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ABSTRACT

This thesis explores the evidence about the employment and employability patterns of Omani
and migrant graduates in the Tourism and Hospitality (T&H) sector through the lens of
Omanisation policies and perspectives from the demand and supply of labour. Omani
government policy seeks to address such social problems as youth unemployment and poverty
by diversifying the economy away from being dependent on the oil and gas sector. The
objectives of this thesis are to understand why so few Omani graduates are employed in the
T&H sector, compared to migrant graduates, and to identify what modifications to Omanisation
policy, including changes seen through the lens of gender, that might increase the participation

of Omanis both male and female graduates in the T&H sector.

Qualitative methods were adopted for this research project, based on interviews with a broad
spectrum of key actors representing both demand and supply sides of the labour market, as well
as government policymakers and members of academic staff. The data consisted of in-depth
semi-structured interviews and elite interviews, which were analysed thematically (both
manually and with NVivo software) to achieve the standard of rigour and validity required.
The findings of the study suggest that Omanisation policies should be modified to promote
balance between Omani and migrant graduates, as the growing T&H sector creates ample
employment without harming the prospects of either category to find suitable positions.
Theoretically, investment in Human Capital (HC) in Oman supports the opportunities for
Omani and migrant graduates to work in higher-quality jobs and to achieve their social and

economic goals.

Keywords: Omanisation, tourism and hospitality, human capital, gender, graduate attitudes
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CHAPTER 1: INTRODUCTION

1.1 Research context and background

This thesis collects and examines evidence concerning Omani and migrant graduates’
employment’ and employability? in the tourism and hospitality (T&H) sector within the context
of Omanisation policies®: policies aimed at replacing migrant workers with local citizens by
localisation, or nationalising the workforce in the national labour market.* Specifically, the
thesis explores the varied perspectives and opinions of key actors on the demand side of the
Omani labour market, including Omani and migrant employers or managers. At the same time,
the thesis also examines the supply side — Omani and migrant graduates — and offers a critical

examination of Omanisation policies from these varied perspectives.

This study is crucial because of the dearth of research to date focusing on what Omanisation
policies mean for employment and employability, as understood by key actors in the T&H
sector. Whereas public debate and previous research on the effects of Omanisation shed light
on domestic, supply-side perspectives, they have paid less attention to the perspectives of
migrants and of demand-side representatives. Like most of its neighbours in the Gulf region,
Oman faces critical social issues related to high unemployment among Omani nationals;

meanwhile, the country depends on an imported labour force (of migrant workers) to fill gaps

" Employment represents an agreement between two parties (employee and employer), based on an agreed
contract for paid work between two parties (Delsen, 1997; McQuaid and Lindsay, 2005; Cavalier and Upex,
2006).

2 Employability is a characteristic of individuals, based on the accumulation of human capital (such as education
and skills) that enhances a person’s capacity to obtain and maintain employment (Berglund and Wallinder, 2015;
McQuaid and Lindsay, 2005; Lindsay et al., 2007).

3 ‘Omanisation policies’ are frequently referred to in Omani conventional and social media; this term is generally
preferred for purposes of this study, since the policies analysed here are not unitary and have been implemented
through a number of initiatives in relation to different groups and sectors, over time.

4 See Wickramasekara (2016), Fargues (2011), Hertog (2019), Thiollet (2019), Valenta and Jakobsen (2016) and
Adamson and Tsourapas (2019); also see Chapter Two (the background of the Omani labour market and
Omanisation policies) for a detailed discussion of Omanisation policies.
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of skills and expertise in labour (Gardner, 2012; Al-Balushi, 2018; Young, 2016). Throughout
this study, I explore why so few Omani graduates are working in the T&H sector compared to
migrant graduates, examining demand- and supply-side attitudes and perspectives. In addition,
I offer a critical review and analysis of Omanisation policies, to eventually suggest
modifications to increase the proportion of Omani graduates working in the T&H sector in the
future. Omanisation policies have failed in encouraging Omani graduates to work in the T&H
sector, which has been largely unaddressed by previous scholarship. In fact, most jobs in the
sector are currently filled by migrant workers rather than Omani graduates, even though the
T&H sector has been identified by the Omani government as a growth industry (Nair, 2019;
Times of Oman, 2016a; Inside Arabia, 2018; Al Jazeera, 2005; Simpson, 2018; Al Othman and

Al Balushi, 2021).

The aim of the government’s Omanisation policies, launched in the public and private sectors
(including the private T&H sector) in 1988, was to promote an increase in the number of Omani
workers in relation to the migrant labour force, to address such social problems as
unemployment and poverty and to reduce government social spending on unemployment
benefits and social insurance payments (DeFlumere, 2021; Sher, 2017; Karshenas and

Moghadam, 2009; Gibson and Al-Sabahi, 2020).

Since their introduction, the objectives of Omanisation policy initiatives have not been met,
and the Omani government has continued to encounter critical social problems, centred on
increasing youth unemployment accompanied by poverty, crime and other issues affecting both
socio-economic and political stability (Sher, 2017; Valeri, 2020; The Omani Centre for Human
Rights, 2018; Owtram and Hayek, 2020). Omanisation policies have not been reviewed or
updated to reflect contemporary conditions, contributing to the current failure of these policies
and continuing issues concerning the Omani labour market’s dependence on migrants
(DeFlumere, 2021; Ministry of Manpower — Oman, 2020). At the same time, the Omani

3



government has not taken into account the perspectives and demands of key actors in the labour
market over the whole period these policies have been pursued; these insights are what I am
seeking throughout this study, with my focus on key actors from the demand and supply sides

of the T&H sector’s labour market.

These issues in Oman have been reported through international media like the BBC and CNN,
which embarrassed the Omani government in front of the international community and ushered
in criticism of the government response to such social problems as unemployment (CNN, 2011;
Valeri, 2020; Louér, 2008; the Guardian, 2011; BBC News, 2011). For instance, in reaction to
an unusual show of public displeasure during the 2011 Arab Spring®, the government of Oman
created approximately 50,000 jobs in the public sector as part of this initiative, while increasing
the minimum wage for workers in the private sector, adding new unemployment benefits,
increasing the enrolment at both internal and international universities, and raising students’
monthly allowances (Worrall, 2012; Louér, 2015; Calabrese, 2018; Mesch, 2003; BBC News,
2013). In addition, the Omani government considers T&H to be an alternative leading sector
for future generations, shifting away from reliance on the oil and gas sector to enhance
economic diversification Thanfeedh ® in Oman and create jobs for Omanis (Ministry Of

Economy — Oman, 2021; Netherlandsworldwide, 2017; US Embassy — Oman, 2016).

In this context the government of Oman, through its social policies, offers state-sponsored
welfare provisions including provision of employment for graduates in the public sector, free

education, free health services, social insurance for job seekers and other subsidised services

5 Social scientists and political analysts use the term ‘Arab Spring’ for the wave of anti-government protests in
the Middle East and North Africa (MENA) that took place from Tunisia to Oman, beginning in 2010, in response
to autocratic regimes and low standards of living including social, economic and civil considerations (Goodwin,
2011; BBC News, 2013).

8 The process of increasing the number of sectors or markets in an economy to ensure reliance on multiple
sources of income nationally (Supreme Council for Planning — Oman, 2016; Netherlandsworldwide, 2017; US
Embassy — Oman, 2016).



for Omani citizens. However, Omani social policy has changed direction in recent decades to
reduce government spending on social welfare, due to a series of economic crises caused by
falling oil prices. In other words, the government’s implementation of Omanisation policies in
the T&H sector has aimed to ensure that the demand for workers in this sector matched a supply
of workers mostly drawn from within the country. More importantly, Omanisation was meant
to influence the labour market at three different levels: executive management, middle
management and semi-skilled workers (Atef and Al-Balushi, 2016; 2017). Meanwhile,
Zerovec and Bontenbal (2011) explain that even though Omanisation has been in effect for
many years, it faces particular challenges that prevent it from sustaining and increasing the
number of local employees in the T&H industry. To replace a growing migrant workforce with
more local workers, the government established quotas for each sector to meet when employing
local and migrant workers (Winckler, 2000; Al-Lamki, 2000; Schmidt et al. 2013; Winckler,

1997).

Meanwhile, Oman is currently struggling with the effects of declining oil prices on its revenues.
In 2019, the International Monetary Fund estimated that the country was operating on a debt
level of 59.8% of Gross Domestic Product (GDP), and that it would reach nearly 77% by 2024
(Davies, 2020; Kerr, 2020; Middle East News, 2020; IMF, 2020; Sfakianakis, 2020; Torchia,
2019). More than 40% of the Sultanate’s total annual government budget goes to social
spending, including social welfare, health care, education and housing (Ministry of Finance —
Oman, 2020), but social spending in Oman and other Gulf countries averages about 10.4% of
GDP, compared to a 20.6% average in advanced countries like the UK and Denmark in 2019
and 2020 (Mathai et al., 2020; Kutty, 2018; Abbas, 2020; OECD, 2019). The GCC in general,
and Oman in particular, face challenges in developing the fiscal capacity to offer social services

comparable to developed countries.



Like other countries of the Gulf Cooperation Council (GCC), Oman is being transformed as
declining oil and gas prices force shifts to the country’s socio-economic agenda and path
forward to economic development. To address Oman’s macroeconomic and social challenges,
the government launched an initiative to diversify the economy, commencing a five-year
strategy in 2016 to cut the contribution of hydrocarbon production from 44% to 22% of GDP
by 2020 by encouraging reliance on other sectors, such as T&H (Davies, 2020). Against this
background, there are concerns that the Omanisation policies may not be helpful in increasing
the numbers of Omani graduates into the T&H sector’s labour force (Al-Balushi, 2018; Gulf

Business, 2018; Ennis and Al-Jamali 2014; Muscat Daily, 2021).

One of the main challenges facing Omanisation policies within the T&H industry is the lack of
skilled Omani graduates, which forces many companies and hotels in this sector to rely on
migrant workers to meet the demand for employees. According to a study by Bontenbal and
Aziz (2013), Oman faces limitations in its higher education facilities and training institutions:
they consistently fail to provide enough graduates with the skills required to meet market
demands. Al-Riyami and colleagues (2015) agree that Omani institutions are not producing
graduates qualified to occupy executive positions in this sector, leaving T&H companies with
no option but to employ migrant workers. These scholars have further emphasised that Omani
youths tend to be reluctant to work as waiters, tour guides or accommodation managers, even
when they have no skills and are jobless. For instance, data assembled by Nair (2019) show
that the total number of workers employed in the T&H industry increased from 14,050 in 2017
to 18,627 in 2018. However, out of this number, only 26 % were Omanis, while the remaining
74% were migrant workers (Al-Balushi, 2018; Nair, 2019; Muscat Daily, 2021).The ambitious
target set by the Omani government is to create more than 500,000 jobs for Omanis and
migrants by 2040; the Omani T&H sector is therefore expected to create at least 20,000 jobs

each year (Castelier, 2020; Muller and Castelier, 2019). Consequently, this thesis will



investigate the challenges posed by Omanisation policies in sustaining the local labour
economy in the T&H sector and Omani labour markets, with a focus on Omani and migrant
graduates (see Chapter Two for a discussion about the literature concerning the background of
the Omani labour market and Omanisation policies, in greater depth, and Chapter Six for the

study’s findings concerning Omanisation).

In the next section, I discuss the reasons this research topic is important, and the problems

associated with it.

1.2 Research problems and justifications

This thesis seeks to address specific issues and problems based on existing knowledge gaps
within the large body of previously published literature. First, I intend to explore the attitudes
and perspectives underlying why so few Omani graduates work in the T&H sector compared
to migrant graduates, despite Omanisation policies intended to encourage locals to work in the
public and private sectors (including the private T&H sector). Second, I want to understand the
attitudes, perspectives and opinions of elite participants, like managers, employers and
government officials, that help document the employment patterns of Omani and migrant
graduates in the T&H sector. Third, I aim to investigate how Human Capital (HC) investment
may contribute to the employment patterns of Omani and migrant graduates, including the role
of gender in relation to HC theory (see the discussion in Chapter Three, section 3.3). I decided
to adopt HC theory as the theoretical framework underpinning my study as it fits with these
key research objectives. The HC paradigm proposes that society and its people obtain economic
benefits from investments in such variables as education, skill training or migration
investments that in turn bring returns like higher earnings or improved lifestyle. For the wider
society, these kinds of investments bring about an increasingly productive and efficient

workforce and hence more economic activity and increased societal benefits (Zwysen, 2019;



Zhou and Logan, 1989; Hollingsworth et al., 1996; Hage et al., 1988; Kane et al., 2018;

Marimuthu et al., 2009; see Chapter Three, in particular section 3.2, for more detail).

In this context, I incorporate gendered perspectives to analyse the attitudes and experiences of
male and female Omanis employed in the T&H sector (see Chapter Five, in particular, sections
5.2.3 and 5.2.4, for a thorough discussion); I also discuss how gendered dynamic perceptions,
expectations and stereotypes shape attitudes towards work in the T&H sector of migrant
graduates (in Chapter Seven, particularly section 7.2). Finally, I explore whether Omanisation
policies are able to address social problems in Oman, like unemployment, and whether they
have the potential for success in the context of the Omani labour market. This examination will
help me to identify what modifications to Omanisation policy, including changes seen through
the lens of gender, that might increase the participation of Omanis both male and female
graduates in the T&H sector. I introduce my participants’ perspectives about the relevance of
Omanisation to current economic and social changes. In addition, I explore the attitudes of my
participants towards Omanisation in light of evolving employment patterns and the impacts of

migration (see Chapter Six for a comprehensive discussion).

Oman’s labour market policies and legislation are considered relatively liberal and encouraging
of both international investment and labour migration. However, some human rights bodies

have directed criticism at such labour policies as the kafala’ (sponsorship) system: for example,

7 See Chapter Two (the background of the Omani labour market and Omanisation policies) for a more detailed
explanation of the kafala system.

