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Executive Summary
The ministry of Higher Education in cooperation with Oman Society for Petroleum Services (OPAL) conducted a study
on empowering females in the Oil and Gas sector. In Oman, females constitute less than 10% of the total workforce in the Oil
& Gas sector whereas their participation ranges between 20-25% worldwide. In the local private sector, their participation is
25.4% of total number of Omanis in this sector. It was motivated by the low employment rate of educated females at tertiary
levels compared to males. About 85.7% of employed graduates in the oil and gas sector are engineers. In Oman, 36.6% of the
students in engineering specializations are females but females constitute only 16.1% of the total number of applicants to this
sector. In this study a total of 1182 females from Oil & Gas sector completed an online survey with a 68% response rate. The
findings indicated the followings:
• Young female workforce attracted to maternity and family related benefits: 89.2% of the females working in
this sector are 39 years old or younger and 69% of them are married with an average 2.28 kids. Two thirds of females are
dissatisfied about the length of maternity leave and 50% of them reported that housemaids/domestic workers are their
kids’ primary caregivers. 43.3% of the females are upset about the manpower law of 3 maternity leave with one employer.
The three benefits females rated higher than other benefits were extra maternity leave, part-time working/flexible hours,
and being considered for senior positions.
• Willingness to be relocated to concession areas with conditions: Currently less than 2.7% of females work
in concession sites, but 29.5% of females who are current¬ly working in office-based jobs are willing to be relocated to
concession areas provided suitable facilities/schemes.
• A need for more females in senior positions: Currently females constitute 4.2% in management positions. More
than 70% of females believe there is a need for more females in senior positions. 68% of resigned females applied for internal positions but were not selected.
• High satisfaction rate and encouraging work environment: 84.8% of females are satisfied in their workplace.
80% of females think their jobs are suitable for females. More than 80% of females evaluate their performance at top 15%
and 70% of them think their male peers would evaluate them at top 15% of employees.
• Specific schemes for resigning females: females in accounting and finance related professions who are in their
first 3 years with a bachelor’s degree are more likely to resign than other females. Measures that could deter females from
resigning according to them are in hierarchal order: more opportunity for progression, better management, more training
and development opportunities.
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Chapter 1

Background and literature Review
1. What is the nature of cooperation between MoHE and OPAL?
The Female empowerment survey is
one phase of the three phases cooperation agreement between the Ministry
of Higher Education (MOHE) and
Oman Society for Petroleum Services
(OPAL). The agreement represented
both parties’ recognition of the need
to understand the workforce structure
and demographics to better prepare
educated, skilled and trained prospective employees/entrepreneurs . The
agreement identified three phases of

cooperation as delineated below:
employing qualified Omani graduates
■ The mismatch between the students’ in the sector.
academic performance and set of
knowledge/skills/abilities the sector
requires of applicants through analyzing their scores in a set of pre-service
MoHE and OPAL cooperassessments,
ation focuses on qualified
■ The modest representation of the feworkforce, female repremale workforce in the sector and the
challenges they face,
sentation and intervention
■ Identification of possible national inprograms
tervention programs that might boost

2. Why MoHE cooperates with the Oil and Gas Sector?
The Oil and Gas sector (hydrocarbons) constituted 33.9% of GDP,
25% of first-time employed
78.7% of state revenues and 59.4% of
graduates in private sector
goods exports in 2015 (Oxford Busijoin Oil & Gas Companies.
ness group, 2017). Though the hydrocarbons participation in the GDP
in 2016 decreased to 27.4% (NCSI,
2017)1,the Oil and Gas sector is still country’s economy and hence employexpected to play a major role in the
ment.
1- Most probably due to lower oil prices not diversification of the economy or larger contribution of other sectors in GDP.
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The Graduate Survey 2017 results indicated that the Oil and Gas sector
employed 25% of the total number
of first-time employed graduates in
the private sector. This percentage is
the highest percentage in a total of 31
commercial activities/industries in the
private sector as appendix (1) shows. It
was also reported that female graduate

intake to this sector constituted only
9% of the total number of employed
females in the private sector. On the
other hand, the male graduates’ intake to the sector constituted 33% of
the total number of first-time

Table (1): Percentage of employed
graduates in three highest commercial activities/industries

employed male graduates in the private sector. The table shows the three
highest private commercial activities
/industries in employing graduates.
The disparity in employing graduates
in the Oil and Gas sector by their gender is confirmed by Public Authority
of Manpower Register (PAMR) that
indicates female employees in this
sector constitute 8.3% of the total
number of Omanis working in the
sector.

9% of females graduates joining
private sector are employed in Gas
and Oil companies (Graduate Survey2017)
8.3% of Omani employees in Oil
and Gas Sector are females (PAMR
databases)

3. Why is the need for the female empowerment study in the Oil and Gas sector?
According to the Ministry of
Higher Education Annual Report
on students for the academic year
2015/2016 (MOHE, 2017, p. 35), females constituted 58.5% of the total
number of students at higher education institutions and they constituted
36.6% of students in the Engineering specialization as table (2) indicates. In the Oil and Gas sector, 75%
of employed graduates hold degrees

in engineering and related studies.
The percentage of females in the engineering major is about the third of
the total number of students, however, their percentage in the workforce
is much lower in this sector.

36.6% of Engineering
students are females.

