database. These areas will be considered in the model building (chapter 7) and recommendations of this study (chapter 8).   

[bookmark: _Toc462834450]5.5 Summary of Findings
In this section, the views and perceptions of HR practitioners are summarised, as follows.
· Omanisation is still very limited (less than 35%) in most of the non-financial companies surveyed. Financial institutions, especially banks, are the leading businesses in the DSEZ with regard to the percentage of local employees.
· Most of the companies provide training for Omani employees after they recruit them to ensure a good job fit.
· The training offered by the companies can be considered effective because it improves the skill level of employees.
· The majority of HR practitioners agreed with the statement that none of the local employees who joined their companies possessed high-level skills. According to them, Omani employees join the private sector with very basic skills and whatever skills they possess do not match the job requirements. Therefore, significant training efforts are needed in order to update employees’ skills to match their job requirements. Most of the companies provide this practical training to new Omani recruits.
· The majority of HR practitioners suggested that training programmes for Omani youth should be conducted on a continuing basis by a government agency, both before they join the private sector and after they join a company. 
· The majority of HR practitioners believe the government has not offered enough effective education and training programmes to Omani youth to make them suitable to succeed in private sector jobs. 
· The findings indicate a big gap in coordinating HRD efforts between the government and the private sector.
· The majority of the surveyed HR practitioners believe expatriate employees are better educated and more highly skilled than local employees.
· The majority of HR practitioners do not think they can meet their companies’ job requirements by hiring Omanis and call for the skills of Omani youth to be improved.
· The findings reveal that the major challenges for Omani employees working in the private sector are lack of skills, family commitments and job-related challenges respectively. 
The main suggestions of the respondents regarding improving government HRD practises focus on improving Omani HRD policy, education, cooperation and collaboration and the skills database.

[bookmark: _Toc462834451]5.6 The Views and Perceptions of Omani Employees at Duqm Companies
The previous section presented the views and perceptions of HR practitioners at Duqm companies. This section presents the results of the Omani employee questionnaire to explore their views and perceptions about HRD activities and their implications regarding their current jobs. Eighty-two of 100 Omani employees responded to the questions. This section includes five main subheadings: participants’ preliminary information, national staff impressions, governmental HRD efforts, companies’ training efforts and challenges of working in the private sector.

[bookmark: _Toc462834452]5.6.1 Participants’ Preliminary Information
The first and second questions in this questionnaire were to obtain participants’ company names and educational level so the researcher can have clear idea about their business fields, and amount of education. 

Almost 72% of the respondents who represent 16 companies only hold school certificates; 17% hold diploma, 6% hold a Bachelor’s degree and approximately 2% hold a Master’s degree (see Figure 18). These figures support the findings of the skillset forms, which is that there is a lack of skills among the Omani population and a shortage of Omani engineers, assistant engineers and technicians as the most of the Omani employees in Duqm zone are just holding school certificates. 

[bookmark: _Ref432679905][bookmark: _Toc444860283]Figure 18 Educational qualifications of Omani employees in the DSEZ

[bookmark: _Toc462834453]5.6.2 Employees’ Job Impressions
This part of the questionnaire was designed to examine the feelings of Omani employees about their present jobs in the DSEZ. The results show that approximately 60% of respondents feel their jobs are challenging and tough. Almost 20% describe their jobs as routine and boring, and 22% feel their jobs are interesting (see Figure 19). Describing their jobs by challenging and tough could be attributed to the employees’ lack of required skills or the nature of their jobs in the private sector, many of which involve manual labour and outdoor work. 

[bookmark: _Ref432679923][bookmark: _Toc444860284]Figure 19 Omani employees’ feelings about their jobs

Nearly 70% of Omani employees in the DSEZ indicated they do not believe that employment at their current workplace is best for their future by strongly disagreeing or disagreeing with the statement ‘I believe that working at this company is best for my future’. This result was supported by the response to the statement ‘I am thinking of leaving this company in the near future to find a better job’; 78% chose either the strongly agree option or the agree option (see Figure 20). 


[bookmark: _Ref432679935][bookmark: _Toc444860285]Figure 20 Omani employees’ intentions regarding their current jobs.

Overall, this part emphasised the feeling of Omani employees regarding their jobs in the private sector. It showed that the majority of Omani employees in these companies are thinking to leave their current job to find better future job. The majority of them described their jobs as challenging and tough jobs. 

[bookmark: _Toc462834454]5.6.3 Governmental HRD Efforts
This section of the questionnaire was designed to evaluate the Omani government’s HRD efforts to prepare Omani youth before joining the private sector. It was found that about half of Omani employees in the DSEZ received government training before joining the private sector. In total, 59% of the participants indicated they attended a short-term training course lasting less than six months. Surprisingly, the bulk of respondents described these training courses by choosing either ‘generally related to my work’ or ‘not related at all’ (see Figure 21). This result supports the results of the HR questionnaire, which revealed that the private sector companies send their new Omani employees for training so they can better meet the job requirements. In addition, it emphasises the lack of coordination between the government HRD policymakers and the private sector companies. More than 62.5% of those who attended the governmental training programmes answered ‘strongly disagree’ and ‘disagree’ in response to the statement that ‘You were satisfied with the training procedure and policy’, whereas, 32.5% ticked ‘strongly agree’ and ‘agree’. 

[bookmark: _Ref432679687][bookmark: _Toc444860286]Figure 21 The level of matching between the government HRD efforts and private sector skills requirements

In response to the statement that ‘The government offered you sufficient education and training programmes to help you succeed in your current job’, 80% of the respondents indicated their dissatisfaction by choosing ‘strongly disagree’ and ‘disagree’. It could be argued here that the respondents meant the type of educational and training programmes rather than the number of opportunities. Training programmes cannot be considered effective and would not help trainees to succeed in their jobs unless they match the job requirements. The next question revealed that 46% of the respondents strongly disagreed with the statement that ‘The training programmes provided by the government were compatible with my ambitions’, and 24% of participants disagreed with the statement, overall is 70%. 

A greater numbers of respondents (56%) believe that professional training should be conducted at overseas university or should be on-the-job rather than at local institutions. This belief may be attributed to the high level of effective output after on-the-job training and overseas courses attended by the trainees. The trainees perhaps compared the knowledge and skills they gained through this kind of training with what they gained through local institutions. 

Despite expressing dissatisfaction with the government’s HRD efforts, nearly 85% of those who responded indicated they believe the training courses they attended improved their skills by answering ‘strongly agree’ and ‘agree’. However, a greater number of participants did not choose the responses ‘strongly agree’ or ‘agree’ to describe the training programmes as effective. To explain, the training was not effective in terms of gaining knowledge and skills relating to their jobs at the private sector companies; however, more general skills were acquired.

To explore the relationship between the trainees and the training designers, the majority of respondents (81%) said they were not asked about their ambitions, desires and capabilities before the training started. In addition, the greater majority (76%) were not asked for feedback after they completed the training programmes. 

Regarding trainees’ overall satisfaction with the training programmes provided by the government, 88% of the respondents ticked ‘strongly disagree’ and ‘disagree’ to show they were not satisfied with the training programmes; on the other hand, only 10% chose ‘strongly agree’ and ‘agree’, and 2% chose ‘neither agree nor disagree’ (see Figure 22). 

[bookmark: _Ref432680001][bookmark: _Toc444860287]Figure 22 Trainees’ overall satisfaction with the government’s training programmes

The last question in this part was formed with options for improving the governmental HRD activities as suggested by the respondents, who are directly affected by these. The most common answer was make the content more relevant to the skills required by the country’s economic industries, followed by make the training relate to my ambitions and desires, increasing the period of training and focus the training on IT skills. 

The lowest scoring option was to shorten the period of training. One respondent made their own suggestion, which was to improve the quality of local educational/training institutions (see Figure 23). 

[bookmark: _Ref432680015][bookmark: _Toc444860288]Figure 23 Trainees’ suggestions regarding the government’s training programmes

In this part, it has been shown there is a gap in the coordination and evaluation of government HRD efforts that resulted in a mismatch between the training programmes and the required skills. Therefore, the majority of respondents indicated they were dissatisfied with the HRD efforts and described them as ineffective. 
[bookmark: _Toc462834455]5.6.4 Companies’ Training Efforts
This section of the questionnaire explored the training programmes offered by Omani companies to their employees. The results show that 89% of Omani employees in the DSEZ have attended training courses offered by their companies. A whopping 93% of the employees surveyed strongly agree or agree with the statement that the aim of the training provided by their companies was to make them fit their job requirements and to enhance their performance (see Figure 24). This result clearly supports that of the HR practitioners’ questionnaire, which indicated that the majority of Omani employees join their companies with very basic skills or that their skills do not match their jobs requirements. 

[bookmark: _Ref432680025][bookmark: _Toc444860289]Figure 24 The aims of DSEZ companies’ training for new Omani employees

In addition, 80% of the participants admitted that the companies’ training made them more confident in their jobs by choosing the options ‘strongly agree’ and ‘agree’. Sixty percent of the respondents agreed that they learned innovative ideas and were intellectually stimulated during company training. Comparing this result with the result for government training, it is clear that the trainees benefitted more from their company training than from the government training undertaken before they got their private sector jobs. Designing the training programmes based on the trainees’ skills requirements may be the reason for this difference. As a result, the majority of trainees (65%) chose ‘strongly agree’ and ‘agree’ to express their satisfaction with their companies’ training programmes (see Figure 25). 

[bookmark: _Ref432680117][bookmark: _Toc444860290]Figure 25 The trainees’ satisfaction with their companies’ training programmes

Overall, this part showed there is great satisfaction among employees regarding the training offered by their companies to make them fit their job requirements. They indicated that this training gave them more confidence to perform their jobs and improved their innovation skills. However, the previous section showed that the majority (88% of respondents) were not satisfied with the government training programmes. 

[bookmark: _Toc462834456]5.6.5 Challenges of Working in the Private Sector
This section aimed to uncover the challenges for Omani employees working at DSEZ companies from their own perspective. The same elements that were included in the HR practitioners’ questionnaire were explored here, namely family commitments, lack of skills, job challenges, opportunity for promotion, salary, corporate culture, work time and management style. Similar to the HR practitioner results, these results indicated that the lack of skills is the biggest challenge for Omanis working in the private sector. Opportunity for promotion and job challenge scored second and third in the list. Family commitments, salary and corporate culture followed (see Figure 26). 

[bookmark: _Ref432680138][bookmark: _Toc444860291]Figure 26 Challenges of working in the private sector for Omani employees
[bookmark: _Toc462834457]5.6.6 Summary of Findings
The Omani employees’ views and perceptions regarding the HRD issues mentioned above can be summarised as follows.
· The majority of Omani employees at the DSEZ companies hold school certificates.
· Very few respondents feel their jobs are interesting, while the majority feels their jobs are challenging and tough.
· The majority of Omani employees at the DSEZ companies feel their current jobs are not good for their future and are therefore thinking about leaving in the near future to find better jobs. 
· Almost half the Omani employees in the zone received training courses from the government before they joined the private sector. The majority this number attended a training course for less than six months. 
· The training courses offered by the government were not totally related to the Omani employees’ current jobs. The majority said the training courses were related in general and some said the courses were not related to their current jobs at all.
· Most Omani employees were not satisfied with the government training procedures and policy. 
· The majority of Omani employees in the zone feels the government training programmes were not enough for them to succeed in their current jobs and think training programmes would be more beneficial if conducted at overseas universities or if in the form of on-the-job training rather than training at local universities and institutions. 
· Although most Omani employees in the zone describe the government training programmes as ineffective, the majority admitted that the courses increased their skill level. 
· Most of the responses indicated there is a lack of coordination and feedback/follow-up between the government and the trainees. 
· In terms of overall satisfaction, most Omani employees who attended government training courses are not satisfied with these programmes.
· The most frequent suggestions by Omani employees were to make the content more relevant to the skills required by industries in the economic zones, to make the training related to personal ambitions and desires, to increase the period of training and to focus the training on IT skills.
· Most Omani employees in the zone were given training course by their companies to make them capable to perform their jobs, and most of them described the course as effective and are very satisfied. 
· Similar to the HR practitioners’ views, the results showed that the lack of skills is the most challenging obstacle for Omanis to work in the private sector. 

[bookmark: _Toc462834458]5.7 The Views and Perceptions of HRD Policymakers
In this section, the interview responses of the HRD policymakers are summarised and will be analysed to identify any patterns. The responses are structured based on questions, and different responses to the same question are put together rather than kept separate to facilitate analysis. Again, a manual analysis approach was used because of the small data set generated from seven interviews. The researcher applied the same techniques used to analyse the HR practitioners’ interviews in Section 5.4. By reading the interview transcripts many times and using coloured, highlighted text, it was possible to identify the most important and related data relative to the interview questions. After that, some key headings and themes were identified by collapsing some interview questions into one another and renaming them. In addition, codes were applied to the interviewees to ensure their confidentiality and to show explicitly each participant’s answer to each theme. These techniques led to a better understanding of the data, which will generate more accurate conclusions for this research. The coding frame and themes are shown in Table 8.
   
[bookmark: _Toc462834459]5.7.1 The Importance of the Duqm Special Economic Zone for National Economic Growth
The interviewer opened the interview by asking the interviewees for their views about why the DSEZ project is important for the country’s economic growth. Almost all the respondents agreed the DSEZ is very important to Oman’s economic development because it is expected to help reduce the country’s dependence on oil and generate new revenue, as many other projects have done in other countries. One interviewee stated that: ‘The zone can increase the income of the country as well as developing the overall country economy.’ (P002-IB) Another participant added that:
Now, we know the location of Al Duqm zone and the political problems
and unstable situation in the Gulf trade route, especially the Strait of Hormuz.
So the world trade needs the place like Al Duqm to avoid any prevention
of the Gulf oil and other exchange goods. So, that why I think the zone 
will be a good contribution to the country economy. (P003-HS) 
Overall, the interviewees expect this project to achieve some economic, social and political goals for the country. The main goals they mentioned are as follows: 
· Generate revenue for the country (to the extent that 5% of the country’s total revenue comes from this economic zone;
· Develop the region in which it is situated (Al Wusta) because this region is not developed as it is far from other developed regions of the country, such as Muscat or Salalah;
· Provide more job opportunities to local employees so that employment creation pressure on other economic sectors of the country is reduced;
· Develop major industries in the sector, such as petroleum refining and petrochemicals;
· Provide a trade route other than the Strait of Hormuz, which is suffering from significant disturbance;
· Capitalise on the rich Omani history of trading with other countries (which was actually the first and foremost trading country among Arab nations);
· Reduce the dependence on oil as the main source of revenue because it is a non-renewable resource and reserves are running low (this point was considered the most important). 
Based on these goals, the Omani government took advantage of Duqm’s strategic location and built the economic zone to promote economic and social life in this area. Therefore, HRD initiatives need to be developed and integrated into the country’s social and economic strategies to achieve the prime objectives of building special economic sectors in the country.

[bookmark: _Toc462834460]5.7.2 Omanisation Percentage Satisfaction 
This section investigates the HRD policymakers’ ideas about the Omanisation scheme in the zone and to what extent they are satisfied with the percentages there. HRD policymakers know that Omanisation is a main goal in developing the SEZs, but they believe this goal can only be met when there are sufficient numbers of trained Omanis available to fill the positions. This is not currently the case.
 
Another reason for not having the expected percentage of Omani employees in the region is that the SEZ is not fully operational. It is still developing, and many of the companies are not yet fully functional. In addition, the lack of an Omani skills database has affected the HRD planning; therefore, the primary goal has not been achieved. The interview revealed that the HRD policymakers do not have details regarding the skills needed in the region or about the number of people needed who possess those skills (P 001-MJ, P 003-IA and P 005-AA). For example, P 001-MJ stated that:
I don’t have any idea; there is no clear data about Omanisation percentage
in the zone; I don’t have any figures for the current percentages and also 
for the future required percentages. I think we need to coordinate 
with our educational institutions to build up the required skills or 
establishing institutions or training centres in the zone; but until now we don’t have a clear plan.
Another problem with Omanisation is the unwillingness of Omani people to join companies in this region because it is far from other developed cities, such as Muscat. In addition, the lack of infrastructure and other basic civic facilities is a drawback. One interviewee said ‘We still facing some Omani who doesn’t want to go and work in the zone as it is far from the other big cities in the country.’ (P 002-IB)

In relation to giving jobs to local residents in the DSEZ, the respondents revealed that there are very few locals in the region (only about 3000). These are people who are involved in animal grazing and who keep moving from one place to another; therefore, it is not possible to employ them. Another reason for the low Omanisation percentage is that the availability of employable Omani people is further reduced as large numbers have been absorbed into other large projects in the country.

Lower salaries and other less appealing benefits constitute another reason for low Omanisation in DSEZ companies. Government jobs pay more, and almost all Omanis wish to join the public sector rather than work for private companies:
Also, another reason for low percentage I think is the low salary given by
these companies. Now, local people prefer to work in the government
rather than in the private sector. As you know, Oman government
gives very good salary, pension and job security.(P007-AD)

However, some interviewees considered that 28% Omanisation at one of the large companies operating in the region is satisfactory (P002-IB and P006-SA). For instance, P 006-SA stated that:
We thank our God that many companies started their business with full
capacity. For example, the drydock project which started very early
reached good level of Omanisation percentage which is between 25%
and 30%. We expect the number of Omani will increase gradually in
all companies in zone. So, I think the current Omanisation percentages 
are fine and we hope to increase the number in future.

Significant factors are perceived to be hindering the level of Omanisation, such as the unavailability of trained and skilled local people to fill the required jobs in the zone. These issues can be addressed through a national HRD policy that prioritises relevant economic sectors and focuses training initiatives on jobs and potential employees for these sectors. 

[bookmark: _Toc462834461]5.7.3 Implementing the HRD Policy 
The interviewees were asked if they would implement an HRD policy for the DSEZ only or generally for all relevant sectors in the country. All respondents stated there is no separate HRD policy for the DSEZ but rather one general policy for all Omani economic sectors. However, the DSEZ has the authority to design its own strategy for development within the overall framework. P005-AA stated that: ‘We make the HRD policy for all economic sectors in the country’. 

Regarding HRD implementation, the government has two ministry divisions that work together on implementing HRD policy. One is responsible for monitoring the Omanisation percentage in the private sector and putting a ceiling on fresh recruitment of overseas employees if quotas are not met. The other is responsible for education and training. Through these departments, the government monitors and implements the training programmes. For instance, short-term vocational training courses are offered to tackle the student dropout rate and to make these young people employable (P001-MJ). In addition, there is a programme called Local Society Development that is aimed at developing local people in the Duqm zone by providing them with skills to help them get jobs (P002-IB). Also, there is a Strategy of Urban Development plan that deals with all HRD aspects—environmental, economic, social, employment and recruitment: 
Currently we work on a strategy called the Strategy of Urban Development
for all regions in the country and the Duqm is part of them. This strategy
will cover all aspects of development such as environmental, economic,
social, employment and recruitments. (P003-HS)

Designing general HRD initiatives for all economic sectors in the country could affect the quality and output of these programmes. Therefore, HRD policymakers may need to identify the required skills in each economic cluster and design specific HRD policies and programmes to suit each one. This way, HRD initiatives can be more effective and provide the right skills for the economic sectors. 

[bookmark: _Toc462834462]5.7.4 Flexible HRD Policy
The interviewees were asked to what extent HRD practices and strategies are adapted to keep pace with global, regional and domestic changes. The majority agree on the flexibility of their HRD policy, which can be adapted based on any local, regional or international changes. For example, P001-MJ mentioned that the Ministry of Manpower is a member of the Arab Labour Organisation (ALO) and the International Labour Organisation (ILO) and so reflects any changes made by these international bodies at the local level. The manpower roles are updated regularly for this. Another example of non-fixed policy was given by P002-IB, who stated that:
We do not have fixed policy. For example, now we know that certain
companies are coming soon, so we are concentrating to train the local
society to fit with the required jobs in those companies. At least we can
start to train them on English language skills and then go far with the labour
skills. So, our policy changes based on the projects in the zone. 
However, some interviewees indicated that there are fixed plans, such as five-year plans, that change only for a major external reason such as a drop in the price of oil. Other respondents could not provide any example of policy change when asked. The reason for the non-alignment in policies is a lack of coordination between different policymaking agencies in the country; the department responsible for training people does not receive any requirements from the Supreme Council that plans big projects, such as DSEZ, airports or railways, or from the DSEZ Authority, as stated by P001-MJ. In addition, the respondents agreed regarding the weakness of HRD planning and cited an example. In the agriculture sector, a certain number of skilled workers are required, but due to lack of planning, Bangladeshi workers are running the sector. Yet there are many Omani students who are jobless after completing their secondary schooling and who have no chance to get into college. In this case, some main aspects of HRD policy should be highlighted, such as increasing the level of coordination amongst the government, the local people and the economic sectors. In addition, a skills database is needed to help plan effective HRD initiatives in Oman. 
 
[bookmark: _Toc462834463]5.7.5 Expatriate Influx
The researcher asked the HRD policymakers about their views regarding annual increases in the number of foreign workers in the country’s industries. The respondents find the proportion of foreign employees in the country normal, considering the small population of the country and the large economic goals to be achieved. When compared to neighbouring countries such as the UAE, the proportion seems acceptable because in the UAE the proportion is 1:8 in favour of foreign employees compared to about 1:1 in Oman. The increase in number of foreign employees is in part due to many big projects that are currently underway in the country such as the expansion project of Muscat and Salalah airports and Sohar industrial zone. The respondents think the number will fall after the completion of these projects. One reason for the increase in foreign employees every year is economic development, which necessitates more workers. Another reason is employing without a real need to employ foreigners, which the Ministry wants to curb. Yet another reason is that Omanis believe that some jobs are beneath their dignity, such as manual labour or service jobs, for example in the hotel industry. One interviewee (P002-IB) states that:
Indeed, I think the number of overseas employees will increase in both
private and public sector. In the private sector because we have a 
developing economy. In the Duqm zone, we have to recruit overseas 
employees because Omani don’t prefer to work in this far place and don’t
want to work in low status jobs for instance in hotels. So, I think it is a
logical increase.
Overall, respondents generally agreed that the increased number of foreign employees is needed for economic development purposes and mainly because the skills they bring are not available locally.

[bookmark: _Toc462834464]5.7.6 Identifying Key Skillset Gaps in the Zone 
The HRD policymakers were asked if they had identified key skillset gaps in the zone, and all interviewees stated they had not. The policymakers do not know what skills are needed in the DSEZ, yet they face a lack of skills and a lack of coordination between themselves and the authority of Duqm. During a short presentation and discussion, very few of them indicated they had some idea about the skills and numbers required. In addition, the majority of them knew about the significant requirement for skilled and trained manpower in the region, but that there is no plan to meet this requirement. Two main things can be concluded here—the need for a skills database and for clearer coordination between the HRD policymakers and the companies in the economic zone. These are essential for Omani HRD policymakers to design HRD initiatives for key economic sectors. 

[bookmark: _Toc462834465]5.7.7 Prioritised Economic Sectors in the Zone
The participants were asked which sectors need to be prioritised in terms of HRD policy in the future. They identified the engineering, petrochemical and hotel industries as priority sectors, but even more emphasis was put on the marine and fishery industries because the zone is located on the coast. Indeed, most of the respondents suggested that all sectors are important from an economic development point of view. However, one respondent suggests looking at the matter from level of jobs- low, middle and high rather than sectors and then focusing on it. The suggestion is to first prioritize job levels and combine the requirements of all economic zones in the country and then decide on high and medium job level irrespective of industry sectors:
We need first to list the priorities in all economic sector in Oman and
deal with them in one time. I think we need to concentrate on two 
level of jobs which are the high level and the medium and we don’t 
look to the sectors (P003-HS).
Some of the sectors considered to have priority (in the respondents’ view) are IT, communications, ports, fisheries, hospitality and catering, engineering and oil and gas specialities. It can be noticed that the answers to this question are not focused and are general, as figures for the required skills in the zone are not available at top-level HRD policymaking agencies. 

[bookmark: _Toc462834466]5.7.8 Government Training Initiatives
The researcher asked the interviewees about to what extent they think current government training programmes are related to the job requirements in the zone. The response was mixed, with the majority of respondents stating that there is a gap between the job requirements in the zone and the training programmes offered:
I can’t make general judgments, but we notice that there are no
matching between the training and education outcome and the private
sector skills needing. So, we need to bridge the gap of these two
parties. (P002-IB)
However, some feel that there is no major gap, which is proved by Omanis working in the private sector in the zone. They mentioned that the programmes have recently become more job-oriented and therefore match the requirements of the private sector. In addition, they feel it is the responsibility of the private sector to provide specific training for their employees and that the government can only provide basic training (P006-SA). Overall, from their answers it can be understood that the majority of the interviewees acknowledge the existing gap between the government HRD initiatives and the required skills in Oman’s key economic sectors.

[bookmark: _Toc462834467]5.7.9 Mechanism to Monitor and Evaluate HRD Policy
The HRD policymakers were asked about what mechanisms they use to monitor and evaluate the effectiveness of HRD policy in the country. Most respondents agreed there are currently very few mechanisms as such and that they need to develop these. Some of the interviewees mentioned that one of the evaluation methods is for various monitoring agencies to determine the Omanisation percentage in different sectors. They can provide reports used for monitoring and evaluating the effectiveness of HRD policies (P001-MJ). In addition, P005-AA indicated that another evaluation method consists of setting quantitative and qualitative goals in the beginning and then evaluating the quantitative goals based on the numbers of people trained and employed at the end of the year. At present, the HRD agencies are using what data they have from the field to evaluate policy effectiveness.