The kafala system (or policies) are frequently referred to in Omani conventional and social media. Like
Omanisation policies, kafala is not a unitary system and has been implemented through a number of initiatives
and in various economic sectors (like T&H), in relation to different categories of migrants over time. While kafala
is an important aspect of employment in Oman, my research project is focused specifically on Omanisation in
relation to the employment and employability of Omani and migrant graduates in the T&H sector. Meanwhile,
the kafala system regulates all categories of migrant workers including unskilled, semiskilled and highly skilled
workers, as well as migrant graduates (migrants with postsecondary qualifications or highly qualified migrant
workers), in all economic sectors (Indrelid, 2018; Hvidt, 2019). However, | decided to exclude kafala from the
scope of my investigation for several reasons. As a sensitive topic, | avoided raising this among the research
questions in my oral interviews, particularly since migrants (and Omani women) make up the most vulnerable
categories of informants in my thesis.



Human Rights Watch reported that some migrant workers experience exploitation and abuse
from their employers (Human Rights Watch, 2016a). However, my research project focuses
narrowly on Omanisation policies: the kafala system is itself a complex topic demanding
dedicated research work (and I note this as a suggested topic for future research in Chapter

Eight).

Although the Omani government has placed high hopes in the T&H sector, certain Omani
officials and social researchers have expressed concerns that the objectives of Omanisation
policies are not being met, since migrants still make up a majority of those employed in the
sector (Muscat Daily, 2021; Nair, 2019; Ennis and Al-Jamali, 2014). T&H continues to employ
newly arrived migrant workers, while not enough Omani graduates seek employment in the
sector; both male and female Omani workers are more likely to become employed in the oil
and gas, industrial and banking sectors compared to T&H (Al Abri, 2019; Hasan, 2015; Ennis

and Al-Jamali, 2014).

Based on an extensive review of literature across various social science disciplines, I observed
some vital challenges Omanisation has faced in various sectors, such as the education and
health sectors (Ennis and Walton-Roberts, 2018; Zerovec and Bontenbal, 2011). Another
challenge has been the problem of attracting high-quality workers away from local
communities: convincing them not to return to their communities of origin or discouraging
them from moving on from their places of employment. For instance, it is challenging to attract
skilled workers to remain in Muscat (the capital of Oman) for work rather than returning to
their local provinces or home countries; this contributes to shortages of skilled workers to meet
the ever-growing demand of the T&H sector. In addition, a study by Atef and Al Balushi
(2017), indicated that many Omanis consider work in this sector to be less formal and official
than office work; they prefer to work in respectable offices rather than walk around serving the

needs of tourists and other visitors. It is true, as well, that many hospitality graduates move
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from this industry into other careers. The same study also found that the main reason given for
leaving the T&H industry for another career is because of the negative views many people hold
towards the industry. Scholars have stated that more than 70% of hospitality graduates leave
this career for other work within five years of graduation (Atef and Al Balushi, 2016; 2017;
Al-Balushi, 2018). Even though the Omani Ministry of Tourism has facilitated the
diversification of the T&H sector for many years, through an increased implementation of
Omanisation in different sub-sectors to encourage local labour to work in this sector, the
industry continues to attract few Omani graduates. A subsequent data chapter of this study
(Chapter Five) will explore and address these issues by further examining Omani attitudes

towards work in the T&H sector.

The Omani T&H sector has attracted negative attention for numerous issues, such as anti-social
working hours (Torchia, 2019), high levels of part-time and casual labour® and inadequate or
non-existent career structures. As in other countries, hospitality workers in Oman are required
to work irregular schedules or long-term night-shift work, which may interfere with sleep
schedules and family life responsibilities as well as weekend socialisation. Such work patterns
increase stress on workers, especially those with family and religious responsibilities.
Consequently this work pattern and the low pay typical of this sector undermine Omanisation
initiatives, since few local graduates would choose to work under such conditions (Bontenbal
and Aziz, 2013; Atef and Al Balushi, 2016; 2017; Al-Balushi, 2018). Several valuable themes
extracted from transcripts are presented in Chapter Five (for instance in sections 5.2 and 5.3),

addressing this topic in detail.

Casual employment and unusual working hours are key policy concerns, which threaten the

feasibility of Omanisation in the T&H sector. The result of T&H industry practices is the high

8 Casual employment includes part-time labour and short-term jobs (Buchler et al., 2009; Campbell and Burgess,
2001).
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number of skilled migrants occupying various positions in the T&H sector in Oman. Such
trends have continued to undermine all efforts to encourage more skilled Omani graduates to

work in this sector through Omanisation initiatives.

In the following section I discuss my main area of research, including the area of primary focus
and coverage of this study. Some of the discussions in the next section will be presented in

greater detail within Chapter Four (Methodology).

1. 3 Scope of the study

My study aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector. While the methodology of the study will
be discussed in greater detail in Chapter Four, the central objectives of this research project are
as follows:
a. To understand why so few Omani graduates are employed in the T&H sector
compared to migrant graduates.
b. To identify what modifications to Omanisation policy, including changes seen
through the lens of gender, might increase the participation of Omani male and female
graduates in the T&H sector.
To achieve this, the primary research question addressed is: what factors explain the different
patterns of employment and employability among Omani and migrant graduates in the T&H
sector? To address this question, I examine the factors shaping demand- and supply-side
perspectives about employment in the T&H sector, including their connection to human capital

investment and gender-based considerations.

In this context, the secondary questions supporting my research project are as follows:
i.  What factors shape Omani graduates’ attitudes towards work in the T&H sector,

and how do their perspectives compare to those of migrant graduates?
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ii.  What factors influence employers’ attitudes towards hiring Omani and migrant
graduates?
1.  How do investments in Human Capital (HC) affect the differing employment
patterns of Omani and migrant graduates in the T&H sector?
iv.  How do Omanisation policies affect the employment of Omani and migrant
graduates in the T&H sector?
v.  How could Omanisation policies be modified to increase the participation of
Omani graduates in the T&H sector?
In addition, I continue to explore how Omanisation could be altered to respond to globalisation
trends and the factors identified through my data analysis. Finally, my thesis focuses on Omani
and migrant graduates for greater comparability between the categories of workers in the T&H
sector. I did not include Omani and migrant workers at lower levels of skill, including
unskilled, semiskilled and other categories of labour, which would require new strategies and

research methods suitable to their unique requirements.

The following section discusses the importance of this research and areas where it contributes

to the advance of knowledge.

1.4 Significance of the study and contributions to knowledge

The results of this study represent insights that will make a significant contribution to
scholarship, as well as informing decisions by government officials and key actors in the Omani
labour market and broader society. The findings of this research project will present empirical
evidence that is also relevant to important theoretical questions concerning HC theory, social
policy and related fields of social science. The study’s results will enlighten scholars on the
sociology of migration, illuminating how national investment in HC contributes to a country’s

economic development, by enhancing the supply side of labour markets, and illustrating the
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need for policymakers to reform and re-evaluate social policies such as Omanisation. From an
individual perspective, my research will investigate the role of HC investment in Omanis’
employment patterns and job expectations. In addition, the importance of HC investment to the
full integration of both Omani and migrant workers into the T&H sector and the role of gender
and social, cultural and religious norms, which shape attitudes towards work in the sector, are

to be examined.

For an audience of government stakeholders, this study will help Omani social policy makers
to identify areas that threaten the success of the Omanisation policy agenda. My research seeks
to help policy makers to identify the employment patterns of Omani and migrant workers
within the T&H sector. The results of this research bring to light certain themes concerning the
factors that shape the attitudes of Omanis and migrants towards working in the Omani T&H
sector, the impact of HC investment on Omani and migrant employment patterns and job
expectations, perspectives around gender roles and dynamics and, most importantly, the
relevance of Omanisation to current economic and social concerns®, which has not been
explored by previous research (such as Bontenbal and Aziz, 2013; Atef and Al Balushi, 2016;
2017; Al-Balushi, 2018; and Al-Lamki, 1998; 2000). Therefore, policymakers will be tasked
to develop new ways to modify Omanisation policies, giving priority to freshly qualified
Omani hospitality graduates without reducing the number of migrant workers in the T&H
sector. Through such efforts, it will be easier to overcome the critical challenges the
implementation of Omanisation policies in the T&H sector currently face. Policymakers will
then be able to develop policies to ensure that employers come up with strategies to curb the

problems mentioned and increase the numbers of Omani graduates working in the sector.

9 See the data chapters, Chapters Five to Seven, and also Chapter Eight (the conclusion) for more detail.
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Finally, this study will provide data and related findings that can be used by various key actors
and stakeholders in the T&H sector to help implement new measures and adjust their operations
to meet the objectives of Omanisation. Through the data obtained, the study may encourage
organisations to adopt specific changes, based on insights emerging from HC theory and
interview data, to encourage more Omani graduates to seek employment in T&H. Therefore,
the results of this study will be a source of data for key actors to use in future, facilitating the
smooth implementation of Omanisation policies and overcoming the problems they currently
face. In short, the present study present exploratory research, aiming to understand and gain
insights from the perspectives of several social actors in the Omani labour market on the
implications of Omanisation policies for the employment patterns of Omani and migrant
graduates. To achieve these objectives, the thesis will seek to answer its primary and
interrelated sub-questions through qualitative interviews with 48 participants with a broad
spectrum of key actors representing both demand and supply sides of the labour market, as well
as government policymakers and members of academic staff. The data consists of in-depth
semi-structured interviews and elite interviews, to be analysed thematically by traditional
coding and then by NVivo 12 Pro. I will collect primary data from college ‘A’, government
ministries, tourism firms, the public authority of ‘X’ and hotels in Muscat; in my data chapters
I will discuss my experience interviewing each of these categories of participants during the 32
semi-structured interviews and 16 elite interviews.

For this research project, I adopted a purposive sampling method with snowball sampling to
recruit participants in specific categories (I provide additional detail on my research methods
in Chapter Four, section 4.3.2). My research philosophy and epistemological perspective are
based on an interpretivist paradigm, selecting a qualitative methodology for this research
project to obtain an understanding of the relevant social processes (Williams, 2000; Saunders

et al., 2018). Therefore, my thesis will provide rich thematic data, revealing themes that emerge
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inductively and guided by HC theory, and aiming to reach meaningful conclusions based on
the data rather than generating theories or Grounded theory (Braun and Clarke, 2006. p 83;
Saunders et al., 2018, p. 1897; Daher et al., 2017, p. 18; Silverman, 2014; and also see section

4.6).

To summarise, my study will contribute to knowledge by incorporating the lenses of both
demand and supply side actors in the labour market in the T&H sector, capturing more in-depth
and nuanced information to achieve my research objectives and address the research questions
I will identify in Chapter Four. Accordingly, my study seeks to explore and discuss
participants’ perspectives on the supply and demand sides of the Omani labour market, to offer
sophisticated analyses based on those perspectives and finally to develop policy contributions
based on those perspectives and the theoretical perspective of HC (see Chapters Five, Six,

Seven and Eight).

The next section discusses my research goals and my motivation for carrying out this study.

1.5 Research motivation and goals

As a researcher working in public service in Oman and studying social policy at the University
of Sheffield, this subject matter is highly motivating for me because it offers a clear opportunity
to send important messages to key actors and stakeholders in the labour market and specifically
in the T&H sector, to address certain social problems that Oman is now facing, particularly
social issues relating to unemployment. According to the recent findings of international
scholarship, Oman is experiencing continued social and political challenges, of which
unemployment is a most urgent social concern (Kerr, 2020; Abouzzohour, 2020; Worrall,
2012; Said, 2016). Therefore, this study has particular relevance, particularly if it brings an
improved understanding of some of the social issues that many Omani citizens face (including

my brother, who graduated in 2013 from X university and is still unemployed because of
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insufficient demand for his area of specialisation). Thus, my motivation to conduct this research
is based on the current situation in Oman, where the government is pressured to implement
financial austerity due to the decline of oil prices and faces an urgent imperative to find
sustainable employment opportunities for its citizens. In addition, I aim to examine the existing
Omanisation policies critically and to investigate the claims by previous analyses that Omani
graduates do not want to work in the T&H sector, while also exploring the perspectives of

employers towards these debates.

Again, the main motivation for me to carry out this research is to help understand the
employment and employability patterns of Omani and migrant graduates and their potential to
meet the continued demand from the T&H industry in Oman. I was inspired to ask myself the

question: What is going on in the T&H sector for hiring, in particular?

1.6 Thesis structure

My thesis is organised into eight chapters, as follows:

e Chapter 2: Literature review (Background of the Omani labour market and Omanisation
policies) — This chapter offers a comprehensive review of the body of literature on
government social policies related to immigrants vs. natives (Omanis) in Oman’s labour
market, including Omanisation policies. It sets out the meaning of Omanisation and
criticisms of its implementation, along with a review of other similar nationalisation
policies within the Gulf Cooperation Council (GCC; for example, in the United Arab
Emirates and the Kingdom of Saudi Arabia). In addition, I review the demand and
supply sides of the labour market. This chapter also addresses historical perspectives of
migrants and migration trends and development in Oman and GCC countries, the role
of migrants in the Omani economy and those of GCC countries and the kafala system.
This chapter also offers the role of gender in women’s employability, the patterns of
women’s employment in the GCC and the effects of education on women’s
employment in the GCC. Finally, it includes a summary of gaps in the existing

literature.
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Chapter 3: Theoretical framework — This chapter offers a comprehensive review of the
study’s theoretical framework, HC theory, in light of my research objectives and the
scope of this study. I provide the background and significance of HC theory, discuss
the relationship between gender and HC theory in particular (including critical
perspectives on women’s and men’s participation in labour markets), examine the role
of HC investment in the employability of domestic graduates and of migrants in
domestic labour markets and the demand side of the labour market (using a gendered
lens), and explore HC theory in relation to potential modifications to nationalisation
policies. The final section presents an overall assessment of some strengths and
limitations of HC that are relevant to this research project, as well as complementary

approaches used to address some of these weaknesses.

Chapter 4: Methodology or methods chapter — This chapter elaborates the research
questions, aims and objectives, research design and research philosophy (interpretivist
epistemological paradigm) selected for this study. It discusses methods of data
collection through the pilot study and then actual data collection, in particular the 48
semi-structured and elite interviews I conducted. It also sets out recruitment and
sampling strategies as well as the thematic approach to data analysis selected for the
study; my experience of the process of analysing the data thematically, first manually
and then using NVivo software, is discussed at length. Finally, it addresses relevant
ethical considerations, reflexivity and positionality, as well as factors enhancing the

rigour and validity of qualitative research.