75% of Employed
graduates in the Oil
and Gas Sector hold
Engineering Degrees.
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Table (2) Number of current students in HEIs by field of study, HEI type and gender in the academic
year 2015/2016

.Not applicable: Students in foundation program or the field of study is not specified by the student
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The number of qualified female job seekers (i.e., holders of Diploma or Bachelor’s
degrees) is significantly higher than the
number of their male counterparts. According the PAMR (Public Authority for
Manpower Register) update in 30 June
2017, the percentage of qualified job
seekers (Diploma & Bachelor’s degrees
holders) is 51.5% of the total number of

job seekers. The percentage of qualified
female job seekers constitutes 78.6% of
the total number of qualified job seekers
while the percentage of qualified male
job seekers constitutes only 21.4% of the
total number of qualified job seekers.
furthermore, qualified female job seekers constitute 40.5% of total number of
all job seekers and the qualified male

job seekers constitute 11% only of total
number of all job seekers.

78.6% of qualified job
seekers are females

Table (3) Distribution of Job Seekers by Qualification Level by 30 Feb
2018 (PAMR, 2018)

The high percentage of qualified female
job seekers is likely to remain high in
spite of the government's efforts to em-

ploy Omani job seekers. The implemented employment practices so far have
resulted in employing considerably less

females and less qualified job seekers.
Actually employed females constituted only third of the employed job seek-
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ers until the 12 March 2018 (Ministry
of Manpower, 2018) as table (4) shows.
Though females' job seekers constituted
more than two thirds of all job seekers, it
seems that the jobs created are either not
suitable for females or intentionally kept
for male job seekers. Similarly, most of
the employed job seekers are those who
have qualifications less than the General
Diploma (49.6%) and those holding High
School Diploma (33.4%) as table (4) indi-

cates. This practice similarly disadvantages females, as they constituted the bulk of
qualified job seekers.

Employment practices disadvantage females and qualified job seekers

Two thirds of job seekers are females.
Third of employed job
seekers are females

Table (4) Distribution of Employed Job Seekers till 12 March 2018
(Ministry of Manpower, 2018)
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4. Female empowerment in the Oil and Gas sector globally and regionally
The participation of females in oil and gas
workforce is still limited in numbers and
types of jobs they occupy both globally
and regionally. Energy Companies have
different schemes to empowering women
in their organizations. Shell, for example, has been recognized by The Times as
one of the top 50 employers for women
in 2017 and it was the only oil and gas
company included in the list (The Times,
2017). Shell has been active on empowering females in the Gulf States too. In 2005,
it has launched some programs that are
directed to female empowerment in Qatar called “Women Career Development
Programme” aiming at guiding young females’ careers in the Oil and Gas industry
and it has introduced “a global standard
of 16 weeks paid maternity leave” (Shell,
2018).

In some gulf countries, institutions were
established to address female underrepresentation in the Oil and Gas sector. In
Kuwait for example, the Kuwait Petroleum Corporation studies and enhances
females participation in the Oil and Gas
sectors through initiatives that include
raising awareness, changing job conditions to be more suitable for females and
monitoring gender balance and diversity
indicators annually(Berkowitz, Bucheli &
Dumez, 2017).
Some Practices that indicate female underrepresentation according to Robert
Walter Report (2016) on “empowering
women in the workplace” are as follows :
• management promoting men over
women
• difficulty returning to work after having
children
• family pressures or commitments out-

side of work.
In this report, more than 4,400 employees
and job seekers participated from 10 different countries.
There is no doubt that female empowerment could bring positive results to
companies. The Business of Empowering Women survey was conducted with a
participation of 2300 executives. A third
of them indicated an increase in profit resulting from investing in women (Crum,
2018). The survey indicated several methods to female empowerment such as:
1- equal compensation for equal rank, experience and tenure,
2- enhancing health and safety measures,
3- equal access to education and training
opportunities,
4- and benchmarking and reporting companies efforts in empowering females

Summary
This chapter has discussed the nature
and mandates of MoHE and OPAL cooperation. It presented the landscape of
females’ participation in education and
the workforce. It focused on the underrepresentation of females in the Oil and

Gas sector in spite of the high percentage
of qualified females’ job seekers.
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About the Female Empowerment Survey:
Methodology and tools

Chapter 2

1. What is Female Empowerment Survey?
It is a survey of females’ perspectives
about working in the Oil and Gas
Sector. It targets three categories of
females: (1) those who are currently
working in the sector, (2) those who
have resigned, (3) those who had applied to the sector but rejected job
offers. It collects data on three topics
namely; (1) personal information, (2)
education, and (3) job experiences.
The questionnaires were provided in
both Arabic and Englis. dThe distribution of the questions in the online
questionnaire are as figure (1) shows:

Figure (1) Distribution of Questions in Female Empowerment Questionaires

Female Empowerment Survey
focuses on females who are
working, have resigned or have
rejected job offers in the sector.
A body of literature on female empowerment studies was consulted before
building the initial 3 questionnaires
(e.g., New Zealand work research institute, 2017; Hii & Kardani, etal, 2014;
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Rand Corporation, 2015 ). After that, validity of the questionnaire. Appenthe questionnaires were evaluated by dices (2) and (3) display the trial quesacademics and experts in human re- tions used and the questionnaire.
sources from Oil and Gas companies
for (a) clarity, (b) inclusiveness, (c)

2.

Methodology

The methodology followed to study
the female employees’ perspectives
was quantitative research in order to
reach out to the largest population of
females. The main tool used was a secured online questionnaire with limited access using the Civil ID for Omani participants or Residency ID for
non-Omanis. The females’ primary
data including their IDs were received
from two sources (1) the 61 contributing companies2 and (2) the Public Authority for Manpower Register
(PAMR) prior to launching the online
survey. The companies that participated and the response rate are shown in
Appendix (4). Some of the duplicated
records that came from both PAMR
and the companies were updated to be
single records after checking the IDs,
names and contact details.