[bookmark: _Toc462834468]5.7.10 Capability of Local Education and Training Institutions 
To determine how the HRD policymakers in Oman perceive the effectiveness of local education and training institutions, they were asked to what extent they think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in the DSEZ and other economic clusters in Oman. Most respondents feel that some educational institutions are doing well in some areas/sectors but that it is not sufficient. One respondent gave a more specific answer to describe the bridging of the skills gap via local educational institutions, saying that the gap has been 60% bridged based on a qualitative assessment of the training provided by public and private institutions (P001-MJ). Some of the respondents differentiate between public and private institutions. They perceive that public education is doing better than private, describing private institutions as having very low standards of education and requiring significant improvement. One interviewee stated:
We have technological education colleges which are very excellent
institutions. Some of the private universities need more monitoring
and they should make big changes in their education system. I think 
they need to implement a high standard of educational tools and system
to make them capable providing the required skills. (P005-AA)
There is a general feeling amongst the interviewees that the education provided by all private institutions in Oman except for one private university is of low quality. Therefore, this issue needs to be addressed to bridge the skills gap. Some reasons for the low standard of education in the country have been highlighted. For instance, P001-MJ argues that the reason training institutions are not able to provide the skilled labour to bridge the gap is the prevailing societal idea of getting a good job based on a paper qualification rather than on quality work. This is also the reason for preferring public sector jobs over private sector jobs. In addition, students focus on getting a higher certificate or degree even if they have low grades rather than on getting good grades and acquiring needed skills. The participants believe that more efforts are needed to bring about the desired changes to the country’s educational system. However, some interviewees suggest that educational institutions need to collaborate more with the economic sectors to help bridge the skills gap. Overall, the majority emphasised that educational institutions should link their offerings to the skills requirements of industry to fill the gap.

[bookmark: _Toc462834469]5.7.11 HRD Agencies’ Collaboration 
To assess the collaboration level among HRD agencies in Oman, the researcher asked the participants how they would describe collaboration in HRD policymaking between government, companies and local higher education institutions. All participants agreed there is collaboration, but it is very limited and insufficient to plan and implement effective HRD policies. They feel more active involvement on the part of the private sector is necessary. It was mentioned that there is a good system in place to facilitate collaboration officially; however, in reality this does not happen due to a lack of commitment and poor monitoring of the system. The lack of collaboration and coordination is mainly due to not listing the current and future economic needs and developing all activities based on those needs. No agency or ministry is doing this. One interviewee stated: ‘We need more coordination between the Authority, Ministry of Manpower and Ministry of Higher Education. Some changes should be done on training and education programmes.’ (P002IB). Therefore, one agency should coordinate the efforts of all involved in the process. Different agencies have different roles, and they all do their job but without taking into account other agencies’ work or guidelines (P004-IA).

[bookmark: _Toc462834470]5.7.12 Duqm Special Economic Zone to be a Centre of Knowledge and Technology
Regarding the view of HRD policymakers on how the DSEZ can become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries in general, there are no clear thoughts. However, there is enthusiasm. The following are different ideas highlighted by the interviewees: 
· Fisheries can be an area that can lead other economic sectors in the country and in the GCC region because of the 3000 km long coastline. Oman has great opportunities in this sector. (P003-HS)
· World-class knowledge will be needed for this kind of development and can be imported with people who already possess it. After Omanisation, this knowledge can be transferred to other zones in the country and region. (P004-IA)
· Adequate economic and social infrastructure is needed to make Duqm a success. The next step would be to make it a model on which other SEZs can be based. (P005-AA)
· A major contributing factor to the success of the zone as a centre of knowledge will be the establishment of quality educational and research institutions in the zone. (P007-AD)
· The focus should be on greener technology in the zone. (P006-SA)
· Local communications companies should be approached to set up a data centre in the zone that will serve other zones in the country. (P006-SA)

[bookmark: _Toc462834471]5.7.13 Local Education Curricula  
The researcher asked the HRD policymakers about what kind of changes could be made to local educational curricula to reduce the skills shortage in Oman. The educational and training programmes have been described as old and not effective enough to take care of the present needs of the industries in economic zones. Almost all respondents agree that the educational curricula should be linked to the real needs of Oman’s economic sectors. For instance, the DSEZ needs more engineering, IT and other technology programmes, in addition to training on innovation and entrepreneurship. This means reducing the number of humanities subjects in the curricula (P004-IA). In addition, a suggestion has been made to add subjects related to teaching students how to think about and value working in all economic sectors. Regarding this issue, P006-SA stated that:
I think we need to add something called thinking development, especially,
for our new generation to enhance their thinking about the importance of 
working in the private sectors and economy projects. They should change
their thinking about that education only to get certificate, they should 
think that education is to gain knowledge and implement this knowledge
on their work and life.
It was mentioned that the availability of data regarding industry skills requirements is critical for HRD policymakers to suggest any adaptation of the curriculum. 

[bookmark: _Toc462834472]5.7.14 Omani culture
The interviewees were asked whether Omani culture helps or hinders the development of the required skills in the zone. Almost all respondents said the same thing about Omani culture—that the culture teaches the importance of hard work and if the younger generation adopts Omani culture, they will be able to repeat the success that Oman achieved in previous generations or even achieve greater success because of Oman’s resources. It seems, though, that the younger generation is adopting cultures other than the historic Omani one. Respondents added that Omani culture is work-oriented, as can be seen from history, and mentioned that Omanis have travelled to distant countries for work, even before the discovery of oil. For instance, P003-HS stated that ‘the Omani culture is the element of success. But unfortunately, some of the new generation trying to have different culture of the original Omani culture’. There is a perception that the young generation has found everything very easy and have been ‘spoon fed’. That is apparently why they do not understand and appreciate the value of developing skills and working hard (P001-MJ). The problem is that Omani culture is not well known among the younger generation, and there is a need to expose them to that culture to make them committed to work. 

It is clear though that there are some religious and cultural considerations that prevent some Omanis from taking what they consider low-status jobs, such as being barmen or manual labourers. However, this differs according to region, as some Omanis work as barmen in Muscat, for example. In Al Wusta region where the DSEZ is located, no Omanis work in this kind of job (P002-IB). Therefore, this issue can be tackled through HRD policies once the reason for this difference is determined. Ultimately, the younger generation should be better exposed to the best aspect of Omani culture to make them committed to work. 

[bookmark: _Toc462834473]5.7.15 HRD Policy and Strategy Challenges
To investigate the challenges facing HRD policymakers in Oman, the respondents were asked what the biggest challenges in formulating and implementing Omani HRD policy and strategy are. Following are the main challenges they emphasised: 
· There is no framework for recognizing vocational training certificates; however, the agency is working towards this.
· There are no educational or training institutions in the zone to provide the required training to Omani employees, and sending trainees to other places, such as Muscat, increases costs.
· There is lack of real data about the skills needed in the zone.
· Current HRD strategies are not effectively implemented.
· The mind set of many people in the government regarding HRD is that the money spent on it is a waste. This attitude needs to be changed so they see HRD as an investment in Oman’s future. 
· There is a lack of coordination among various departments working in the HRD area.
· Enrolment in higher education institutions has not increased as much as the school drop-out rate. 
· The private training institutions are providing low-quality training, which makes it hard to develop a pool of skilled people.
· There is a lack of local population in the Al Wusta region where the DSEZ is located, thus affecting the supply of local employees for industries there. 
· The negative attitude of people about so-called low-status jobs and outdoor jobs is a problem.

Above all, table 8 shows the coding frame analysis that reveals the interview results. 
Table 8 HRD Policy Makers Interview Themes











	Theme 

                          
  Interviewees


	P001-MJ
	P002-IB
	P003-HS
	P004-IA
	P005-AA
	P006-SA
	P007-AD

	Importance of DSEZ for National Economic Growth
	Important
	Important
	Important
	Important
	Important
	Important
	Important

	Sufficient Omanisation Level
	No Clear Answer
	Agree
	Agree

	No Idea
	No Idea
	For now is fine

	Disagree

	Sufficient Skills Database
	Disagree
	Disagree
	Disagree
	Disagree
	Disagree
	Disagree
	Disagree

	Sufficient Coordination and Collaboration 
	Disagree
	Disagree
	Disagree
	Disagree
	Good Level
	Good Level
	Fine

	 Education Capable of providing the Required Skills
	Capable to provide 60%

	Public: fine
private: low quality
	It needs more efforts
	It needs more efforts
	Public: good
private: low Standard
	It needs more efforts
	Not Capable

	Flexible HRD Policy
	Agree
	Agree
	Agree
	Agree
	Agree
	Agree
	Agree

	Plan to Prioritise the Economic Sectors
	Not Exist 
	Not Exist
	Not Exist
	Not Exist
	Not Exist
	Not Exist
	Not Exist

	Existing Gap between the Government HRD Initiatives and the Economic Skills Requirements 
	Exist

	Exist
	Not Exist
	Exist
	Now the gap is getting smaller
	Exist
	Exist

	Available Mechanism to Monitor and Evaluate the HRD Policy
	Through Omanisation Level
	Not Exist 
	Basic and not Effective
	Not Exist 
	Through Annual Omanisation Goals
	Not Exist 
	Not Exist 

	Existence of Socio-Cultural Blocks amongst the Nationals
	Agree
	Agree
	Agree
	Agree
	Agree
	Agree
	Agree


[bookmark: _Toc462834474]
5.8 Summary 
In this chapter, two types of data were analysed, the quantitative data collected from the skillset form and two sets of questionnaires (HR professionals and Omani employees) and qualitative data from interviews with HR professionals and HR policymakers. The secondary data from the case studies relevant to the research will be discussed in the next chapter. Therefore, the recommendations at the end of this thesis will be generated based on the above-analysed data and the case studies of successful stories and lessons. 
	
The analysis of the skillset form revealed there are a variety of jobs in the DSEZ for existing and prospective employees. They range from top-level positions (Chief Executive Officer (CEO) and Managing Director (MD)) to low-level positions (manual labourers). The skills needed are mostly technical and techno-managerial. The analysis shows that Omanis mostly occupy positions in HR, public/government relations, accountancy, security, driving, firefighting and telephone operations. Expatriates mostly work in operations, engineering, technical positions, service positions (e.g. waiter) and other lower level jobs. 

The views and perceptions of HR practitioners are as follows.
· Omanisation is still very limited in the DSEZ.
· Most companies provide training for Omani employees after they recruit them to make them fit their jobs.
· The training offered by the companies has enhanced the skills level of employees. 
· Omani employees join the private sector with very basic skills that do not match the skills needed for the given jobs.
· Training programmes for Omani youth should be conducted by an appropriate government agency on a continuous basis. 
· The government has not offered enough effective education and training programmes to Omani youth. 
· There is a big gap in coordinating HRD efforts between the government and the private sector. 
· The expatriate employees are better educated and/or have more job skills than local employees.
· The companies’ job requirements cannot be met by Omani employees, looking to the status of skills of Omani youth.
· The major challenges for Omani employees are lack of skills, family commitments and job-related challenges, in that order. 

The HR practitioners’ opinions regarding improving government HRD practices are summarised as follows. 
· Develop vocational training quality and synchronise training with the requirements of the economic sectors.
· Adapt and improve current HRD policies to help meet the country’s economic skills requirements. 
· Increase the coordination between the government, the private sector and Omani employees working in the private sector. 
· Design an NHRD policy that aims at meeting the country’s skills requirements and increase cultural awareness among the new Omani generation, especially as relates to work. 
· Establish educational institutions in the DSEZ to provide the education and training that is required by most of industries in the DSEZ. 

The Omani employees’ questionnaire responses can be summarised as follows. 
· The majority of Omani employees at DSEZ companies hold a school certificate.
· Very few of the respondents feel their jobs are interesting, while the majority feel their jobs are challenging/ tough.
· The majority of Omani employees at DSEZ companies feel their current job is not good for their future and are thinking of leaving in the near future to find better jobs. 
· Many Omani employees in the zone received training from the government before they joined their companies, and it was for less than six months. 
· The training courses offered by the government were not completely related to the Omani employees’ current jobs.
· Most of the Omani employees were not satisfied with the governmental training procedures and policy. 
· The government training programmes were not enough and would be better if conducted at an overseas university or in on-the-job training situations rather than at local universities and institutions. 
· Although the governmental training programmes were rated as ineffective, the level of skills did increase. 
· There is a lack of coordination and feedback/follow-up between the government and the trainees. 
· Most Omani employees are not satisfied with government training programmes. The suggestions were to make the content more relevant to the skills required by the country’s economy industries, relate it to participant’s ambitions and desires, increase the period of training and concentrate on IT skills.
· The training by companies was effective. 
· The lack of skills is the biggest obstacle for Omanis to work in the private sector. 

The interview with HRD policymakers can be summarised as follows. 
· There is major agreement on the importance of the DSEZ for the country’s economic growth. 
· There is a lack of coordination among different policymaking and implementing agencies in the government.
· The education programmes and training courses are not aligned to industry needs because there is no regular interaction with industry.
· The policymakers do not know what skills are needed in the DSEZ.
· There are not enough trained Omanis available to fill the positions in the DSEZ and the other economic sectors in the country.
· The lack of infrastructure and the distance from major cities are some reasons Omanis do not join companies in the DSEZ.
· Omanis prefer to join the government sector rather than the private sector due to the difference in salaries and other benefits.
· The proportion of foreign employees in the country is considered normal due to the developing economy and because Omani people believe that working in some sectors is beneath their dignity. 
· The prioritisation of sectors for development needs to be based on combining the requirements of all economic zones in the country.
· There is a gap between the jobs needed in the zone and the training programmes offered which needs to be bridged.
· There is no effective mechanism to monitor and evaluate the effectiveness of HRD policy, and there is a need to develop one.
· There is a general feeling that the quality of education provided by institutions in Oman is low, especially at private universities. 
· Educational institutions need to be better linked with the economic sectors to collaborate in bridging the skills gap.
· One agency is needed to coordinate the governmental HRD initiatives, companies and local higher education institutions.
· World-class knowledge is needed for development, which can be imported with people who have this knowledge. This knowledge can be shared and after Omanisation can be transferred to other zones in the country and the region. 
· Adequate economic and social infrastructure is needed in the DSEZ to enable Omani staff living around their workplace.
· The establishment of quality educational and research institutions in the DSEZ is needed to meet local skills requirements.
· The original Omani culture should be taught to the younger generation to make them committed to work.
· There is no framework for the recognition of vocational training certificates, which has led to the preference for academic education among Omani youth.

Overall, the main gaps identified in this research can be listed as follows.
1. The biggest skill gaps in the DSEZ are in engineering, technical positions, operations and service jobs. 
2. The absence of a national skills database of available and needed skills in the country’s economic sectors is a major issue. 
3. There is a mismatch between government HRD efforts and the provision of skills needed in the economic sectors. 
4. There is a lack of coordination among HRD policymakers, educational institutions and private sector employers. 
5. There is no system of monitoring and evaluating the effectiveness of government HRD efforts. 
6. Socio-cultural obstacles exist among Omanis that prevent them from taking certain jobs.
The research findings, including the key HRD factors, generated from the case studies in the next chapter will be used to propose a robust NHRD model for Oman and recommendations for different stakeholders to improve HRD initiatives in the country. The main gaps will be compared with the core HRD lessons in the next chapter.
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[bookmark: _Toc462834476]Lessons of Human Resource Development Practice

[bookmark: _Toc462834477]6.1 Introduction
As mentioned in Chapter 4 (Design and Methodology of the Study), this research includes two kinds of data—primary and secondary (Saunders et al., 2016). The previous chapter outlined the findings of the primary data collected from the skillset forms, the questionnaires and the interviews. However, this chapter is focused on the case analysis of information collected in previous research about successful HRD practices in different countries that is relevant to this study. 

Most researchers need to combine secondary and primary data to meet their research objectives. Secondary data is the data collected, used or analysed by someone else and is available through different published sources, such as books, journals and the Internet (Adams, 2007). Secondary data can be used in variety of ways, such as ‘to compare with, or set in context, your own research findings’ (Saunders et al., 2009, p. 280). This data can be quantitative or qualitative data and can be used as the main source for research or to supplement primary data. 

 The objective of using secondary data in this study is mainly to support the findings of the primary data by determining the factors that contribute to an effective HRD policy or model for a developing country like Oman. Therefore, significant HRD practices in the selected countries will be highlighted and used to support the primary data findings in order to shape up the proposed NHRD model and final recommendations. This chapter starts with general HRD success stories in the developed and developing countries of Singapore and China to help identify HRD success factors and then focuses on HRD in Saudi Arabia, which is more culturally similar to Oman. Various government, public sector and private sector HRD policies and practices are discussed. Finally, a summary of all these practices is provided in the conclusion. To help the reader better understand these cases, Table 9 below provides a brief overview of the core HRD initiatives in these countries. 












[bookmark: _Toc444095830]Table 9: The Core HRD Initiatives in Singapore, China and Saudi Arabia
	Singapore

	· Tripartite arrangements for government HRD initiatives (collaboration among unions, employers and the government). 
· One governmental division with sub-divisions working toward specific HRD goals. 
· Develops innovativeness to promote changes in the public and private sectors through collaboration with educational institutions. 
· Develops strategies for harnessing, supporting and retaining talent. 
· Framework for T&D linked with performance evaluation. 
· Educational institutions for developing and consulting purposes 
that target the Public Service Division (PSD) (e.g. Civil Service College (CSC)). 
· System of knowledge management (i.e. Public Service Centre for Organisational Excellence (PSCOE). 
· Technical institutions at a large scale.
· Connecting educational policy with the country’s economic needs.
· Emphasis on R&D in most needed economic sectors.
· Gives power to the Ministry of Education to strictly manage the standard of educational output, for example, eliminating academic institutions that fail to provide the standard level of education. 


	China
	· Emphasis on innovation, creativity and knowledge among employees relating to the needs of the country’s economic zones. 
· Establishes technology and innovation learning centres in the economic zones to become centres of knowledge and technology generation. 
· Implements policies and regulations for intellectual property rights protection.
· Implements financial incentives scheme to encourage high tech industries and attract technology talents. 
· Establishes research and development centre to build technological innovative culture. 
· Implements technical and managerial training in the economic zones.
 

	Saudi 
Arabia
	· Vision 2020 to enhance the technical, managerial and innovative competencies of the country’s labour force.
· Clear and consistent HRD policy in the group companies. 
· Training centre to meet the skills requirements of the group companies. 
· Development programmes through a career development department. 
· Elementary and secondary schools owned by companies. 
· Several technical colleges in different parts of the country. 



[bookmark: _Toc462834478]6.2 Singapore HRD Policies and Practices
Not many countries have improved their economies based on persistent efforts to enhance their human resources rather than on natural resources. Some countries that are small in size, have meagre natural resources and were not financially strong when they started their economic development journey have excelled in HRD in recent years. Singapore is a prime example. In terms of economic growth, it has been noted that most developing economies have not fully succeeded in including HRD activities in their long-term strategies (Ashton & Green, 1996). Generally, foreign investments are used for the economic development of these countries, and HRD at the national level is only in terms of human capital and education. However, Singapore is one of the few nations that have shown evidence of integrating HRD strategy as a part of its plan for economic development (Osman-Gani & Tan, 1998). Today, Singapore has one of the highest GDP per capitas in the world (UNDP Book, 2011). 

The case of Singapore is discussed below in more detail to gain a more comprehensive understanding of the strategies for how human resources can be developed and how they can be used for to achieve maximum output and results. Just like the work environments of other developed countries, that of Singapore has become increasingly more challenging and dynamic due to the quickly changing demographic composition of the workforce and to constant changes in the workplace (Judy & D’Amico, 1997; IBM, 2008). These changes are the result of technological developments. Along with the fast pace of work, these technological changes require HRD interventions to be more globally focused, service-oriented, information-based and geared toward competitive advantage (Thurow, 1997; Taylor & Davies, 2004). 

Moreover, growing trends such as a non-permanent workforce in the form of temporary and contract workers, smaller teams of core staff, outsourced employees and flexible work arrangements (FWAs) are increasing the complexity of workplace environments (Osman-Gani, 2003, 2004). Other human resource-related trends seen in multinational corporations (MNCs), such as the utilisation of local talent, the retention of foreign talent, the social impact of a multicultural workforce and an ageing workforce (Baumgarten, 1995; Dowling & Welch, 2004) have recently been seen in Singapore with the increased presence of MNCs and are making an impact on its economic growth. 

Unlike most other countries, Singapore is heavily dependent on human capital in its economic development plan because it has almost no natural resources and is very small geographically (UNDP, 2011). In the strategic economic plan of Singapore, human resources have been mentioned as the single most vital strategic asset (MTI, 1991; Osman-Gani, 2004). The national survival of Singapore has been based on the continuous development and effective utilisation of its strategic human capital. Therefore, the upgrading of skills and development of new talent to fulfil the needs of the growing industrial sector is of prime importance. Consequently, Singapore has to continuously adapt its HRD practices and strategies in both the private and public sectors to keep pace with global, regional and domestic environmental changes. 

Following is a discussion of the HRD practices recently used in Singapore by the government, employers (public and private sector companies) and educational institutions. Studying these initiatives will provide insight into the strategic functions and processes that have transformed Singapore in a positive way and that have made it a leading example for the rest of world in terms of HRD activities and economic development. It will also allow the researcher to highlight key points that can be used in later stages of the research in contrasting the HRD strategies and best practices of the various case studies and those provided by the respondents in this research. The insights will also inform the HRD model for Oman. 

A 2009 article by researchers from Nanyang Business School at Nanyang Technological University in Singapore provides an account of how the NHRD policies in Singapore have contributed to its economic development and of its impact on the organisational practices in the private and public sectors during the last decade. These HRD initiatives can be classified into three major categories—government, employers (public and private sectors) and educational institutions (Osman-Gani & Chan, 2009). 

[bookmark: _Toc462834479]6.2.1 Government Initiatives
HRD has been the focus of the government ever since the independence of Singapore and is one of the cornerstones of its economic strategy, as can be seen in the eight strategic focus areas of its Strategic Economic Plan (Tan, 1996; Ministry of Trade and Industry, 1993). The government HRD initiatives in Singapore involve the cooperation and participation of employers and worker unions, making it a tripartite arrangement (Osman-Gani & Jacobs, 2005). 

There are many government agencies that offer learning rewards and incentives to public and private institutions, which facilitate enhanced learning as part of HRD activities. Singapore has many government service agencies that support HRD and is adopting many initiatives to meet its HRD goals. Following are some of the most important.
1) One of the earliest initiatives was Manpower 21 that started in 1998 and was based on a tripartite arrangement between the government, employers and worker unions. More than 100 private companies participated (Osman-Gani, 2004). 
2) To encourage a strong culture of training, financial rewards are offered for each company under The Company Training Plan (TCTP 2008). This support action like training requirement analysis, planning for training, implementation and training assessment activities. Organisations can be reimbursed up to 90% of the training costs through the Skills Development Fund (SDF) and the other 10% through the from Public Division Service (PDS). The scheme serves to seven groups of training talent and incorporates technical, production and engineering skills. Financial support of the SDF comes from the Skills Development Levy (SDL) Act that is a constitutional need. It is mandatory for employers to make SDL contributions for employees to help them upgrade their skills. The SDF support of training promotes a strong culture of training in all organisations in Singapore (SPRING, 2015; SDF, 2015). 
3) To develop primary skills among the workforce for its important industries, the Singapore Workforce Skills Qualifications System (WSQ) and the Place and Train Programmes (PTPs) are two funds designed to support primary skills training, such as for the animation, aerospace, electronics, healthcare, culinary, construction, precision engineering, hotels, food and beverage, and social and community service industries. In the effort to grow more entrepreneurs, financial support is also offered on a mutual contribution basis for students and new graduates of various institutions (Work Force Development Authority, 2015).
4) To re-grow mature human capital, Singapore employs a three-pronged initiative to improve their skills in the form of the Skills Re-growth Programme (SRP), the Lifelong Learning Endowment Fund (LLEF) and the job redesign and training of ageing workers (the ADVANTAGE programme) (Ministry of Manpower, 2008).
5) To sustain employees’ ability to be employed, jobs are re-created and re-planned to make them more attractive for the country’s human capital. For retrenched and jobless employees, programmes such as the DomestiCaRE programme help make people re-employable (Osman-Gani & Chan, 2009). 

[bookmark: _Toc462834480]6.2.2 Public Sector Perspectives of HRD Practices 
The HRD issues of Singapore have been studied from both a national policy and a specific intervention perspective, and how organisations in the public sector have contributed to national and organisational outcomes has been investigated (Yeo, 2012; Osman-Gani & Tan 1998, 2000; Osman-Gani, 2004; Osman-Gani & Jacobs, 2005).
After its independence in 1965, Singapore re-examined its administrative system and revised the core principles governing it. These core principles became transparency in performance and financial accountability, emphasis on meritocracy and an uncompromising standard to curb corruption and strong generalist elitism (Sarker, 2006; UNDP, 2011).

More details on the public sector administration of Singapore are provided by Yeo (2012), who states that the public sector of Singapore is more oriented toward behavioural and cognitive development rather than driven by financial outcomes. Interestingly, this finding is quite similar to that of Chan (2007), who states that HR procedures and policies for the public sector are less geared toward achieving financial goals than in the private sector. This is mainly because of the variations in the roles played by public sector organisations. 

Various supporting agencies in Singapore’s civil service synchronise HRD initiatives to enhance HR services and improve public sector performance. HRD stresses enhancing employees’ knowledge, capabilities and approaches to the production of quality services (Chew & Zhu, 2002; Osman-Gani, 2004), and therefore the government of Singapore has emphasised the importance of HRD in achieving quality performance and output. 

Singapore’s PSD is a government unit that manages learning and T&D policies and programmes for the civil service. This unit deals with a vital segment of the workforce that constitutes approximately 110,000 public service employees. The government believes that improving the skills of public service personnel will benefit all sectors. The PSD thus grooms employees to fill vital positions in government-linked organisations and the civil service (PSD, 2015). Following are some of the key HRD initiatives in Singapore’s public sector that can provide insights for this research.

6.2.2.1 Public Service for the 21st Century (PS21) Development Programme
The PSD has established the Public Service for the 21st Century (PS21) development programme. The aim of PS21 is to help public service employees adapt to change and improve in a cost-effective way (UNDP, 2011; PSD, 2015). PS21 works to develop and promote innovativeness to drive change in the public sector and to develop the capabilities of the public service in light of such change (Brewster et al., 2005). The programme involves collaboration with various agencies, countries and institutions of higher learning to help public employees develop new skills, competencies and capabilities that are required in modern global organisations (Osman-Gani & Chan, 2009). 

6.2.2.2 Career Development and Management (CDM)
The Career Development and Management (CDM) initiative is another PSD programme that is intended to develop strategies for harnessing, supporting and retaining talent. Career development and improving the management capabilities of public employees are its main functions. CDM also promotes practices such as flexible work arrangements that motivate public servants and facilitate labour relations (UNDP, 2011; Osman-Gani & Chan, 2009).