Chapter 5: First thematic chapter (Factors shaping Omani attitudes towards working in
the T&H sector) — this chapter discusses the factors shaping the attitudes of Omani
workers and managers towards work in the T&H sector, the influences of individual
and social expectations attitudes towards working in the sector, their perspectives on
the role of diverse work opportunities in shaping Omani attitudes towards working in
the Omani T&H sector, and factors influencing employers’ attitudes towards hiring
them. A number of interesting themes and topics emerged from the data and are
discussed in this chapter; in addition to general attitudes towards the sector, the chapter
investigates gendered perspectives on the role of income in relation to other factors,
perceptions of the role of HC investment on Omanis’ employment patterns and job

expectations, perspectives on job security and the influence of Islamic religion and
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Omani cultures in Oman. I also address the research questions concerning Omani

graduates based on the data from my participants.

Chapter 6: Second thematic chapter (Omanisation policies) — this chapter analyses my
participants’ perceptions and attitudes regarding the theme of Omanisation policies and
its place in Oman today. However, this chapter also engages with the research questions
with regards to patterns of employment and employability among Omani and migrant
graduates in the T&H sector, how Omanisation policies affect employment of these
categories, and how Omanisation policies could be modified through different lenses
(demand-side, supply-side and legislative aspects). Accordingly, I have organised the
evaluation of Omanisation into two subsections. In the first subsection, I discuss the
perceived attitudes towards Omanisation in light of the evolving patterns and impacts
of migration. In the second subsection, I present my participants’ perceptions regarding
the relevance of Omanisation to current economic concerns and also its relevance to

current social concerns.

Chapter 7: Third thematic chapter (Factors affecting migrants’ attitudes, employability
and patterns of employment in the Omani T&H sector) — this final data chapter
addresses research questions concerning migrant graduates. In its first section, I present
the data in relation to factors shaping migrant graduates’ attitudes towards work in the
T&H sector. The first subsection discusses the effects of characteristics of this sector
on migrants’ attitudes, their expectations of the Omani labour market and resulting
effects on their attitudes. Afterwards, the chapter addresses the effects of migrant
graduates’ investments in HC while in Oman on their employability and employment
patterns, the effect of this HC investment on their length of stay in Oman and finally

factors influencing employers’ attitudes towards hiring migrant graduates.

Chapter 8: Conclusion — This chapter summarises the research findings. In addition, the
text discusses how the study has contributed to both theoretical and empirical
knowledge in its field of research. Emerging policy recommendations are highlighted
and the study’s limitations, and recommendations or suggestions for future research,

are discussed.
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In the next chapter, [ will present a body of literature about the background of the Omani labour
market and Omanisation (and related) policies in the region and other significant related topics

correlated to my study scope.
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CHAPTER 2: BACKGROUND OF THE OMANI LABOUR MARKET AND
OMANISATION POLICIES

2.1 Introduction

This chapter covers three themes in the literature that are important to my study: Omanisation
or nationalisation policies related to immigrants vs. native Omanis, the role of migrants and the
role of gender in labour markets. First, I present an overview of the Omani labour market with
a focus on Omanisation policies and the tourism and hospitality (T&H) sector, to provide
context for my research into the employment and employability patterns of Omani and migrant
graduates in this sector. These policies regulate the participation of migrants and native Omanis
within the national labour market, and this section includes a critical discussion of the meaning
of Omanisation policies and various critiques of them. Next, I offer a comprehensive
examination of the literature about other similar localisation or nationalisation policies in the
region to determine how they relate to Omanisation: for instance, policies in effect in the United
Arab Emirates (UAE) and in the Kingdom of Saudi Arabia (KSA). Localisation or
nationalisation policies are the primary terms used in countries belonging to the Gulf
Cooperation Council (GCC), in reference to their migration and related labour market policies.
Each GCC state has a distinct set of policies concerning migration, reflecting local
circumstances. In Oman, policies concerning migration are known as Omanisation policies; in
the UAE they are called Emiratisation policies and in the KSA they are called Saudisation
policies (Wickramasekara, 2016). Although my study does not include in its scope any
comparative analysis of labour market policies or the kafala system in the region, it is
nevertheless crucial to explore insights about policies arising from previous studies in similar
contexts and to obtain a general picture of labour markets in the region, given the similar
socioeconomic attributes of the six Gulf states. Then, in the subsequent section, I present a

review of studies relating to the demand and supply sides of the labour market, to help
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understand how those labour policies operate in the context of Oman. The following section
relates to the role of migration, because Oman has relied and will continue to depend on migrant
labour to develop its economy, I provide a historical review of insights on the role of migrants
in Oman’s labour market and their impact on national development, also discussing why a large
number of highly skilled migrants (typically postsecondary graduates) come to the GCC and
Oman, as well as on migration trends and development in Oman. Subsequently, I shed light on
the current role of migrants in the Omani and GCC economies. Then I present a review of
literature on the kafala system as a structural influence on the migrant workforce, showing its
origin and its current status in labour markets belonging to the GCC. This system specifies the
roles of migrant graduates (both men and women) in relation to their local sponsors (usually
an employer or kafeel) in all sectors, including T&H. Finally, I explore the impact of gender,
by examining patterns of women’s employment in the GCC with a particular emphasis on
women’s experiences in Oman. The role of gender is a crucial theme in my study because of
the need to analyse the attitudes of men and women (both Oman and migrant graduates)
towards work in the T&H sector; the last section of this chapter includes a review of the

literature on the effects of education on women’s employment in the Gulf states and in Oman.

2.2. Omanisation policies

2.2.1. The meaning of Omanisation and criticism of its implementation

The process of localising or nationalising the workforce refers to the activity of strengthening
the local workforce by replacing migrant workers with local citizens (Ennis and Al-Jamali
2014, p. 6; Hertog, 2019; Valenta and Jakobsen, 2016; DeFlumere, 2021). Nationalisation
policies have been introduced in several states in the Gulf region to regulate the flow and
mobility of migrants (Babar et al., 2019, Essomba, 2017). In the case of Oman, for instance,
policies related to Omanisation have been at the centre of both local and international policy

research. In spite of this research attention, I have identified gaps in this literature concerning
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its overall effects on the employability of Omanis in such emerging sectors as T&H, as well as
more generally concerning the adaptation of Omanisation policies to contemporary
circumstances. The effects of these policies on the employability of Omanis in service
industries, like T&H, remains relatively under-researched, and the concept of Omanisation also

demands investigation from a critical point of view.

Various migration scholars agree that the initiation of nationalisation policies to promote
greater employability has led to sustained research interest in the Gulf region. Indeed, research
in a number of GCC countries has examined the effects of such policies on sectors other than
T&H and has uncovered unexpected dynamics hindering these policies’ potential to attain their
original objectives (Zerovec and Bontenbal, 2011; Matherly and Hodgson, 2014). Critically,
the Omanisation policies that came into force in 1988 were originally intended to promote
investment in Oman’s local workforce with the aim of lessening the country’s reliance on
migrant workers (DeFlumere, 2021). Over the last decade, the key goals underlying the
implementation of these policies have been: ensuring that more Omani nationals obtain
employment in the private sector, reducing the spending of public funds on subsidised services
(such as water, electricity and health) for migrant populations, reducing Oman’s balance of
payments shortfall through a reduction in remittances leaving the country and, lastly, increasing
domestic expenditure through the multiplier effect, which would then accelerate Oman’s GDP
growth (Das and Gokhale, 2010; Hertog, 2019; Shayah and Sun, 2019). The body of
international literature on migration suggests that such Omanisation policies have similar
attributes to migration policies in developed countries aiming to measure, manage and regulate
the flow of migrants. Such regulation, of course, differs depending on the nature of national
labour markets, demographic structures, socioeconomic factors and public policies operating

in each country (Hix and Noury, 2007; Castles, 2004; 2006; Global Detention Project, 2016).
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Ennis and Walton-Roberts (2018) provided useful insights based on their empirical findings on
the implications of Omanisation policies in the health care sector. For instance, they argued
that Omanisation failed to nationalise the labour force in sector, noting that the numbers of
migrant healthcare workers (primarily nurses from the Philippines) continued to increase due
to high demands from 2010 to 2015 (see also: Oman Observer, 2020; Emerson, 2018).
Meanwhile, the data confirm a decline in Omani participation in the sector, so Omanisation is
failing to reach its target. In spite of the complexity of the Omani health care sector, the authors
show that labour market policy and governance can be understood as a form of global social
policy formation. For example, markets for skilled labour and migration and economic
transformation in a globalised world can be managed by social policy. Accordingly, their study
motivated me to explore what is going on in the T&H sector concerning Omanisation. To
achieve this, I aim to explore demand- and supply-side perspectives and different actors in the
labour market, including policymakers in two government ministries. To address these issue,
in Chapter Six I will analyse and discuss perceptions of Omanisation policies from various
perspectives, to suggest policy modifications and contribute to some additional

recommendations to be presented in Chapter Eight.

Much of the scholarly assessment of Omanisation has interpreted it as a national social policy'°
aiming to reduce dependence on migrant workers (Al-Lamki, 2000; Emerson, 2018; Hertog,
2019). This explains the incorporation of quotas that certain domestic industries should meet
when employing migrant workers (Ennis and Walton-Roberts, 2018; Al-Lamki, 2000;

Emerson, 2018; Hertog, 2019). This also supports the interpretation that Omanisation, as a

0 Social policy consists of governmental priorities, legislation and regulations developed to promote the welfare
of the state, the living conditions of people and the satisfaction of human needs through initiatives addressing
such domains as education, work, health and social wellbeing. In my study, | focus on policies related to work,
labour markets, education and employment (Erhel and Zajdela, 2004; Buss, 2019; Ennis and Walton-Roberts,
2018).
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national social policy, is designed to provide employment opportunities to Omanis in the labour

market (Torabi and Abbasi-Shavazi, 2015; Common, 2011; Mehta, 2017).

In scholarship to date, a consensus has emerged that the objectives of Omanisation policies
have not been met over the nearly 30 years since they were first introduced (DeFlumere, 2021;
Ennis and Walton-Roberts, 2018; Emerson, 2018). National and international studies have
documented profound departures from the intended objectives of the policies since their outset
(Ennis and Al-Jamali, 2014; Hertog, 2019). Oman’s private sector makes up more than 80% of
the labour market in the T&H sector and employs a high concentration of migrant workers; it
has failed to move towards Omanisation objectives in any significant way (NCSI, 2018; Al-
Barwani, 2014). Indeed, the Omani government identified the T&H sector as a key target for
increasing the prospects of hiring local graduates, but research to date has suggested that Omani
job applicants decline offers to work in the sector because of relatively low salaries and
uncertainties about the types of experience, training and skills required in the sector (Castelier

and Quentin, 2019; Eturbonews, 2014).

Accordingly, in line with the objective of Omanisation policies to encourage the employment
of Omanis in the private sector, the Ministry of Manpower in Oman is currently targeting
women and men to join the tourism industry to fill existing employment shortages (Common,
2011; Mehta, 2017). Again, it appears that this objective is far from being attained. In fact, only
26% of the workforce in the T&H sector was made up of Omani men and women in 2016
(Times of Oman, 2016b; Al-Balushi, 2018; Nair, 2019; See Chapter One). Underrepresentation
of Omani men and women in the T&H sector remains a major concern and an urgent area for
research if Omanisation policies objectives are to be met (Al-Rabaani, 2013; Times of Oman,
2016a). In 1993, 27% of the total population consisted of migrant residents, but this decreased
slightly to 24% in 2003 as the native-born population increased more rapidly than the migrant
population. However, this was followed by a significant increase in migration, reaching 43%
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of Oman’s population in 2009 and approximately 50% in 2020 (NCSI, 2020; World Population
Review, 2020). The representation of migrants in the Omani labour force has been increasing

in spite of Omanisation policies and the kafala system (I will discuss kafala in section 2.3.3).

The National Centre for Statistics and Information of Oman (NCSI) and World Population
Review (2020) estimate the number of Omanis in the country in 2020 to be 2,674,303, along
with 2,000,797 migrants.”” As I mentioned earlier (Chapter One), unfortunately, reliable
statistics for the composition of the T&H labour force in terms of gender, education, age and
other important aspects of Omani and migrant graduates and workers are not available at
present. Amidst such varied factors, it should be noted that the realisation of Omanisation
policies objectives is emphasised in the Oman Vision 2040'? (Al Rahbi, 2017; Al-Bahrani,
2019). This action plan stipulates that the proportion of Omani workers in the private sector
should increase to 45% by 2040 (Economist, 2019). Also, a study by Ennis and Al-Jamali
(2014) cited the Omani government as the first GCC country to launch a long term strategic
plan to diversify the national economy by reducing the over-dependence on the oil sector and
identifying the T&H sector as a priority, in its Oman vision 2020 (The ISFU, 2021; Oman
Vision 2040, 2020; Ministry of Finance — Oman, 2020). Omanis subsequently criticised this
vision, however, and I believe it failed to achieve its objectives. Later, the Omani government
decided to launch a new vision (Oman 2040) in 2013 to address the failures of Oman vision
2020; the new vision document re-evaluated all economic sectors, including T&H, concerning
their contributions to employment and GDP growth (The ISFU, 2021; Oman Vision 2040,

2020; Ministry of Finance — Oman, 2020). However, this policy direction has faced setbacks,

™ Statistics drawn from the (NCSI) and World Population Review websites (NCSI, 2020; World Population
Review, 2020).

2 Oman Vision 2040 is an economic diversification action plan for Oman that is designed to improve varied social

and economic characteristics of the country. At the heart of the plan are bureaucratic and regulatory reforms
that are intended to attain economic diversification by 2040 (Oman Vision 2040, 2020).
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as government support for T&H development has been undermined by financial shocks, and
the sector itself has been threatened by the Covid-19 crisis and related lockdowns and travel
restrictions. The international sociological literature on migration policies and nationalisation
policies™ has also concluded that increasing the participation of local employees in new sectors
may be difficult because of the demands placed on changing social structures (Tani, 2019;

Kolbe and Kayran, 2019; Salikutluk, 2016; Tomlinson, 2008; Van Belle et al., 2018).

Empirical evidence on the implementation of Omanisation in the T&H sector indicates that the
sector has failed to achieve the targets set by the government of Oman, but I was unable to
discern any more specific conclusions for Omani labour markets based on an analysis of the
most recent literature (Burns, 1997; Khan and Krishnamurthy, 2016; Ministry of Manpower —
Oman, 2020; Winckler, 2007). The assumption that Omanisation could readily obtain the
objective of increasing Omani employment in this sector is therefore questionable and indicates
a critical research gap. To address this issue, in Chapter Six I will analyse and discuss data
concerning Omanisation from various perspectives, to suggest modifications on Omanisation

and also present some additional recommendations in Chapter Eight.