Online questionnaires
secured by participants
Civil IDs

2.1 Population and Sample
To better understand the population
of the females working in the Oil and
Gas sector, data from three sources
were triangulated, namely: graduate
Survey, PAMR and participating companies. The data received from PAMR,
about the females working in the Oil
and Gas sector, consolidates with the
data generated by the Graduate Survey 2017 (MoHE, 2017). Graduate
Survey 2017 indicated that only 9%
of the female graduates employed
in the private sector work in Oil and
Gas companies. However, 33% of the
male graduate employed in the private sector work in the Oil and Gas
companies3 . PAMR data of Omani
employees in the sector indicates that
only 8.3% of those working in the
sector are females. Similarly, the data
received from the contributing companies shows a similar distribution to
that of PAMR data as depicted in fig-

Figure (2) Percentage of Omani Male and Female Employees in Oil and Gas Sector

4

Females in Oil and Gas
sector are less than 10%

ure (2).

2- See response rate in appendix (4)
3- Oil and Gas was one of 31 other commercial activities as classified by the Ministry of Commerce.
4- The total number of employees PAMR does not include all employees in the companies as registration in PAMR is not obligatory.
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The targeted sample consisted of
1735 females and the total number of
respondents was 1375 of which 1182
completed the questionnaire. The
table below indicates the population,
sample and response rate.
Table (5) Population, Sample and Response
rate

5

1182 Completed questionnaires with 68%
response rate
The survey was conducted on a census
basis that it was open for all females
working, resigned or rejected job offers from the sector. All females with
accurate Civil/Residency IDs were
targeted and all females with correct
contact details were contacted and invited to participate.

2.2 Data Collection phase
Prior to opening the online survey,
there was a 5 weeks period of data collection from the contributing companies and PAMR. All companies were
requested to supply the the Graduate
Survey (GS) Department with Employees Civil IDs and contact details.
Some companies declined giving out
employees contact details, Civil and
Residency IDs and requested to be
in charge of circulating the link to
the questionnaire. These companies

response rate has been adversely affected as shown in Appendix (4).Any
records of females received without
the civil/residency IDs were excluded
from the targeted sample. The civil/
Residency IDs were the participants’
usernames to the questionnaire to ensure the validity of the target sample.
A team of eight employees were in
charge of conducting phone calls to
the targeted sample. More than 359
records were deleted after starting the
online survey as the phone numbers
were inaccurate or the females contacted were not working in the identified sector. The sample was invited
and encouraged to participate via the
following methods as shown in table
(6).

5- Some of the females were deleted from the targeted sample because they were only registered in the company and were not actually employed. Two specific companies appear to have registered a number of females and pay them monthly allowances for their names to be registered as
these females have shared with the survey team.
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Table (6) Type and times of reminding
the target sample

2.4 Limitations of the Study
As any other study, there are num- ology and tools used in conducting
ber of limitations in this study that the Female Empowerment Survey.
can be summarized as follows:
1182 participants completed the
questionnaire with 68% response
1- Methodological: using the ques- rate. The survey was an adaptation
tionnaires as the main tool for data of several other ones on female emcollection might have neglected powerment in the Oil and Gas secsome aspects of the females’ per- tor or other sectors in which there
spectives that are better captured by is a modest female representation
qualitative methods. Although this such as military.
report included some open-ended
questions to get some qualitative
data, there is a need for more indepth interviews on certain aspects
aroused from the questionnaire.

2- Representational: though the

2.3 Analysis
In analyzing the data from the questionnaires, SPSS was used and both descriptive and inferential analyses were performed. Content analysis was conducted
when the data was of qualitative nature
such documents or policies.

response rate of target sample was
very good, the survey did not include a number of females whose
contact details were not supplied
by the companies or not available
at PAMR.

Summary
This chapter discusses the method-
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Chapter 3

General information about the participants
1. What are the demographics of the participants?
1.1. Place of permanent address/work
Most of the participants were Omanis
(97.5%) and only 2.5% were non-Omanis mostly from India then Pakistan. Most
of the Omani participants (71.6%) are
originally from Muscat and their workplaces are also mostly located in Muscat.
The second governorate that the participants are originally from is Al Al Batinah North (6.6%) closely followed by Al
Dakhilia (6.2%). This closely resembles
the population of females in the Oil and
Gas sector as is shown in the map in Appendix (8).

Figure (4): Distribution of participants by governorate of current address and
permanent address

Figure (3) Country of origin of the
participants

97% of the females are Omanis.
71% of them are originally from
Muscat and 84% of them live in
Muscat
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1.2. Marital Status and Maternity
The majority of the participants
(89.2%) are 39 years old or younger.
This could indicate recent efforts to
include more females in the sector
and that younger generations of females are more attracted to work in
the sector than the older generations.
Also, It is expected to see decreasing
number of females at older ages because of Omani females tendency to
opt for early retirement.