6.2.2.3 Capabilities Development (CD) Cluster
The Capabilities Development (CD) unit is part of Singapore’s PSD that is charged with creating strategies and a framework to develop human resources and optimising the performance of the public service through effective T&D. The unit is also responsible for performance evaluation strategies that are critical for developing and retaining talent (PSD, 2015).

6.2.2.4 Civil Service College (CSC) 
Singapore’s Civil Service College (CSC) is an educational institution completely dedicated to the T&D of government employees. The college is responsible for implementing the plans of various other agencies. Training programmes include Public Administration and Management, Leadership, Governance, PS21, Managing for Personal Development and Excellence and Effectiveness in Training (UNDP, 2011; CSC, 2015). 

6.2.2.5 Civil Service College Consultants
This department is the consulting arm of the CSC and operates in different aspects of organisational and people development. Some of its main responsibilities are talent assessment and leadership intervention and development to foster a quality public service. It consists of a team of psychologists specialising in organisational and industrial psychology and a team of management consultants with vast experience in OD (PSD, 2015; CSC, 2015). 

6.2.2.6 Public Service Centre for Organizational Excellence (PSCOE)
This department acts as knowledge manager for public service organisations. It functions as a knowledge centre for all best practices used in public sector organisations. Various good practices and research dealing with organisation excellence and OD in the public sector is collected and then shared with companies that are members of PSCOE. It includes a number of organisations that synchronise HRD efforts—the CSC, CSC Consultants, the Institute of Public Administration and Management, the Institute of Policy Development and the Centre for Governance and Leadership (PSD, 2015). 

6.2.2.7 Scenario Planning Office (SPO)
This department supports the public sector agencies with training and consultancy services related to scenario planning. It organises workshops on scenario planning that have a mixture of theory and hands-on practice in integrating scenario planning into the strategic processes of organisations. These workshops are co-organised by the CSC’s Policy Development Institute and the SPO (PSD, 2015; CSC, 2015). 

6.2.2.8 Public Service Commission Secretariat
This unit is a regulatory body that governs the conduct of public sector employees. It is an independent government entity that can appoint, dismiss, transfer, promote and exercise disciplinary control over public officers to ensure that the highest standards of conduct are being maintained. Under this unit is a department of scholarship development and management that awards scholarships to talented undergraduates and staff officers so they may ultimately hold leadership posts in the civil service. Talent management of the public service is an important function of the Public Service Commission Secretariat, which is achieved by identifying, developing, and managing public sector leaders (PSD, 2015; CSC, 2015). 

To summarise, Singapore has made significant economic progress due in part to the HRD efforts of the agencies discussed above. The five areas of HRD discussed below have emerge clearly from the analysis of activities performed by various public sector agencies and have contributed significantly to HR management of the country’s civil service during the last two decades. This study can replicate the process used in these areas to obtain similar results for Oman. 

[bookmark: _Toc462834481]6.2.3 Talent Management and Attraction
This area of HRD has more importance for Singapore compared to other countries because of its lack of natural resources and small size. This area is key for Singapore in terms of sustaining its success and future growth
. 
In Singapore’s civil service, the rate of turnover of young employees at the entry level of management was nearly 25% two decades ago. However, using strategies such as job exposure, providing more scholarships and revisions in salaries, the government has successfully addressed this issue (Teo, 2007). Through collaborations with various agencies, including the PSD, the programme harnesses and develops talent to adapt to workforce challenges. In addition, the programme develops individual competencies and capabilities that generate sustainable economic value for to various stakeholders (Yeo, 2012). The agencies in charge of implementing this programme come up with strategies and design various tools to ensure delivery of the programme objectives. Essentially, talent management in Singapore is a collaborative effort by the both private and public sectors (Osman-Gani & Chan, 2009). 

[bookmark: _Toc462834483][bookmark: _Toc462834482]6.2.5 Competencies
Singapore has successfully improved the competencies of government officers on a regular basis through the streamlined and continual sharing of knowledge about management and HR best practices across the civil service, with the help of an intranet system (PSD, 2015).

6.2.4 Change Management
The country is keeping pace with the modern world and is evolving in response to the economic environment with the aid of PS21 and other improvement units. It has helped Singapore bring in desired changes to its civil services over time (PSD, 2015).

[bookmark: _Toc462834484]6.2.6 Technology Deployment
Singapore’s civil service employees are updated with technological advancements by deployment of different systems and tools such as e-learning (65.2% usage), video conferencing (4.3% usage) and simulations (26.1% usage). It is important to note that these figures are comparatively lower than in the private sector (Chan et al., 2007). Therefore, there is still room for improvement regarding the use of technology for HRD.

[bookmark: _Toc462834485]6.2.7 Effectiveness Measurement
The civil service has developed and implemented performance measurements similar to the balance scorecard strategic planning and management indicators for organisations. To continuously increase competitiveness, Singapore believes in making the best basic education available to its people, which also ensures a continuous supply of adequate manpower to match the economic conditions of the country (PSD, 2015). 

[bookmark: _Toc462834486]6.3 HRD through Education
The importance of education and manpower has been emphasised by Goh Keng Swee, the architect of Singapore's early industrialisation and a former cabinet minister (Goh & Gopinathan, 2008). In his early policy statements, he stated education is the second crucial requirement for economic development after capital. At the beginning of the 1960s, the aim was to raise the general educational standards of the whole population. The education structure at that time was largely based on the British education system. In the 1970s, education became more specialised and focused on industrial needs. Therefore, a strong vocational education system of technical institutions, training centres and other facilities was established on a large scale (UNDP, 2011; Osman-Gani & Tan, 1998).

The Singaporean government has put a lot of emphasis on education and training to boost public sector initiatives. Under the Workforce Skills Qualifications System (WSQS), the government has fostered training and career development by formulating policies and offering funds for setting up institutions. Both the private and public sectors rely on personnel trained at these public training institutions. The government has ensured that training and education are geared towards the needs of industry. In addition, the government has put in place statutory obligations to anchor its HRD efforts. Statutory obligations such as the Skills Development Levy Act ensure the appropriate development of human resources through financial contributions from employers (Yeo, 2012). 

The development of strategies for skilled human resources and their regular learning in Singapore is done by the Manpower Planning Club (MPC), which is a joint unit of public and private educational institutions, the ministries, owner’s organisations, other non-private organisations and constitutional boards. This shows the role of public–private partnership in the development of the country. 

The HRD strategy incorporates suggestions by the national Manpower 21 plan, which is known as MOM 1999. For instance, the present emphasis on R&D in the pharmaceutical, biomedical and digital media sectors is backed by the modifications made to the science and mathematics curriculums (Boon & Gopinathan, 2006). 

On the implementation side, the Ministry of Education ensures that academic institutions deliver programmes at the expected levels of quality and that are aligned with the identified goals. The Ministry of Education is authorised to terminate defaulting academics institutes that fail to meet the established standards and the management is held responsible (Osman-Gani & Chan, 2009). The explanation of the education and HRD national standards is given in Osman-Gani and Tan (1998, 2000) and Osman-Gani (2004). 

[bookmark: _Toc462834487]6.4 Private Sector Perspectives of HRD Practices
Private firms in Singapore have utilised highly trained human resources to achieve maximum efficiency and output in the production process (Osman-Gani & Jacobs, 2005). For instance, private companies in the electronics industry have harvested great talent for product development skills, technological applications, integrated circuit designs and supply chain management. 

The private sector in Singapore also emphasises many HRD activities, such as the development of proficiencies, planning of careers, training of personnel and overall organisational development, which are all critical to the success of firms (Chew & Zhu, 2002). The public–private sector partnerships in the development and use of HRD have resulted in highly skilled personnel who contribute hugely to the success of private firms in Singapore.

In reassessing the HRD projects undertaken by the commercial sector, the discussion is divided into two categories—international and local organizations, with exemplary case illustrations of particular HRD policies.

[bookmark: _Toc462834488]6.4.1 The Multinational Corporations (MNCs)
The increasing number of MNCs in Singapore has had numerous implications for HRD. In fact, following the country’s success in developing competent and talented human resources along with other economic incentives, most MNCs opened subsidiaries in Singapore. The competitiveness of global firms depends on the skills and knowledge of their personnel (Roberts, Kossek, & Ozeki, 1998). At the same time, international firms play critical roles in HRD. For example, global firms develop the skills of their personnel to conform to the ever-changing requirements of the dynamic business environment. In this regard, the firms improve the quality of human systems and processes to gain a competitive advantage. The skills and knowledge of the personnel are the most important ingredients in the operation of such firms.
Economic restructuring initiatives at MNCs necessitate modifications in the development of human resources. For instance, the global Broadcom Corporation in Singapore is moving from labour-intensive manufacturing to medium level technology manufacturing to gain a competitive advantage over other players (Bae & Lawler, 2008). The implication of technological alterations is that the education and training of human resources must be modified to suit the changes at the inclusive and activity levels. Further, the cross-border ventures of Singapore firms have helped enrich the expertise of human resources to ensure efficient operations. These cross-border operations enable a company’s human resources to understand the political, social and cultural environment in which the business operates (Osman-Gani & Jacobs, 2005). 

As mentioned, the electronics industry is one of the successful industries in Singapore and has attracted major world corporations, such as Broadcom Corporation. The company has influenced organisational and industry work patterns regarding HRD. The firm has focused mainly on professionals and executives in its T&D of human resources. The changes in the industry have pushed the firm to embark on collaborating with the government to develop new talent and capabilities. The technological changes require workers who are highly skilled, reliable and capable of adapting to the new forms of business operations. Technological advancements have also resulted in the automation of operations, online quality control, decentralization and the effective use of multi-skilled human resources leading to increased performance levels (Collings, Scullion, & Morley, 2007).

Another international company in Singapore is an American IT company that operates in over 30 countries. It focuses on electronic bio-analytical measurement services. The Singaporean subsidiary hired 2,700 national employees who contribute extensively to the production and export aspects of the business. About half of its global production of semiconductors is exported from this subsidiary. The company believes in the constant growth of its human resources and sends them for higher academic studies, such as Masters, Bachelors or diploma degrees and other development programmes. Successful employees are compensated for this (Osman-Gani & Chan, 2009). 

Furthermore, a knowledge-oriented online system provides training in the resource planning, safety and environmental health (for International Standards Organisation certiﬁcation) to about 48,000 workers and 2,000 consumers from over 40 countries. The company also won the prize for best T&D in 2005. In short, this company educates its workers using its international expertise. They employ electronic databases, such as an online library that contains business information, documents and various other learning materials for training support (Zheng, Hyland, & Soosay, 2007). 

[bookmark: _Toc462834489]6.4.2 Local Companies 
Singapore’s biomedical industry has benefitted greatly from the skills and technical competence developed in the country. Local companies such as Veredus Laboratories and HealthSTATS have benefitted from the locally developed biotechnological talent, enabling them to compete with global companies. However, local companies’ continued improvement of employees’ skills through in-company training is critical for their ongoing success. The literature indicates that most local companies embrace the national initiatives to train employees to improve their overall performance (HealthSTATS, 2015; Osman-Gani, 2009). 

Local companies also continue to support the manufacture of medium-technology products through the expansion of technical education and training. They also advance high technology and knowledge-intensive manufacturing to foster home grown R&D potential. For instance, medical technology companies have tapped innovative ideas from the private–-public sector partnership in R&D initiatives. Local companies have realised the expansion of local R&D and have developed expertise through increased R&D (Ericksen & Dyer, 2005).

The marine and offshore engineering industries are other examples of successful local sectors that have become top players in the global market for oil and gas drilling equipment and offshore support ships. Companies such as Keppel and SembCorp have witnessed significant growth, as they started with regional ship repair centres and are now are known globally (Choo, 2005). Singapore is now the largest manufacturer of jack-up rigs and floating production, storage and offloading units. The local companies collaborate with government R&D centres to develop their employees’ skills and capabilities to ensure they can compete globally. Training efforts in this industry are coordinated by the Singapore Maritime Institute, which focuses on areas such as naval architecture, marine engineering and offshore and subsea systems (EDB, 2013, Singapore Government).

[bookmark: _Toc462834490]6.4.3 Government-associated Companies 
The government of Singapore has made remarkable strides in improving HRD by collaborating with several companies. Through such associations and an education system that is based on improving efficiency, the country has inculcated a culture of innovation, creativity and research among its people (Lynham & Cunningham, 2006). The close ties between the government and companies have increased the efficient implementation of HRD policies. For instance, the government, in consultation with local companies, has come up with national initiatives aimed at developing technology and research (Low et al., 2001). An example is electronics manufacturing, which is the key driver of Singapore’s economy. 

The government has collaborated with key players in industry, including companies such as Seagate, Hoya, Hitachi Global and Flextronics, to develop talent and capabilities to address the needs of the industry. These collaborative efforts have resulted in the creation of institutions such as Nanyang Technological University (NTU) and the IC Design Centre for Excellence (ICDCE) to harness and develop talent to address the technological needs of industry (Low et al., 2001).

In addition, many sectors, such as the aviation industry, operate freely like commercial sector companies. The training policy includes fundamental skills training and focused skills training (e.g. mechanical training for cabin and ﬂight functions, product development and services and airline transfer routes). Planned training is also offered for workers at these companies who encounter organisational transformation. Having official training programmes helps these organisations to meet the criteria to get government funding (Heracleous & Wirtz, 2012).

In short, the HRD process in large government-associated or public sector organisations is well established and therefore contributes significantly to the country’s economic growth. 

[bookmark: _Toc462834491]6.5 China as an Example of a Special Economic Zone 
 SEZs can be characterised by their well-defined geographic area, single management, benefits based on physical location, a separate customs function (duty-free benefits) and streamlined procedures (World Bank 2009). The term SEZ covers a wide range of zones, such as free trade zones, export-processing zones, industrial parks and free ports. Basically, the main two types of ‘direct’ economic benefits of SEZs are employment generation and foreign exchange earnings. In addition, there are ‘indirect’ benefits, such as skills upgrading, technology transfer, providing a testing field for wider economic reform, export diversification and enhancing the trade efficiency of domestic firms (Zeng, 2011; Zhang 2013).

In the last 30 years, China has achieved miraculous economic growth. There is continuous debate among international policymakers and scholars regarding the key elements of this success, but it is agreed that the SEZs and industrial clusters are two important engines of China's rapid economic growth (Zeng, 2011; Roychoudhury, 2010; Dahlman, 2001).

China has seven specific zones that are typically referred to as SEZs. These zones are Shenzhen, Zhuhai, Shantou, Xiamen, Hainan, Shanghai Pudong New Area and Tianjin Binhai New Area. The SEZs have contributed significantly to the country’s economy growth. The first SEZ tested the market economy and new institutions successfully and served as a model on which to base other SEZs. The zones have contributed considerably to national GDP, employment, foreign investment, attracting new technologies and adopting modern management practices. In 2006, the first five SEZs contributed 5% of the country’s total real GDP, 22% of total exported goods and 9% of total foreign direct investment (FDI) inflows. Regarding employment, 770 million people (4% of the total national employment figure) have been employed in all SEZs in China up to 2007 (Zhang, 2013; Zeng, 2011; Roychoudhury, 2010; Dahlman, 2001).

Over the past three decades, China’s GDP has been increasing at an average annual rate of over 9%, with increasing share in global market reaching almost 6.5% in 2008 compared to only 1% in 1980. In addition, its per capita GDP increased from US$ 193 to US$3263 for the same period. China’s total exports have been increasing at an average annual rate of 13%. In 2010, China competed with Japan and became the second largest economy in the world (Zeng, 2011; Dahlman, 2001).

Human skills, innovation and knowledge are the main elements in achieving success in the SEZs and industrial clusters. The leaders of SEZs have emphasised the importance of having skilled people and R&D activities. Consequently, these SEZs are becoming centres of knowledge and technology generation, adaption, diffusion and innovation. 

The government has concentrated its efforts on technology learning, innovation and technology-intensive industries in these SEZs. The Shenzhen government is a case in point. The government established an intellectual property office and released a number of policies and regulations for intellectual property rights protection. It implemented financial incentives to encourage high-tech industries and attract technology talent. Another example of the government contribution can be seen in the Tianjin Economic Technological Development Area. The government established major technology innovation platforms, an R&D centre and industrialization bases. Local migrants to the SEZs and overseas investors are strongly motivated by the innovative culture there (Fang, 2013; Zeng, 2011; Dahlman, 2001).

Other contributions have been made by entities such as universities and research institutions, which provide support for advancing innovation and technology. For example, Wenzhou University has provided considerable technology innovation support for footwear clusters. In 2004, the university, in cooperation with shoemaking firms, established the Leather Production Technology Research Centre. The centre has concentrated on green product development, clean leather production technology and hi-tech research on leather production. The local governments provide all kinds of technical and managerial training for workers in the zones to improve their skills (Zeng, 2011).
Apart from economic factors, human development and knowledge management have been highlighted as the major contributors to the country’s economic growth in general and to the success of SEZs in particular. 

[bookmark: _Toc462834492]6.6 HRD in Saudi Arabia as an Example of a Similar Culture and Religion
The GCC is comprised of Oman, Saudi Arabia, Bahrain, Kuwait, Qatar and the UAE. Most of these countries are very rich in natural resources like oil and gas, which have been the basis of their economic growth since they were discovered in the early 1960s. However, there is no doubt that these natural resources will run out. Therefore, it is very important for the governments of these countries to start thinking about establishing other income-generating industries. For example, Saudi Arabia is one of the largest producers of oil in the world. King Faisal once said that ‘In one generation we moved from riding camels to riding in Cadillacs. The way we are wasting money, I fear the next generation will be riding camels again’ (Gylfason, (2001). 

All GCC countries suffer from a lack of skilled manpower and unskilled labour, forcing them to depend heavily on foreign labour. The literature and the Saudi government's official documents show that Saudi Arabia is facing many challenges in its economic system and HRD practices. The main HRD challenges are the gap between educational output and required skills, the lack of professionals in the economic sectors and the weak participation of females in the economy (Alsahlawi & Gardner, 2004).
A study conducted in 1999 revealed a serious shortage of skilled locals in fields such as management, industrial engineering, mechanical engineering and IT. This shortage is due to the inadequate educational system and small population size. In addition, cultural issues such as traditions and religious values have a significant impact. For example, there is a social stigma attached to manual labour and low-status jobs so that young people in GCC countries refuse to take these kinds of positions. Female participation in the workforce is also very low (Al-Masnad, 1999; Alsahlawi & Gardner, 2004; Achoui, 2009). 

According to a World Bank report released in 2007, the labour market in the Gulf countries has the highest levels of growth and the lowest levels of female participation. However, the growth in these countries is in services that advance a luxurious lifestyle, such as the growth in the number of housemaids and personal drivers rather than workers in the manufacturing, education or technology sectors. There seems to be no correlation between the GCC countries’ strategies and their goal to be developed nations. Their educational systems graduate more people from humanities and religious studies than from any other disciplines. In addition, NHRD is mainly a government responsibility, whereas in Singapore, for example, a tripartite approach is taken that involves employers, unions and the government (Achoui, 2009).
 
The population of Saudi Arabia is approximately 23.1 million, including 6.3 million foreigners. Sixty percent of the Saudi population is below the age of 18, and the life expectancy has improved from 53.9 years in 1970 to 70.9 years in 2000. The percentage of Saudi nationals who work in the private sector does not exceed 11.63%, 88.4% of private sector employees are foreigners. The small percentage of Saudi nationals in the private sector is due to their preference to work in government where they find stability, prestige and high salaries. On the other hand, the private sector in Saudi Arabia prefers to recruit expatriates over local people as the cost of employing Saudis is very high, they are less proficient in the English language and have fewer technical skills and they have negative social and cultural biases regarding manual labour and low-status jobs. Expatriates are more disciplined and qualified (Ramadi, 2005). However, the Saudi Arabian government is implementing a strategic plan (vision 2020) to develop its economy and human capital by 2020. Regarding human capital, the aim is to enhance the technical, managerial and innovative competencies of the labour force. The obvious HRD challenge in Saudi Arabia is to match the content of educational and training programmes to the rapidly changing labour market requirements. Today’s economy is driven by competition, information and knowledge, particularly scientific and technical knowledge. Therefore, the government must develop the skills of the workforce to meet the requirements of the market. However, about two-thirds of all higher educational institutions focus on humanities subjects, which does not match market needs. The HRD challenges in the Saudi private sector can particularly be seen in small and medium sized enterprises (SMEs). 

The most daunting challenge is the dependence on foreign labour due to poor HRD and the poor private sector contribution to HRD practices. A study of 52 private sector companies in 2007 showed that 63.5% of them have HRM structures; only 40.4% of these have an HRD plan. Furthermore, the study found that 78.8% of the training courses were on-the-job and on an ad-hoc basis (Achoui 2009). 

In contrast to the situation in SMEs, successful stories of HRD programmes are being recorded in some private and government companies, such as Al Zamil Group and Saudi Aramco.

[bookmark: _Toc462834493]6.6.1 HRD at Al Zamil Group 
Al Zamil Group established an HRM and development programme to enhance company performance and achieve a high level of Saudisation. The programme includes the following. 
· Clear and consistent HRD policies in all group companies.
· Group-wide systems for top management group ZTG and management development policies for effective functioning.
·  Clear succession plans for top management positions.
· HR staff (if established) in group companies see the group HRD head as a coach and mentor.
· Group company manging directors/president look to the group HRD head for advice on HR issues.
· The group HRD head is respected as a senior holding company executive and an important contributor to the forums of which he is a member.
· The group chairman trusts the group HRD head to accurately represent the top management point of view to people inside and outside the group.
· A few key cross-company initiatives are already in place and a training centre has been established (Achoui, 2009, p. 43).
All these practices have helped Al-Zamil Group be seen as a ‘preferred’ employer and able to attract the best management talent at all levels.

[bookmark: _Toc462834494]6.6.2 HRD in Aramco Group 
Saudi Aramco is considered the top oil producer in the world. It employs approximately 51,625 people, including expatriates. Saudi employees constitute 80% of the company work force, 92% of which are male. The company has established a Career Development Department, which conducts various development programmes and runs divisions such as the Saudi Development Division (SDD), the Leadership Development Division, the Professional Development Division and the Competencies Development Division. As illustration, the SDD offers a range of training from short-term courses lasting two months to long-term programmes of up to six years. These programmes comprise technical training, degree and non-degree programmes inside and outside the country and professional training programmes. Furthermore, the company manages many elementary and secondary schools that aim to educate a field-related workforce (Achoui, 2009). 

Taking into consideration the macro and micro aspects of HRD in Saudi Arabia in achieving its long-term vision, Saudi policymakers are targeting the youth by furnishing them with behavioural, technical and English language skills. To this end, the government has established many technical colleges throughout the country and has established an HRD fund. However, the HRD contribution of the private sector is still insignificant. In addition, there is no clear emphasis on restructuring the whole educational system in Saudi Arabia.

[bookmark: _Toc462834495]6.7 Summary
This chapter has discussed three successful HRD stories. It started by discussing Singapore’s HRD practices as a general example, then discussed China’s HRD efforts in its economic zones and then discussed the HRD in two different companies in Saudi Arabia. These case studies can be summarised as follows.
 
[bookmark: _Toc462834496]6.7.1 Singapore 
· Similar to Oman in terms of fewer natural resources, it has to depend heavily on human capital for economic growth and is multicultural.
Public sector
·  Public sector contributes heavily to HRD and does not only focus on profit maximisation. 
The results are quality output and enhanced performance. Singapore has one division, the PSD, that is responsible for training top-level executives to make them fit for higher government positions. Various PSD subdivisions work toward specific goals, as follows.
· PS21 develops and promotes innovativeness to drive change in the public sector by collaborating with various agencies, nations and institutions of higher learning. 
· The CDM works on developing strategies for harnessing, supporting and retaining talent. 
· The CD works on a training, development and performance evaluation framework.
· The CSC develops human resources already in the public service by offering longer educational programmes. It also has a consulting division consisting of HRD and OD specialists who help organisations improve their human resources value.
· The PSCOE acts as knowledge manager for public service organisations. It functions as a collector and distributor of best practices in public sector organisations for its member organisations.
· The SPO supports the public sector agencies with scenario planning. Through its training and consultancy services (jointly with the CSC), it helps organisations with scenario planning and integrating it into their strategic processes.
· The Public Service Commission Secretariat is responsible for maintaining discipline among civil service officers and for identifying, developing, and managing public sector leaders.

6.7.1.1 Education 
· Establishes technical institutions, training centres and other facilities on a large scale and then connecting education policies with the country’s economic development needs.
· Statutory obligations such as the SDL ensure appropriate development of human resources.
· Strategies for skilled human capital and their learning in Singapore is the responsibility of the MPC, which is a joint unit of public and private educational institutions, the ministries, owner’s organisations and other non-private organisations and constitutional boards.
· Emphasis on R&D in the pharmaceutical, biomedical and digital media industries is backed by the modifications in the science and mathematics curricula.
· The Ministry of Education is authorised to terminate academic institutions that fail to meet the established standards and management is held responsible.
Public agencies offer financing and learning rewards and incentives to the public and private institutions.

6.7.1.2 Private Sector
6.7.1.2.1 MNCs
· MNCs improve the quality of human systems and processes to gain competitive advantage.
· MNC subsidiaries in Singapore have contributed to efficiency in operations and the global outlook of their employees.
· MNCs send employees for higher academic studies, such as Masters, Bachelors and diploma degrees, and pay successful candidates.

6.7.1.2.2 Local Firms 
· Local firms improve the skills of the workforce by expanding technical education and training.
· Local firms promote high technology and knowledge-intensive manufacturing to build their R&D capabilities.
· Local firms collaborate with government R&D centres to develop their employees’ skills and capabilities, with a particular focus on the marine industry and oil and gas exploration technology.
· In collaboration with several private companies, the government of Singapore has inculcated a culture of innovation, creativity and research among its people.
· Electronics manufacturing is the key driver of Singapore’s economy and to address the HR needs of the industry, the government and certain players in the industry have created educational institutions, such as NTU and ICDCE.