The situation in the T&H sector appears to be complicated by certain additional factors. The
Ministry of Manpower has recently revealed that it lacks statistical information on the
workforce requirements of the tourism sector as well as the skill sets possessed by Omani

workers (Ministry of Manpower — Oman, 2020). ' In addition, a lack of awareness by Omanis

13 “Migration policies’ is a term used widely in advanced countries in the EU; in the Middle East, and specifically
the Gulf states, the term ‘nationalisation’ is widely used for related policies (Valenta, 2017). However, | observed
that the scope of migration policies in the EU is typically broader than nationalisation policies in the Middle East,
since nationalisation includes policies to enhance and facilitate migration as well as policies to control and
regulate it.

4| have translated and analysed the annual reports of the Ministry of Manpower in Oman from 2016 to 2018,
from Arabic to English, to capture an overview and offer insights into the Omani labour market in general, and
specifically the T&H sector, due to the lack of English versions of the T&H reports (Ministry of Manpower —
Oman, 2020).
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about opportunities in the tourism sector could be another reason many Omanis are discouraged
from seeking employment in this sector. Moreover, as Khan and Krishnamurthy (2016) have
pointed out, traditional Omani values tend to discourage employment in this sector. The
Ministry of Manpower — Oman (2020) has also maintained that when the Omanisation target
for the tourism industry was set in 2005, it was unclear how quickly the industry would expand;
subsequent development has made the achievement of the sectoral target doubtful. Finally, as
tourism is a relatively new industry in the Sultanate, the indigenous population is not likely to
have much experience in the industry. Tourism might therefore not have been considered an
attractive career choice by young Omani workers or their families (Winckler, 2007). Another
major reason outlined by the Ministry of Manpower (Ministry of Manpower — Oman, 2020) is
that the education system equipping young Omanis with required competencies has been
unable to produce the number of graduates required by the industry. Even though high levels
of attrition (loss of employees) represent a major problem faced by the T&H industry
worldwide, e.g. in the UK, Australia and Hong Kong (King et al., 2003; Witts, 2015), the
situation in Oman is even more critical, where some studies have indicated a general lack of
awareness career development opportunities in the T&H sector (Atef and Al Balushi, 2017;

Khan and Krishnamurthy, 2016).

Ultimately, while Omanisation is a government initiative established to resolve certain social
and economic challenges, Omani society continues to face widespread issues that Omanisation
has been unable to mitigate, particularly challenges related to persistent youth unemployment
(Plecher, 2020; Al Jailaniyah, 2020; The World Bank, 2018). Similar challenges have been
observed in other GCC states, such as the UAE, Bahrain, the KSA, Kuwait and Qatar, all of

which have also initiated nationalisation policies (Randeree, 2012; Fasano and Goyal, 2004).
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The evidence from a body of international research on labour market institutions suggests that
Oman is dealing with continuing social challenges that are linked to relatively high rates of
unemployment. Estimates by the International Labour Organisation (ILO) show that
unemployment for young people aged 15 to 24 years in Oman is nearly 13.7% of the workforce
in 2020; among GCC countries, the KSA reports 5.8% unemployment in 2020, the UAE 2.4%
and Qatar 0.082%. Oman lags behind within the region in terms of providing employment for
its graduates (The World Bank, 2020). Meanwhile, Omani media and the Omani Centre for
Human Rights (OCHR) have suggested that the effective rate of unemployment could be
higher, possibly as much as 40% (Middle East Eye, 2019; Sher, 2017; Gorvett, 2018; OCHR

Oman, 2018). This implies that Oman is exposed to the risk of more serious social disorder.

These generational challenges are particularly concerning for the Omani government
policymakers, given that 40% of Oman’s native-born population is under 25 years of age. This
ratio could be a double-edged sword, as the prominence of young people’s demands could
distract the government from implementing balanced projects and programmes. Whereas
developed countries often experience stresses associated with population aging, in developing
countries like Oman, young populations might be a source of socioeconomic concern in terms
of increasing the number of job seekers (Middle East Eye, 2019; Calabrese, 2018; see also:
Walker, 2019 for a comprehensive discussion and analysis on the challenges and policies
related to ageing in Europe). For example, in January 2011, demonstrations again took place
in Dhofar, Muscat and Salalah provinces against the Omani government due to the lack of
employment opportunities in the country, which continues to be a significant popular concern
(BBC News, 2011, Valeri, 2020; Calabrese, 2018; Middle East Eye, 2019; See Chapter One).
In my view, unemployment among Omanis is a severe socioeconomic problem affecting the
stability of Omani society. If disregarded, this situation could intensify problems for society

and for the government, particularly because unemployment has previously been linked to
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income disparities, poverty and crime (Hakim, 1982; Phillips and Land, 2012). In an attempt
to mitigate the ensuing risks of aggravated social problems, the Omani government appears to
have recognised a need to ensure long-term social and economic development by developing

the national workforce.

A certain degree of consensus has been attained among sociologists and economists that
unemployment may serve as a critical social and personal issue (Buss, 2019; Cantillon, 2011;
Midgley and Tang, 2001; Sage, 2019). Indeed, the scholarly consensus suggests that the long
periods of waiting for employment that many young, educated people have to go through may
threaten social stability and peace (Brenner and Starrin, 1988; Buss, 2019; Cantillon, 2011;
Jakimovski, 2018; Midgley and Tang, 2001). In addition, high rates of unemployment limit the
capacity of Omani youth to focus on social welfare development programmes provided by the
government, including the housing cost assistance, health care and educational assistance. For
instance, young people without jobs are less likely to get married or build a house, as they must
concentrate on finding a job (Bergmark and Palme, 2003; Buss, 2019; Liem and Liem, 1988;
Oesch and Lipps, 2013). Internationally, sociological researchers have argued that unemployed
people consider their jobless status to be a complex social issue that leads to greater levels of
societal stress, which may be related to a range of social problems such as physical health,
poverty, marriage dissolution (divorce), social isolation and suicide (Hansen, 2005; Sage,

2019; Jakimovski, 2018; Fossati, 2018).

In the next sub-section, I provide a comprehensive review of the literature on nationalisation

policies in the Gulf region to determine how they relate to Omanisation policies.

2.2.2 Related nationalisation policies in the Gulf region

A body of both local and international research on the nationalisation policies currently in place

in the Gulf states has identified three main explanatory factors. These have ensured the
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dominant position of nationalisation in social and development policy-making in the Gulf
region since the 1990s, when the persistent fall in oil prices contributed to a significant decline
in oil revenues (Martin and Malit, 2017; Hertog, 2012; Forstenlechner and Rutledge, 2010; Al-
Ali, 2008; Looney, 2004). The first of these factors is a rise in budget deficits, reaching nearly
4.9% in each of the countries in the Gulf region. This shift seems to have encouraged the six
states in the region (Bahrain, Qatar, Kuwait, Oman, the UAE and KSA) to identify cost-cutting
measures to recover from their deficits. As [ mentioned earlier in the chapter, a second major
factor is unemployment, which has brought social instability to levels that resulted in social
chaos in some states in the region — for instance, in Oman in January 2011 and January 2018
(Gill, 2018; Dudley, 2018; Middle East Eye, 2019; Valeri, 2020). The third factor I identified
is the oil windfalls of the early 1980s that compelled the Gulf states to offer generous benefits
to their public sector workers, drawing many locals to consider working in this sector. This
phenomenon left the private sector with a significant deficit of local labour, forcing employers
to consider appealing to migrant workers (Thompson, 2020; Birks et al., 1986; El Hag and El
Shazly, 2012; Gardner, 2012; Looney, 2004). While the research on this topic to date has not
been comprehensive, there is a general understanding among local and international scholars
that these three key factors may have encouraged the economies in the Gulf region to become
dependent on migrant labour to fill the skills gaps that are not available with locals (Franklin,
1985; Errichiello, 2012; Al-Ali, 2008; Hertog, 2019; Shayah and Sun, 2019). Governments in
the Gulf region may have become critically concerned about the implications of their
dependence on migrant labour for their future social and economic stability, based on the
insights from this literature; in any event, all Gulf states have responded with nationalisation
policies that are largely comparable to Omanisation (Babar et al., 2019; Shayah and Sun, 2019;

Valenta, 2017; Adamson and Tsourapas, 2019).
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One of the nationalisation policies in the GCC that has clear parallels with Omanisation is
Saudisation, the workforce nationalisation policies introduced in the KSA. Since the 1980s,
Saudi Arabia has experienced a scarcity of skilled local workers in the private sector. The Saudi
government initiated the Saudisation policies or Nitagat in 1994, aiming to replace migrant
workers with nationals as part of the Sixth Development Plan of 1995-1999 (Thompson, 2018;
Martin and Malit, 2017; Rahman, 2018; Khraif et al., 2019; Al Sheikh, 2015; Sevilla, 2014). It
is critical to note that, just like Omanisation, Saudisation is focused on ensuring the creation
and implementation of quotas for the number of local workers that firms in the private sector
should hire to boost the number of Saudis employed in the sector. There is a similar concern
that Saudisation policies have not been particularly successful in attaining this objective,
because of low levels of education in the labour force and the high qualifications that employers
in the private sector demand. This is comparable to the case of Oman, where research on
Omanisation has indicated that inadequate investment in education by Omanis has made it
difficult to realise the objectives of the Omanisation policies (Al-Lamki, 1998; 2000; Atef and
Al Balushi, 2017; Matherly and Hodgson, 2014; Zerovec and Bontenbal 2011). Similar to the
Omani case, it is evident that Saudi workers are generally less willing to join the private sector
and instead prefer the public sector, as it offers greater job security, higher salaries, greater
benefits and is less demanding of its workforce (Azhar et al., 2016; Al-Lamki, 1998; 2000;

Azhar et al., 2018; Looney, 2004).

Other cases where I found another insights into the limitations of nationalisation policies in the
Gulf states is the UAE’s Emiratisation policies, also intended to increase the employment of
local citizens in the private sector. Research in the context of the UAE has documented a
negative response’® to the Emiratisation policies comparable to the Omanisation policies in

Oman. The Ministry of Labour released Ministerial Resolution 1187 on November 29, 2010,

15 See figure 2.5.
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aiming to boost the number of UAE nationals working in the private sector (Palik, 2013;
Zachariah et al., 2003; Wickramasekara, 2016). Prior to that time, the UAE had witnessed
significant economic growth since the discovery of oil in the 1970s. However, as in the case of
Oman, the UAE’s private sector has depended largely on migrant labour (Zachariah et al.,
2003; Forstenlechner et al., 2012; Weiner, 1982; Khalaf and Alkobaisi, 1999; Zeffane and
Kemp, 2020). The accumulated evidence indicates that UAE nationals have mostly been
recruited to the public sector, and ultimately prefer to work in it for the same reasons as in
Oman (Zerovec and Bontenbal; 2011; Atef and Al-Balushi 2017; Matherly and Hodgson,
2014). Both countries contend with a local workforce that prefers working in the public sector
and associates the private sector with job insecurity and low pay. Such findings justify a need
to re-examine the unintended implications of nationalisation policies for social stability in the

region, to check how far they have deviated from their original objectives.

From the above analysis, I observe that nationalisation policies in the Gulf states have seen
some success in the public sector labour force, but have failed to attain their fundamental
objective of addressing high unemployment rates in the region or promoting local, private

sector employment as is the case for my research concerning the T&H sector.

In the next sub-section, I present a review of findings concerning both demand and supply sides
of the labour market, to develop a more comprehensive basis for pursuing labour market

integration in the Omani context.

2.2.3 The demand and supply sides of the labour market

Demand-side and supply-side initiatives both aim to ensure integration and balance in national
labour markets. In spite of this, each aspect is often pursued in isolation. My research has led
me to the observation that bringing these two perspectives together could provide a framework

to improve labour market integration for Omani nationals and migrant workers doing graduate-
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level jobs in T&H. Both international and national social policy research have tended to
emphasise supply-side approaches in the implementation of nationalisation policies.
Meanwhile, little emphasis has been placed on demand-side approaches targeted at activating
employers or other demand-side actors (Ingold and Stuart, 2015; Armingeon, 2007; Mailand,
2008; Gwiazda, 2011; Burroni et al., 2019). My research is built on and adds to existing
scholarship in its integration of both demand-side and supply-side perspectives to develop a
more comprehensive basis for pursuing labour market integration in the Omani context, making

new contributions to knowledge (see Chapters Five, Six and Seven).

A body of scholarly research undertaken in Oman has indicated that negative attitudes towards
work may affect the supply of labour in the country (Belwal and Belwal, 2014; Bontenbal and
Aziz, 2013; Khan and Krishanamurthy, 2016). Indeed, certain previous studies have shown
that negative attitudes towards work among Omani graduates remain a significant problem
constraining Omani participation in the national labour market (Baporikar and Shah, 2012;
Belwal and Belwal, 2014). However, the extent to which these negative attitudes undermine
the realisation of the goals of Omanisation policies and distort the labour market structure in
the country has remained unexplored in research to date, offering a critical area to be examined

in my study (see Chapter Six).

Across a broader body of research, precarisation has been identified as a contributor to
negative attitudes towards work (Buchler et al., 2009; Whitton, 2003; Burgmann, 2016; Broad,
1995; Hudson-Sharp and Runge, 2017; Vosko et al., 2009). The concept of precarisation of
employment refers to the processes through which individuals are exposed to non-standard or
temporary jobs that are insecure, offer poor wages and are barely protected by labour laws
(Buchler et al., 2009; Campbell and Burgess, 2001; Whitton, 2003; Broad, 1995). Precarisation
of employment has become increasingly challenging to characterise in the 21st century, as
enterprises have introduced non-standard forms of work to allow people to work remotely and
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more flexibly. In this context, not all forms of precarisation of work give rise to negative
attitudes (Quinlan, 2016; Whitton, 2003; Burgmann, 2016). However, related social science
research has identified negative perceptions among Omani towards working in the
entrepreneurial sector, associated with the characteristic precarity of work in small and medium
enterprises (Khalid and Varghese, 2012; Ibrahim et al., 2017; Varghese et al., 2012). As the
T&H sector in Oman is relatively new, very limited research has gathered data on the effects

of precarity of work on employees in hotel enterprises in the country.