Figure (5)Distribution of participants by age groups

Most of the participants are married
(69%) and about 27.1% of them are
single. The Majority of the participants 81.9% (excluding the single ladies) have kids. The average number
of kids the participants have is 2.28.
This is less than the national fertility rate (for women aged between 15
and 49) which is 4 (NCSI, 2018). The
distribution of the average number of
kids by the age range of the participants shows a natural increase with

older ages. However, the highest average number of kids per woman (i.e.,
3.56) it is still lower than the national
fertility rate.
- 89.2% of the females are 39 years
old or younger
- 69% of them are married
- 81.9% of married females have
kids at average 2.28 child/women

Table (7) Females distribution by marital status and having kids
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Table (8) The distribution of the number of kids by the age groups of the participants
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Figure (6) The Distribution of participants by the age of their youngest
child

82.4% of females have 5 years
old or less kids or less.
However, the Civil Service Law (Ministry of Civil Services, 2007, p. 34),
article number 79 states that:
“The female employee shall be entitled to a fifty-day special leave for pre
and post-delivery period. This leave
shall be salaried and shall not be taken for more than five times during
the whole service period in the government.”

Given that most of the participants
have young kids (i.e., five years or
younger ), maternity leave is undoubtedly one of the concerning issues to the working females in the
Oil and Gas Sector. About half of the
females (52.7%) indicated that the
length of the maternity leave in their
companies is 50 days (similar to the
maternity leave given in the public
sector), and about 39.6% of the
participants

reported that the maternity leave is
more than 50 days in their companies. Maternity rights differ in the
private and public sectors. According
to the labor law (2003, p. 30), article
83 states that:
“A female employee shall have the
right to a special fifty-day maternity
leave covering the periods before and
after delivery with full salary for not
more than three times during her service with the employer”.

Two thirds of the females seemed dissatisfied about the length of the maternity leave. The dissatisfaction decreases with longer maternity leaves
to reach 58.1% of participants are
dissatisfied whose maternity leave is
more than 50 days.
Manpower law grants maternity
leave for 3 kids with same employer.
Civil services law grant 5 maternity leaves
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This percentage is still considered as
high level of dissatisfaction. The association between dissatisfaction and
length of maternity leave is significant
with Chi square=22.5, df=2, P=0.000.

Two thirds of females
are dissatisfied with
length of maternity
leave

When the females were asked about
their knowledge of the fact that maternity leave in the private sector is granted for only three times while working
for an employer, 46.5% responded
that “they did not know about this article” and 43.3% responded that they
were upset about this fact while 10%
weren’t upset about it. Third of the
participating females (35.9%) are considering leaving work because of maternity leave ; most of those (74.3)felt
upset that the maternity leave is granted 3 times only or did not know

Table (9) Distribution of the participants’ responses by the
length of maternity leave and their satisfaction
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about this article in the Labor Law.
The association between being upset
about maternity leave and considering leaving the company because of
insufficient maternity leave was found
significant at Chi square= 11.06, df=2,
p=0.0004.

46.5% of females did not know
about three maternity leaves
(manpower law)
43.3% of females are upset about
the 3 maternity leave article

Table (10) Distribution of participants’ answer to knowledge
about maternity leave and considering leaving work

This dissatisfaction could be explained
by the fact that the primary care giver to 50.8% participants’ young kids is
the Maid, followed by a relative from
the extended family at 31.6%, then by
the nursery at 17.6%.

50% of the primary
care-giver to young kids
is the maid

1.3. Relatives working in the Oil have worked/still working in this
sector.
and Gas sector
More than half of the participants
(56.4%) have a relative who works in
the Oil and Gas Sector. About 14% of
the participants’ fathers have worked/
still working in this sector, and 30.5%
of the married participants’ husbands

More than half of the females
who work in the Oil and Gas
sector have relatives who also
work in it

Figure (8) Distribution of participants’ spouse/father by work status

Figure (7) The percentage of the
primary care-giver to the kids
when their mothers resume work
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2. Education
This Section discusses the distribution of the participants by academic/
professional qualifications, fields of
study and intention to pursue education. The qualifications that the participants hold range from less than
high school to a PhD, Most of the
participants hold a bachelor’s degree
(57.4%) followed by a Master’s degrees
(12.3%) then by High School Diploma
(10.7%) as shown in figure (9). Third,
of the females who hold a university
diploma or higher are specialized in
Management and Commerce (38.5%),
followed by Engineering (29.8%),
then by some distance followed by
Information Technology (12.1%) as
shown in table (11). The distribution
of females in the sector by the field of
study is different from the distribution of the graduates employed in this
sector according to Graduate Survey
2017. Most of the graduates employed
in this sector hold Engineering degree, followed by degrees in Natural
Sciences, then by degrees in Management and Commerce.

22

Figure (9) Distribution of participants by qualification

A detailed display of the distribution
of females by their field of study and
specializations is in appendix (5).

57.4% of the females
working in the Oil and
Gas hold Bachelors’ Degrees.
More than third of the
females are specialized in
Management and Commerce

Table (11) Distribution of participants by field of study

Most of the participants reported that they would
like to pursue their education; only 16.2% of the
participates stated their unwillingness and referred it to (1) not having enough time, (2) constraining family commitments, (3) already possessing the required skills at workplace, (4) not
having enough money. Most of the married and
divorced females indicated that lack of time followed by possessing required skills are the deterrents to pursuing education. Most single ladies
indicated the lack of money is the main deterrent
to pursuing education. Most widows selected
family commitments and possessing required
skills as the deterrents to pursuing education.