[bookmark: _Toc462834497]6.7.2 China 
· SEZs and industrial clusters are two important engines of China's economic rapid growth.
·  Human skills, innovation, and knowledge have been identified as significant factors in the success of the SEZs and industrial clusters.
· SEZs are becoming centres of knowledge and technology generation, adaption, diffusion and innovation due to the government’s efforts regarding technology learning and innovation.
· The government established an intellectual property office and released a number of policies and regulations for intellectual property rights protection. It implemented financial incentives to encourage high-tech industries and attract technology talent.
· The government established an R&D centre and industrialisation base that has a strong culture of innovation in the Tianjin Economic-Technological Development Area.
· Universities and research institutions in the country provide support for innovation and technology upgrading.
· The local government provides all kinds of technical and managerial training for workers in the zones to improve their skills.

[bookmark: _Toc462834498]6.7.3 Saudi Arabia
· One of the lowest levels of female participation in the labour market.
· There is no correlation between the GCC countries’ strategies and their goal to be developed countries.
· The educational systems graduate more people from humanities and religious studies compared to technology and other disciplines that are so important for the country’s economic sectors.
· NHRD is mainly a government responsibility, unlike in Singapore where it is shared by employers, unions and government.
· The local people prefer to work in government than in the private sector because they find stability, prestige and high salaries in government jobs.
· The private sector prefers to recruit expatriates, as the cost of hiring Saudis is very high and they are less proficient in English language and technical skills and have negative social and cultural beliefs about manual labour and ‘low status’ jobs.
· Saudi government’s strategic plan (Vision 2020) aims to enhance technical, managerial and innovative competencies of their national labour force.
· In private sector, the HRD area is not there in more than half of the companies and more than two-third of the training is ad-hoc, on-the-job type, not planned.
· Good HR practices found in the private sector include clear and consistent HRD policies in all group companies.
· A training centre to meet all types of HRD requirements of group companies.
· HR manager is respected and consulted on all related issues.
· In another large company, there is Career Development Department which conducts several development programmes and run many divisions for T&D of its employees.
· A company manages many of elementary and secondary schools to educate its workforce in remote field.
· The government established many technical collages in different parts of the country as well as setting of Human Resource Development Fund.

Overall, Table 10 combines the core gaps of the research and the core HRD initiatives in the selected countries in this chapter. The table shows compare and contrast of the key findings of the primary and secondary data of this research. As a result, the both findings will be used for the next two chapters of this thesis specifically in proposing an Omani NHRD and for the overall HRD recommendations. In addition, Figure 27 shows the processes that lead to establishing the NHRD for Oman. 


[bookmark: _Toc444095831]Table 10 Core Findings of the Research and Core Findings of the Case Studies
	The Proposed NHRD Model for Oman




	Key Findings: Gaps in the Research

	Key Findings: Case Studies


	
· National skills in the DSEZ are mainly lacking in the areas of engineering, technical, operations and the service industry.
· Absence of a national skills database for available and needed skills in the country’s economic sectors.
· Mismatching between the government HRD efforts and the skills needed by economic sectors.
· Lack of coordination among HRD policymakers, educational institutions and private sector employers.
· Absence of the monitoring and evaluating of the effectiveness of the government’s HRD efforts.
· Existence of socio-cultural blocks among the national about taking some category low jobs. 
	
· Emphasis on technical education.
· HRD efforts are linked to economic sectors’ requirements. 
· Existence of knowledge management.
· Existence of effective collaboration and coordination.
· HRD initiatives are linked to performance evaluation. 
· R&D centres.
· Innovation and creativity skills. 
· Intellectual property rights protection.
· HRD financial incentives scheme.







[bookmark: _Ref432680196][bookmark: _Toc444860292]Figure 27: Process of developing the proposed NHRD model and the research recommendations.
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[bookmark: _Toc462834500]Discussion of the Application of an NHRD Model to Oman

[bookmark: _Toc462834501]7.1 Introduction
The previous chapter concluded by emphasising the core findings of two main sources, namely the survey study and the case study of successful HRD practices. The combined findings are used to propose an NHRD model for Oman, which will be outlined later in this chapter. However, before the findings can be transferred, they need to be compared and contrasted with previous research findings to increase the reliability of the findings of this study and to enhance the robustness of the proposed model. This chapter includes a discussion of the findings from the primary data; the development of a model that can be applied to Oman and a summary.

[bookmark: _Toc462834502]7.2 Discussion of the Findings 
The previous chapters presented the detailed results of quantitative and qualitative data collected from different sources, as follows:
Quantitative data
· Skillset form to obtain information on the available and needed skills in the DSEZ;
· Questionnaire with responses from HR practitioners to obtain information on various aspects of skills availability in the zone;
· Questionnaire with responses from Omani employees to obtain information on skills issues faced by Omani employees and training support extended to them for skills development.
Qualitative Data
· Interviews with HR practitioners to elicit their suggestions for the government to improve the availability of needed skills in the zone;
· Interviews with Omani HRD policymakers from different agencies to obtain information on focus areas, coordination levels and issues or challenges faced by these agencies in the skills development of local people;
· Case study analysis information about relevant countries relating to their NHRD efforts to obtain insights for the building of an effective model for Oman.

The main themes across all elements of the primary data will be integrated and discussed in this section to describe the significance of this research in proposing an Omani NHRD model and providing appropriate recommendations. 

The Purpose of Establishing the Duqm Economic Zone
The data gathered through the interviews reveals a wide variety of reasons that prompted the Omani government to build the DSEZ. In addition to reducing the dependence on oil as a main source of income and generating revenue, providing more job opportunities to local employees was another major imperative behind building the zone. Like other GCC countries, Oman is attempting to build a diversified economy to achieve long-range financial goals and to minimise the risk of depending on oil as the principal source of revenue (Guzansky, 2015).

As the country is developing a range of economic sectors to diversify its economy, it is vital to integrate HRD initiatives into its economic strategies. In order to employ Omani people in various economic projects, the government must plan its HRD efforts based on the relevant skill requirements of these projects. These projects cannot be successful and competitive in the global economy if the workforce is not well trained. Therefore, it is necessary to prioritise these projects and improve the education and training programmes in Oman to meet the skills that are required by prioritised economic projects. By doing so, Oman can achieve its goal of economic diversification and creating job opportunities for its population while contributing to the country’s economic development in focused ways.

Skillset Gap 
The skills needed range from those required for top-level positions (such as chief economic officer and managing director) to those required for the lowest level jobs (such as field labourers), but are mostly technical and techno-managerial. An analysis of the types of jobs currently occupied by Omanis and expatriates shows that Omanis occupy more positions in HR, public/government relations, accountancy, security, driving, firefighting and telephone operations. However, operations, engineering, technician, catering staff and other comparatively lower level jobs are mostly occupied by expatriates (Al Masnad, 1999). These jobs that are held by expatriates need to be carefully monitored and analysed to see how Omani people can be enabled to hold these positions and in a sustainable way. Leaders in the Gulf region have already recognised that over-dependence on expatriates in the country’s workforce affects their political, economic and social structure and can have serious consequences in the long term (Al-Lamki, 2000). Indeed, in a similar way Saudi Arabia’s King Faisal has explicitly emphasised the importance of developing skills among Saudi people to enable them contribute in their country economic development (Gylfason, 2001). 
 
The skills gap could be attributed to the historical lack of technical and vocational education in the country, and it is plausible that this is a key factor. Therefore, the Omani government may need to concentrate more on vocational education to address this issue by developing sophisticated vocational and technical institutions in different parts of the country. Other skill shortages, such as those relating to jobs in the hospitality industry like waiters and barmen, are influenced by cultural and religious aspects of Omani society. Some of these jobs are seen as low status and even against the tenets of Islam. For instance, barmen typically serve alcoholic drinks which are forbidden in Islam and therefore this job is not generally considered acceptable in Omani society. 

This argument finds resonance in Al-Masnad (1999), Alsahlawi & Gardener (2004) and Achoui (2009), who contend that the shortage of skilled employees in GCC countries is due to inadequate educational systems and the small population size, in addition to the impact of key cultural traditions, religious beliefs and values. The government should therefore think seriously about linking its HRD initiatives to the real requirements of the country’s economic sectors. Almost all the results of this research emphasised the gap between the current HRD initiatives and the required skills in the economic sectors. Some skills in particular are highlighted as lacking and need to be given priority in the country’s HRD policy. For instance, the HRD policymakers have identified engineering, petrochemicals and hotels as priority businesses in the DSEZ, and are increasingly emphasising the marine and fishery industries as the zone is located near the coast. Therefore, governmental HRD efforts need to adequately address these areas in terms of indigenous skill development. This can be achieved by involving all economic sectors in the country in HRD policymaking and generating education programmes to provide these skills. This was reinforced by a discussion that the researcher had with Pennge Fei Wang who is working for the Technology Transfer Centre of Suzhou Institute of Nano-tech and Nano-bionics in Suzhou Industrial Park (SIP) in China, and currently conducting research as a fellow student in Chester’s Business Research Institute.  Our discussion centred on skills shortages in economic zones and it was clear that the SIP faces the same situation as in Oman’s DSEZ, because skills shortage is a key issue there. The strategy there is also to address this challenge by stimulating education and training programmes so as to develop the particular skills that are required by the industrial park.   
    
Omanisation Level
Omanisation is a primary goal for Oman. However, the results show that the proportion of Omanisation that can be identified is still very low in some companies in the DSEZ. The figures elicited range from less than 10% to over 50%. The Omanisation percentage tends to higher in financial companies, such as the Oman National Bank, the Muscat Bank and Dhofar Bank. In Oman, economic sectors focused on the facilitation of financial transactions are typically nationalised by the government and therefore are mainly filled by local employees as a result. In fact, because of this Omanisation has reached 90% in some financial sector firms. This phenomenon is also partly due to the fact that the country started very early to equip Omani nationals with financial skills in order to open and manage local banks (Al-Lamki, 2000). 

The companies in which Omanisation does not reach 50% typically employ engineers, assistant engineers, technicians and also waiters from outside the country; indeed the skillset form showed a lack of national skills in these areas. The companies with less than 10% Omani staff are usually those involved in construction. These companies often hire workers from outside the country to do manual jobs. Such workers mainly come from India, Pakistan and Bangladesh and the number of such workers is very high, which negatively affects the rate of Omanisation at these companies. 

Looking at the results of the interviews with HRD policymakers, they describe the importance of establishing the DSEZ as a zone providing job opportunities principally to Omani people. They also indicate that, although they are aware that Omanisation is a main goal for the country, there are some challenges that hinder its progress. These include the insufficient number of trained Omanis, the lack of a database of available and required skills and the unwillingness of Omani people to join companies in this region because it is far from other developed cities, such as Muscat, and there is a lack of infrastructure and other basic civil facilities. Indeed, the research findings corroborate similar research conducted in the UAE that considered factors such as English language issues, inadequate skills, nationals not willing to take certain types of jobs and the high compensation expected by local employees as the major hindrances to replacing expatriates with trained citizens. Cheaper labour from foreign countries, ineffective regulations and implementation by the government and the motivation levels of national job seekers are also considered typical hindrances to replacing expatriate workers with locals (Ali, 2008; Rees, Mamman, & Braik, 2007; Kapiszewski, 2006).

The Omanisation process has not been able to achieve its goals yet because it is quantitatively rather than qualitatively implemented, as found by Al-Hinai (1998). If Omanisation is not handled effectively, the government will face many difficulties in planning and providing public services like education, health and security. These kinds of difficulties have also been identified in some other Gulf countries because of the huge influx of overseas employees, such as in the UAE and Qatar (Al-Fakhri, 2004; Godwin, 2006). 

It seems that Omanisation can be enhanced only by integrating the country’s HRD initiatives with its economic and social strategies. It is essential to first create an accurate database of the existing and required skills in all economic sectors in Oman so HRD policymakers can design a policy to promote effective skills. Currently, such a database does not exist, as indicated in the interviews with HRD policymakers. Having identified a skills gap in this research, the government can in future establish a national skills database and use HRD to help bridge this gap and remove any social hindrances to achieving its HRD goals. By doing so, the Omanisation policy can ensure quality productivity in terms of skills rather than only numbers. 

Effectiveness of the Government HRD Initiatives
Government training seems to be largely ineffective as Omani employees typically do not have the range of required skills suggested by the economic developments taking place in the country and therefore do not contribute to productivity as effectively as they might. The empirical data gathered through the questionnaires revealed some reasons for seemingly ineffective governmental HRD initiatives so far. These include the fact that existing training and education programmes do not accurately address the real needs of the economic sector; the lack of coordination among HRD policymakers, the private sector and the trainers; and the absence of an accurate database of the country’s available and needed skills. In this respect, it is also no surprise that the majority of Omani employees appear to indicate they are not satisfied with the government training programmes. The interview results support the results of the questionnaire, as the HRD policymakers indicate that the absence of a skills database, the lack of coordination, no prioritised economic sectors for HRD policy making and the absence of quality education that is linked to the country’s skills requirements are the main reasons for the ineffectiveness of current HRD policy. This is consistent with the findings of Achoui (2009), who states that about two-thirds of all higher educational institutions in Saudi Arabia offer courses in humanities and other areas, which do not match the local labour market needs. 
 
However, the situation is different in Korea and Singapore. Korea emphasised education as the key factor that can help the country to become a high-income nation. The South Korean government invested heavily in improving education and providing opportunities for all classes in Korean society, including women (Bae & Rowley, 2004). The government of Singapore adopted a tripartite approach to ensure collaboration among the government, the economic sectors and the educational institutions. The use of this approach has greatly improved Singapore’s ability to implement effective training and educational systems throughout the country (Osman-Gani & Tan, 1998). 

Omani HRD policymakers, HR practitioners and employees have a similar view about HRD collaboration. They generally tend to agree that there is a lack of coordination among various government agencies working in this area and that governmental HRD does not align with the country’s skills requirements. The general importance of collaboration and involvement of business stakeholders has been emphasised by a CIPD study which found that greater involvement could result in higher employee satisfaction and improved business output (CIPD, 2006). As discussed earlier, to plan HRD initiatives effectively, policymakers first need to establish an accurate database of the skills that are needed in the country’s economic sectors. This goal is being achieved by incorporating a network of relevant government and non-government agencies. This can be considered a basis on which HRD policymakers can establish an NHRD policy that meets the requirements of the national economy. This can be done by addressing all the factors discussed in this study, including identifying national priority sectors, aligning the educational and training programmes to the country’s skills requirements, and involving non-governmental agencies in formulating HRD policy.

Effectiveness of Companies’ Training
The results of the research questionnaires show that most companies in the DSEZ provide on-the-job and off-the-job training for new Omani employees so they may acquire the necessary skills for their type of employment. The majority of respondents to both questionnaires described the companies’ training programmes as largely effective. This is of importance, as on-the-job training has been identified by a CIPD survey as the most effective form of learning (CIPD, 2006). The current findings indicate that as the companies’ training programmes are designed and calibrated based on real diagnostics regarding the skills needed, company training achieves its goals by enhancing the participants’ job-related skills and thus their overall performance. Therefore, the majority of employees appear to be satisfied with the companies’ training.

This research finding indicates something else that is of interest – a deficit in national skills identified by the economic sectors of Oman. The companies appear to have no option but to send their new Omani employees for further training after recruiting them. Some of this training lasts more than six months, which is undoubtedly costly for the companies in terms of time and expense. Therefore, this situation may have a negative effect on the speed of the companies’ production, thus hindering the country’s economic growth. In effect, they are hiring staff who are not typically able to ‘hit the ground running’.

This is also an indication of companies’ efforts to match the training programmes with jobs requirements. However, it could be a good lesson for the government HRD policymakers to include the private sector’s skills requirements in their HRD initiatives. By doing so, they can provide more opportunities for Omanis to work in the private sector and can reduce the time and monetary costs expended by companies, thus supporting the country’s economic growth. In addition, the apparently positive results of companies’ training efforts highlight the importance of collaboration between the government and the private sector in formulating the country’s HRD strategies. 

Challenges for Omani Employees Working in the Private Sector
The HR practitioners’ questionnaire results show that the main challenges for Omanis regarding working in the private sector are lack of skills and family commitments. Similarly, the employees’ questionnaire revealed the lack of skills as the biggest challenge. Ineffective HRD efforts in the country have compounded this problem with Omani employees joining the private sector with a very low level of skills or with their skills not in alignment with their roles and tasks. The lack of skills issue is also highlighted as one of the major factors hindering the effective utilisation of the existing national workforce in other GCC countries, in addition to the availability of cheaper foreign labour and the work attitudes of local candidates (Rees et al., 2007; Achoui, 2009; Kapiszewski, 2006). By way of comparison, in the UK successive governments have encouraged skills training for the population through a variety of HRD initiatives, such as Sector Skills Councils, National Vocational Qualifications and the University Rating System (Lee, 2004). 

The social issue of family commitments is another considerable challenge for Omanis in terms of working for DSEZ companies. Social infrastructure in the zone and in the cities closest to the zone is vitally important for employees who live with their families. As mentioned, the DSEZ is far away from Oman’s main cities, which could be the reason that family commitment to working in the zone is a challenge. Therefore, it is essential for the government and the private sector to improve the social services and infrastructure near economic projects so as to enable employees with their families to live close to their work location.

Cultural Factors Affecting HRD Efforts and Economic Development
The HRD policymakers’ interview responses describe Omani culture as work-oriented. However, as noted, some religious and cultural considerations prevent Omanis from holding certain types of job roles, such as barmen in hotels and other manual jobs that are considered low status. Regardless of religious aspects, the HRD policymakers feel that younger Omanis are influenced by the wealth related to oil, as in other GCC countries, and describe them as ‘spoon-fed’. Therefore, increasing awareness of cultural issues is one of frequent suggestions made by HR practitioners to improve the quality of governmental HRD initiatives. This suggestion is mainly raised by HR practitioners in the service and logistics sector, the hospitality sector and the finance sector, as these sectors have jobs that are perceived by some Omanis as being low status and against Islamic principles. It could be argued that if this generation were taught about the real Omani culture that is characterised by hard work and appreciation of any kind of job that benefits Omanis and their country, their involvement in the country’s economic growth may increase. A study revealed that factors such as English language issues, inadequate skills, nationals not willing to hold certain types of jobs and the high compensation expected by local employees are all hindrances preventing the replacing of expatriates with trained locals (Ali, 2008; Rees et al., 2007; Kapiszewski, undated). Another example of a cultural challenge is that of cultural diversity such as exists in India, where differences such as religious beliefs/orientation, language and ethnicity can hinder economic development (Paprock, 2008). South Africa has experienced similar challenges in its effort to develop an NHRD in terms of balancing historical racial disparities (McLean & McLean, 2001). 

The government is likely to need to be proactive in mitigating the influence of historic cultural and social issues on HRD initiatives and economic development. It can only do this in collaboration with society at large, and the various stakeholders within it. The government can increase awareness about valuing all job categories in the county’s economic sectors and can emphasise the importance of all economic sectors and why they are crucial for the country’s overall growth and for future generations. Engagement with media such as TV, daily newspapers and the internet can be important in helping eliminate the social stigmas associated with certain jobs.

This research finding is also linked with another result from the Omani employees’ questionnaire. This is that the majority of Omani employees working in the DSEZ do not believe their current work place is best for them and are thinking of leaving their existing employer in the near future to find a better job. Most jobs in DSEZ companies involve manual labour and outdoor work at locations such as the port, drydock, refinery, construction sites and logistics companies. Therefore, many Omani employees in those jobs may be waiting to find an opportunity to work in the public sector, which is the most preferred sector not only for Omanis but also for all citizens in GCC countries (Abdelkarim & Ibrahim, 2001). As previously stated, most of those employees have already been given training by the government and by their companies to acquire the necessary skills for their jobs. Moving to new jobs would require more training, which would incur more costs in terms of time and money and would hinder economic development.

Suggested Improvements to Governmental HRD Initiatives 
The findings from all three sources of primary data result in some important suggestions to improve the government’s HRD initiatives. In particular, the results suggest the need to establish a clear and agreed NHRD policy that meets the social and economic requirements of the country. This is consistent with Cho and McLean (2004) and Lee (2004), who argue that individual country-specific circumstances such as their economic, cultural, social and educational systems are key when formulating an NHRD policy – indeed, factors that can be perceived as being part of the current problem can very much be part of the potential solution. The current findings indicate that for the Omani government to succeed in developing its economic, social and technology portfolios, it needs to establish a clear and distinctive NHRD policy that addresses these issues. With the help of such a policy, Oman can train its workforce to embrace change and incorporate new technological developments that result from competitive economic superiority. Therefore, future empirical studies on the Omani culture, economy and education system may be useful support for the overall development of the country. 
Additionally, the results suggest that the content of educational and training programmes needs to be more relevant to the skills that are required by the country’s industries. Most especially, there is a need to build quality educational institutions in the zone as it has no educational or training institutions and is located far away from major cities. The findings also indicate the necessity of enhancing the quality and quantity of vocational education more widely across the country. For the sake of comparison, the literature talks about how the Korean government developed its education and training programmes to contribute to the country’s economic growth (Bae & Rowley, 2004). It was also recognised that integrating effective TVET programmes with NHRD strategies can help create a sustainable workforce and economic and social development (Alagaraja et al., 2014). In Japan, distinctive and particular educational reforms have been made to help improve Japanese competitiveness in the global labour market rather than simply copying Western education systems (Cho & McLean, 2004). At the same time, Alsahlawi (2004) found that the gap between Saudi Arabia’s educational output and the skills required by its economy is still the main impediment to the effectiveness of the country’s HRD activities. Therefore, it is imperative for the Omani government to implement changes to its educational curricula and HRD initiatives so as to be aligned with the skills required by the country’s economic sectors. In this respect, it can be argued that it should give comprehensive consideration for the implementation of TVET in the country.

Overall, the findings of this research reveal significant similarities with the results of empirical studies conducted in the other GCC countries. In particular, it has been found that HRD initiatives are ineffective in developing the countries’ economies due the gap between these initiatives and the required skills in the various economic sectors and due to some cultural hindrances. In practice, however, the results differ from the NHRD practices identified in other countries, such as the UK (Lee, 2004), Singapore (Osman-Gani & Tan, 1998), Korea (Bae & Rowley, 2004) and China (Zeng, 2011), as HRD efforts there are consciously planned to develop skills based on their industrial needs. Therefore, the results of this research strongly emphasise the importance and centrality of the proposed Omani NHRD model that is discussed in the next section, and the specific recommendations discussed in the next chapter.

[bookmark: _Toc462834503]7.3 Omani HRD Model 
For any NHRD model to be built and work successfully, the peculiarities of the country need to be analysed and understood to assess the best fit of any HRD model. For instance, as shown in the literature, different countries have adopted varying NHRD models based on their social, cultural, economic and political requirements and challenges (Cho & Mclean, 2004; Wang, 2007; Cox, Arkoubi, & Estrada, 2006; Lynham & Cunningham, 2004). These countries include the UK, Singapore, Korea, Japan and China. All these countries adopted different NHRD models to enhance their national skills based on their particular requirements.

Oman’s economic development is largely dependent on foreign labour in both public and private sector organisations. This puts Oman into the Level 1 category of underdeveloped countries, according to Harbison and Meyers’s (1964) typology. Therefore, the geographic location of Oman, the current Omani economic situation, the history, culture and society of Oman and their impact on the economy together with current Omani HRD initiatives are key factors that have been examined throughout this research in order to propose the most suitable NHRD model for the country. The literature review and the findings of the research have provided sufficient input to build a model that can work as a guide for all HRD activities in Oman. The details of the proposed model are discussed in the section below.


[image: ]In this proposed model (see Figure 28), there are driving forces, some core processes running at the heart of the model, some factors that influence these core processes and output. The model is discussed in detail below. Following that, the core processes of the model are expanded upon. 
[bookmark: _Toc444860293]Figure 28 The NHRD model for Oman
 
Driving forces: The driving forces in the model are the national priority sectors or industries. In the first stage, these sectors/industries will be identified by top government agencies responsible for directing the nation’s economic. A database of existing and required skills for each sector or industry can be created in this stage. By doing this, the country’s HRD initiatives can be effectively linked to the requirements of the country’s economic sectors. The need to identify the priorities of Oman’s economic sectors is pointed out by HR practitioners in their suggestions to improve government HRD initiatives. Indeed, this particular suggestion gained a high rank frequency amongst others made. In addition, in their questionnaire they revealed that the majority of HRD policymakers are not aware of the skills required in the zone. The HRD policy makers concurred with this result as all of them admitted there is no sufficient skills database and no current plan to prioritise the economic sectors, and went further to state that it is important to have both of these in the future to design an effective NHRD policy. 