Precarity of work could as well as linked to limited employer investment in upskilling and
retention of employees. To this extent, research in the context of Oman asserts that, the Omani
government has provided limited incentives for investments in the upskilling and retraining of
employees, outside of the petroleum and telecommunications sectors; the result has been an
adverse environment for graduates to seek employability through lifelong learning strategies
(Al-Azr, 2018; Ibrahim et al., 2017). Al-Harthi (2011) examined the perceptions students held
concerning the relationship between university education and the labour market, observing that
Omani students were mainly motivated by the desire for secure employment and a better life.
Students were also highly confident that they would be able to enter a career easily after they
graduated from university. It appears that these perceptions might have shaped their attitudes
towards the labour market, although this is an area that Al-Harthi did not explore, leaving a
possible topic for future study. On the other hand, some of the factors that contributed to poor
satisfaction with the university curricula included the perception that graduates were not
appropriately prepared for future careers (Al-Harthi, 2011; Al-Mahrooqi and Denman, 2016;
Smetherham, 2003). In this context, Al-Barwani and colleagues (2009) found that when
graduates perceived the quality of their university education as not preparing them sufficiently

to be competitive in the international labour market, their discontent could lead to broader
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negative perceptions as well as pressures on the education system, aiming to improve the

quality of programmes.

Regarding the demand-side perspective about the labour force, some scholarly research
undertaken in Sri Lanka and in GCC countries, like Oman, has concluded that employers prefer
migrant workers for reasons such as their perceived talents, expertise and sometimes a lower
anticipated labour cost, which in turn has boosted demand in the private sector for migrant
workers compared to local workers (Malecki and Ewers, 2007; Das and Gokhale, 2010; De
Bel-Air, 2015; Ranasinghe, 2015; Chaabna et al., 2017). However, the reason for the difference
in attitudes between migrant and Omani labour force participation has not been conclusively

explored (see Chapter One, section 1.4, for more detail).

The next section reviews the literature on migration with particular emphasis on the historical
perspectives of migrants and migration trends and development in Oman in Oman and GCC
countries, the role of migrants in the Omani economy and those of GCC countries and the

kafala system

2.3 Migration

2.3.1 Historical perspectives on migrants and migration trends and development in
Oman and the GCC

Migration is a critical element of Oman’s history as well and its socio-economic framework.
The history of migration to countries in the Gulf region can be classified into two waves. The
first wave consisted of migration to the region before the British withdrawal from the Arab
Gulf region in four key states: the UAE, Oman, Bahrain and Qatar. This process is estimated
to have begun between 1930 and 1970 (Allday, 2014; Jain, 2005). In this wave, migrants came
from Asia, particularly from India and Iran, to settle on the shores of the Arab Gulf.
Pillalamarri (2016), an international relations analyst, has noted that the main reason for
migration during this wave was to build trade relations between India and countries in the Arab
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Gulf, India being a major trading partner for incense, spices, cloth and pearl at the time
(Pillalamarri, 2016). Scholars of diaspora studies like Azhar (2016) have pointed out that the
age-old relationship between India and countries in the Arab Gulf could have originated during

this wave, as many Indians stayed in the region for generations and ultimately became citizens.

The second wave is mainly characterised by migration to the Gulf region after the discovery of
hydrocarbon fuels in the area between 1960 and 1970, after countries in the region gained
independence from Britain in 1971 and after the British withdrawal from the region as
discussed above. Migration was conducted mainly by individuals looking for jobs rather than
to strengthen trade relations (Allday, 2014; Pillalamarri, 2016; Thiollet, 2011). Building on
Human Capital (HC) theory (see Chapter Three for further detail about this theoretical
perspective), I follow the interpretation that people invest in themselves and migrate in pursuit
of greater returns, such as improved earnings or enhanced lifestyles in host countries (Thiollet,
2011; Williams and Balaz, 2005; Peters et al., 2018; Jendrissek, 2014; Polachek, 2004; IOM,
2004). Migration scholars have traced back labour migration in Oman to an initial surge in the
wake of the oil boom of 1973, similar to that seen in such other GCC countries as Kuwait
(Birks and Sinclair, 1979; Thiollet, 2011; Errichiello, 2012). The historical ties between Oman
and South Asia may explain why the majority of migrant workers have originated from the
latter region (Gardner, 2011; Kapiszewski, 2006; Thiollet, 2019). Related data has shown that
in the 1990s, after the Gulf War, oil prices plummeted and the number of migrant residents
declined (Al-Ali, 2008; Hertog, 2019; Shayah and Sun, 2019). Nevertheless, the numbers of

foreign workers continued to grow by 0.4% annually between 1993 and 2003.

India shares historical relationships with the Persian Gulf, dating back to ancient civilizations
when the Indus Valley ruled the sub-continent and the Dilmun Empire was prominent in the
region. This relationship was primarily focused on trade, which continued to be the case until
much later. India under British colonial control, before independence, was part of imperial
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interest in the Gulf, and its trade was watched, prosecuted and administered by the Bombay
Presidency. Up to the 1960s, the Indian rupee was a legal currency in most Gulf States,
including Oman. India printed special rupee notes to be used exclusively in the Gulf, popularly
known as ‘Gulf Rupees’, after oil was discovered by the British in Persia (then Iran) on May
26, 1908. The composition of exports shifted from raw materials, silk, spices, etc., to significant
energy products during this period. However, these relationships remained transactional. In
2013, 48.7 million people lived in the GCC, approximately 8.5 million of whom were foreign
(mainly from South Asia and the Middle East). The current population of migrants in the GCC
arrived during relatively recent migrations. In 1960, approximately 240,000 foreign-born
people were already in the GCC, out of a total population less than 10 million. Since then, the
number of migrants in the GCC has increased dramatically, quadrupling each decade from
1960 to 1970, and again from 1970 to 1980. Over the last three decades, the massive growth
of labour migration — from about 4 million in 1980 to over 20 million in the current decade —
has contributed to rapid growth in GCC populations. For instance, according to World Bank
data, migrants from India surpassed Jordanians in the 1970s as the largest group of migrants in
the GCC (Indians had previously been the largest group in 1960). Since 1980, the number of
migrants from India, Bangladesh and Pakistan has shown a rapid and sustained increase in the
GCC. Since 2000, the influx of migrants from these three countries has been remarkably high

(Valenta and Jakobsen, 2016).

From an international political economy perspective, the GCC is India’s largest regional
economic partner, with total trade of $104 billion in 2017-18, up almost 7% from $97 billion

the previous year. This exceeds trade between India and ASEAN!® ($81 billion) and between

6 ASEAN is the organisation of Southeastern Asian Countries established on 8 August 1967 in Bangkok, Thailand,
with the ASEAN Declaration (Bangkok Declaration), which now includes Brunei, Burma (Myanmar), Cambodia,
Timor-Leste, Indonesia, Laos, Malaysia, the Philippines, Singapore, Thailand and Vietnam (The Association of
Southeast Asian Nations, 2021).
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India and the EU ($102 billion) in 2017-18. Two of India’s five most important trading
partners, the United Arab Emirates and Saudi Arabia, are GCC economies (Pradhan, 2010;
Chaudhury, 2018; Gupta, 2013). The GCC also contributed over $37 billion in foreign
exchange from Indian migrants in 2017, representing over 54% of India’s total receipts.
However, India and the GCC do not have a free trade agreement in effect, although a
framework agreement for economic cooperation was signed in August 2004 (Chaudhury,
2018). India and the UAE, in particular, have recently undertaken an ambitious effort to
improve their bilateral relations. As traditional GCC societies become more diverse in their
politics, economic, security and defence cooperation, India has gained a substantial and
growing interest in the stability of the Gulf. This includes ‘strategic partnerships’ with Gulf
countries on counter-terrorism, money laundering, cyber security, organised crime, human

trafficking and anti-piracy (Gupta, 2013).

Indian nationals make up the largest migrant community in the Gulf States, with around 7.6
million Indian immigrants residing and working in the region, particularly in Saudi Arabia (2.8
million) and the UAE (2.6 million). There are more Indian residents in the GCC than the local
population of the UAE and Qatar. The security of these Indian citizens is one of the Indian
government’s top priorities. India’s relationship with the Gulf has come to include defence and
naval cooperation, including joint exercises, regular visits from Indian ships and signed
agreements. Gulf armed forces personnel are also trained in Indian defence and military
academies. All Gulf States have membership in the Indian Navy-designed Indian Ocean Naval
Symposium (IONS), which was created in 2008 as a biennial forum for the Indian Ocean Coast
Navy leaders. India’s most notable defence cooperation arrangement was with Oman. India has
also performed an active role in strengthening the stability and security of the Gulf seaways by

participating in anti-piracy patrols off the Somali coast (Chaudhury, 2018).
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Since the 1970s, the inflow of migrant workers into the Gulf region’s labour market appears to
have gone through several phases (GIZ and ILO, 2015; Rahman, 2011, Zerovec and Bontenbal,
2011; Randeree, 2012). Until that time, most of the migrant workers in the region were Indian,
Iranian or Arab; these groups comprised nearly 80% of the region’s total workforce. Arab
migrants were generally identified in migration research as originating from Egypt, Jordan,
Palestine, Syria and Yemen, although a significant proportion of them, particularly those
working in multinational companies, came from other countries in Asia. In this period, a narrow
wage differential existed between the countries originating and receiving migrant labour
(Babar, 2017; Rahman, 2011; Fargues and Shah, 2011; Ferrie and Hatton, 2013). Oman was a
net exporter of labour power at this time, although the country ultimately became a key labour

importer in the region (Czaika and Varela, 2015; Fargues and Shah, 2011).

Another phase took place beginning with the oil boom that followed the Iranian revolution in
1979. At this stage, migration started intensifying in the Gulf states (Rahman, 2011; Fargues
and Shah, 2011; Ferrie and Hatton, 2013). The number of migrants of Arab origin increased
substantially, particularly those arriving from Yemen and Egypt, so that the total number of
migrants in the region increased to 1.3 million by 1985. A third phase of growth came in the
1990s, after the Gulf War. In this period, the Omani government experienced increased
revenues, which enabled officials to come up with overly ambitious development plans,
involving infrastructural development, and to increase their spending on social welfare
(Rahman, 2011; Fargues and Shah, 2011; Ferrie and Hatton, 2013). These developments
contributed to an increase in the demand for labour, triggering the Gulf states to call in migrants
to close the gap. As a result, the 1990s were characterised by the influx of migrant workers
from South Asian countries like Sri Lanka, Pakistan and India, which led the proportion of
Arab workers to decline to scarcely 37% in 1990, compared to 43% in 1985 (Ranasinghe, 2015;

Storbeck, 2011; Thiollet, 2011; Rahman, 2011; Zerovec and Bontenbal, 2011; Randeree,
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2012). The fourth stage may have started as early as the 2000s, corresponding to the decline in
oil prices at that time. Research has shown that this period was marked by a slow-down in
development projects because of declining government oil revenues. Consequently the demand
for migrant workers declined, although the preference for skilled workers rose substantially

(Czaika and de Haas, 2014; Fargues and Shah, 2011; Ferrie and Hatton, 2013).

The fifth stage took place after 2005 and was characterised by an increase inflow of new
migrants from the Philippines, China and central Asian states arriving in the Gulf region. A
number of migration scholars have pointed out that this group of migrants intensified the
competition for work in Oman (Czaika and Varela, 2015; Fargues and Shah, 2011; Ferrie and

Hatton, 2013).

The period from 2006 to 2010 saw an accelerated growth of migrant arrivals attributed to the
growing Omani economy due to the increase in oil prices during this period. Oman was
protected from the Global Financial Crisis of 2008-2009, so migrants from other countries in
the GCC relocated to Oman (Czaika and Varela, 2015). A large body of international research
by sociologists and migration scholars has identified the tendency for people to migrate because
of economic motives, to realise their HC investments and promote their individual and familial
welfare (Zhou and Logan, 1989; Lulle et al., 2019; Zwysen, 2019; see Chapter Three for more
information about the theoretical framework of HC). International scholars of migration have
agreed that HC affects labour market outcomes, playing a significant role in determining
employability for migrants within host labour markets (Zwysen, 2019; Ho and Alcorso, 2004;
Rahman, 2011). Accordingly, the rate of immigration is contingent on international variations
in the returns to labour, taking into account such supply-side factors as the skill level of migrant
graduates or employees expected to arrive in the host country. The impact of nationalisation
policies and labour market structures also affect these movements, as international migration
studies emphasise (Lu and Hou, 2020; Friberg and Midtbegen, 2019; Russell, 1989). The supply
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of labour will increase when there is a clear skills gap, in Oman or any other host country, at
least where nationalisation or labour policies accommodate the entry and growth in numbers
of migrant workers (Szewczyk, 2014; Csed6, 2008; Jonck and Walt, 2015; Liversage, 2009).
A review by Statista (2020) and the United Nations (2019) showed that a majority of recent
migrant workers have arrived from Asian countries. Indeed, 20162019 statistics by Statista
indicate that up to 188,000 migrant workers came from Bangladesh in the period, while 63,000

came from India, 45,000 from Pakistan and 21,000 from the Philippines.

Indonesia § 1

Nepal 3

5n Lanka 10

Philippines* 21

Pakistan 45

India 63

Eanglidesh 158

o 25 50 b 160 125 150 175 200

Figure 2. 1: Number of migrants from Asian countries to Oman, in thousands (Source: Statista,
2020'7).