Figure (10) Distribution of participants by
their willingness to pursue education
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Only 16.2% of females are unwilling to pursue education due
to time and family constraints.
Only 25% of females have professional qualifications other
than their academic ones

Figure (11)Distribution
of participants by professional qualifications

Table (12) Distribution of participants by deterrents to pursing
education and marital status

Summary
This Chapter presented the demographics of
the participants indicating that most of them
are Omanis and originally from Muscat .
Most of them are married, under39years old
and have kids who are 5 years old or younger. Most of them hold Bachelors’ degrees. This
chapter discussed how these demographics
could have influenced females’ perspectives
about working in the oil and gas sector. Similarly these demographics will help explain
some of the results displayed in the following
chapters.

24

Chapter 4

Fact sheet about
participants’ jobs
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Chapter 4

Fact sheet about participants’ jobs
This chapter displays information
about females’ work by type of company, nature of work, experience, ...etc.
The information is displayed with
minimal description as the figures are
self-explanatory. This survey targeted
three groups of females as mentioned
earlier employed6 , resigned7 and rejected8 . Most of them are employed
and have not resigned before, most of
them work in International Compa-

nies followed by Excellent companies. that females work at are classified as
Most of the females work in Private large (Appendix 6).
companies followed by semi-government ones and most of the companies

Table (13): Distribution of participants by work status
and company classification 9

Figure (12) Distribution of participants by
work status

Most females work international followed by excellent
companies which are classified as large ones
6- Employed females: are those who are currently working but have never resigned or rejected job offer before.
7- Resigned females: are those who are currently working but have previously resigned from a company in the Oil and Gas Sector.
8- Rejected job offers: are females who are currently working but have previously rejected job offers from the Oil and Gas Sector.
9- Based on Ministry of Commerce classification of companies https://moci.gov.om
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Most Resigned females
come from Excellent Companies that are private and
classified as large.

Table(14): Distribution of participants
by work status and company size 10

Table (15): Distribution of participants
by work status and company type

10- Based on Riyada Classification of companies https://riyada.om/en-us/Pages/Home.aspx
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1. What is the nature of work and job types females in the Oil and Gas
Sector perform?
More than two-thirds of the females
(employed, resigned or rejected
job offers) reported that they have
worked in their current companies
for six years or less indicating a young
female population in the Oil and Gas
sector. This is confirmed by the distribution of the participants by age
groups, as more than 40% of them are
29 years old or younger.

The distribution of females by job
classification differ amongst emMost of the females
ployed resigned and rejected. Most of
working in Oil and Gas females who have previously resigned
work in jobs grouped as Accounting
Sector have less than 6
years of experience and and Finance, followed by Sector Specific Jobs then by Human Resources.
are young
Most females who have previously
rejected jobs are working in Accounting and Finance, Top Management,
followed by Human Resources posiTable(16): Distribution of Employed females by number of years work- tions. A detailed distribution of the
female employees by job classification
ing at current company
is in appendix (7).

Most females who
have previously resigned or rejected job
offers work in Accounting and Finance

28

Figure (13): Distribution of participants by job classification
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Figure (14): Distribution of participants by nature of work

More than two thirds of the females work on office-based positions; very few
of them work on the concession areas; and about a quarter of them work on
both office/concession sites positions.
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Most Females work in
office- based positions
and only 2.7% work in
concession areas.

Figure (15): distribution of female employees by the nature of work and
marital status

Single females (58%) constitute the
highest percentage of females who
are working at the concession areas
followed by divorced then married females. Similarly divorced followed by
single females are more likely to work
on both sites and offices than married
females or widows.

Single and Divorced females work at concession
areas more than married

Summary:

most of them are single followed by
divorced females .

The information displayed in this
chapter indicated that most females
work in large companies, have 6 years
or less experience with their current
employer, work in office based jobs,
and specialized in sector specific professions followed by HR and Accounting positions. Most resigned females
work in Accounting/finance. Only
2.7% work in concession areas and

31
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Chapter 5

Work experiences for females
This Chapter discusses females perspectives on
• Females perspectives about working in the Oil and Gas sector .
• Females’ perspectives about working in a male dominated sector.
• Females perspectives about working at the concession areas.
• Females perspectives about their future in the sector.
•Females overall satisfaction at work.

1. What do females think about working in the Oil and Gas Sector before joining it?
Most of the females are working in
jobs that they have applied to and
only few of them were approached by
their current companies. Most of the
female employees had been interested
in working on this occupation before
applying.
“Learning the job skills” followed by
believing that it would be “a promising career track”, then by a “good pay”
were the three top motives for females
to be interested in applying to the jobs
they are currently working at.
learning the job skills, a promising career track followed by
a good pay were the three top
causes for females’ interest in
their jobs
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Table (17): Distribution of employed females’ responses to
“How did you end up in your current occupation/career
field?”

Figure (16): Distribution of employed females’
responses to “Were you interested in working
on this occupation?”

Table (18): Why were you interested in this occupation?

In general, females' perceptions about the purpose of work closely divided between personal/professional fulfillment and financial fulfillment.
Table (19): Distribution of females opinions on “why do
you work?” by job status”
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The difference in their opinions is
clear when the females are grouped by
marital status, age, or education level. There is a significant difference in
females’ opinions about the purpose
of work by their marital status and
education level groups. Two thirds of
single females are working for either
personal or professional fulfillment,
However, only half of the married females are working for personal and
professional fulfillment. More than
half of the divorced females and widows are working for financial purposes
to support their families or earn their
own money. This difference in opinion
was tested by Chi square = 51.2, df=9,
p=0.000.
The purpose of working also changes
by age groups. Two thirds of (20-29
years old) females are working for either personal or professional fulfillment; however, half of the (30-39 years
old) are working for personal and professional fulfillment. More than half of
the (40-49 years) and (50-59 years) are
working for financial purposes to support their families or earn their own
money. This association was tested by
Chi square= 92.744, df=12, p=0.000.
Females’ opinions about the purpose
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of work also differs by their level of ed- the purpose of working was tested by
ucation as shown in table (22). More chi square=79.94, df=24, p=0.000.
than half of the females with High
school Diploma or less and holders
of university Diploma (2 years) are
working for financial purposes. More
The purpose of work
than half of participants with vocachanges for females
tional/advanced diploma, Bachelors,
and master’s degrees are working for
according to marital
either personal or professional fulstatus, age and level of
fillment. The association between the
education
level of education and females’ opinions on