Lessons can be taken from Singapore in this respect, as that country determined its economic direction and succeeded in integrating HRD strategy as part of its economic development plan. For instance, the government continuously reviews and modifies its human resource strategies to align with other national strategic economic policies. At the early stage of its economic development, professionals and talents were recruited from overseas to develop the knowledge and skills that are needed by the country economic sectors. Further, the country restructured its education and made an emphasis on scientific and technical education. Technical vocational institutions were established to serve some economic sectors such as building, metal and electrical. In addition, the country established a new Ministry of Science and Technology to manage and develop Singaporean scientific and technological labour (Osman-Gani & Tan, 1998). Through this research, the major industries identified for the DSEZ are fisheries, oil and gas, financial services, logistics services, infrastructure development and hotels. The skills needed in these industries will inform the next stage of the model, core HRD processes. The research identified the skills needed using the skillset form mentioned in earlier chapters. The major skills gap in the zone are engineering, technical, operations and service skills. Therefore, the literature review and the findings of this research strongly support that this element needs to be a driving force in the model.
· The influencing factors: These can also be called environmental factors for core processes. These factors affect the speed, effectiveness and other dynamics of the HRD processes. There are two main influencing factors identified here:
· Resource availability: This refers to the various types of resources needed for the smooth functioning of economic activities. These include leadership commitment, financial resources, a sufficient trainer pool, logistics support for organising courses, a facilitating framework for opening and running various types of educational and training institutions and a coordinating and monitoring agency for all NHRD activities. As all the HRD policymakers described the DSEZ as highly important for the country’s economic growth, it is plausible that the resources needed to facilitate the processes of this model will be given by the government. The government built this economic zone with the main goal of developing the economy and reducing the country’s dependence on oil as the main source of income. Therefore, the findings of this research emphasising the need to improve the current educational activities in the country, including vocational education and building specialised education institutions in the economic zone, should be considered in this stage of the model. It is necessary to create quality educational and training institutions in Oman to bridge the identified skills gap in the country. The curricula of these institutions should be aligned with the skills requirements in the economic sectors. The literature provides considerable evidence of the positive link between educational curricula and economic requirements. For instance, China established a variety of educational institutions, technology innovation platforms and R&D centres in the country’s SEZs. The activities of these institutions and centres are focused on fulfilling the skills requirements of these zones (Fang, 2013; Zeng, 2011; Dahlman, 2001). Thus, in the last 30 years China has succeeded in achieving significant economic growth through its SEZs (Zeng, 2011; Roychoudhury, 2010; Dahlman, 2001). In addition, building a system to monitor and evaluate these institutions’ output is essential to ensure their ultimate goals are reached and to ensure they are linked to the country’s economic requirements. The findings of the quantitative and qualitative data of this research reveal the lack of an effective system to monitor and evaluate the HRD initiatives in the country. For instance, the HR practitioners and Omani employees in the DSEZ indicated there is a lack of coordination between them and the HRD policymakers to follow and evaluate the feedback of Omani staff who undertook training programmes. In addition, the HRD policymakers revealed they have not implemented any mechanism to monitor and evaluate the effectiveness of the government HRD initiatives. Furthermore, financial incentives are important to promote a strong culture of training in all organisations in the country, as shown by the Skills Development Fund programme in Singapore (SPRING, 2015; SDF, 2015). 
· Cultural factors: Culture is the most important factor in ensuring the success of this model. There are many NHRD best practices in the world, as discussed in the case studies analysis section of the previous chapter. However, judiciously implementing those practices in any country depends on how well they match local culture. The peculiarities of Arabian culture in general and of Omani culture in particular need to be studied and considered in all policies to ensure the effectiveness and acceptability of any proposed model. Marquardt et al. (2004) studied the effect of culture in Arabian societies. They state that strategies and structures grounded in culture are imperative for the effective delivery of training programmes and implementation of HR activities at various levels. Al Faleh (1987) observed that culture influences almost every aspect of HRD. Bjerke (1999) observed that the managers in Arabian society are heavily influenced by the social structure and are driven by values, beliefs and norms in specific terms. Rice (1999) found that the Quran’s principles of unity (tawhid), justice (adalah) and trusteeship (khilafah) significantly influence management practices in Middle Eastern countries. Nydell (2006) looked at specific cultural factors and concluded that loyalty and obligations to family come before loyalty to friends or to the job. Furthermore, the societal factors of security and belonging motivate people, and being loved and respected satisfies them (Bjerke, 1999; Hofstede, 1984; Trompenaars, 1995). To conclude, culture is very important influencer of HRD in any country and plays a very important role in this model as well. Some cultural obstacles have been identified in this research, such as some Islamic religious principles, obligation to families and occupational prestige. Therefore, these factors must be considered to ensure the success of this model. 
· NHRD goals: Like any other concept, NHRD has goals that help define its purpose. As revealed by the literature review, HRD goals differ amongst organisations, countries and regions based on their requirements and strategies (Mclean, 2004; Metcalfe and Rees, 2005; Warner, 2000). Therefore, the last stage of this model is NHRD goals. The success of the model can be measured against the pre-determined HRD goals for the country. The goals can be quantitative and qualitative, as suggested by the interview respondents. The HRD policymakers revealed that Omanisation is a prime goal for the government in developing the DSEZ. In addition to improving the country’s economy and reducing the dependency on oil, the government of Oman—like other GCC countries—is making an effort to localise jobs in the private sector. In addition, developing social life in the country is another goal the government aims to achieve by building economic zones in different regions, such as the Duqm zone. The interviewed HRD policymakers indicated that developing social life in the Al Wusta region of Oman is one of the goals of establishing the zone. They mentioned some programmes to develop the infrastructure in the region and some HRD programmes to develop the society’s level of education, such as the strategy of urban development. Therefore, Omanisation and social and economic development are the major goals of the country’s HRD efforts. The achievement of these goals will be an indicator of the satisfactory functioning of the model.

Following is a detailed explanation of the core HRD processes (Figure. 29). The researcher acknowledges that although the influencing factors mentioned above will have an effect on this model, the majority of the core HR activities will remain the same, as concluded by Rees et al. (2007) in their research. They state that while nationalisation policies and efforts may vary from country to country, the core strategic HR activities of recruitment and selection, education and training, performance monitoring and evaluation, career development and compensation systems remain the same. Based on their results, the core processes can be suggested with confidence, irrespective of the cultural and other distinguishing factors. 

[bookmark: _Toc444860294]Figure 29 The Core HRD Process of the model

The dimensions of the proposed core HRD processes are:

· Dimensions: The dimensions of HRD that need to be addressed can be classified as education and training. Improving education is one of the focus areas of the HR practitioners in their suggestion to improve Omani HRD initiatives. This research found that the country’s education and training programmes are not aligned with the requirements of its economic sectors. For instance, 84% of the HR practitioners surveyed strongly disagreed with the statement that ‘the government has offered enough education and training programmes to make Omani youth suitable to join your company’. In addition, 80% of Omani employees in the zone’s companies believe the government has not offered them sufficient education and training programmes to help them succeed in their current jobs. Likewise, the case of Saudi Arabia showed that one of the major challenges of HRD efforts there is the educational system, which graduates more people from humanities and religious studies than from technology-related and other programmes. In their research on the UAE, Ali, Shee, and Foley (2008) concluded that improving the quality of the education and training of nationals is a main strategy for the nationalisation of labour. Regarding the Omanisation process, qualifications, motivation and attitudes were named as hindering factors (Al-Hinai, 1998). The findings of this study along with the above-mentioned research strongly support the inclusion of these dimensions as key HRD aspects of the NHRD model. Specifically, there are two parts:
Education - the formal education that is provided to students in the country. This refers to all schools and colleges as well as other institutions providing long-term programmes to students that last more than a year. 
 There are two levels of education:
1. School education: This needs to be adapted to the requirements of higher education, for example, English language skills and basic IT and mathematics knowledge. This will help students better prepare for their higher education and ultimately for their jobs. HR practitioners in the service and logistics sector have emphasised the need to bridge the gap in English language skills required at the secondary and higher education level. Indeed, all secondary school subjects in Oman are taught in Arabic and students have English as one subject. However, most higher education is in English. Therefore, the HR practitioners highlighted the need to improve the English language skills of secondary school students to enable them to succeed in their higher education.
2. Higher education: This level of education needs to align more to the needs of industry. As reflected by the respondents in the previous chapter, the courses and programmes are not updated and do not meet the current requirements of the companies. As mentioned earlier, the HR practitioners and Omani employees in the Duqm zone stated that the HRD initiatives, including higher education, do not support Omani employees in succeeding in their jobs in private companies as they do not provide the required skills training for their jobs. In addition, the HRD policy makers believe that the educational institutions in the country need further development to be capable of producing a skilled labour force for the key economic sectors of Oman.

There can be a formal process for regular interaction with industry people regarding the relevance and effectiveness of the higher education provided by various higher education institutions in Oman. The education curricula need to be evaluated and updated to catch up with the world’s best education systems. Improving the current education curricula is vital for the country’s economic and social prosperity. For instance, technical education, innovation and creativity skills should be emphasised in the country’s education curricula, as learnt from Singapore, China and Korea. In addition, coordination between HRD policymaking agencies and higher educational institutions is critical to ensure the effectiveness of HRD output in Oman. This research found a lack of coordination between these parties in Oman, which has resulted in poor HRD outcomes. However, one of the core findings of the case study indicated effective collaboration and coordination among HRD stakeholders in Singapore and China, which has resulted in good HRD outcomes.
· Training is another dimension of the HRD core processes in this model. In Oman, the Ministry of Manpower conducts various types of training in the form of both short-term and long-term programmes. The short-term training, such as skills development and updating courses, is typically less than six months and is intended for people who have completed their high school education. Long-term training is usually more than six months and is intended to result in certificates that qualify participants to specialise in a certain field. These types of training are provided for new Omani school graduates to enable them join the private sector. Other training courses include life-long learning aimed at employees already working. 
It is important to note that the nationalisation of the labour force can be achieved only when nationals are able to perform the job functions without depending on expatriates (Elhussein & Elshahin, 2008). Therefore, training courses, whether short- or long-term, should be designed to improve the participants’ skills required by their jobs and to enable them to perform their tasks independently. 
 In this process, the training can be classified into two types:
1. General: This type of training will include advanced training in generally required skills, such as English communication, IT, mathematics, soft skills, presentation skills, interpersonal relations, organising and coordinating activities, etc. This type of training will begin at the level at which schools or colleges left the students and bridge the remaining gap to help students acquire the necessary abilities. This can align with suggestions of HR practitioners to improve the government HRD initiatives. 
2. Job-specific: In this type of training, the sector-specific, industry- specific, region-specific and scale of industry-specific requirements will be met. This research identified a huge lack of skills among Omani employees in the DSEZ. This training can bridge this gap by focusing specifically on job requirements in each sector/industry. The training can be short- or long-term, depending on the candidate’s current level of skills. In addition, this training can be on-the-job or off-the-job, depending on the time available (to be determined by the employer and employee). This research found that the majority of Omani employees at Duqm companies described the training programmes provided by their companies as more effective compared to the government HRD programmes. This is because company programmes consist of both on-the-job and off-the-job training. Therefore, in this stage, on-the-job experiential learning and training should not be neglected but should be given more prioritisation and should be combined with necessary off-the-job training. A CIPD survey, among others, identified on-the-job training as being the most effective form of training (CIPD, 2006).
NHRD activities: These activities include skills development and employment policy, the establishment and development of educational institutions and partnerships with international institutions/organisations. In this process, the focus will be on increasing the quality of educational institutions and on establishing R&D centres in different economic clusters. For example, the DSEZ is located far from major cities and has no higher education or training institutions. The data gathered through this study’s interviews emphasised the need for educational and training institutions in the zone. The HR practitioners suggested improving the government HRD initiatives and highlighted the need to establish educational institutions that focus on the zone’s industry requirements, such as marine engineering, hospitality and fisheries courses. They suggested reviewing the HRD policy, opening more vocational education institutions in Oman and improving colleges’ internship programmes to enhance the quality of education. These institutions should be well managed to ensure success. Collaboration and partnerships need to be formed with regional and international educational organisations in this stage to improve planning, implementation and evaluating of education. Oman can learn from Singapore. The Singaporean government has invested heavily in education and training and has formulated policies and funded education institutions. In addition, the government put in place mechanisms, such as the Skills Development Levy Act, to ensure the direction of the HRD activities in the country (Yeo, 2012). In addition, the Ministry of Education in Singapore is responsible for ensuring the standard of education provided by academic institutions for ensuring their output aligns with the identified goals. The ministry has the authority to terminate any academic institutes that fail to meet the established standards (Osman-Gani & Chan, 2009).
Stages: The stages factor needs to be implemented at three times, pre-training, during training and post-training. There will be many different activities performed at all three stages. Following are some of the activities performed at each stage in this part of the model.
The pre-training will focus on:
· the identification of training needs;
· potential beneficiaries;
· modes of training;
· duration of training; 
· trainer identification; 
· identification of suitable training place; 
· methods to measure effectiveness. 
The training stage will focus on:
· how the delivery actually takes place;
· the documentation process so that it can be reviewed and areas in need of improvement can be identified;
· gathering information about the participants
· their place of work;
· qualifications; 
· skills they possess and skills they are expecting to acquire through training;
· their contact details and;
· their willingness to be contacted again for future training or for feedback about the training;
· the mode of communication they prefer for contact. 
	The post-training stage will focus on:
· determining the effectiveness of the training programme through periodic feedback from the participants and employers. It is important for training designers to hear the feedback of trainers to identify the strengths and weaknesses of the training programmes. In this study, the majority of respondents indicated that nobody asked for their feedback about their training courses and that they were not satisfied with the results of their training or with the training policies of the country. Training feedback can be in the form of; 
· an immediate survey of the participants to get their self-reported perceptions;
· later feedback after they have had a chance to determine how the training has helped them at work;
· getting information about participants’ willingness to take more training and about the specific areas in which they would like to have training;
· validation of the participants’ feedback by asking their supervisors’ opinions of whether the training has helped
· planning for future training programmes for similar or different types of participants based on the feedback obtained;
· reporting the feedback to other agencies involved in similar training so they may benefit from the experience of one programme.
· Participants/Stakeholders: When seen from the individual (societal) perspective, the participant and stakeholder aspect of the model is associated with increasing complexity, diversity, interdependence, competencies and theoretical frameworks and is more multi-disciplinary (McLean, 2005). The implication is that the HRD strategies must be carefully designed and executed, taking into consideration the dynamics involved at each participant level. The model can function well only with the active and willing participation of all stakeholders. The government can ensure the participation of stakeholders through incentives and restrictions, such as the government of Singapore does by imposing a levy on private companies to train people. 
Apart from efforts to improve the quality of the education system and the training of nationals, the government can do other things to regulate the labour market, including quotas and targets for employing locals, government charges on foreign labour and wage subsidies (Al-Lamki, 2000; Economic Development Board, 2004; Kapiszewski, 2006). The international organisations mentioned in the model, the World Bank, OECD and UNESCO, can contribute to the development strategies of the region and the country. One suggestion made by these agencies is to focus on regional HRD (RHRD) to improve regional development strategies (Kang, 2002). 

The larger HRD environment in which this model can work best for Oman is ‘Government initiated toward standardisation’ (Cho & McLean, 2004). The specific characteristics of this HRD environment are:
1. Standardisation of all NHRD aspects;
2. A consultative and stakeholder approach to economic and related HRD needs;
3. HRD activities are guided and controlled by national needs analysis;
4. Planning, implementation and evaluation of HRD needs and goals are done by various government agencies in coordination with each other;
5. The private sector is pressured to comply with these policies through targets and incentives, which was also recommended by Ali, Shee, and Foley (2008) in similar research regarding the UAE.

Consequently, the researcher anticipates that by effectively implementing the proposed NHRD model with its above-mentioned driving forces and core processes, the main gaps identified in this research can be bridged. For instance, the model covers the absence of a skills database, the mismatch between HRD efforts and economic needs, cultural obstacles, coordination and collaboration and monitoring and evaluating aspects. Therefore, it is anticipated that the Omanisation scheme would receive a significant boost with the implementation of the model, that it may increase steadily within the first 10 years and that it may gain the significant value of this model within a maximum of 20 years from the start of implementation. This belief is based on the Singapore experience, as the real start of Singaporean skills and knowledge development was in the 1970s and the country became a major player in the global knowledge economy in the mid-1990s (OECD, 2010). However, these anticipated results can be assessed regularly, for example every five years, by evaluating the achieved goals against the stated goals. In addition, the evaluation can be made based on the feedback of national employees, HR practitioners and other stakeholders. Undoubtedly, the model would ensure sustainable national skills for future economic projects in the country and thus help improve the country’s overall economic and social development. 

[bookmark: _Toc462834504]7.4 Summary
After discussing the findings of this research, an Omani NHRD model was suggested to promote sustainable HRD initiatives in the country and to contribute to Oman’s overall economic development. The proposed model is based on concrete materials. It is shaped by both primary data (the core findings of this empirical survey) and secondary data (the core findings regarding successful NHRD practices) that was outlined in Table 7 in the previous chapter. The country already has many aspects of HRD in place, and it would be simpler to fit the proposed model into this larger framework.

It is anticipated that the model can effectively bridge the gaps identified in this research. Using this model, the Omani government can link its HRD initiatives with the actual skills needed in the private sector. It covers the main aspects of moving from ad hoc training to sustainable HRD efforts, such as planning, implementation and evaluation. For instance, the model can be used to bridge the absence of a skills database and to enhance the level of coordination and collaboration among HRD stakeholders in the country. Additionally, the model involves the HRD processes to operate under influence of culture and available resources to ensure its feasibility and viability; it is not just a theoretical model. However, the national priorities will drive all other activities in this HRD model. Due to the in-built flexibility of the model, it will remain effective even with a change in priorities. The national priorities are expected to change in accordance with global changes. This feature makes this model robust.

[bookmark: _Toc431291418][bookmark: _Toc431291866][bookmark: _Toc431292275][bookmark: _Toc431292466][bookmark: _Toc431292638]Overall, there is comprehensive coverage of all HRD activities in the model, ranging from formal education to vocational courses or ad-hoc training and participation by all stakeholders and not just the government and employers. However, in the next chapter recommendations for various stakeholders (the government, the private sector, the public sector and society and individuals) will be given. 
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[bookmark: _Toc462834506]Recommendations and Conclusion

[bookmark: _Toc462834507]8.1 Introduction
Based on the research findings that resulted in the proposed NHRD model for Oman, this chapter consists of various recommendations to ensure the effectiveness of its implementation. The recommendations are for the different HRD stakeholders—the government, the private sector, the public sector and society in general. These recommendations will help all stakeholders understand their roles and responsibilities in building and contributing to an effective NHRD model. Before presenting the recommendations, the chapter provides an overview of the study. It will also include the limitations of the study, the study’s contributions to the knowledge base, suggestions for future research and the conclusion. 

[bookmark: _Toc462834508]8.2 A Review of the Study
This study focused on identifying and critically examining the skillset gap in one economic zone in Oman, namely the DSEZ. The aim was to propose an NHRD model to help develop the skills of Omanis to meet current and future economic needs and to make recommendations regarding HRD policy to help strengthen the Omani economy. 
In addition, it concludes with accompanying recommendations for various involved stakeholders to ensure the robustness of the NHRD model. The study’s concrete results were achieved using both primary and secondary data. The primary data were gathered from three sources, an HR questionnaire, an employee questionnaire and interviews with HRD policymakers. Case studies of Singapore, China and Saudi Arabia were used as secondary data. Therefore, the study can be considered as pioneering in the area of HRD research in Oman as it proposed the first NHRD model to develop Oman’s national skills to meet the requirements of its economy.

[bookmark: _Toc462834509]8.3 Recommendations for the Government
The government of Oman is the key player in the proposed model and therefore needs to consider the following recommendations. 
1. The government should establish one central agency to develop and manage a comprehensive NHRD policy and to coordinate all HRD efforts in the country. By doing so, the government can bridge the gap between coordination and collaboration identified in this research. Currently, many government agencies manage HRD in Oman, such Sultan Qaboos University, the Ministry of Manpower, the Ministry of Education and the Ministry of Higher Education. The findings of this research indicate that each of these agencies has a different policy and that there is very little coordination between them; for example, there has been no joint meeting in the last four years. 
2. A database of current and needed skills in the country’s economic sectors should be established and made available to HRD policymakers to help them design an HRD policy and improve national skills. Currently, there is no accurate database of national skills in Oman, which means that HRD decisions are not of the best quality and that skill requirements in the country’s economic sectors are not being met.
3. The government should prioritise its economic sectors and the HRD policy should help accomplish this. This is the main driving force of the model, as through this prioritisation the HRD initiatives can be directed to achieve the skills required in the economic sectors and thus enhance the country’s economic development. 
4. The government HRD policymakers should increase the amount of coordination with the economic zones and industry to properly determine the HR requirements and incorporate these into HRD policies.
5. The government should increase the number of vocational institutions that focus on the industries in the priority economic sectors to develop a highly specialised workforce. The education should focus on creativity, innovation and technology. Vocational education is the key to successful HRD initiatives in the UK, Singapore and China. 
6. In priority sectors, emphasis should be placed on R&D that is backed by upgraded science and technology education.
7. The government should develop appropriate and sufficient infrastructure and social facilities near economic zones to avoid long commutes by employees and the sacrificing of family and social life for work. Family commitments represent one of the hindrances to Omani employees working in the DSEZ.
8. To encourage a culture of training, financial rewards can be offered to public/private companies for training requirement analysis, planning training, implementing training and training assessment activities.
9. Financial incentives should be offered to encourage high-technology industries and to attract technology experts. High technology is considered as having the most potential in terms of future economic growth, as occurred in Singapore and China. 
10. The government should establish an intellectual property office and develop policies and regulations for intellectual property rights protection. This will encourage private investment in R&D, especially in industrial and scientific fields, and would be a vital element in encouraging FDI. 

[bookmark: _Toc462834510]8.4 Recommendations for the Private Sector
The interview and questionnaire responses suggest many recommendations for private sector organisations. Following is a summary of those recommendations.
1. Regarding knowledge transfer, the companies should develop some policies to encourage expatriate staff to transfer their knowledge to local employees. Currently, expatriate employees are the major source of knowledge in the country’s economic sectors, and they will take their knowledge with them if they leave. 
2. Companies need to provide on-the-job and off-the-job training to all Omani employees once they start work, as this improves employee motivation and confidence. The training also helps Omani employees acquire new job-related skills and enhances their performance.
3. The companies have to coordinate with government agencies to share the information about the skills needed and the number of people needed in their companies with those skills. This will help everyone be involved in creating the country’s HRD policies.
4. Many Omanis perceive their jobs as routine, boring and tough. Companies need to look at this issue and try to create job satisfaction among their employees, as it is critical for employees’ productivity.
5. Companies should focus on employee retention, as a vast majority of their employees are thinking of leaving in the near future. Retaining employees can help companies achieve growth by reducing the loss of talent and holding onto organisational knowledge. 
6. Companies should develop clear and consistent HRD policies and in all group companies of a group if it is a large group.
7. Companies should establish training centres to meet all types of HRD requirements. This can make training more effective and applicable to the trainees’ job requirements and saves time and money. 
8. Companies need to collaborate with secondary schools to make this level of education compulsory for all potential employees.

[bookmark: _Toc462834511]8.5 Recommendations for the Public Sector
Based on the various case studies analysed in addition to the survey data, the following recommendations can be made for the Omani public sector.
1. There need to be an apex agency for all public sector organisations to develop and promote innovativeness leading to change in the public sector through collaboration with various agencies, nations and institutions of higher learning.
2. There needs to be another agency that can work on a training, development and performance evaluation framework for all public sector companies.
3. The collection and distribution of best practices in public sector organisations needs to occur.
4. Scenario planning needs to occur and should be integrated into the strategic processes of public sector organisations.
5. There should be self-imposed or government-imposed financial HRD obligations, such as the Skills Development Levy in Singapore, to ensure the appropriate development of human resources.
6. Public sector agencies should offer financing, learning rewards and incentives to both public and private educational institutions.
7. Public sector organisations should developing their human resources by sending employees for higher academic studies, such as Bachelors or Masters degrees, and other development courses and pay the successful candidates.
8. Public sector organisations should use online systems to provide skills development training, planning of resources, training about safety and environmental issues, etc.
9. Public sector organisations should use electronic databases, such as online libraries, for training support.
10. Public sector organisations should make use of high technology and knowledge-intensive manufacturing to build their R&D capabilities.

[bookmark: _Toc462834512]8.6 Recommendations for Society - Individuals, Families, Employees
Cultural challenges need to be resolved with the combined efforts of individuals, families and society in general. These groups need to work together to address the current cultural barriers in the society. This research reveals that some cultural blocks constrain HRD efforts. For instance, the negative social and cultural beliefs about so-called ‘low status’ jobs like construction and hotel jobs need to be changed. This will open more job opportunities in the private sector—jobs that are currently filled by expatriates—and in turn would help improve the country’s economic development. 

[bookmark: _Toc462834513]8.7 Limitations of the Study
This study dealt with HRD at the national level by studying the DSEZ using a triangulation approach. Primary and secondary data were used for this purpose. The primary data were collected via questionnaires and interviews with HRD practitioners, Omani employees and HRD policymakers in government agencies. The secondary data were collected from previous relevant research and reports relating to other similar HRD initiatives in foreign countries.

The specific, practical results of the study are limited to the conditions in Oman because many of the questions related specifically to the HRD activities of the Omani government and the DSEZ. However, the results of the study can be applied broadly throughout the Gulf region, which similar conditions exist. These conditions include the relationships between local and foreign workers, skills training for local workers and the relationship between governments’ and companies’ education and training programmes. In addition, although Duqm is one of the largest SEZs in Oman and can be taken as representative of these zones, a wider coverage that includes all similar or smaller economic zones in the country might be expected to make the model more reliable.

Time was another major limitation. The coordination with various HR professionals and government authorities was very difficult due to their busy schedules, making it difficult to arrange convenient time slots to obtain responses. This resulted in a delay in the completion of the study, as the DSEZ is located far from major cities and travelling therefore consumed a significant amount of time.

Resources were another limitation of this study. The researcher did not have sufficient funds for this research and had to do entire study at individual cost. Thus, the provision for incentivising respondents could not be implemented, something that could have positively influenced their availability and the quality of their responses. Another type of resource, access to higher government officials to obtain more clarity on government HRD efforts, also affected the pace of the study.
[bookmark: _Toc462834514]8.8 Contributions of the Study
This study is unique in more ways than one. First, this is the first empirical study conducted on HRD in Oman, particularly in terms of its focus on one economic zone. There have been no previous studies that examine the existing HRD practices in an economy zone in Oman and that analyse its effectiveness from different perspectives. Previous research on similar topics employed a more qualitative approach using secondary data and a few interviews but did not use quantitative data. Second, this study is the first of its kind to use a triangulation approach to arrive at results and not just a conceptual framework or interviews. Data were collected through questionnaires and structured interviews for all three major stakeholders in NHRD—employees, employers and policymakers. Third, this study has effectively used HRD models from other countries for analysis and adaptation for Oman in particular and the other Gulf countries in general. The use of primary and secondary data in this study makes the results more reliable and robust compared to other similar studies. Fourth, the study is the first to propose an NHRD model for Oman. No other such study exists, as it is the first piece of work on skills gaps in Oman which suggests to build these gaps into economic and societal development. The model proposed here is specifically designed to cater to the requirements of Oman, taking into consideration the history and culture of the country. The best characteristic of this model is its pragmatism. It is based on ground realities that were uncovered during the research process and does not contain any researcher bias. The model is not so complex that it is difficult for users to understand and therefore is not just an academic exercise. On the contrary, it is simple enough for policymakers to understand and implement. Therefore, the value of the research increases in terms of its practical utility. 
The researcher proposes to share the research findings with Omani HRD policymakers to help them develop an effective policy that can directly improve HRD in the country and thus indirectly facilitate economic development. The research dealt with the largest economic zone in Oman, the DSEZ, and dealt quite extensively with the different interested stakeholders. Therefore, the results of the study can be generalised for HRD policies in other economic zones of the country. This study is thus of great importance to the country in both the short and long terms. In the short term, it can help in achieving the government’s goals of Omanisation and the skills training of Omani nationals to meet sector-specific needs. In the long term, it can help in building a strong knowledge base for training local people in learning the skills and technologies needed in a global economy, in line with other developed countries.