7| have taken into consideration the Copyright guide issued by the university for all figures in this chapter
(Source: The University of Sheffield Library, 2020a). | have reformatted the figure by using licensed software
(Photoshop through creative Cloud), then checked for similarity through google image and the Tin Eye site to
ensure that the image was sufficiently original.
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1980 1595 2000 2005 2010 2015 2018

International migrants thousands) 304.0 5396 6236 666.2 8lh2 18552 22852
International migrants as a share of total population (percertage) 16.8 4.5 s 26.5 26.8 435 450
Refugea [thaisands) 00 1] 0.0 0.0 0.1 04 o7
Refugees as a share of internztional migrants (percentaga) 00 0.0 00 00 0.0 00 0.0
Females among international MIgrants (percentage) 0.2 26 L7 20.8 19.3 164 154
Medizn age of international migrants {years) 125 325 136 339 323 27 135
International migrants by age group (percentage)

0-19 128 128 104 135 116 60 128

20-64 869 259 B5.0 B5.9 §r.e 936 B48

65+ 03 03 0.6 0.6 0.6 04 23
Migrants originating from the same SDG ragion loercentaze) 10.5 105 105 87 7.3 73 13

Figure 2. 2: Composition of migration to Oman, 1990-2019 (Source: United Nations Population
Division, 2019).18

CITIZEN VERSUS NONCITIZEN LABOR DISTRIBUTION IN
THE GCC AS A PERCENTAGE OF TOTAL LABOR FORCE

Percentage of Total Labor Force

Bahrain Kuwait Oman Qatar Saudi Arabia UAE

Bl Employed Citizens Hl Employed Noncitizens

18 Statistics compiled by the UN shows that the number of migrants and refugees to Oman has been rising since
1990, from just about 304,000, to 539,000 in 1995, 632,000 in 2000 to ultimately just below 2.5 million in 2019.
As previously discussed, | examined statistics from various sources including secondary data and annual public
reports and also consulted government experts, during my field research, about the distribution of Omani and
migrant graduates in the Omani workforce according to various characteristics. Unfortunately, | was unable to
find reliable and rigorous statistical sources.
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Figure 2. 3: Composition of the labour force in GCC countries in 2014: Citizens vs. migrants
(Buttorff et al., 2018).

Taking the analysis of Figures 2.1, 2.2 and 2.3 into perspective, Oman has today become
increasingly dependent on migrant workers to the extent that foreigners make up nearly half of
the entire population, even as workforce nationalisation policies have failed to realise their
declared objectives, as I mentioned earlier (Bontenbal and Aziz, 2013; Khan and
Krishanamurthy, 2016; Randeree, 2012). For instance in a regional context, figure 2.5 shows
the distribution of employment between citizens and migrants in GGC economies in 2014,
indicating that the UAE, Qatar, Kuwait, Bahrain and Oman have the highest level of migrants
employed in their national labour markets, while the KSA has the lowest rate of migrant
employment in the workforce as Saudi citizens predominate (Buttorff et al., 2018; ; Zerovec

and Bontenbal, 2011; Randeree, 2012).

International migration research suggests that economic factors, rather than purely social
factors, have been the key drivers for migration to Oman and the greater Gulf region (Yalgin,
2015; Diop et al., 2018; Jureidini, 2010). The economic and social reasons for migration could
be explained in terms of push?® and pull?' factors (Piore, 1979). Pull factors are the benefits
that migrants expect in the destination countries that draw them in, such as employment
opportunities, higher wages, improved medical facilities, political advantages (such as political

asylum) or social relationships (Portes and Borocz, 1989; Piore, 1979).

9 See section 2.4.1

20 pysh factors are risks in the home country that force migrants to leave for a destination country. Examples
include wars or an inability to find gainful employment (Klaus and Pachocka, 2019; Van Hear et al., 2018; Jenkins,
1977; Davila and Saenz, 1990).

21 pull factors are the rewards in the destination country that attract migrants to leave their home countries,
such as higher salaries or better employment opportunities or job security (Jenkins, 1977; Kloc-Nowak et al.,
2020).
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In the next subsection, I undertake a review of some scholarly perspectives on the role of

migrants, particularly in filling in the skills gap, in the Oman economy and GCC countries.

2.3.2 The role of migrants in the economies of Oman and other GCC countries

In depicting the role of migrants in the Omani economy, some scholars have depicting migrant
workers as gradually displacing local workers in the Omani labour market or as filling labour
shortages and reducing friction within the Omani economy (Al-Lamki, 2000; Ghosal and
Porkodi, 2014; De Bel-Air, 2015; Chalcraft, 2010). Such research draws attention to the steady
migration of mostly semi-skilled and unskilled labour to fill labour shortages in developing
sectors, particularly in the T&H and construction sectors. Migrants have had no choice but to
take on transitory roles, as the Oman government has not allowed them to settle in the country
permanently (Ghosal and Porkodi, 2014; De Bel-Air, 2015; Chalcraft, 2010). However, a
related body of research shows that many skilled migrants have also come to work in Oman
(Ranasinghe, 2015; Shapira, 2014; Sarah, 2011), some originating in regions outside Asia, such
as the UK and the US. As part of an emerging body of scholarly work on modern-day British
migration flows to the Gulf region, a study by Walsh (2014) drew attention to the diversity of
British migrant ‘communities’ in major cities in the GCC states, where a majority of the British
migrant workers were high-skilled workers. Some of these migrants have worked for long
periods, allowing them to be eligible for citizenship in Oman under terms and conditions set
by Omani citizenship law (Zahra, 2015; Sater, 2014). In my view, the presence of highly skilled
migrant workers implies that they are crucial to the health of the Omani economy. For instance,
a body of international scholarship has argued that the labour market integration of migrants
improves with time as they accumulate a host-country skills base or knowledge base, while at
the same time the locals begin to appreciate the significance of skill diversity in the host
economy (Liu-Farrer et al., 2020; Catron, 2017; Ciabattari et al., 2018; Anderson and Ruhs,

2010; Parsons et al., 2018; Zwysen, 2019).
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In the next sub-section, I review literature on the kafala system, showing its origin and its

current status in the labour markets within the GCC.

2.3.3 The kafala system

Traditionally, kafala has been the term used to refer to worker sponsorship systems in six Gulf
states, namely Qatar, Bahrain, Kuwait, UAE, Saudi Arabia and Oman (Mehta, 2017; Khattab
et al., 2020; ILO, 2017). Kafala or sponsorship has been the provision used since 1950 to
regulate the link between employers and all categories of migrant workers including unskilled,
semiskilled and highly skilled workers, as well as migrant graduates??: all fall under the
umbrella of the kafala system regardless of economic sector (Indrelid, 2018; Hvidt, 2019).
Under this worker sponsorship system, the immigration status of a migrant worker is
legitimately tied to an employer in Oman — the sponsor — throughout the period of their
contract. Migrant workers ‘cannot enter the country, transfer employment or leave the country
for any reason without first obtaining explicit written permission from the sponsor’ (Damir-

Geilsdorf and Pelican, 2019; Diop et al., 2017; Fargues, 2011; ILO, 2017).

The kafala system was intended to provide temporary, transient labour that could be introduced
into the country rapidly at times of economic prosperity or boom and pushed out in periods of
economic recession (ILO, 2017; Khan and Harroft-Tavel, 2011; Hvidt, 2019). On the other
hand, research to date evaluating the impact of the kafala system reveals mixed results. In
effect, kafala policies seem to have achieved their primary goals from the 1950s to the early
1980s. However, in the late 1980s, they started encountering challenges, particularly a growth

of an undocumented migrant population that built up in the GCC countries in the 1990s, related

22 As discussed earlier, in this study ‘Omani and migrant graduates’ are defined as having postsecondary
qualifications in the T&H discipline or being highly qualified workers in the T&H sector. The terms ‘Omani and
migrant graduates’ and ‘Omani and migrant workers’ are used interchangeably in this study.
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to the growth of private recruitment agencies (Damir-Geilsdorf and Pelican, 2019; Fargues,

2011; Kakande, 2015; Khalaf et al., 2015; Hussain, 2014; Sloan, 2014).

Building on this understanding, I examined the body of migration studies investigating the
kafala tradition. I observed that some researchers endorse the requirement that migrants depend
on their employers to live and work in the country legally (Khan and Harroff-Tavel, 2011;
Damir-Geilsdorf and Pelican, 2019; ILO, 2017). At present, no specific Omani law protects
workers of migrant origin. The Basic Law of Oman addresses the rights of workers as citizens,
and makes only minimal reference to migrant workers, notably Article 11(4) concerning the
duty to protect public property. Additionally, employers are given excessive control over
migrant workers as exemplified by Article 40 of the Labour Law, which provides employers
with the right to dismiss migrant workers without prior notice. As I mentioned earlier, migrant
workers are also not allowed to begin work for a new employer without the express
authorisation of their current employer (Ratcliffe, 2018; Human Rights Watch, 2016a). For this
reason, some workers of migrant origin may face an incentive to resort to irregular modes of
employment. At the same time, some employers have been less inclined to terminate contracts
or to let migrant workers go during durations of economic recession than the intended practice,
which has enabled some migrant workers to become semi-permanent residents. Yet, kafala
policies could still be criticised for facilitating abuses of the rights of migrant workers, because
these workers lack legal status in the country and legal means to enforce their rights. In fact,
employers may prefer to hire migrant workers precisely because there is no law in Oman to
guarantee the protection of migrant rights, which could distort the national labour market

(Pande, 2013; Vora and Koch, 2015; Azhari, 2017).

Some social research conducted in the Gulf states has documented unexpected negative results
of kafala policies, the most prominent of these being to undermine the desirability of employing
domestic nationals in the private sector. Unlike migrant workers, nationals can freely and
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forcefully exercise their contractual bargaining power because of their citizenship status. Also,
the governments of the GCC, including the Omani government, tend to take the side of their
nationals against private sector employers when it comes to concerns ranging from wages and
benefits negotiations to resolving issues of employee dismissal (Damir-Geilsdorf and Pelican,

2019; Alaali and Rees, 2019; Fargues, 2011).

Another negative aspect of the kafala system, which has been repeatedly identified by
researchers, is that it has strengthened the belief that migrants are more productive and
manageable than nationals, making them more attractive to employers in the private sector
(Khan and Harroft-Tavel, 2011; Malit and Naufal, 2017). Hence, the system is in itself a
double-edged sword: it exposes migrant workers to exploitation while undermining the
employment of local nationals (Diop et al., 2018). In effect, the kafala system counteracts any

perceptible positive effect from nationalisation efforts (Ganji, 2016; Azhari, 2017).

Migration has brought about some opportunities for highly skilled labour including higher
wages, which encourage mobility across national borders and economic sectors and investment
in HC (Kolbe and Kayran, 2019; Kogan, 2004; Kristen et al., 2016; Knight, 2015). Some
migration scholars have attempted to investigate the impact of an influx of migrants on a host
country’s labour market and have concluded that, as a sociological approach, the HC theory
provides a relevant framework for studying labour and public policies (see Chapter Three for
more information about the HC theoretical framework). HC hypothesises that trends in the
labour market, labour productivity, economic growth and labour mobility depend on the degree
to which the state invests in HC, including through education and nationalisation policies
(Kreyenfeld and Konietzka, 2002; Akbari and MacDonald, 2014). Meanwhile, the source
countries experience ‘brain drain’, despite gaining income in the form of remittances. The
resulting process ensures the movement of skilled workers across the border (Robertson, 2006;
Boxman et al., 1991; Damelang et al., 2019). However, this also means that a country needs to

47



be cautious while welcoming migrants because of the implications of migration for HC
development. Migration policies like nationalisation and kafala and educational policies should

thus be coordinated, to encourage investment in employees and the mobility of labour.

In the subsequent sections, I provide a review of the literature on gender roles and attitudes in
Oman and the influence of such attitudes on patterns of women’s employment throughout the

Gulf region.

2.4 The role of gender in women’s employability

In this section, I explore the patterns of women’s employment in the GCC countries while
placing a particular emphasis on the perspectives of Omani and migrant women. Gender is a
very important theme in this study, affecting the participation of men and of women among
both Omani and migrant graduates in the T&H sector (see Chapter Five and Seven for further
discussion). Previous research has clearly documented Omani and migrant women’s limited
participation in the labour market, despite their higher levels of educational attainment

compared to one decade ago (Momani, 2016; Young, 2016).

Studies in the Gulfregion have revealed gender-based differentials in employment, specifically
in the UAE labour market (Al-Waqfi and Al-faki, 2015; Shayah and Sun, 2019). Scholars have
highlighted the impact of specific, local factors on women’s working conditions compared to
those of men. Emiratisation policies have compounded gender gaps in UAE labour markets,
and the kafala system has failed to address the gender gap. In fact, gender-based differences
are less apparent among Emirati workers than migrant workers, due to the limited policies in
force to address gender differences in employment opportunities, including income and
promotion (Al-Wagqfi and Al-faki, 2015; Dito, 2008). In general, studies in GCC states have
demonstrated the need to promote gender integration in the labour force, drawing particular

attention to differences in pay and employment conditions, workplace discrimination and the
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public and private sector composition of employment (Buttorff et al., 2018; Young, 2016).
Family and cultural norms, and other societal factors, help to explain preferences for public
sector employment or staying home, rather than working in the private sector, which differ by

gender.

Across the GCC a tension emerges between educational achievements and access to the labour
market by gender, showing limited opportunities for female participation and employment and
employability challenges. For example, women have obtained access to educational institutions
and have excelled in a wide range of programmes, yet their employment opportunities remain
limited, particularly in the private sector (Karoly, 2010; Metcalfe and Mutlaq, 2011). Bridging
the gap between education and employment remains a challenge for women in the GCC
(Patterson et al., 2020; Metcalfe and Mutlaq, 2011). Gender gaps in both employment and
employability are an international concern and demand further examination in the GCC
generally and in Oman, in particular. From an economic standpoint, reducing gender gaps in
labour force participation could make a significant contribution to GDP growth in Oman, and
in the GCC generally. Many GCC countries could see their average annual GDP growth
increase, which would be a significant result during the current economic stagnation due to low

oil prices (Buttorff, Al Lawati, et al., 2018; ILO, 2018; Young, 2016).

As a researcher, using a gender-aware framework allows me to develop a fuller picture of the
employment patterns in the T&H sector in Oman and to arrive at a more rigorous and reliable
interpretation and analysis of phenomena, to reach my research aims and objectives and address

my research questions as discussed in Chapter One.