Table (20): Distribution of females opinions on “why do you
work?” by marital status

Widow

Table (21): Distribution of females’ opinions on “why do
you work?” by age groups
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Table (22): Distribution of females opinions on “why do
you work?” by age groups
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More than two thirds of the females believed that
getting their jobs was either easy or adequate. Third
of the females, who believed getting the jobs was
difficult, referred the difficulty to the interviews,
required years of experience or mismatch between
their degrees and job advertised. “ this could be
linked to the “Graduates joining oil and Gas” Report that highlighted the fact that less jobs are advertised for females.

About 28%-32% of females believed that getting
their jobs was difficult because of the interview
difficulty, years of experience requested or mismatch between specializations and jobs offered

Table (24): Distribution of females’ responses to “why
was it difficult?” by their work status

Table (23): Distribution of Female’ Reponses to
“How do you describe getting this job?” by work
status
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2. What do females think about working in a male dominated sector?
Most females believe that they are currently working in jobs that are suitable for females. As mentioned earlier
more than 70% of females in the Oil
and Gas sector are currently working
in office-based positions. Less than 4%
of the females think that their jobs are
not suitable for females.
Figure (17): Do you think that your
job is suitable for females?

The interest that most of the females
expressed to work in the Oil and
Gas sector when applying remained
at similar levels after working in the
sector. Most of the females expressed
that working in the sector made them
more interested to keep working in it.
This is reflected also in their attitudes
towards their jobs as most of the females (92.2%-79.6%) are either proud
of their jobs or enjoy them.

About (78.2%-69%) of females working in Oil and Gas
made them more interested
to keep working in it.
(92.2%-79.6%) of females are
either proud of their jobs or
enjoy them

Table (25): Distribution of Females by their interest to work
oil and gas sector and work status *

More than 80% of the females
believe their jobs are suitable
for females
More than 70% of the females
work in office-based jobs
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* “many of the females who have rejected offers/reigned from companies in Oil and Gas
are still working in the same sector but in different companies.”

Table (26): Females attitudes towards their work

Figure (18): Distribution of females’ opinions about the need for more
females in senior positions

More than 70% of the females in the
Oil and Gas sector believe that there
is a need for more females in senior
positions. Only less than third of the
females believe that they have been
treated unfairly because they were females. The main cause of unfairness to
those females is the limited opportunity for progression.

More than 70% of females
believe there is a need for more
females in senior positions
30.5%-21.1% of females felt
they have been treated unfairly
because of their gender, most of
them are resigned females.
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Figure (19): Distribution of females’ opinions about the
need for more females in senior positions

“providing less opportunity for progression
than males”
is highest item in treating females unfairly
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Table (27): distribution of females perceptions on the causes of unfair treatment of females because of their gender

Most of the females who work in a technical job believe that
the company culture is accepting and encouraging females to
work in roles that are usually dominated by males.

Table (29): Distribution of Female Evaluation of
their Performance

Table (28): Distribution of Females’ response to “how do you
see the Company acceptance culture of a female working in a
male dominated area?”

More than 80% of females evaluate their performance at top
15% or above average. Similarly more than 70% of the females
believe that their male peers evaluate them at top 15% or
above average. A very small percentage of females (less than
1%) rank themselves below the average or bottom 15% and
a small percentage of them (less than 5%) believe that their
male peers would rank them below the average or bottom
15%.

Table (30): Distribution of Females’ peers evaluations of
the females’ performance as the females believe

More than 80% females evaluate their
performance at top 15% or above average
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More than half of the females work in
companies that do not have specific
benefits for females only. The 18.8%10.2% females who currently work in
companies that offer benefits for females
indicated the five top benefits to include
more than 50 maternity days and extra
time for breastfeeding, considering females for management positions, special
arrangements for females in concession
areas, part-time work, earlier retirement
than males, and Omani women day celebrations. All other mentioned initiatives are shared with male peers such as
housing loans ...etc.

Figure (19): Distribution of Females’ responses
to “Does your current company have Special
Benefits specifically for female employees?”

Most common benefits
females get in Oil and
Gas sector include extra
maternity leave, parttime working, and being
considered for management positions.

3. What do females think about working on concession areas ?
About third of the females reported
that they are willing to be relocated to
work at concession areas with either
the current facilities or extra facilities
provided. About third of the females
indicated that their jobs do not require
working at operation sites; and a third
of the females indicated that working at concession areas should be for
males only. A very small percentage
of females indicated that they would
leave the company if asked to work at
operation sites.

44

Table (31):Distribution of females’ opinions about working in
concession areas by work status

Third of females
are willing to
work at concession areas. Currently less than
3% of females
work at concession areas.

Table (32): Distribution of females’ opinions about “What would
make you work at concession areas ?”