This research applies other Muslim countries as well. Most other Middle East countries and those in North Africa have a similar culture. Therefore, the HRD model proposed in this study, which takes into account cultural issues, can be used in other similar countries. Other GCC countries in particular might benefit from this research and the proposed NHRD model, as the culture in these countries is most similar to that in Oman. These countries still do not have a comprehensive HRD framework to match their economic development plans and, like Oman, are largely dependent on an expatriate workforce for development. 

This study has also contributed to the scant literature on HRD practices in Gulf countries. The research findings can serve as a basis for any future research on this topic focusing on this region. The peculiarities of the countries in this region make it unique. Therefore, the HRD models of other countries cannot be directly adopted by the Gulf countries. The results of this study can facilitate other similar studies in the future in the same way as the research by Osman-Gani on HRD in Singapore has contributed to similar studies in that region. 

Besides these major contributions, there are other smaller contributions, such as the analysis of the effectiveness of the Omani government’s HRD initiatives, the T&D efforts of public and private sector companies, the sufficiency and direction of existing educational institutions’ efforts, the challenges faced by Omani employees and gaps in the government’s HRD policies.

[bookmark: _Toc462834515]8.9 Scope for Future Research
This research studied the DSEZ in Oman as a case for HRD that can be used as a strategic tool in developing the Omani economy. The study was comprehensive and covered all perspectives—those of employers, employees, policymakers, zone authorities—and included relevant case studies of foreign countries. However, the results can be strengthened to improve their generalizability by increasing the scope of the study to cover similar SEZs in other Gulf and Arab countries. Such a future study would help in building a more robust NHRD model for Arab countries.

Certain culture-specific dimensions may affect the HRD initiatives in Oman. These cultural factors should be studied in more detail, perhaps using causal research, to assess the impact of culture on HRD interventions. There are various models of culture for different situations. A study of those models and their individual effects on management functions, with a focus on HRD, may be useful to find the best fit for Oman.

Oman is a developing country, and the study identified different NHRD models for developing countries. An experimental study of such models in smaller geographic regions of the country might be useful to determine which NHRD model is best suited for the kind of development happening in Oman and to meet its future needs.
 
Any NHRD model must take into account the specific dynamics of that country. In this study, many factors—such as the nature of the labour force, the stage and sectors of economic development, culture and government policymakers’ opinions—are considered. Still, there are many other factors that need to be studied in detail before an effective NHRD model can be developed. Government priorities regarding development, strategic economic sectors, resource availability and other factors should be studied in more depth through discussions with top government authorities, and the results can be linked to the proposed model in this research.

The dimensions of HRD can be studied further in subsequent studies, although at a national strategic level, all necessary parts are covered in this study for the building of a model. At the operational level, certain dimensions may require more granularity, such as the number of educational institutions that offer specialisations and their location, depending on future government plans for economic development in those regions.

[bookmark: _Toc462834516]8.10 Conclusion
The relevant and important topic of HRD was studied in the context of Oman. This study has gained theoretical importance based on previous research that emphasised the critical role of HRD in economic development. The fact that there was almost no literature dealing with HRD in Oman encouraged the researcher to study the topic in depth. From a practical perspective, it would benefit the country to align its HRD initiatives with current and future economic projects to further develop its economy.

A triangulation approach was employed using quantitative and qualitative data. The three-pronged strategy covered the perspectives of HRD practitioners, Omani employees and HRD policymakers. The measurement tools included a judicious mix of an inventory form, questionnaires and interviews. The data was analysed using a summarisation process. Secondary data in the form of success case studies of other developing and developed countries’ HRD efforts to develop their economies were also used. 

The case study findings were integrated with the results of the primary data and were used in building the proposed model and in making recommendations. The study has met the research aims and objectives by identifying the skillset gap in the DSEZ and by building a pragmatic initial NHRD model for Oman. The model will hopefully be used in building sustainable national skillsets to meet the requirements of the country’s economic sectors. The main results of the study were summarised and used in developing recommendations for various stakeholders section. These recommendations are expected to enhance HRD initiatives in Oman to ensure sustainable national skills in the future based on the country’s economic requirements. The study has a number of limitations, the main one being that it was conducted in only one SEZ in Oman, even though it is the largest. Other limitations were financial and time constraints that were ultimately overcome with the help of the respondents and the researcher’s supervisors. 
This study has made a significant contribution to the HRD knowledge base in Oman and in the Gulf region as a whole. It will hopefully prove very useful for HRD policymakers in Oman in developing or modifying HRD policies to help improve the country’s long-term national skills and thus to further Oman’s economic development.
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	Sector
	Occupation
	Percentage

	
IT
	Senior Management
	80%

	
	Sales and marketing
	100%

	
	Technical Support & Infrastructure
	15%

	
	Applications & Services Development
	15%

	
	Total Percentage
	35%

	
TELECOM
	Engineers
	50%

	
	Technicians
	70%

	
	Skilled Labour
	80%

	
	Total Percentage
	68%

	TRAVEL 
AND
TOURISM
	Aviation Companies
	90%

	
	Tourist Restaurant
	90%

	
	Travel & Tourism
	95%

	
	Hotels (3, 4, 5) stars
	85%

	
	Car Rent
	90%

	
	Hotels (1, 2) stars & Lodges
	55%

	OIL & GAS
	Productive & Operating
	

	
	Direct Services
	82%

	
	Assisting Services
	73%

	
	Local Companies
	82%

	INDUSTRY
	35%
	

	BANKS
	90%
	

	Finance and Insurance
	45%
	

	Knowledge Oasis
	25%
	

	Private Education
	Private Schools

	
	Academic
	15%

	
	Non Academic
	58%

	
	Private Universities & Colleges

	
	Academic
	16%

	
	Non Academic
	74%

	
	Private Training Centres & Institutes

	
	Management & Finance
	90%

	
	Technicians & Assistant Trainers
	35%

	
	Trainers
	35%
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Company Name:

	
Job Titles
	Current
	Future Requirements

	
	Local (Omani)
	Overseas
	Job Opportunities
	Number
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HRD as a strategic Tool for Developing Omani Economy.

Dear Sir/ Madam,

I am student of PhD program and need your help in getting right information for my academic purpose.

Thank you for your willingness to take part in this research.

This study is about the skill sets available in Oman and how to improve those through HRD policy. All the information that you will share will be kept strictly confidential so that no-one else in your workplace or in any other setting will know what you have written.

Once again, thank you for interest in this study.

Preliminary Information

1. Company Name: _____________________________________
2. What is your job title? ______________________________________
3. Since how long you are working in this company (in years)? ________ 
4. What is the percentage of Omani employees in the company?
     □ Less than 10%
     □ Above 10% and Less than 35%
     □ Above 35% and Less than 50%
     □ Above 50%
Training Offered by your Company

5. What kind of training does your company provide for its employees?
     □ On the job training
     □ Off the job training 
     □ Both of them 
6. The company sends Omani employees for further training after recruiting them.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree                □ Disagree        □ neither agree nor disagree  
7. The company provides training courses for new Omani employees to gain skills that are required by their job.
     □ More than six months training
     □ Less than six months training
     □ Only induction 
     □ No training at all
     □ Not to all Omani employees, to some only
Results of Company Training
8. The training programmes have increased Omani employees motivation and confidence levels.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  
9. The training programmes have gained Omani employees new skills related to their job performance.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  

Evaluating National Skills and the Government Initiatives
10. Omani employees joined this company with:
       □ High skills that are required by their job and they don’t need any additional training.
        □ High skills required by their job and they need some training to update their   skills.
        □ Medium amount of skills and they need some training programmes to meet their job needs.
         □ Very basic skills and they need a large amount of training to match their current job needs.
□ Their skills does not match their current job needs at all.
11. Omani employees are well skilled, so they encourage the companies’ productivity.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  
12. I believe that professional training is essential for Omani Youth 
      □ Before they join the private sector
      □ Only after they join the private sector
      □ Continuously. 
13. The government has offered enough education and training programmes which make Omani Youth capable joining your Company.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  
14. The training programmes that are provided by the government to your Omani employees before joining your company were suitable for their current job.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  
15. The government HRD policymakers are aware of the needed skills in your company?
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  
16. The government’s HRD policymakers have coordinated with your company to get feedback about national employees’ performance and challenges.
     □ Yes
     □ No                                                 □ Not sure
17. Overseas employees are better in education and job skills than Omani employees.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree                □ Disagree        □ neither agree nor disagree  
18. The company has rules to encourage overseas staff to transfer their knowledge to local employees.
     □ Yes
     □ No
19. As a HR Practitioner, I believe that my company can find well qualified and skilled Omani people for the jobs that are required by the company.
     □ Strongly Agree                   □ Agree
     □ Strongly Disagree              □ Disagree        □ neither agree nor disagree  

20. Challenges of Omani Employees in your company.
                                                        0           1          2           3       4       5
Salary                                              □           □          □           □       □      □
Work Time                                       □           □          □           □       □      □
Family commitment                         □           □          □           □       □      □
Opportunity of promotion                 □           □          □           □       □      □
Job challenge                                  □           □          □           □       □      □
Lack of skills                                    □           □          □           □       □      □
Corporate Culture                            □           □          □           □       □      □	
Management style                           □           □          □           □       □      □
21. What improvements do you suggest are implemented on Governmental HRD activities based on your company skills requirements?  
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
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Appendix D: Omani Employees Questionnaire

HRD as a strategic Tool for Developing Omani Economy.

Dear Sir/ Madam,

I am student of PhD program and need your help in getting right information for my academic purpose.

Thank you for your willingness to take part in this research.

This study is about the skill sets available in Oman and how to improve those through HRD policy. All the information that you will share will be kept strictly confidential so that no-one else in your workplace or in any other setting will know what you have written.

Once again, thank you for interest in this study.

Preliminary Information
1. Company Name: 
2. What is your educational Degree?
    □ PhD                                            □ Master
    □ High Diploma                              □ Bachelor
    □ Diploma                                       □ School Certificate
    □ Other 
Feeling about your Job
3. How do you feel about your job?
    □ Interesting                  □ Challenging 
    □ Routine                      □ Tough 
    □ Boring 
4. I believe that working in this company is the best for my future.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
5. I’m thinking of leaving this company in the near future to find a better job.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  

Training Offered by the Government
6. Have you attended any governmental training program before you joined the private sector work? 
    □ Yes 
    □ No (if no go to question number 19 and continue on the questionnaire).
7. Was the program short period or long duration? (Short= less than 6 months, Long= more than 6 months) 
    □ Short
    □ Long
8. The training program that I have attended was.
    □ totally related to my work.
    □ generally related to my work.
    □ not related at all. 
9. You were satisfied with training procedure and policy.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
10. The government has offered you enough education and training programmes which helped you to success in your current job.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
11. The training programmes which were provided by the government were compatible with my ambitions.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
12. I believe that professional training should be conducted in.
    □ Overseas universities and colleges. 
    □ Local universities and colleges.
    □ Local institutes.
    □ On the job training.
    □ On line.
    □ In any of them.
13. I believe that the training program has improved my skills.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
14. I believe that the training program was effective.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
15. Before the training started, I have been asked about my training goals.
    □ Yes
    □ No
16. The government has asked for my feedback after I completed the training program.
    □ Yes
    □ No
17. You were satisfied with training programmes that were provided by the government.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
18. Please tick which kinds of improvement that you suggest to be implemented on the governmental HRD activities. (You can tick more than one)
    □ Increase the period of training.
    □ Make the content more interesting.
    □ Make the content more relevant to the skills that required by the country economy. 
    □ Make the training related to my ambitions and desires. 
    □ Shorten the period of training. 
    □ Design the training to build up my previous skills. 
    □ Concentrate the training to gain IT skills. 
    □ Other …………………………………………………………………
              ………………………………………………………………..
              …………………………………………………………………
Training Offered by your Company
19. Have you attended any training program provided by your company? 
    □ Yes
    □ No
20. The aim of the training was to make you fit with your career requirements and enhance your performance.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
21. This training made you more confident to perform your job. 
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
22. You gained innovative ideas and stimulation during the training.
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  
23. You were satisfied with the training programmes that are provided by your company?
    □ Strongly Agree                   □ Agree
    □ Strongly Disagree               □ Disagree        □ neither agree nor disagree  

Challenges 
24. Challenges of working in the private sector.
                                                        0           1          2           3       4       5
Salary                                              □           □          □           □       □      □
Work Time                                       □           □          □           □       □      □
Family commitment                         □           □          □           □       □      □
Opportunity of promotion                 □           □          □           □       □      □
Job challenge                                  □           □          □           □       □      □
Lack of skills                                    □           □          □           □       □      □
Corporate Culture                            □           □          □           □       □      □	
Management style                           □           □          □           □       □      □
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Appendix E: Findings of the Skill Sets Form
	Industry
	Jobs

	Hotels 
	Operation Manager – Technician - F&B Manager – Security – Driver – Night Manager - Receptionist - Telephone Operator- Health Club Supervisor - Housekeeping Supervisor -Government Relations Manager -HR Secretary - Public Relations Officer - Sales Manager - Security Supervisor - Finance and Business Support Manager - Storekeeper / Receiving Clerk - Health Club / Pool Attendant - Receptionist / Telephone Operator - Front Office Manager - PA to General Manager -Chief Engineer – Electrician - Engineering Shift Leader – Mason – Painter -Plant Operator (Plumber) – Plumber - Senior Engineer - Asst. Bar Manager - Banquet Operations Coordinator – Bartender – Captain - M&E Coordinator – Waiter - Assistant Purchase Manager - Credit / Accounts Receivable Supervisor - Receiving Agent - Bell Desk Associate - Night Auditor – Asst. Housekeeping Manager - Room Attendant - Shift Leader -Asst. HR Manager - Employee Facilities Supervisor - Housing Attendant - IT Manager - CDP – Butcher - Chef-de-Partie - Laundry In charge - Laundry Supervisor - Tailor / Laundry Shift Leader – Steward - Chief Steward - Health Club / Pool Attendant - Lifeguard / Health Club Attendant - Commis I11 – Carpenter -Demi -Chef-de-Partie – Reservations - Business Center Executive - Asst. Finance and Business Support Mgr - Financial Accountant - Payroll Co-ordinator - Income Auditor - FLS Coordinator - Asst. Restaurant Manager – Captain - Head Waiter – Waitress – Guest - Relations Executive - Hair Dresser - Health Club Receptionist/ Attendant - Commi 3- Commis I - Reservation Agent – Sales – Coordinator - Commis I - HR Coordinator - IT Supervisor - CDP- Seafood - Chef-de-Partie Commis I - Executive Sous Chef - Pastry Chef - Chef-de-Partie - Front Office Supervisor - Director of Sales - Chef-de-Partie - Stewarding supervisor - Bell Desk Associate. Budget Monitor - Restaurant Manager - Maintenance Manager- Executive Chef - Chef - Room Services Manager - Room Services Supervisor - Food and Beverage Supervisor – Baker. 

	Transportation
(Port and Airport)
	CEO – Deputy CEO – Senior Manager for Administration and Corporate Affairs – Deputy Commercial Director – Chief Financial Officer CFO – General manager for Industrial Land – IT Manager – Executive Secretary – Public Relation Manager – HR Manager – HR Generalist – Accounting Assistant Manager – Legal Advisor – Head of Audit- PRO- Deputy Financial Controller – Benefit and Compensation Analyst – Tug Service – Port Access Controller – Statistic In charge – Utilities and Roads In charge – Health, Safety and Security Assistant Manager – Head of Procurement Business Support Manager – Driver – Document Controller – Procurement Generalist – Commercial Director – Senior Manager for Operation – General Manager of Port – Industrial Zone Expert – Maintenance in Charge - Dockers – Forman – Tallyman – Crane Operator – Equipment Operator – Store Keeper. HR Staff – Accountants. 
Station Officer - Office Assistance - Airfield Fire Service Fire Fighter - Airfield Fire Service Leading Fire Fighter - Operation Officer- Cargo and Container Inspector – Airport Operation Crew.

	Refinery 
	Refinery Manager - Health, Safety and Environment -Human Resources Manager - Operation Manager - Planning and Optimization Manager - Maintenance Manager - Housing Services Leader - Refinery Services Manager - Housing Services Specialists - Payroll Services Leader - Pay Roll Services Specialists - Engineering Manager – Forman - Operation Shift Superintendent - Supervising Operation (Ares Shift Supervisor) - Lead Operator (Training) - Superintendent - Crsft Outside Supervisory - Supervisor - Lead operator - Emergency Response Team Operator - Control Operator - Outside Operator -Coke handing Operators - Tanker / truck leading – Sulphur and coke Storage/ Export Area - Maintenance Machinist - Administrative Clerk - Maintenance Coordinator - Environmental Operator - Sr. Engineer (Group Leader) – Engineer - Assistant Engineer - Advanced Applications Engineer - Operator Engineer Control - Operation Engineer - Operation Accounting Administration - Sr. Maintenance Engineer - Maintenance Engineer - Environment Engineer  - Civil engineer - Electrical Engineer - Community / Recreational Services Leader - Sr. Process Engineer (Group Leader) - Materials Control Man - Sr. Inspection (Group Leader) – Inspection - Tool Man - Vibration Technician - Maintenance Management System Data –Technicians - HVAC Technicians - Lab Manager - Lab Technical - Analyser Technician - Chemist - Field Metals Mechanic – Machinist – Welder- Purchasing Supervisor - Operation Purchasing Support - Purchasing Services - Computer Support Supervisor - Maintenance Computer Support - Engineer Computer Support - Training Evaluator (Operations) - Training Evaluator (Maintenance) - Cafeteria Boy - Safety Coordinator (Group Leader) - Assistant Safety Coordinator - Process Safety Coordinator - Building Administration - Air Specialist - Waste Specialist - Water Specialist  -Gate Security - Patrol Security 

	Drydock
	Deputy CEO- Dock Master- Finance Manager- IT Sr. Manager- Senior Manager of GA- Sr. Manager Contract and Procurement- Sr. Manager HSSE- Sr. Manager General secretary of BOD and Government Relation- Manager General Administration- Finance Manager- HR administration Manager- HSSE Manager- Manager- Manager Contract and Purchasing- Manager Recruitment- Material Control manager- SRM Manager- Training and Career Development Manager- A. Manager Material- Assistant Manager- Assistant manager Administration- Assistant manager finance- Assistant Manager Housing- Assistant manager Hull- Assistant Manager IT Support- Assistant Manager Machinery and Electric- Assistant Manager Marketing- Assistant Manager Planning- Assistant manager Production Control- assistant Manager Transportation- Assistant Manager Payroll Management- Assistant Manager Internal Audit- Assistant Manager Personnel and Administration- Assistant Manager Media Service- Assistant Manager Logistic and Custom Clearance- Generalist of Corporate Affairs Support- Engineer Piping- Engineer QA/QC- Assistant Engineer Hull- Assistant Engineer Outfitting and Accommodation- Assistant Engineer Piping- Assistant Engineer QA/QC- Budget Control Engineer- Electric Engineer- Engineer Hull Out Door- Engineer Junior Machinery Electric- Engineer Design- Engineer Electrical- Engineer Estimation- Engineer HSSE- Engineer Hull- Engineer Junior Piping- Engineer Junior Outfitting- Engineer Junior Painting- Engineer Junior QA/QC- Engineer Keel Block Design- Engineer Machinery and Electric- Engineer Mechanical- Engineer Outfitting- Engineer Painting- Engineer Piping- Engineer Planning- Engineer Production Control- Engineer Production Planning- Engineer Production Support- Engineer Safety- Engineer Ship Repair- Engineer Trainee- Estimation Engineer- Estimator- HSSE Engineer- HSSE Engineer Trainee- Hull Outfitting Engineer- Jr. Engineer- Jr. Hull Engineer- Jr. Painting Engineer- Jr. QA/QC Engineer- Jr. Ship Repair- Machinery Engineer- Outfitting- Process Control Engineer- Section Head- Section Head Health and Safety- Section Head Hull- Section Head Machinery Electric- Section Head Outfitting- Section Head Painting- Section Head Production Support- Section Head QA/QC- SRM Engineer- Utility Engineer- Section Head Environment- Accountant- Accounting Executive- Admin Assistant Business Management- Administration Analyst- Administrator- Administrative Assistant- Assistant Planner- Assistant Camp Boss- Assistant Safety Officer- Assistant Document Controller- Budget Controller- Buyer- Camp Boss- Chemist- Contracts Specialist- Control Room operator- Coordinator- Costing Executive- Custom Clearance Executive- Daily operation Staff- Document Controller- Electrical Technician- Employees Relation Executive- Environmental specialist- Executive- Executive admin- Executive Business Management- Executive Corporate Affairs- Executive General Secretary of BOD and Government Relation- Executive IT Planning and Governance- Executive Marketing- Executive Secretary CEO- Executive Contracts and Tender- Expeditor Staff- Fire Fighter- Helpdesk Support Executive- Housing Executive- HR Analyst and Planning- HR Coordinator- HR Coordinator Employee Relations- HR Executive Compensation and Benefits- HR Executive Personnel and Administration- HR Executive Planning- HR Junior Executive- HR Specialist Recruitment- HR Coordinator Travel- HSSE Officer- Hull Supervisor- Internal Audit Administrator- IT Auditor- Jr. Accountant- Jr. Executive Marketing- Junior Admin Assistant- Junior PRO- Junior Training Coordinator- Legal Officer- Machinery Technician- Marketing Coordinator- Marketing Executive- Material controller- Material coordinator- Medical Coordinator- MEP Technician- Online Community Moderator- Paramedic- Payroll Executive- PRO staffs- Procurement Executive- Prod. Cont. Analyst- Purchasing Executive- Purchasing Jr. executive- Purchase Coordinator.

	Fisheries Hub
	Port Manager – Port Assistant Manager – Quality Control Staff – Dockers – Able Seaman – Port Control Officer - Fish Resources Controller – Crane Operator – Health and Safety Control Officer – Electrician – IT Programmer – Accountant – Driver. 

	Banks




	Branch Manager- Assistant Manager- Teller- Sales Service Officer- Direct Sales Staff- Service Manager- Loan Staff- Personal Banker- ATM Employee- CDM Employee- Accountant- Assistant Accountant- Marketing Staff- PRO- Driver. 

	Construction and Development 
	Civil engineers – Architect – Draft Man- Electrical Engineers – Interior Designers – Geologist – Laboratory Technicians – Soil Investigators - Electrical Technicians – Maintenance Technicians – Mechanical Electrical Plumbing MEP – Quantity Surveyors – Skilled Workers.




Sample of jobs occupied by Omani / overseas employees
	Jobs/ Occupier
	Omani
	Overseas

	CEO
	0
	2

	Deputy CEO
	1
	0

	CFO
	0
	1

	Port General Manager
	0
	1

	HR Manager
	5
	0

	Operation Manager
	1
	4

	Public Relation Officer 
	2
	0

	Commercial Manager
	0
	2

	Finance Manager
	2
	2

	PRO
	1
	0

	Accountant
	10
	2

	Marketing
	6
	4

	Teller
	3
	0

	Engineer and Assistant Engineer
	28
	150

	Daily Operation Staff
	5
	50

	Material Controller 
	3
	6

	Paramedic
	0
	3

	Chemist
	0
	2

	Front Desks Supervisor
	1
	2

	HR Coordinator 
	5
	1

	Administrator 
	5
	0

	Receptionist 
	4
	9

	Driver
	6
	0

	Security Guard
	19
	0

	Budget Monitor 
	0
	5

	Restaurant Manager
	0
	4

	Maintenance Manager
	0
	4

	Executive Chef 
	0
	2

	Chef
	0
	6

	Room Services Manager
	1
	2

	Room Services Supervisor 
	1
	4

	Food and Beverage Supervisor
	0
	3

	Baker
	0
	3

	Commis
	0
	6

	Technician 
	4
	20

	IT Manager
	1
	4

	Waiter / Waitress 
	0
	17

	Manager / Assistant Manger
	9
	15

	Fire Fighter
	15
	5

	Crane Operator
	10
	45

	Dockers
	5
	20

	Forman
	3
	10

	Laundry Attendant 
	0
	5

	Telephone Operator 
	4
	3

	Government Relations manager
	3
	0
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Transcription of Interview with Participant 001.