2.4.1 Patterns of women’s employment in the GCC

The relationship between women’s educational attainment and their participation in the labour

force across the six countries in the GCC appears to be inconsistent and complex. In general,
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women in the Gulf states seem to have reasonable access to educational opportunities, as more
women are graduating from universities today than a decade ago (Mirza and Karolak, 2019;
Momani, 2016; Murray and Zhang-Zhang, 2018; Young, 2016). Indeed, in such countries as
Kuwait and Bahrain, more women are graduating from universities than their male counterparts
(Buttorff et al., 2018; Momani, 2016; Gonzélez, 2018). The Global Gender Gap 2014 and 2020
report published by the World Economic Forum showed that women were generally well-
educated by international standards, although fewer of them were employed. In Kuwait, for
instance, in 2014 women made up 67% of university graduates, yet only 51% of female
graduates were employed (Young, 2016; World Economic Forum, 2020). Women in the Gulf
region, both migrants and natives of GCC countries, have been marginalised within private
sector labour markets where a clear preference is often given to men (Varshney, 2019).
Estimates by the United Nations Development Programme and the ILO have shown that the
GCC has the lowest rate of employment for women, 26%, in relation to the global average of
56%. Around 76% of men in GCC states are employed, which is similar to the global average
of 74% (ILO, 2018). By contrast, in 2013, Saudi women only made up roughly 6% of the
national workforce (Young, 2016). Figure 2.4 shows statistics compiled from the World Bank

in 2020, which differ in detail.

Meanwhile, unemployment rates by gender in the GCC from 2012 to 2020 reflect the reality
that states like the KSA, Bahrain and Oman employ fewer women than men, which suggests
that gender indicators in the GCC are unbalanced compared to other regions like East Asia and
Pacific and the European Union (EU) in terms of female unemployment (Sperling et al., 2014;

The World Bank, 2020; also see Figure 2.4).
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Figure 2. 4: Global and GCC unemployment rates by gender (including both citizens and
migrants) in 2012 (Sperling et al., 2014; The World Bank, 2020).%3

In the same context, women?* in Oman and the KSA have the lowest rates of labour force
participation among GCC countries in 2012 (Sperling et al., 2014). In comparison, male native-
born and migrant workers in Qatar and the UAE have higher rates of labour force participation
than other GCC countries. Compared to other indicators in an international context, the GCC
and the Middle East and North Africa (MENA) show lower rates of participation for women
in the regional labour markets compared to the EU and East Asia and Pacific regions (see

Figure 2.5).

23 As illustrated in Figure 2.4, the World Bank study documented wide gaps in unemployment rates by gender
within the GCC compared to other world regions. However, as | reported above, the data were limited for
aspects like education levels, gender, age, nationality or ethnicity, economics sectors including the T&H and
other important criteria.

24 The World Bank has calculated these rates by comparing the number classified as unemployed in relation to
the total number of labour force participants. The critical question here is whether migrant women and men
would consider themselves labour force participants and unemployed in the GCC. If some members of the
migrant labour force enter the country as family members of a person already working in Oman and are also
part of the labour force, unemployment could occur, the data used by the World Bank are not clearly defined in
relation to migration status.
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Figure 2. 5: Global and GCC labour force participation by gender (including both citizens and
migrants) in 2012 (Sperling et al., 2014).

In terms of women'’s participation in political leadership, the GCC, Kuwait, Qatar and the UAE
have allowed greater political liberalisation, as women in these countries are more active in
representative and legislative institutions than in other countries, such as Saudi Arabia, Bahrain
and Oman (Jabeen et al., 2018; Koyame-Marsh, 2017; Young, 2016). For this reason, I would
argue that women in countries where they are more prominent in the workforce (although still
forming a minority) have greater opportunities for leadership or political participation than in
countries with less participation of women in the workforce (Momani, 2016; Miller et al. 2017,

Varghese, 2016).

In the next subsection, I present a review on the body of literature on the effects of education

on women’s employment in the Gulf states.

2.4.2 Effects of education on women’s employment in the GCC and Oman

Higher levels of education for women in Kuwait have not necessarily led to elevated rates of
employment due to social, cultural and religious barriers (Alzuabi, 2016; Buttorff et al., 2018;
Young, 2016). Government policies support for women’s educational attainment does not seem
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to reflect a higher level of integration into public and private sector employment. In terms of
HC theory (see Chapter Three), if the state makes more educational opportunities accessible to
women through its policies and women are therefore better positioned to participate in the
service economy, it would follow logically that more women should enjoy the rewards of their
investment in education through more senior positions and higher salaries. This has not
generally been the case within the GCC. My research seeks to unravel how women have been
able to access educational institutions and graduate in higher numbers yet have remained
unable to find employment in proportionate numbers, especially in the private sector — such as

in the T&H sector.

In Oman, women have historically faced difficulty gaining access to educational programmes,
particularly in such technical fields as engineering or agriculture (Belwal and Belwal, 2017;
Momani, 2016; Varghese, 2016). Gender role expectations and sexist attitudes deter some
Omani women from pursuing university degrees, even while women’s educational attainment
outpaces that of their male peers across the Gulf region (Al Sadi and Basit, 2017; Amzat et al.,
2019; Ennis, 2019). In this study, I take into account such internal and external factors as labour
market segmentation among both male and female citizens and migrants, religious and cultural
attitudes, social norms® and women’s responses to patriarchal structures and employers’
perceptions regarding gender. In Oman, there is strong evidence that women’s participation in
both the private and public sectors is comparatively low and is substantially skewed towards
the public sector. While more women have higher education in Oman (32%) than Bahrain

(14%) or Kuwait (20%), only 1% of women are employed in key government leadership

25 Social norms define the practices and rules of behaviour that are considered acceptable within a community
or society. Most traditional social norms in Oman are expressed in relation to the text of the Holy Quran (Roex
and Rozer, 2018; Stam et al., 2016).
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positions, compared to 8% in Bahrain or 2% in Kuwait; the reasons for this may include Omani

conservatism, political choices and gender discrimination (Young, 2016).

Bahrain
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. Wamen in
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14% 43% 32% 1%

Figure 2. 6: Women in leadership positions in relation to educational attainment in 2015
(Adopted from Young, 2016).

There is a clear gap in existing research regarding the reasons for this unequal distribution of
employment, which I seek to investigate. In this research project, I explore Omani and migrant
employers’ perceptions of women workers (both Omani and migrant women) as well as the
challenges Omani women experience in spite of the social policy (nationalisation) efforts to

strengthen their participation in economic development.

2.5 Conclusion and summary of research gaps

From this review of the literature, a critical mass of migration and sociological scholarship
appears to agree that nationalisation policies have failed to encourage the employability of
Omani men and women. This research highlights concerns about Omani attitudes towards
working in the T&H sector, and raises questions about their attitudes towards Omanisation

policies, as well.
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Research to date has failed to explore attitudes towards and implications of nationalisation
policies in relation to the employability of Omani graduates, in a migrant-dominated labour
market like the T&H sector, as a factor in achieving Omanisation objectives. This clearly
represents an important gap in previous research. Additionally, while a body of social science
studies has explored the practical aspects of labour force nationalisation policies and how they
may affect the labour market structure of Oman, they have not explored how such policies
condition the experiences and perceptions of migrants and Omani graduates as they seek
employment in the T&H sector (this research gap is explored in Chapter Six, in the analysis of
interviews with employees and graduates). Additionally, previous studies have not investigated
the perspectives of migrant and Omani employers, a research gap this study addresses in the
analysis of interviews with demand-side representatives (in Chapters Five and Seven). As well,
the perspectives and experience of policymakers have also not been explored in previous

research (see Chapter Six for an exploration of this topic).

In relation to the attitudes discussed above, education is also an important theme in my study,
to be discussed in Chapter Three in relation to HC theory. Gender is a factor in education, and
women’s educational attainment plays a contested role in relation to employment in the GCC
region. In general, women are obtaining improved access to educational opportunities, as more
women are graduating from universities across the region today than a decade ago. In the
context of Oman, however, it appears that gender roles and sexist attitudes are deterring some
Omani women from their pursuit of university degrees, even as women’s educational
attainment outpaces that of their male peers in the broader GCC context. On the other hand,
Omani men’s participation in the public sector remains comparatively high, as they also prefer
working in the public sector because of its greater job security. Fewer Omani women seek
employment in the private sector and instead prefer to work in the public sector or to stay at

home compared to migrant women who are willing to work in any sector.
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Omanisation policies, and related nationalisation initiatives, have been a central focus of both
local and international research. However, I have found a number of gaps regarding their
overall impact on the employability of Omanis in the T&H sector, suggesting that these effects
remain relatively under-researched. Studies to date have failed to explore the relevance of
Omanisation to contemporary economic and social transformations affecting labour markets,
changes which should be addressed explicitly (see Chapter Six for additional detail). A lack of
awareness by locals, especially university graduates, of the opportunities in the T&H sector
could be another factor discouraging Omanis from seeking employment in the sector, but up to
now these suppositions have not been supported by evidence: a research gap to be explored in
the present study. From reviewing research into nationalisation policies across GCC states, a
clear gap in research has been identified regarding the employment patterns of Omani and
migrant graduates, both men and women, in the T&H sector. My study will attempt to fill this
gap by examining the effects of gender roles and dynamics on attitudes towards the T&H
sector, including gendered perspectives on the role of income on attitudes towards the sector
for Omani graduates and by investigating the gendered occupational roles that shape migrants’

attitudes towards work in the sector.

In the next chapter, I will present and discuss the theoretical framework (HC theory) and why

I decided to adopt this theory to underpin my study.
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CHAPTER 3: THEORETICAL FRAMEWORK - HUMAN CAPITAL THEORY

3.1 Introduction

My study aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the Tourism and Hospitality (T&H) sector. The central aims
around which my thesis is organised are: first, to understand why so few Omani graduates are
employed in the T&H sector compared to migrant graduates and, second, to identify
modifications to Omanisation policy, including changes seen through the lens of gender, that
might increase the participation of both male and female Omani graduates in the T&H sector.
Accordingly, this theoretical framework chapter is structured in relation to two crucial themes
of this study: the role of education and nationalisation® policy. Human Capital (HC) theory
offers three key contributions to this study: first, it provides a set of concepts that can be used
to describe labour market phenomena based on the cultivation of skills and knowledge by
individuals through education, training and experience to accumulate economic and social
value (Perales, 2010; 2013). Second, it offers an explanatory framework based on the
presumption that men and women (both Omani and migrant graduates) invest in education,
knowledge, training and skills in pursuit of reward such as greater employability in the T&H
sector. (However, as discussed in Chapters Five and Seven, in reality this relationship is
complicated by other mediating factors). Finally, HC theory also offers a language that has

already proved salient to policy discussions of education and nationalisation policy in Oman.

I decided to apply HC theory to my study for several reasons. First, concepts and descriptions
based on HC theory can be used to explore how investments in HC affect the differential

employment patterns of Omani and migrant graduates in the T&H sector. Second, HC theory

26 As discussed in Chapters One and Two, nationalisation is a public policy that aims to strengthen the local
workforce by replacing migrant workers with local citizens (Wickramasekara, 2016; Fargues, 2011; Hertog, 2014;
Thiollet, 2019; Valenta and Jakobsen, 2016; Adamson and Tsourapas, 2019).
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offers a theoretical model that can prompt hypotheses about the relationships between
education, migration and measures of socioeconomic outcomes relevant to individuals and the
Omani government. In fact, the foundational narrative of HC theory has established a research
agenda that relates labour market behaviour and employment patterns to the economics of

education and productivity (Becker, 1993; Marimuthu et al., 2009; Sawyer, 1978).

In addition, on a policy level, Oman has already adopted a strategy called ‘from Oil to HC
investment’, to promote economic growth based on employing highly qualified graduates
rather than relying on the oil sector (Times of Oman, 2019; 2020; Oman Daily Observer, 2020;
Phillips and Phillips, 2019; Marimuthu et al., 2009). In addition, the Omani government is now
investing considerably in providing scholarships for young women and men, inside and outside
of Oman, to make T&H sector employment more enticing. Other countries offer evidence that
sustained, inclusive economic growth can be built on labour force approaches based on HC, as
in the case of Singapore in Asia and Norway among the Nordic countries (World Bank, 2020;
Yan Min, 2018). Meanwhile, countries like Oman may not compete effectively in the global
economy unless their domestic labour forces can be prepared with the capacities needed for the
knowledge-based economies of the future. In the T&H sector in particular, few qualified
Omanis have been available to fill the jobs created by new investment in the sector, so qualified
immigrants are required to fill these skill gaps. Therefore, I have retained HC theory as a
theoretical language throughout my research process because it has commonly been adopted
by Omani policymakers (Times of Oman, 2019; 2020; Oman Daily Observer, 2020; Gonzalez

et al., 2008; Looney, 1990).

This chapter elaborates the rationale for my decision to adopt HC theory as the framework
underlying this study. This point will be covered through a literature review covering
sociology, economics, education and international migration studies, exploring the relationship
between HC, individual and social values in relation to economic benefits.
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This chapter is divided into five main sections. The first of these begins by describing the
origins and significance of HC theory. The following section interrogates HC theory in relation
to gender, raising issues about the employability of graduates and of migrants in domestic
labour markets and the demand side of the labour market, using a gendered lens. The next
section examines the role of HC investment in the employability of domestic graduates and of
migrants in domestic labour markets and the demand side of the labour market. These are
followed by a discussion of HC theory in relation to nationalisation policies and an overall
assessment of the strengths and weakness of HC theory — along with complimentary
approaches used to address some of these weaknesses. Then, in the concluding section, I
summarise how I adapted the theoretical framework of HC to examine such variables as
migration, education and nationalisation policies, which form the backbone of this research
project. In addition, I present an overall assessment of some strengths and limitations of HC
that are relevant to this research project, as well as complementary approaches used to address

some of these weaknesses.

3.2 Background of HC theory

The concept of HC theory refers to an analytical framework used to describe labour market
phenomena. Individuals (Omanis and migrants) are understood as investing in themselves by
employing education, skills and training, and realising their future opportunities for
employment and employability through migration. The language of HC theory defines
investment as spending on assets (such as education) that will generate revenue in the future
for individuals, families and national economies (Becker, 1993). The return on investment in
HC can be measured using the same cost-benefit analysis and investment evaluation techniques
that have traditionally been applied to physical capital (Marimuthu et al., 2009; Sawyer, 1978).
In fact, HC perspectives have profoundly impacted a range of disciplines from economics,

education and sociology.
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International research in the sociology of labour markets has established fairly strong
relationships between such components of HC as education, skills and other drivers of
productivity on the one hand and income on the other (Tanner et al., 1999; Tomaskovic-Devey
et al., 2005; Stolzenberg, 1975; Mastekaasa, 1992). The research traditions of HC theory have
characteristically focused on individual-level data, identifying individual attributes including
personal motivations for investment in HC and expected individual rewards, such as wages.
HC theory offers the dominant explanation of the mechanism through which this is attained in
a typical labour market, for reasons that will be set out in the remainder of this section. HC
theory has also been used to attempt to explain the gender and ethnic segregation of workers

within the labour market (Mintz and Krymkowski, 2010; Tomaskovic-Devey et al., 2005).