There is a difference in females’ opinions about being relocated
to work at operation sites according to their marital status and
current work nature. In general, divorced and single females are
more willing to be relocated to the operation sites than widows
and married females. Married females accept this proposition
the least compared to the other groups. They believe that working in operation sites should be restricted to men only. The
difference in females opinions by marital status is significant
and was tested by Chi=34, df=12, p=0.001.

Single and divorced females are more
willing to be relocated to concession
areas .
Table (33): Distribution of females’ opinions about working
at concession areas by marital status

Two highest motives to work in concession ares are “Clear paths to career
progression” and “health/ education
plans”
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Table (34): Distribution of females’ opinions about working at
concession areas by their current work nature

29.5% of females who are currently working in office-based jobs are
willing to be relocated to concession
areas

4. What do females think about their future in the Oil and Gas sector?
Most of the employed females (64.4%)
would like to continue working in the
Oil and Gas Sector. About 27.4% of
the employed females would like to
stay in the same sector but a different
company. Looking at the job classification of female who would like to leave
work, we find that females working in
Accounting and Finance jobs have the
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highest percentage (33.3%) of willingness to leave their current companies
to other ones in the oil and gas sector.
Females in this job classification also
are highest in percentage to wanting to
leave the Oil and Gas sector. Similarly,
females from this job category constitute the highest percentage of females
who have previously resigned.

Most females who would
like to leave their companies or the sector currently
work in Accounting and
Finance related jobs

Table(35): Responses distribution to “How do you see your
future in your current company?” by job category

5. Are females in the Oil and Gas Sector Satisfied?

ternity leave”. However, the females differed in their
satisfaction about the company management style.
Most of the employed females are neutral about the
company management style while most of those
who have previously resigned are currently satisfied
and third of those who have previously rejected jobs
are not satisfied. The majority of the females reported that they would recommend the company they
are working at currently to their employers friends.

Table(36):
Females’
satisfaction
about working in the
Oil and Gas
Sector

Overall, females are satisfied in their current jobs and rated all of
the items above 2 (2= average satisfaction level). The items with
highest satisfaction levels are “opportunity to use skills and abilities” followed by “opportunity to do challenging and interesting
work” then by “the amount of responsibility given”. The items
with the least satisfaction level were “working hours” and “ma-
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Figure (20):Distribution of female Satisfaction about ctheir current company management style

Most females are satisfied with their jobs and
would recommend the
company to a friend.
Figure (21): Distribution of female recommendation of their current
company to a relative/friend
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Females are least satisfied with Working
Hours and Maternity
Leave

6. Why females resign from companies in the Oil and Gas Sector?
Most of the females who have resigned
previously from a company in the Oil
and Gas sectors have indicated that
they have previously worked in Accounting and Finance related jobs followed by Sector Specific jobs (e.g., Engineering) then by Human resources
jobs (chi=1487.961, df=16 , p=0.000).
The following tables draw a picture of
the features of resigned females.

The results indicate that most resigned
females do so within 1-3 years of
working and it decreases by time spent
at the company. Most resigned females
(49%) have Bachelors degrees. The

percentage of resigned females who
have been working in concession areas
before resigning is about 7%. These females currently work in office based
only or both office/sites visits jobs.

Table (37): distribution of resigned females by field
of study

Figure (22): How long have you been
working in the previous company
before resigning?
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Figure (23): Distribution of resigned females by
qualification
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Figure (24): Distribution of resigned
females by classification of job

Table (38): Females change of job
nature after resigning

More than half of the females
resign in the first 3 years of their
jobs.
Most of the females who resign
work in Accounting and finance
related jobs followed sector specific jobs.
Most of the females who resign
have Bachelor’s Degrees in Management and commerce followed
by Engineering.
The nature of job for resigned
females is significantly different
(statistically) tto change work
location from concession areas
to office-based or both.

Resigned female responses to the
questionnaire has identified three areas of dissatisfaction with work (1)
progression, (2) management, and
(3) training and development. About
20% of the females indicated that providing better opportunity for progression could have prevented them from
resigning. Of those who have applied
internally for jobs, 68.9% of them did
not get the positions they applied to.
Improving the management style was
the second deterrent to resigning. This
result resonates with in females’ responses to whether they worked effectively with their previous supervisors
and if their supervisors recognized
their skills. More than third of the
females stated that their supervisors
did not recognize their skills/performances. Similarly, they mentioned
training and development as the third
deterrent to resigning. Actually, 55.2%
of the females stated that they had not
been given adequate training to assist
them with their responsibilities.

Figure (25): Females responses to
“What could have been done to prevent
you from resigning?”

Opportunity for progression, Better management and more training and development are the top
three deterrents to resigning
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Figure (26): Females responses to “Had you applied for any
internal positions before resigning?”

Figure (28): Resigned females responses
to “Before resigning, did you feel your
supervisor recognized your performance/skills?”

Figure (27): Resigned females’ response to “Before resigning, were you
able to work with your immediate
supervisor effectively?”

Figure (29): Females responses to “Did you feel you were given
adequate training in your responsibilities?”
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About forty percent of the females stated that they
were not satisfied with the workplace environment before resigning and about 70% of them sated that they
won’t reapply to their previous companies if opportunity arises in future. This reaffirms the three points
raised about progression opportunity and training
which came first and third in the females list of things
that could have prevented them from resigning.

Figure (31): Would you reapply to your previous
company if there is an opportunity in future?

Figure (30): Before resigning, how satisfied were
you with the workplace environment?