M- (Participant)
S- (Researcher)
S: first of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
M: you are most welcome.
S: I would like to inform you that this interview will be recorded. 
M: That’s fine.
S: Your Excellency, how do you view the importance of the Duqm Special Economic Zone DSEZ for national economic growth? 
M: When we talk about Oman economy, there are many components playing a role in Omani economy. We can describe Oman as a youth society which the number of graduated students from schools and educational institutions are increasing every year which the Omani economic sectors cannot recruit all of them. As a result, DSEZ is a very important project for Omani economy as one of its purpose was to increase jobs opportunities for fresh graduated Omani youth as well financial investment opportunities. We hope this zone to be totally employed by Omani people. We don’t want to see it as other economic sectors in the country with high majority of overseas employees.
S:As you mentioned, your Excellency, In addition to enhancing national economic growth, creating jobs for national youth was one of the main reasons of establishing the zone. To what extent you are (I mean in the Ministry of Manpower) satisfied with the Omanisation percentages in the zone? If you are not satisfied, what are the reasons?
M: Look, projects in this zone are still not completed. There are some companies started with their full capacities and others are still on the way; but I think the most important question we should ask our self is that has the Authority of DSEZ sent a plan of their requirements of national skills to this ministry? 
S: So, this is the question your Excellency, do you have a plan for developing national human skills in the zone? Did you get any list for needed skills in the zone? 
M: No; we don’t have a clear plan. We are working together now to build a human resource development plan for the zone. We have conducted many meeting, we want to establish a system of how can in the ministry of Manpower contribute in increasing Omani employees in the zone; certainly, I mean well skilled and trained employees. One member from the Authority came and made a presentation for us and he mentioned some figures and numbers of the required skills in the zone. Now the idea is that to build up an institution or training centre in the zone itself which is industry driven to provide the skills that are needed by the zone.
S: Ammmm, Your Excellency, we may come to this point later on, but do you have a clear idea about the current Omani percentages in the zone? 
M: I don’t have any idea; there is no clear data about Omanisation percentage in the zone; I don’t have any figures for the current percentages and also for the future required percentages. They (she means DSEZA) showed numbers and by the way they were big numbers of the future requirements and this needs a very argent plan to deal with. I think we need to coordinate with our educational institutions to build up the required skills or establishing institutions or training centres in the zone; but until now we don’t have a clear plan. 
S: Your Excellency, when you make HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
M: we are two parts in this ministry. The part which I’m responsible for is technological education and vocational training; and the other part is recruitments.
S: but I mean the part of making the HRD policy.
M: I will speak about it. Just let me tell you that; in the recruitments department, they supervise and manage the private sector companies based on the percentages of Omanisation they achieved and that why we see some companies are blocked to recruit any new overseas employees as they are not achieved the required Omanisation percentages. In the ministry we agree on that some skills cannot be filled by Omani as our educational institutions are not giving this skills. So, the policy are made in general based on the gap of Omani number in private sector jobs and then implemented on the whole sector; that why you see the private sector in some case is happy and in other is upset. 
S: Hahahaha, you are right, your Excellency, to what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes? 
M: as you know the ministry is a member in the Arab Labour Organisation ALO and also a member in International Labour Organisation, so we cope with the any changes in these organisations and we always refreshing the manpower roles. I think the adaption goes very well based on the data we get from recruitments departments. So, the changes in the role based on the number of Omani in each jobs. 
S: What is your view about annual increases in the number of foreigners' workers in the country’s industries? 
M: Indeed, there are many reasons for this increase, good reasons are that our economy is developing and getting better but unfortunately another reasons for this increase is because hidden employment (recruiting overseas employees without real need) and that why we should strength our roles to prevent this case.
S: but, do you think some companies really need to recruit overseas employees as they can’t find well skilled national employees? 
M: it depends. For example in the construction field, yes Omani people usually don’t prefer to work in this field because they think there is no prestige to work in the constructions.
I think we need big efforts on matching our education with the economy sectors requirements. I think it is time for the Supreme Council for Planning to start taking this action. I can’t believe that as I’m responsible for Technological Education and Vocational Training, and I have not get any request to build national skills for very important economic projects in the country like Duqm projects, Train Project and airports projects. I have seven technological colleges under my responsibility which graduating engineers and technicians in different fields.
S: do you think there is mis-coordination between the responsible HRD Authority in the country? 
M: yes I agree, we don’t only have mis-coordination, we also have a weakness in HRD planning. We should think again about our education as well as build the work culture in our students. For example we need skilled people to work in our agriculture field; until when we continue bringing Bangladeshi worker to work in our farms? So, we have big weakness in HRD planning and we have big numbers who finished their schools and don’t have a chance to join higher education institutions. 
S: we still talking about the HRD activities coordination, have you identified key ‘skill set’ gaps in the zone?
M: As I said earlier, we attended a presentation which showed some figures and now we are thinking how we can contribute and provide skills employees for the zone through our current colleges. 
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
M: I think many sectors such as Engineering and petrochemicals also hotels. In addition, Marine and fisheries I think are important as the zone located in the sea land. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
M: I think the correlation is high. By the way we have fisheries institutions, so we can provide skilled people in this sector. But the skills standard is high in some sectors for example Oil companies; that why some companies need to give more training for their Omani employees before join their actual work. So, on job training is very important.
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
M: Oman is a developing country which needs huge of skills for long time. Therefore, we always need to evaluate the available skills and the consequences of HRD activities. Furthermore, we have different committees to follow up Omanisation level in each sector and then these committees provide us figures which we depend on them to monitor the effectiveness of HRD.
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
M: I can say they are capable with 60% only.
S: How?
M: we need fully updated knowledge, fully updated machine to provide well skilled staff, and this is very expensive. I will tell you something, the problem we have is in our society, they prefer to get higher educational degree even with low quality rather than getting diploma for example or vocational certificate. Also, unfortunately, the public sector in the country looks to the certificate level rather than the skills as they give salary and promotions based on the certificate level which held by employees not on the skills or tasks. That why we see our graduates prefer to work in in the public sector and waiting in their home until to find a chance in the public position. We can notice this problem with both male and female graduates but mostly with female as they totally don’t want to work in the private sector. 
S:Your Excellency, when I said local education and training institutions I mean all institutions including public and private universities.
M: my opinion is that the local private universities are ‘shops’. They are very low quality. 
S: Thank you for your transparency opinion. 
M: I can say that any time, unfortunately this is the truth. The one local private university which I can trust is the German University of Technology in Oman. They have an excellent programmes and they send their students to Germany for further training.
Regarding our main public university, unfortunately, although it is a big university but no updating of the knowledge and teaching methods. There is something wrong there but I don’t know what it is. 
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
M: Honestly, formally we are doing perfect.
S: I’m not talking only about formal design, let’s talk in depth.
M: Haha, let me continue, I will tell you. Formally, we have a big committee to plan for technological education and vocational training which has members from the government and the private sector; within last four years since I joined the committee we have met only one time. We need to start new subjects in our colleges but we can’t do so without getting approval from the committee members; and the committee does not meet. Also, in the Sultan Qaboos University (The main public university) they have a committee with members from the private sector and the government, but we don’t see any new subjects or any change in its curriculum. 
S: So, how can you conclude this if I ask you to describe the collaboration? 
M: I can say it is not effective, and it is time for the Supreme Council take the action and coordinate the efforts among the HRD policy making parts. We need one committee only concentrating on adapting HRD activities with the country requirements. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
M: I’m sorry I don’t know to answer this question. 
S: That’s fine 
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
M: You made a judgment which I didn’t like. You said shortages. This shortages were not deliberately. We have developing economy, we can’t only say shortages. The issue is more complicated, by the way the private sector is not willing to recruit Omani staff because they think about their revenue. They can recruit 5 workers from India with the same expense of recruiting an Omani. For example, Car Industry in the country; why not recruiting technician from our graduates? Why they insist to recruit overseas technicians. 
S: but sorry for that, you said our universities are not capable to provide skilled people and they should adapt their curricula.
M: the word of curricula is tricky, I think the private sector should be open with the educational institutions also should give intensives for Omani. The private sector has fear of accepting big number of Omani employees. 
I think we need to increase the numbers of students in some of Engineering departments as well technological and IT specialties. 
S: If we talk about Omani culture, how does Omani culture assist or hinder the development of the required skills in the zone? 
M: What do you mean by Omani culture? You know Omani people have worked previously before oil period in different countries and in different kind of jobs. Our parents were loving and respecting work; but unfortunately, the generation came and found every things are easy and also they are spoon-fed. We need to rethink about our youth. We need a clear system to be built for them to return back our original culture. We suppose not judge our employees based on their level of certificate, we need to judge based on the tasks and skills. You believe that or not, until now we don’t have recognition framework for vocational certificate, however, we have this recognition for the academic certificate.
S: our last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
M: Our main challenge is that we don’t have a framework recognition for vocational certificates. We are now working to have this framework. 
S: Thank you very much your Excellency for giving this opportunity to speak with you.
M: You are most welcome and I wish you all the best in your study.

Transcription of Interview with participant 002.

I- (participant)
S- (researcher)
S: first of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
I: You are most welcome.
S: I would like to inform you that this interview will be recorded. 
I: That’s fine. 
S: Ismail, how you view the importance of Duqm Special Economic Zone for national economic growth? 
I: Certainly, before the Duqm zone has been established, there were many studies done which gave many indications and then the government made the decision of building the zone. There are many reasons behind this decision, for examples, the place of the zone is a very strategic place as the zone located in the Arab Sea which is opened and wide as well as the place is linking between east and west of the world; in addition to that the zone is close to the Maritime Trade Routes. So, the zone can increase the income of the country as well as developing the overall country economy. In addition to the economic reasons, one purpose of establishing the zone is to develop the social life in Al Wusta Region as this region located far of the main big cities in Oman which are Muscat and Salalah. As a result, the government called many specialised companies to take the part of environment, facilities and social services, entertainments for the society and workers and their families in the region. 
S: If we talk about Omanisation in the zone, are you satisfied with Omani percentage in the zone? 
I: In the Authority, we started by concentrating on the building and completing the infrastructure of the zone. We thank our God that we mostly finished and many companies started to work and others are on the way to start. Regarding the Omanisation percentage, I think it is good for this time as we still facing some Omani who doesn’t want to go and work in the zone as it is far from the other big cities in the country. If we take the Drydock Company in the zone which has almost 28% Omani staff, I think I’m satisfied with this percentage. This percentage came with big efforts from the government as we provided many training programmes in local and overseas as well as we always encourage Omani to join companies in the zone. But, unfortunately, our youth prefer to choose the work chances which are in Muscat and other big and developed cities rather than Al Wusta. 
S: What is about Al Wusta residents?
I: As our official census, there are only 3000 inhabitants and they are not always living in this place because they are Bedouin and they need to move with their animals to feed them. So, they are not stable in the place, they go and come.
S: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
I: We work together with other parts of HRD policy making in the country, but we have here a committee, but, we don’t call it HRD, we call it Local Society Development. I’m the head of this committee and I have members from the society and from the governmental departments in the zone. We make special policy for Al Duqm zone. As I mentioned the society there are few and the level of education is very low. Many of young people are leaving the school very early specially males; but we are doing our best to establish training program for them which may equip them to work in the refinery company in the zone which we expect it will offer a big number of job opportunities. 
S: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
I: We don’t have fixed policy. For example, we now that now certain companies are coming soon, so we are concentrating to train the local society to fit with the required jobs in those companies. At least we can start to train them on English language skills and then go far with the labour skills. So, our policy changes based on the projects in the zone. 
S: What is your view about annual increases in the number of foreigners' workers in the country’s industries? 
I: Indeed, I think the number of overseas employees will increase in both private and public sector. In the private sector because we have a developing economy. In the Duqm zone, we have to recruit overseas employees because Omani don’t prefer to work in this far place and don’t want to work in low status jobs for instance in hotels. So, I think it is a logical increase.
S: Have you identified key ‘skill set’ gaps in the zone?
I: As a list of these skills, we don’t have yet. But there is a committee chairs by Her Excellency Muna Al Jardaniah, Undersecretary of Manpower for Technological Education and Vocational Training to look at this issue. But we have some figures here in the Authority. We know that we need skills to work in different field in the zone.
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
I: All sectors are important in the zone, we have industrial companies which is important to have skills in this sector. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
I: I think that we need more coordination between the Authority, Ministry of Manpower and Ministry of Higher Education. Some changes should be done on training and education programmes.
S: So, you mean there is a gap between these programmes and the zone requirements?
I: Yes there is a gap.
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
I: We don’t have until now any stated mechanism. We just see what is going on the work field, for example the number of Omani in these companies.
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
I: I can divide these institutions into two parts. The public universities are fine and doing well; on the other hand, the local private universities and institutions are not good quality. 
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
I: We need more efforts. I think we need one organisation to take part of coordination between HRD parties. We have many parties dealing with this aspect but unfortunately, each of them work in its own. The coordination is very low. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
I: Do we need to play this role. Yes, the location is capable to lead the knowledge but in Oman we don’t have much efforts for research and knowledge. So, we don’t have the base line to have this centre.
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
I: We need to link all our educational programmes with our economic sectors’ needs. For example, in the Duqm zone we need technical education but nobody started to concentrate on this fields. We have some programmes established since long period without any changes. 
S: If we talk about Omani culture, how does Omani culture assist or hinder the development of the required skills in the zone? 
I: Our old generation have worked in any jobs. Their culture did not prevent them to do any work. But I need to mention that the culture is different in some regions of Oman. For example, we have high percentage of Omani people working in hotels in Muscat; however, in Al Wusta region people see it a shame to work in hotels. I think the culture in some regions is hindering the HRD activities. 
S: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
I: The main challenge is that we don’t have educational institutions in the zone which can provide the required training for Omani employees. The most institutions are located in Muscat, so if we send the staff to the capital that means the expense will be much higher.
S: Thank you very much for your kind speech.
I: You are most welcome and I wish you all the best in your study.

Transcription of Interview with participant 003.

H- (participant)
S- (researcher)
S: First of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
H: You are most welcome.
S: I would like to inform you that this interview will be recorded.
H: It’s ok. 
S: How do you view the importance of the Duqm Special Economic Zone for national economic growth? 
H: Certainly, this zone is the most important zone in the country for now and the future. Historically, Oman was a centre of trading. Oman traders have reached China and United states as the first Arabic country reaching there. Also, Omani people have reached east of Africa. So, the location of Oman, the desire of Omani people and their trading thinking helped to achieve these achievements in Oman history. Now, we know the location of Al Duqm zone and the political problems and unstable situation in the Gulf trade route specially the Strait of Hormuz. So the world trade needs the place like Al Duqm to avoid any prevention of the Gulf oil and other exchange goods. So, that why I think the zone will be a good contribution to the country economy.
S: In addition to enhancing national economic growth, creating jobs for national youth was one of the main reasons of establishing the zone. To what extent you are satisfied with the Omanisation percentages in the zone?
H: In my opinion, Al Duqm is a free zone which has its main purpose is to enhance the economy and encourage the overseas investments. Based on this, the zone like any other zones in the world will generate huge numbers of job opportunities and in this case it is our turn to qualify our national to make them fit working in these companies. Undoubtedly, we need Omani people to work in this kind of zones but we only need the qualified and well skilled staff to work. This zone has been established to compete with other zones in the region. So, based on the available skills among national people I think the percentages are fine. Also, we should consider that we have many projects are currently started in Oman like Airports Project, Train Project and the Logistic Area in Al Batinah Region. Those projects recruited a number of Omani staff. On the other hand, we shouldn’t forget that the zone located far from the biggest cites in Oman. So, not only the criteria of skills availability, also the place, infrastructure and entertainment are essential factors to increase the Omani number. 
S: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
H: Currently we work on a strategy called the Strategy of Urban Development for all regions in the country and the Duqm is part of them. This strategy will cover all aspects of development such as environmental, economic, social, employment and recruitments.
S: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
H: Look, we can’t have fixed policy. Changes happens every minutes in the world. But on the other hand, we have private values and principles, also we have a culture that we can’t ignore. So, we make changes which are not affecting our principles. 
S: What is your views about annual increases in the number of foreigners' workers in the country’s industries? 
H: I think it is normal.
S: How? Can you explain please?
H: When we talk about 2.3 million Omani in the country, and you need to establish economic and trade value for your country and provide trade services for the world countries, so the number of your population is not enough to do so. In this case, we have to get staff from overseas. If we look to our neighbours’ countries for example the United Arab Emirates, its local residents are less than one million and its overall population is 8 million. So, in Oman we still in the natural percentages.
S: Have you identified key ‘skill set’ gaps in the zone?
H: I think there are some figures in Duqm Authority but I have not seen any of these in here. 
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
H: I’m looking from different point of view. We have three level of jobs including the high level positions, medium level, and the low status jobs. On the other hand, we have the sectors you mentioned in your questions. I think we need all sectors in Oman as we are a developing country but I think we need to deal with the issue from the level of jobs. 
S: You don’t think that, there are priorities of skills you could concentrate on in the next few years?
H: Yes, but we need first to list the priorities in all economic sector in Oman and deal with them in one time. I think we need to concentrate on two level of jobs which are the high level and the medium and we don’t look to the sectors. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
H: As I know it is related, or why we have number of Omani are working in the private sector. 
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
H: We have basic mechanisms but they are not effective enough, we should work on this issue to have better results.
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
H: To be honest, no country in the world have this ability, even the United States sends its people for further education in different countries in the world. 
I agree that we need more efforts to apply changes in our educational institutions to be able providing the required skills by the country economy. So, we feel that we have this gap but on the other hand I think there is a real intention to make the change. 
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
H: We have collaboration, but the question is that is the level of collaboration is good? It is not. The private sector should take part of the collaboration, not only the government who can do every things. The private sector should be effective and initiative in this issue. So, from my point of view the collaboration is existing but it is very limited and it needs more efforts. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
H: This links with the first question. I mentioned to you earlier that Omani people have reached China and US as the first Arab countries. So, we need to read our history and what helped to make the historical achievements and then compare it with the current resources in the country. Based on this, I think we can Make Al Duqm to lead the region in the knowledge and technology. For example, we have a very good logistic location, we have 3000 KM sea land. We can establish maritime centres also we can establish research centres for fish farming in the country. In addition, we have very good elements for Tourism economy. So, I think we should concentrate on what we have and made us remarkable in the past.
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
H: I don’t think we need to change in the curricula; we need to add new subjects, we need to adapt the current specialisation with the requirements of economy sectors. 
S: if we talk about Omani culture, how does Omani culture assist or hinder the development of the required skills in the zone? 
H: Omani people who gained very big achievements in the past and the Omani culture did not prevent them to do so. I don’t think the culture can stop the current generation to make the same achievements and better as the resource are more available in this period. So, the Omani culture is the element of success. But unfortunately, some of the new generation trying to have different culture of the original Omani culture. 
S: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
H: I can remember now in my mind three biggest challenges which are lack of real data about the needed of skills, not obeying the strategies of HRD, and convince the other parties in HRD field that the expense on HRD is an investment, it is not a waste of money.
S: Thank you very much for your kind contribution in this interview.
H: You are most welcome and I wish that I helped and I wish you all the best in your study. 

Transcription of Interview with participant 004.

I- (participant)
S- (researcher)
S: First of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
I: You are most welcome.
S: I would like to inform you that this interview will be recorded.
I: No problem.
S: How do you view the importance of the Duqm Special Economic Zone for national economic growth? 
I: You know Sarhan, this zone is very important for the country economy as it has been designed to be a good place to attract international investment, also it aims to diversify the resources of the country income rather than depending on one resource which is the Oil. In addition, it generates job opportunities for local residents.
S: As you mentioned that, one purpose of building the zone is to increase job opportunities for Omani. Are you satisfied with Omani percentage in the zone? 
I: To be honest, I don’t have any data about the percentage of Omanisation in the zone. 
S: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
I: We don’t have a private HRD strategy for the zone. We deal with the economy sectors in general. 
S: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
I: We keep adapt our strategies based on any external or internal factors such as changes in the technology and knowledge. Now, for example, we established a strategy called the social strategy which include education, training and employing. This strategy will be implemented on all sectors in the country.
S: What are your views about annual increases in the number of foreigners' workers in the country’s industries? 
I: We know that the number is increasing but I think it is logical because the country is developing many economic projects, so these projects need different kinds of skills which are not available in the country. We have the biggest number in the construction field as national people do not accept to work in this field. So, as any developing economy, the increase of overseas employees is normal.
S: Have you identified key ‘skill set’ gaps in the zone?
I: No, we don’t have. I’m not sure if this one of our responsibilities in the Supreme Council for Planning. 
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
I: We need to know first what kind of requirements in the zone. Here, we don’t have these requirements. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
I: I can’t make general judgments, but we notice that there are no matching between the training and education outcome and the private sector skills needing. So, we need to bridge the gap of these two parties. 
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
I: We need to work on this issue. We don’t have now any mechanism but we will start to use quantitative and qualitative tools to evaluate the effectiveness of HRD policy. Now, just watching what is going in the field and based on it we make our strategies.
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
I: I can’t make general judgment, but I think we need more collaboration and more efforts to like our educational institutions with the need of our economy. 
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
I: I think it is fine in some points but we need to work more close. We have different parties and most of the time they work separately. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
I: I think we need to concentrate on economic knowledge, attracting capable skills from other countries, also building educational and research centres in the zone. We need to localise some industries in the zone and establish a research and development centre.
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
I: I think they need to implement the best educational tools especially in the technological education, also they need to concentrate on IT field more than other. On the other side, they may reduce the number of humanities graduates. I think we need some subjects in Innovation and Entrepreneurship as well. 
S: From your point of view, how does Omani culture assist or hinder the development of the required skills in the zone? 
I: Yes it is hinderer in some cases for example not only in Oman but also in other gulf countries people don’t accept to work in construction field and other low status jobs. 
S: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
I: The main challenge is the lack of coordination between HRD policy making parties. We are really having this big problem. Each department works alone.
S: Thank you very much for your kind speech.
I: You are most welcome and I wish that I helped you with the information you need for your study and I wish you all the best.

Transcription of Interview with participant 005.

A- Amina (participant)
S- Sarhan (researcher)
S: First of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
A: You are most welcome.
S: I would like to inform you that this interview will be recorded. 
A: That’s fine.
S: Amina, how do you view the importance of the Duqm Special Economic Zone for national economic growth? 
A: Ah, this zone is very important for the country economy as it has been designed to be a good place to attract international investment, especially, investing in the heavy industries fields such as petrochemical industries and refinery. So, all these industries can increase the overall income of the country. In addition, this project aims to diversify the resources of the country income rather than depending on one resource which is the Oil. 
S: It has been indicated that, one purpose of building the zone is to increase job opportunities for Omani. Are you satisfied with Omani percentage in the zone? 
A: I don’t know, honestly, about the percentage of Omani employees in the zone, so, I can’t say my opinion about it. 
S: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
A: We make the HRD policy for all economic sectors in the country. 
S: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
A: We make fifth year plan, usually we don’t make changes on the plan unless we have external factors such as dropping in Oil price. 
S: What is your views about annual increases in the number of foreigners' workers in the country’s industries? 
A: Ah, in the last four years the percentage of overseas employees, for example in 2010, was 27% and then increased to reach 33% and eventually it reached 46%. I think this increase is normal because the country is developing and have many strategic projects are ongoing such as infrastructures project, economic zones projects and airports. I think this percentage may decrease sharply after these projects completed. 
S: Have you identified key ‘skill set’ gaps in the zone?
A: No, we don’t have this list. 
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
A: No, I don’t have any idea about this information. You may find the answer with Duqm Special Zone Authority. 
S: but you are in the Supreme Council for Planning, so I expect you have this kind of data.
A: As I told you we don’t make policy for a certain zone, we make it for the whole country sectors in general. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
A: I think previously, these training programmes were in general but now they start match the requirements of the private sector with the training programmes.
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
A: By the way, we call it qualification and training policy. In the beginning of each year we make quantitative and qualitative goals. We evaluate the quantitative goals by the numbers we achieved at the end of the year. For example, we target 50,000 of our fresh graduates to be trained and employed, and at the end of the year we look if we achieved this number or not. 
In general, we evaluate our achievements by the annual stated goals.
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
A: It depends on the kind of institutions.
S: I mean all educational institutions in the country. 
A: Some of them are really good and they are providing very good outcome especially in the engineering field. We have technological education colleges which are very excellent institutions. Some of the private university need more monitoring and they should make big changes in their education system. I think they need to implement a high standard of educational tools and system to make them capable providing the required skills.
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
A: I think we have good level of collaboration. We make the policy with collaboration with all parties because they are a part of these policy and they implement the policy. So, we always collaborate. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
A: First, they should complete all infrastructures in the zone. They should develop the whole region; providing social services, environmental and entertainment facilities. Then, we need to build a knowledge city or a university in the place. 
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
A: I think we need to adapt subjects to dig into our student thinking. I think they should think about the country economy and what are the economic future. We have problem in this country as we don’t have a real data to show what the real needs of our private sector. I think any changes should be based on real data about the economy needs.
S: From your point of view, how does Omani culture assist or hinder the development of the required skills in the zone? 
A: I don’t think it is hinder, we have very good things in our culture but how can we teach these good things to our new generation? Our old generation have worked in different fields and they made many achievements for our country. I think we have now different culture which we should think about it. 
S: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
A: The main challenge is that lack of data, we don’t have accurate system. Also, our challenge is that we are youth population, the number of students who finished their schools is increasing dramatically every year. No balance between higher education opportunities and the number of schools graduates. The higher education opportunities are almost fixed, however, the number of school graduates are increasing. In addition, the low quality of private training institutions make a challenge for providing well skilled people.
S: Thank you very much for your kind speech.
A: You are most welcome and I wish that I helped you with the information you need for your study and I wish you all the best.

Transcription of Interview with participant 006.

Sal- (participant)
Sar- (researcher)
Sar: First of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
Sal: You are most welcome.
Sar: I would like to inform you that this interview will be recorded. 
Sal: I agree, no problem at all. 
Sar: Saleh, how do you view the importance of the Duqm Special Economic Zone for national economic growth? 
Sal: Certainly, Al Duqm project is one of the most important projects which the country built to enhance the economic growth. There are many reasons behind this decision, for examples, many countries, now, started to build this kind of projects to diversify their economic income and Oman is one of these countries. Also, this project will increase job opportunities for local residents and it will increase the private sector contributions towards the overall country development.
 In addition, this project will contribute in the development of the social life in AL Wusta Region as this region located far of main big cities in Oman which are Muscat and Salalah. I think Al Duqm project is a giant project which will go through different developing stages. These stages will take their time and eventually the country will gain different experiences and may localise some of them in the zone.
Sar: As you mentioned, Saleh, one purpose of building the zone is to increase job opportunities for Omani. Are you satisfied with Omani percentage in the zone? 
Sal: We thank our God that many companies started their business with full capacity. For example, the drydock project which started very early reached good level of Omanisation percentage which is between 25% and 30%. We expect the number of Omani will increase gradually in all companies in zone.
So, I think the current Omanisation percentages are fine and we hope to increase the number in future. The problem that some skills are not available within local employees, which mean the companies should recruit overseas employees. In addition, we still facing some Omani who doesn’t want to go and work in the zone as it is far from the other big cities in the country but I think this reason will disappear within time as the place is witnessing continues development. 
Sar: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
Sal: We have a different strategy designed and implemented by the Authority. 
Sar: Do you mean this strategy was built without any coordination with other HRD policy making parties?
Sal: No, we coordinated with some parties to have some figures and information which are related to HRD.
We are having more coordination with the existing companies in the zone to send Omani employees for further training in overseas institutions.
Sar: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
Sal: We don’t have fixed policy. We should have flexibility of change in our policy as we are not living alone, we are in the world. Also, what is suitable for today maybe will not be suitable for tomorrow. 
Sar: Can you give any example for policy change and why?
Sal: Indeed, I can’t remember any one now.
Sar: What is your views about annual increases in the number of foreigners' workers in the country’s industries? 
Sal: I don’t have any real figures about this increase but I think there are logical reasons for any increase. For example, overseas employees are more skilled than local which the companies in Oman are in needful of skilled staff. In addition, Omani people prefer to work in the public sector rather than private sector.
Sar: Have you identified key ‘skill set’ gaps in the zone?
Sal: No, we don’t have this list in the Authority. 
Sar: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
Sal: I think the priority will be for IT, communication, ports, fisheries, hospitality and catering, and engineering. 
Sar: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
Sal: It is very difficult to say that now the government should train and provide skills for every industry.
Sar: Sorry, I mean by my question that as you know the government has a training scheme for Omani youth to equip them joining the private sector; and some of them have joined the work in Duqm zone after they completed the training programmes, so; was the training related to their current jobs?
Sal: I think yes in a certain level. The government gives training in general but the companies should conduct their specific requirements training.
Sar: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
Sal: To be honest, until now we don’t have this role but we expect to find the best mechanism to evaluate the effectiveness of the programmes. 
Sar: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
Sal: I think they are capable to a certain point, but I think we need more efforts regarding the adaption of their subjects with the private sector needs. 
Sar: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
Sal: I think we have good level of collaboration. 
Sar: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
Sal: We are trying to localise some industries in the zone and then we can market them. One thing we are working on is to embrace the green technology, we have coordination with our local communication companies to establish data centre in the zone and then to serve other economic clusters in the country.
Sar: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
Sal: I think we need to add something called thinking development, especially, for our new generation to enhance their thinking about the importance of working in the private sectors and economy projects. They should change their thinking about that education only to get certificate, they should think that education is to gain knowledge and implement this knowledge on their work and life. 
Sar: From you point of view, how does Omani culture assist or hinder the development of the required skills in the zone? 
Sal: I don’t think it is hinder, we have very good things in our culture but we need to market it within our new generation. Also, we need to improve some concepts in our culture.
Sar: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
Sal: The main challenge is that the lack of local population in Al Wusta Region which The Duqm zone located. 
Sar: Thank you very much for your kind speech.
Sal: You are most welcome and I wish you all the best in your study.

Transcription of Interview with participant 007.

A- (participant)
S- (researcher)
S: First of all I'm introducing myself, I'm Sarhan Al Zeidi, doing research study (PhD) in HRD in the University of Chester in the United Kingdom. I really appreciate your acceptance to be a part in this interview.
A: You are most welcome.
S: I would like to inform you that this interview will be recorded. 
A: Ok. 
S: How do you view the importance of the Duqm Special Economic Zone for national economic growth? 
A: This zone has been built for many reasons one of them is to increase the country overall income which the government expect this zone to contribute with 5% of the total income. Also, this zone will generate job opportunities for the national people as well as attracting overseas skills and knowledge. 
S: As you mentioned that, one purpose of building the zone is to increase job opportunities for Omani. Are you satisfied with Omani percentage in the zone? 
A: We have many companies started to work in the zone but the Omanisation percentage is still very low. I think one reason is the location of the zone which is far from Muscat and Omani people don’t prefer to work there without any entertainment facilities in the area. Also, another reason for low percentage I think the low salary given by these companies. Now, local people prefer to work in the government rather than in the private sector. As you know, Oman government gives very good salary, pension and job security. 
S: Regarding HRD policy, do you make and implement HRD policy for DSEZ by itself or generally for all relevant sectors in the country?
A: We have general policy. 
S: To what extent are HRD Practices and Strategies adapted to keep pace with global, regional and domestic changes?
A: We keep make changes based on any changes happen in the world or our region.
S: What are your views about annual increases in the number of foreigners' workers in the country’s industries? 
A: My point of view, this increase make us worried. But on the other hand we are a developing country which needs overseas skills to work on the economic projects. What we make us worried is the effect of the overseas people on our social life and culture. 
S: Have you identified key ‘skill set’ gaps in the zone?
A: The Authority started since three years, we had many priorities but unfortunately we have not started to identify the skill sets in the zone. 
S: Which sectors (Engineering, IT, Petrochemical, hotel …. etc.) will need to be prioritized by HRD policies in the future? 
A: I think the priority will be for Oil and Gas specialities. 
S: To what extent do you think governmental training programmes are currently related to the trainees' job needs in the zone?
A: I think it is related in general. 
S: What mechanisms do you have to monitor and evaluate the effectiveness of HRD policy?
A: We need to work on this issue. We don’t have now any mechanism but we should start to find the best mechanism. 
S: To what extent do you think local educational and training institutions are capable of providing skilled labour to bridge the skills gap in DSEZ and other economic clusters in the country? 
A: As I noticed, they are not. There is a gap between our education system and our economy needs. 
S: How would you describe collaboration in HRD policy making between government, companies and local higher education institutions?
A: I think it is fine.
S: Adil, as you said we have fine collaboration, so why we don’t have good educational outcome? Where is the problem?
A: I think our gap is that we need firstly to list our current and future economic needs. Nobody did that. 
S: How can Duqm Economic Zone become a centre of knowledge and technology for other economic clusters in the country and the Gulf countries generally?
A: I think by attracting the best knowledge and skills from outside the country and localise these knowledge in the zone and then we can export it to other economic clusters in Oman and to the other regional economic zones. Also, we need to build a centre of research and development in the zone. We need a high quality education institute in the zone as well.
S: What kind of changes could be made to local education curricula to reduce skills shortages in the country?
A: The changes should be linked to the need to the country economy needs. As I told you, we need to know what our economy requirements are. 
S: From your point of view, how does Omani culture assist or hinder the development of the required skills in the zone? 
A: I think our culture is assisting the country development but we need to teach our new generation about our original culture. They should know what their parents did for the country and what kind of works they did before the Oil. We need to bring them back to our culture as we have better resources now.
S: The last question is that what are the biggest challenges in formulating and implementing Omani HRD policy and strategy?
A: The main challenge is the lack of coordination between HRD policy making parties. Also, the lack of accurate data. Another challenge with the local people in the region of Al Wusat as they don’t want to join any training programmes. They just prefer to join straightaway to the work and choose indoor jobs rather that outdoor jobs. 
S: Thank you very much for your kind and rich information.
A: You are most welcome and I wish that I helped you with the information you need for your study and I wish you all the best. 
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دراسة بعنوان: تنمية الموارد البشرية أداة استراتيجية لتعزيز الإقتصاد الوطني
الأخ العزيز / الأخت العزيزة 
السلام عليكم ورحمة الله وبركاته؛؛؛؛؛
كما تعلمون يعتبر الإستبيان من أهم الأدوات المساعدة للحصول على المعلومة الدقيقة عند إجراء أي بحث علمي، خاصة لدى طلاب الدراسات العليا. وفي هذا الأمر ما يعود بالنفع الجليل للوطن والمواطن خلال دراسة بعض السياسات الإدارية وإقتراح أفضل السبل لتطويرها والإستفادة منها.
من هذا المنطلق، ولكوني طالب بمرحلة الدكتوراه بجامعة تشيستر بالمملكة المتحدة، أود إفادتكم بأنني أقوم حالياً بإجراء بحث حول المهارات والكفاءات الوظيفية التي تتطلبها المؤسسات والشركات العاملة في منطقة الدقم الإقتصادية الخاصة ووضع الإقتراحات المناسبة لسياسات تنمية الموارد البشرية التي تهدف إلى تطوير وتنمية الكفاءات الوطنية. ويعتبر الإستبيان المرفق بهذه الرسالة جزء هام جداً من هذا البحث الذي ترتكز عليه هذه الدراسة. 
إن مساهمتكم في إنجاح هذا البحث من خلال تكرمكم بالإجابة بكل دقة وموضوعية محل تقدير عالٍ وأؤكد لكم أن جميع البيانات التي ستقدمونها ستحظى بكامل السرية وسيقتصر إستخدام الإجابات على أهداف البحث العلمي فقط دون الإشارة بأي شكل من الأشكال إلى شخصية المشارك في الإستبيان أو المؤسسة التي يعمل بها. 
أما في حال وجود أي إستفسارات حول الإستبيان فالرجاء عدم التردد في الإتصال على الهاتف رقم : 99259099 أو البريد الإلكتروني szaidi90@hotmail.com .
                                                 وتفضلوا بقبول فائق الإحترام والتقدير

سِـــــــرحان بن سالم بن حمد الزيدي
طالب دراسات عليا بجامعة تشيستر – المملكة المتحدة  






المعلومات الأولية: 
1. إسم الشركة / المؤسسة: 
2. المسمى الوظيفي: 
3. ما هي مدة خدمتك بالشركة؟
4. نسبة التعمين في المؤسسة التي تعمل بها:
□ أقل من 10%.
□ أكثر من 10% وأقل من 35%.
□ أكثر من 35% وأقل من 50%.
□ أكثر من 50%. 

التدريب المقدم من المؤسسة / الشركة:
5. ما نوع التدريب الذي تقدمه المؤسسة / الشركة لموظفيها؟
□تدريب على رأس العمل.
□تدريب خارج مكان العمل.
□الإثنين معاً.
6. تقوم المؤسسة / الشركة في أغلب الأحيان بإلحاق الموظفين العمانيين الجدد بدورات تدريبية.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
7. تقوم المؤسسة / الشركة بإلحاق الموظفين العمانيين الجدد بدورات تدريبية بهدف إكسابهم المهارات التي تتطلبها وظائفهم في المؤسسة لمدة.
□أكثر من ستة أشهر.
□ أقل من ستة أشهر.
□ برنامج قصير تعريفي بالمؤسسة فقط.
□لا يتم إلحاقهم بأي برنامج تدريبي.

نتائج التدريب المقدم من المؤسسة / الشركة:
8. البرامج التدريبية زادت من مستوى الحافز الوظيفي والثقة عند الموظفين العمانيين.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
9. البرامج التدريبية أكسبت الموظفين العمانيين الجدد مهارات جديدة ذات علاقة بآدائهم الوظيفي.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
تقييم المهارات الوطنية وجهود الحكومة في مجال تنمية الموارد البشرية: 
10. الموظفين العمانيين إلتحقوا بهذه المؤسسة / الشركة وهم:
□ يمتلكون مهارات وظيفية عالية ذات علاقة بالوظيفة التي تم تعيينهم عليها ولا يحتاجون إلى أي تدريب إضافي.
□يمتلكون مهارات وظيفية عالية ذات علاقة بالوظيفة التي تم تعيينهم عليها ولكن فقط يحتاجون إلى تحديث لمهاراتهم السابقة.
□يمتلكون مهارات وظيفية متوسطة ويحتاجون إلى بعض التدريب الذي يساعدهم على أداء وظائفهم.
□ يمتلكون مهارات وظيفية بسيطة جداً ويحتاجون إلى مساحة كبيرة من البرامج التدريبية المتخصصة بهدف إكسابهم المهارات التي تتطلبها وظائفهم.
□المهارات الوظيفية التي يمتلكونها لا تتوافق مع متطلبات وظيفتهم الحالية.
11. الموظفين العمانيين يمتلكون مهارات وظيفية عالية وبالتالي فهم عامل مشجع لزيادة إنتاجية الشركة / المؤسسة.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
12. أعتقد بأن التدريب المتخصص مهم للشباب العمانيين:
□ قبل إلتحاقهم بالقطاع الخاص.
□ فقط بعد إلتحاقهم بالقطاع الخاص.
□ بشكل مستمر قبل إلتحاقهم وبعده. 
13. هل تعتقد بأن الحكومة قدمت الكفاية من برامج التأهيل والتدريب المناسبة التي مكنت الشباب العماني من الإلتحاق بهذه المؤسسة بكل يسر وسهولة؟
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
14. البرامج التدريبية التي قدمتها الحكومة للعمانيين قبل إلتحاقهم بهذه المؤسسة كانت متوافقة مع وظيفتهم الحالية: 
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
15. الوزارة المختصة بتنمية الموارد البشرية على علم ودراية بحاجة ومتطلبات مؤسستكم من المهارات والكفاءات.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
16. الوزارة المختصة بتنمية الموارد البشرية تقوم بالتنسيق مع مؤسستكم لمعرفة رأيكم حول الموظفين العمانيين ومدى كفاءتهم في العمل والتحديات التي تواجههم.
□ نعم
□ لا
17. الموظفين الأجانب أفضل من حيث التعليم والمهارات الوظيفية التي يمتلكونها عن الموظفين العمانيين.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
18. المؤسسة / الشركة لديها قوانين وإجراءات تشجع الموظفين الأجانب على نقل معرفتهم وخبراتهم إلى الموظفين العمانيين.
□ نعم
□ لا
19. أعتقد بأن هذه المؤسسة / الشركة يمكنها الحصول على موظفين عمانيين جدد أصحاب مؤهلات ومهارات وظيفية عالية متوافقة مع المؤهلات والمهارات التي تتطلبها الوظائف بهذه المؤسسة.
□ أقل من نسبة 10 %.
□ أكثر من 10% وأقل من 50%.
□ أكثر من 50%.
□ 100%.
التحديات والصعوبات: 
20. التحديات والصعوبات التي تواجه الموظف العماني في مؤسستكم: 
   
                                        0             1          2         3             4         5
الراتب                                 □           □           □        □            □           □
فترات العمل                          □           □           □        □            □           □
الإلتزامات العائلية                    □           □           □        □            □           □
فرص الترقيات                       □           □           □        □            □           □
صعوبات الوظيفة                     □           □           □        □            □           □
عدم إمتلاك المهارات الوظيفية المطلوبة□           □           □        □        □           □
الثقافة الوظيفية السائدة في المؤسسة □           □           □        □            □           □
طريقة وأسلوب الإدارة             □           □           □        □            □           □
21. ما هي نقاط التطوير التي تقترح إجراءئها على برامج التدريب والتأهيل الحكومي حسب إحتياج مؤسستكم من المهارات والكفاءات الوظيفية؟ 
.......................................................................








دراسة بعنوان: تنمية الموارد البشرية أداة استراتيجية لتعزيز الإقتصاد الوطني
الأخ العزيز / الأخت العزيزة 
السلام عليكم ورحمة الله وبركاته؛؛؛؛؛
كما تعلمون يعتبر الإستبيان من أهم الأدوات المساعدة للحصول على المعلومة الدقيقة عند إجراء أي بحث علمي، خاصة لدى طلاب الدراسات العليا. وفي هذا الأمر ما يعود بالنفع الجليل للوطن والمواطن خلال دراسة بعض السياسات الإدارية وإقتراح أفضل السبل لتطويرها والإستفادة منها.
من هذا المنطلق، ولكوني طالب بمرحلة الدكتوراه بجامعة تشيستر بالمملكة المتحدة، أود إفادتكم بأنني أقوم حالياً بإجراء بحث حول المهارات والكفاءات الوظيفية التي تتطلبها المؤسسات والشركات العاملة في منطقة الدقم الإقتصادية الخاصة ووضع الإقتراحات المناسبة لسياسات تنمية الموارد البشرية التي تهدف إلى تطوير وتنمية الكفاءات الوطنية. ويعتبر الإستبيان المرفق بهذه الرسالة جزء هام جداً من هذا البحث الذي ترتكز عليه هذه الدراسة. 
إن مساهمتكم في إنجاح هذا البحث من خلال تكرمكم بالإجابة بكل دقة وموضوعية محل تقدير عالٍ وأؤكد لكم أن جميع البيانات التي ستقدمونها ستحظى بكامل السرية وسيقتصر إستخدام الإجابات على أهداف البحث العلمي فقط دون الإشارة بأي شكل من الأشكال إلى شخصية المشارك في الإستبيان أو المؤسسة التي يعمل بها. 
أما في حال وجود أي إستفسارات حول الإستبيان فالرجاء عدم التردد في الإتصال على الهاتف رقم : 99259099 أو البريد الإلكتروني szaidi90@hotmail.com .
                                                 وتفضلوا بقبول فائق الإحترام والتقدير

سِـــــــرحان بن سالم بن حمد الزيدي
طالب دراسات عليا بجامعة تشيستر – المملكة المتحدة  









المعلومات الأولية: 
22. إسم الشركة / المؤسسة: 
23. مؤهلك التعليمي:
□ الدكتوراه.
□ الماجستير.
□الدبلوم العالي.
□ البكالوريوس. 
□ الدبلوم.
□شهادة دبلوم التعليم العام.
□ أخرى.

شعورك تجاه وظيفتك:
24. ما هو شعورك تجاه وظيفتك؟
□ ممتعة.
□ بها تحدي.
□ عباره عن روتين يومي.
□ شاقه.
□ممله.
25. أعتقد بأن العمل بهذه المؤسسة / الشركة هو أفضل مكان لمستقبلي الوظيفي.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
26. أفكر الخروج من هذه المؤسسة / الشركة في أقرب فرصة ممكنة للحصول على وظيفة أخرى أفضل من الحالية.
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                  


التدريب المقدم من الحكومة:
27. هل حصلت على أي فرصة تدريبية مقدمة من الحكومة قبل إلتحاقك بالقطاع الخاص/ المؤسسة ؟
□ نعم
□ لا ( إذا كانت إجابتك بلا يرجى الإنتقال إلى السؤال رقم 19 ومواصلة باقي الأسئلة)
28. هل كان البرنامج قصير المدة أم طويل المدة؟ ( قصير المدة = أقل من 6 أشهر – طويل المدة أكثر من 6 أشهر):
□قصير المدة.
□طويل المدة.
29. البرنامج التدريبي الذي إلتحقت به:
□مرتبط بشكل كلي وذو علاقة بوظيفتي الحالية.
□مرتبط بوظيفتي بشكل عام.
□ليس له إرتباط نهائياً.
30. كنت راضٍ عن إجراءات وأنظمة التدريب الذي إلتحقت به؟
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
31. الحكومة قدمت لك برامج التأهيل والتدريب الكافية التي ساهمت في نجاحك في وظيفتك الحالية؟
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
32. كانت برامج التدريب التي حصلت عليها من الحكومة متوافقة وملائمة لطموحاتي الوظيفية:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
33. أعتقد بأن التدريب المتخصص يجب أن ينفذ في: 
□الجامعات والكليات خارج السلطنة.
□الجامعات والكليات المحلية.
□المعاهد المحلية.
□على رأس العمل.
□ إلكترونياً.
□ بأي طريقة مما جاء أعلاه. 

34. أعتقد بأن البرنامج التدريبي الذي التحقت به طور من مهاراتي الوظيفية:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
35. أعتقد بأن البرنامج التدريبي كان ذو كفاءة وفاعلية عالية:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
36. لقد تم مقابلتي وسؤالي عن طموحاتي ورغباتي وقدراتي قبل إلحاقي بالبرنامج التدريبي:
□نعم
□لا
37. لقد قام المسؤولين عن التدريب بالوزارةالمختصة بسؤالي عن رأيي بشأن البرنامج التدريبي بعد إنهائي للبرنامج :
□ نعم
□ لا
38. أنت راضِ عن البرامج التدريبية التي التحقت بها عن طريق الحكوم:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
39. يرجى وضع علامة (  √ ) على نوع التطوير الذي تقترح أن يتم تنفيذه على برامج التدريب التي تقدمها الحكومة . ( يمكنك اختيار أكثر من نوع ) :
□ زيادة فترة التدريب.
□ محتوى البرنامج يجب أن يكون ممتعاً وشيقاً.
□ جعل محتوى البرنامج متلائم لإكساب المتدرب المهارات والكفاءات التي يتطلبهاسوق العمل.
□ جعل التدريب متوافق مع طموحاتي ورغباتي الوظيفية.
□ تقصير فترة البرنامج التدريبي.
□ تصميم البرنامج التدريبي ليقوم بتنمية وتطوير مهاراتي السابقة.
□ تكثيف البرنامج على مهارات الحاسب الألي والتقنية.
□أُخرى.....................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................................

التدريب المقدم من المؤسسة التي تعمل بها : 
40. هل إلتحقت بأي برنامج تدريبي مقدم من المؤسسة التي تعمل بها ؟
□ نعم
□ لا
41. كان الهدف من هذا البرنامج/ إكسابك مهارات تساعدك على آداء وظيفتك بالمؤسسة ولزيادة إنتاجيتك:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
42. البرنامج التدريبي جعل منك أكثر ثقه في نفسك لأداء مهام وظيفتك :
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
43. إكتسبت خلال البرنامج أي أفكار للإبداع الوظيفي أو أي محفزات للإبداع والإبتكار:
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
44. أنت راضِ عن البرامج التدريبية المقدمة من قبل المؤسسة التي تعمل بها :
□ موافق                □ موافق بشدة                  □ لا أوافق
□ لا أوافق بشدة                        □ لا هذا ولا ذاك                   
التحديات والصعوبات: 
1. التحديات والصعوبات التي تواجه الموظف العماني في مؤسستكم: 

                                   0             1          2         3             4         5
الراتب                                  □           □           □        □            □        □
فترات العمل                          □           □           □        □            □           □
الإلتزامات العائلية                   □           □           □        □            □           □
فرص الترقيات                       □           □           □        □            □           □
صعوبات الوظيفة                     □           □           □        □            □           □
عدم إمتلاك المهارات الوظيفية المطلوبة□           □           □        □         □         □
الثقافة الوظيفية السائدة في المؤسسة □           □           □        □            □           □
طريقة وأسلوب الإدارة               □           □           □        □            □           □
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Dimensions


Education


Areas of NHRD


Government skills development and emloyment policy


Stages


Research


Participants and Stakeholders


International agencies (e.g. ILO, UNDP, OECD, World Bank, INGOs, NGOs)


Basic


Higher


Training


General


Job-specific


Establishment and development of institutions


Partnership with international institutions/agencies


Government


Educational institutions


Employing companies


public sector- Govt. and public sector companies


private sector companies- MNCs and local companies


Society (Families, Students, employees)


Planning


Implementation


Monitoring


Evaluation























What is the percentage of Omani employees in the company?

Less than 10%.	Above 10% and less than 35%.	Above 35% and less than 50%.	Above 50%.	6.3000000000000014E-2	0.43800000000000078	0	0.5	

What kind of training does your company provide for its employees?

On the job training	Off the job training	Both of them	0.28900000000000031	0	0.71100000000000063	

The company provides training courses for new Omani employees to gain skills that are required by their job.

More than six months training	Less than six months training	Only induction	Not to all Omani Employees, to some only.	No training at all	0.21100000000000024	0.31600000000000084	0.21100000000000024	0.26300000000000001	0	

The training programmes have increased Omani employees' motivation and confidence level.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0.57900000000000063	0.26300000000000001	0	0.13200000000000001	2.6000000000000002E-2	

The training programmes have given Omani employees new skills related to their jobs.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0.60500000000000065	0.28900000000000031	0	0.10500000000000002	0	

Omani employees joined this company with:

High skills that are required by their job and they don’t need any additional training.	High skills required by their job and they need some training to update their skills.	Medium amount of skills and they need some training programs to meet their job needs.	Very basic skills and they need a large amount of training to match their current job needs.	Their skills does not match their current job needs at all.	0	5.3000000000000012E-2	0.28900000000000031	0.39500000000000102	0.26300000000000001	

The government has offered enough education and training programmes to make Omani youth suitable to join your company.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	7.9000000000000195E-2	5.3000000000000012E-2	0.47400000000000031	0.36800000000000038	2.6000000000000002E-2	

The training programmes provided by the government to your Omani employees before joining your company were suitable for their current job.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0.10500000000000002	0.10500000000000002	0.18400000000000039	0.47400000000000031	0.13200000000000001	

The government HRD policymakers are aware of the skills required by your company.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	5.3000000000000012E-2	7.9000000000000195E-2	0.63200000000000178	0.18400000000000039	5.3000000000000012E-2	

As an HR practitioner, I believe my company can find well-qualified and skilled Omani people for the jobs available at the company.

Strongly Agree	Agree	Neither agree nor disagree	Strongly Disagree	Disagree	0.13200000000000001	7.9000000000000195E-2	2.6000000000000002E-2	0.36800000000000038	0.39500000000000102	

Challenges of Omani employees at your company

Salary	Work Time	Family Commitment	Opportunity of Promotion	Job Challenge	Lack of Skills	Corporate Culture	Management Style	3.32	3.4899999999999998	3.86	3.08	3.67	3.9699999999999998	3.32	2.9699999999999998	


What is your educational qualification?

PhD	Master	High Diploma	Bachelor	Diploma	School Certificate	0	2.4E-2	2.4E-2	6.1000000000000013E-2	0.17100000000000001	0.72000000000000064	

How do you feel about your job?

Interesting	Challenging	Routine	Tough	Boring	0.22	0.32900000000000101	0.14600000000000021	0.24400000000000024	6.1000000000000013E-2	

I am thinking of leaving this company in the near future to find a better job.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0.68299999999999994	9.8000000000000226E-2	0.13400000000000001	6.1000000000000013E-2	2.4E-2	

The training programme I attended was:

Totally related to my work.	Generally related to my work.	Not related at all.	0.14600000000000021	0.46300000000000002	0.3900000000000009	

You were satisfied with training programmes provided by the government.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0	9.8000000000000226E-2	0.22	0.65900000000000203	2.4E-2	

Please tick which improvement you suggest be implemented regarding governmental HRD activities (you can tick more than one).

Increase the period of training.	Make the content more interesting.	Make the content more relevant to the skills that required by the country economy.	Make the training related to my ambitions and desires.	Shorten the period of training.	Design the training to build up my previous skills.	Concentrate the training to gain IT skills.	0.54799999999999993	0.40500000000000008	0.73800000000000154	0.66700000000000204	4.8000000000000001E-2	0.35700000000000032	0.52400000000000002	


The aim of the training was to make you fit your job requirements and to enhance your performance.

Strongly Agree	Agree	Strongly Disagree	Disagree	Neither agree nor disagree	0.74000000000000155	0.192	2.7000000000000073E-2	4.1000000000000002E-2	0	

You were satisfied with the training programmes that were provided by your company.

Strongly Agree	Agree	Neither agree nor disagree	Strongly Disagree	Disagree	0.12200000000000009	0.52700000000000002	1.3999999999999999E-2	0.17600000000000021	0.16200000000000001	

Challenges of Working in the Private Sector

Salary	Work Time	Family Commitment	Opportunity of Promotion	Job Challenge	Lack of Skills	Corporate Culture	Management Style	3.84	3.59	3.8499999999999988	3.9099999999999997	3.9099999999999997	4	3.23	3.3299999999999987	
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