40% of resigned females were
not satisfied with the work environment before resigning.
70% of the females will not
reapply to the same company
in future if there was an opportunity.
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7. Why females reject jobs in the oil and Gas Sector?
As mentioned in Chapter 3, 57 females
participated in the “Female Empowerment Survey” who indicated that
they have rejected job offers before. Of
those there are 6 who are still working in the Oil and Gas sector while the
others have joined other sectors such
as: electricity, gas and water supply,
computer and technology and manufacturing sector.
Receiving better offers, not enough
pay, and inadequate compensation
schemes were the three top reasons for
rejecting job offers from the Oil and
Gas companies. Most of the females
who have rejected job offers (64.3%)
have been working in their current
workplaces for 1 to 6 years. Most of
those who have rejected job offers
(53.1%) are currently working in Accounting and Finance, followed by top
Management positions, and then by
Human Resources positions.
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Table (39): Females reasons to reject job offers

Figure (32):Duration of rejected
females in the current company

Table (40): Classification of jobs of females who
rejected job offers from oil and gas companies but
are currently working
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Recommendations:

This study invited 1735 females working/resigned or
rejected offers from the oil and gas sector, 1182 females
completed the on-line questionnaire with 68% completion
rate. The analysis displayed the demographic information
of the sample discussed their perspectives about (1) opting
to work in this sector, (2) working in a male dominated
failed, working at concession areas, and their future in the
sector.

2- Revising and enhancing maternity benefits in the private sector to retain and attarct female employees. Since
most of the female population in the Oil and Gas sector is
younger than 40 years old, married and 5 years or less old
kids, family education/health plans and maternity leave are
top priorities for females. Currently, manpower law has an
article on 3 maternity leaves only. This article is not helping
in attracting females to the private sector in general and to
the Oil and Gas in specific. Other articles in the Manpower
Law which may limit incorporating females into the private sector are article number (81) and article number (82)
which respectively state :
“Females shall not be required to work between nine p.m.
and six a.m. save in cases, works, and occasions specified
by a decision by the Minister.”
“Women shall not be required to perform works which are
harmful to the health or hard works or such other works as
may be specified by a decision of the Minister.”
Females considered maternity considerations (i.e., maternity leave, breastfeeding hours, part-time working post
maternity) as valuable benefits offered by their companies
and 35.9% reported that maternity leave for 3 children only
would make them consider leaving work.

1- Increasing female participation rate in both office based
jobs and jobs at concession areas. Females constitute less
than 10% of the employees in the Oil and Gas Sector in
Oman. Globally females constitute 20% to 25% of the workforce in the oil and gas industry (World Petroleum Council, 2017). Though female job seekers are 78% of the total
number of job seekers, currently the labour market creates
more job opportunities for males than females. Current
national employment practices create more job opportunities for males than females. Companies could tap on abundance of qualified females to increase their participation
rate in this sector utilizing their willingness to work in both
office-based and site location as expressed in this survey
(considering providing needed facilities). More than two
thirds of females working in the sector are originally from
Muscat. It might be worthwhile directing future recruiting 3- Increasing females in senior positions and placing clear
efforts to an equal representation of the governorates.
progression and career paths for females. As 68% of females
who have applied to jobs internally were not selected, most
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females (70%) believe that there is a need for more females
in senior positions and (31%) females believed they were
provided less oppor¬tunity for progression than males.
With less than 3% of females work in the concession areas,
their prospective progression is limited. Though third of
the females are welling to be relocated to concession areas,
this should be linked to clear career paths with health and
education facilities for the family. For the past 47 years,
concession areas have not been prepared for as family residential areas. Some neighboring countries such as Kuwait
and Saudi Arabia have successfully build cities around concession areas. This model could assist in increasing both
Omanization percentages and females number especially
with all of the projects happening in Al Duqum Currently.
4- Specific schemes should be setup to deter resigning females. These schemes should focus on the first 3 years of
employment of bachelors’ holders in Commerce and Management. These females tend to resign more than other females. Better progression, management and training are
the highest deterrents to their resignations. In addition, females’ purpose for work differs (e.g., professional, personal
and financial) by age, marital status and education. These
factors might be taken into consideration when attracting
females into the Oil and Gas sector.

Conclusion:
In conclusion, the purpose of this study was understanding females’ participation in the oil and gas sector
being the biggest employer of graduates currently. The
employees gathered from different sources indicated that
females constitute less than 10% of the total number of employees that is lower than the global female participation
in the sector estimated at 20-25%. With a 68% completion
rate, 1182 females completed the online questionnaire.
This report indicated that the female employees in the sector had high satisfaction level and highlighted third of the
females’ willingness to work in concession areas if linked
to progression plans. Females, in general, believe there is a
need for more females in senior positions and more opportunities to be considered when applying for internal positions in their companies. Maternity benefits along with
clear progression paths are considered highest priority to
females.
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Appendices
Appendix (1) Distribution of Employed Graduates in Private Sector by Commercial Activities and Genders
(Graduate Survey 2017)

1 Only one graduate in this cell.
2 Only one graduate in this cell.
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استمارة تقييم استبانة مسح تمكين االناث في النفط و الغاز في الدراسة التجريبية

61

)Appendix (2

Appendix (4) Reponse Rate by companies
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Appendix (5): Distribution of Participating Females by the field of Study and Specialization
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Appendix (6): Distribution of companies by Size and Classification

65

Appendix (7): Distribution of the participants by job classification and nature of work
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Appendix (8): The distribution of female population working on Oil and Gas by Governorate of permanent address (Data retrieved from PAMR 2018
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