William Petty first used a precursor of HC theory in 1676 in his work Political Arithmetic to
take stock of the national workforce. Petty, however, did not apply his estimates to support
causal relations between HC and economic growth (Kiker, 1966; Machlup, 1982). Following
this, Jacob Mincer reintroduced and updated the concept in the 1950s, observing that, in any
society, an effort to invest in education and training enables people to improve their
competencies and allows them to participate in higher-income occupations. Until 1961,
however, HC theory had not yet been applied to education, health and housing policy. Theodore
Schultz (1961) took a more sociological perspective than his predecessors, significantly
advancing the theory while asserting that a policy emphasis on education and training was not

enough, and that that people have the potential to invest in themselves in diverse ways.

In an attempt to decompose earnings into various components, Ben-Porath (1967) identified
HC as an individual component of earnings capacity after examining education, immigration
and choice of occupation. More recently, Gary Becker (1993) has demonstrated that investment
in education helps individuals to acquire advanced skills and competencies, which provide
them with improved labour market positioning. HC also theory suggests that, from a demand-
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side perspective, firms will make efforts to exploit the knowledge and skills in the labour force
that are relevant to each organisation (Boxman et al., 1991; Patzina and Wydra-Somaggio,
2020; Knoke and Yang, 2003; Schuller, 2001). From the perspective of society as a whole, HC
theory offers a general organising principle for how firms in the economy should behave and
makes inferences regarding the behaviours of individuals as they seek improved outcomes from
their investments in HC (Sawyer, 1978; Sweetland, 1996). HC research to date has challenged
sociologists to explore the significance of HC to national labour force policies, including
initiatives by states, particularly in the Middle East, to protect the welfare of local and migrant

workers through nationalisation initiatives.

Gender is another factor operating in labour markets that has complicated the explanations
rooted in HC theory. Coleman (1988) explored the interaction between social capital (SC) and
HC and how social and family relationships contributed to the resources men and women bring
to labour markets. Subsequently, a body of international sociological literature focused on HC
and gender has identified women’s increased participation in the labour force as among the
most significant developments in contemporary society. Investment in education and
knowledge, and its social impacts, are some of the most important issues raised by HC theory,
as [ have mentioned earlier. Wider social structural factors like gender and class stratification,
increasing employment for married women, reorganisation of families, decreasing single
parenthood rates and changes in gender roles are all encouraged by investment in the HC of
women in particular (Winslow-Bowe, 2009; Rich, 1995; Ngo, 1992; Coleman, 1988).
Meanwhile, research on sex segregation has been motivated by the need to explain why, despite
increases in women’s employment and educational attainment, their experience in the
workplace has not substantially improved over the years. For instance, individual behaviours
and gender roles based on the perceptions and attitudes of women and men are correlated with

labour market behaviour and HC attainment. This means that efficient labour markets would
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afford equal treatment in employment and fair income to both men and women, based on their

HC (Vella, 1994; Smith, 2002; Abendroth et al., 2013).

As a result of these uneven impacts, researchers have criticised HC theory because it does not
address the roles of family relationships, interpersonal relationships and social networks in
employability. This raises the possibility that HC theory could be supplemented by other
theoretical frameworks, like SC or social network theory, for the purposes of this study.
Relying on HC theory to interpret women’s expanding prominence in the labour force, Rich
(1995) studied women’s employment experiences and employment trends in the banking
industry in the US from 1940 to 1980. This study documented a number of aspects of HC
theory that make it suitable for understanding processes of occupational feminisation. He
argued that the labour market functions using a stringent price rationing mechanism, where
parties sell or purchase labour-power, and the labour market is brought into parity with price
competition. What this shows is that the HC (or skill productivity) attributes of prospective
employees are significant, both for employers seeking to purchase labour power and for
employees selling labour-power. Therefore, maximising returns to HC is a significant
animating factor in labour markets. The same study also provided some empirical confirmation
for HC, demonstrating how men’s HC is effectively used to construct gendered labour market
differences. Rich examined the average HC attributes of male workers and employers, which
enabled him to determine whether changes in the demand and the supply of male workers were
connected to a change in the gender composition of labour, as projected by HC theory. HC
theory illuminates the variation in the sex distribution of the workforce as an outcome of job
fit. When their productivity attributes or skills attributes vary in a manner that supports the HC
supply of women over that of their male counterparts, women will be substituted for male
workers. Therefore, the HC explanatory framework interprets feminisation in the workforce

based on technological and other relevant variations in the labour processes, where the skills

62



required for a specific job vary in ways that would support an increase in women’s HC
(Coleman, 1988; Rich, 1995). HC theory has also been used in studies in varying national
contexts, such as that of the UK, offering an interpretation of the importance of gender
perspectives on labour market characteristics. For example, one study examined the influence
of occupational feminisation on income in female-dominated occupations in particular sectors

and the gender wage gap between men and women (Perales, 2013).

These applications of HC theory depend on the concept that workers are transformed into
valuable national or organisational resources once they accumulate knowledge and skills by
way of training or experience (Bol et al., 2019; Hunter and Leiper, 1993). These skills are what
make them employable (Tomlinson, 2008; Tholen, 2015; Hall and Farkas, 2008). On the other
hand, feminist scholars have also examined the influence of patriarchal structures and family
decision-making on women’s employment in various national contexts, including how these
factors limit women’s employment opportunities. (Moghadam, 2004; Batton and Wright, 2019;
Stier and Yaish, 2008; Coleman, 1988; Rich, 1995). However, some sociological scholars have
used HC along with other theoretical or conceptual frames, because of the limitations of HC
theory to be discussed later. The current study primarily deploys the lens of HC theory to look

into the role of investment in education by both Omani and migrant graduates.

In the next section, I explain sociological justifications that have been offered for using HC
theory, to explore gender differences in HC and to determine the factors that affect women’s

and men’s participation in the labour force.

3.3 Gender and HC theory

Sociological arguments developed in various contexts internationally have justified the
relevance of HC theory in examining whether nationalisation policies (that facilitate

investments in education, social roles, training, childcare and medical services) can increase
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investment in HC for men and women and thereby promote their participation in the labour
market (Abendroth et al., 2013; Lips, 2013; Perales, 2013). Therefore, I seek in this thesis to

investigate if this wider literature is relevant to Oman (see Chapters Five and Seven).

HC theory has been applied in sociological research internationally, to show how men and
women invest in education while expecting such returns as improved employability and higher
wages (Abendroth et al., 2013; Lips, 2013; Perales, 2013; Jacobs, 1999). HC theory
hypothesises that variables like education, migration and job training guarantee better returns
in the labour market for both male and female workers. For instance, previous international
sociological studies in some European countries have demonstrated that education and HC
investment lead to better employment prospects better occupational status for women; the
combined impact of these changes has been a reduction in gender gaps within European labour
markets (Abendroth et al., 2013; Mooi-Reci and Ganzeboom, 2015; Laferrére and McEntee,
1995). In their study of the US labour market from 1970 to 2000, Pandey and Kim (2008)
observed that the median annual income tended to be significantly higher for women college
graduates in comparison to high school graduates. Their findings also suggested that female
graduates were more likely to find employment and benefit from higher earnings, and they
observed a trend whereby their improved earnings tended to lift women and their households

from poverty, primarily when they were unmarried (Pandey and Kim, 2008).

Historically, social policies favoured heterosexual marriages. Pandey and Kim (2008) also
observed marriage decisions to have been shaped by a highly intricate combination of factors,
including community attributes, family attributes and individual attributes and attitudes. They
were also shaped by employment status, educational attainment, personal values, income,
opportunities to establish strong relationships and other career opportunities. The relationship
between the traditional roles of women as housewives and women’s changing educational and
career patterns, HC accumulation, labour market participation and family decisions have been
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at the centre of continuing international debates concerning the sociology of the family
(Blossfeld and Huinink, 1991; Kramer and Kramer, 2016; Sullivan and Gershuny, 2016;
Gowayed, 2019; Blossfeld and Jaenichen, 1992). In this context, one of the limitations of HC
theory is that it ignores the structural inequalities that create and foster gender inequality
(inequalities between women and men in particular professions) through family relationships

(Olson, 2013; Redden, 2020).

Ochsenfeld (2014) also observed that horizontal gender-based segregation in higher education
led to economic inequality according to gender. The patterns of women’s employment
depended on gender roles in society: international sociological research has shown that specific
tasks tend to be undervalued socially, which in turn leads to them being economically
undervalued because women perform them. In effect, culture plays a critical role in the
undervaluation of specified jobs, which is the basis for another criticism of HC theory
(Ochsenfeld, 2014; Abendroth et al., 2013; Tam, 1997; Bukodi and Dex, 2010). In response,
theories relating cultural capital?’ to gender dynamics could compliment HC theory, shedding
light on societal and cultural challenges that may affect the participation of women in any
sector. For example, the roles of patriarchy?®, masculinity?® and femininity®® in Omani society
constrain women’s decisions about joining the labour market because of the expectation that

an Omani woman receive the permission of her father or older brother before seeking work in

27 Cultural capital includes social assets (like language, education, habits of thought, styles of speech, forms of
dress and others) that individuals inherit from their society and its traditions. Cultural capital works as a social
relation and incorporates accumulated cultural knowledge, which confers social status and power (Brown, 1995;
Jarvis, 2020).

28 patriarchy theory draws attention to the fact that, in a social system like Oman, men hold predominant social
power through their roles of family and political leadership. In addition, in patriarchal societies like Oman,
property and wealth, including business ownership, are typically inherited through the male line (Walby, 1989;
Hartmann, 1976).

29 Masculinity is a collection of attributes, practices and roles correlated with men in a particular society (Hodges
and Budig, 2010; Thébaud, 2010).

30 Femininity is a term used to designate the characteristics, roles and attributes of women in society (Duffy and
Ridinger, 1981; Pleck, 1975; Paechter, 2006).
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any sector. Also, I will explore subsequently how cultural capital could compliment HC theory
in addressing the influence of Islamic cultural practices towards the T&H sector, which
contributed to negative attitudes towards employment in the sector (see Chapter Five, Section
5.3). As previously discussed, I have chosen HC theory as a starting point to explore why
Omani graduates continue to be unemployed despite their HC accumulation within the T&H
sector. The Omani government perceives that investing more money in education will help the
government to reduce the social problems arising from unemployment among graduates.
Additionally, the government of Oman has repeatedly proclaimed that Omanis must assume
leadership positions in the T&H and other economic sectors instead of continuing to rely on

migrant workers to fill the skill gaps arising from economic diversification.

Women are disproportionately socialised into selecting fields of study that provide them with
a greater level of cultural, rather than economic capital, while men are more likely to invest in
fields of study or jobs that provide them with greater economic capital (Ochsenfeld, 2014).
This point of view may explain how investment in HC affects the differing employment
patterns of Omani males and females, as Omani women could be seen as preferring jobs that
provide them with greater cultural than economic reward (Al-Lawatia, 2011; Arab News, 2019;

Pulse of Oman, 2018; Rich, 1995).

Meanwhile, Ochsenfeld (2014) also argued that wage inequalities between men and women
who had graduated from college could be explained for the most part by changes in the
distribution of and demand for specialised HC. However, from my comprehensive review of
the literature I observed ongoing debates among social scientists, internationally, about the
relationships between gender inequality in employment and career, HC accumulation and
labour market success, as previously discussed (Abendroth et al., 2013; Tam, 1997; Bukodi
and Dex, 2010). The HC approach points to the interpretation that women may be more
conscious than men of the cultural and Islamic norms placing restrictions on their appropriate
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work environments, and may also incorporate employment interruptions more rationally into
their decisions about what to study. As a result of these factors, they might tend to select labour
market segments that are more compatible with culturally assigned gender roles, even to the
extent of some of them accepting lower wages (Polachek, 1995; England et al., 1988; Bibb and

Form, 1977).

One fundamental explanation for differences between male and female characteristics is that
childbirth is an important part of many women’s experience. Still, there is some possibility that
differences related to childbirth and child rearing could become less prevalent (McManus,
2001; Western and Sirois, 2019; Lacroix and Vidal-Coso, 2018). While women from
industrialised nations tend to get into the labour market before childbirth, recent research also
shows that women are increasingly likely to remain in the workforce without interruptions
related to child-bearing. In any case, childbirth and subsequent child care responsibilities have
been identified by sociological researchers as fundamental factors that constrain the labour
market participation and career choices of many women. However, the division of care
responsibilities for children relates to the roles of both women and men. Scholars have
discussed how different policy approaches can influence the division of responsibilities among
male and female parents in relation to gender equality, as in the extended parental leave policies
of the Nordic countries and government provision of childcare for preschool children in most
of the European Union (EU). I will discuss the parental leave policies in the UAE later in this

section (Eydal et al., 2015; Sundstrom and Duvander, 2002).

As suggested above, one reason for gender differences in work experience is that women tend
to withdraw from the labour market while in the process of family formation. The disruptions
in women’s employment experience due to family formation and subsequent responsibilities
have been identified by researchers as negatively affecting their career prospects and future
earning potential (Combet and Oesch, 2019; Khattab et al., 2018; Stier and Yaish, 2008;
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Gronlund et al., 2017). On the other hand, continued employment by mothers, even on a part-
time basis, has been proposed to reduce HC depreciation and mitigate the possibility of social
exclusion and the risk of poverty (McManus, 2001; Western and Sirois, 2019; Lacroix and
Vidal-Coso, 2018). Accordingly, this issue leads to a criticism of HC theory: jobs offered on a
part-time basis in certain occupations and economic sectors tend to be constructed as women’s
jobs and are attributed lower status, further entrenching occupational segregation by gender.
Other theories besides HC may be needed to explain occupational sex segregation, its
contribution to the gender wage gap and how this issue can be addressed in social policy
(Perales, 2010). For example, I will discuss devaluation theory in detail (in section 3.6) to help

evaluate HC theory in relation to alternative conceptions.

Government efforts to invest in education, child care and medical services are rapidly
transforming women’s participation in the labour markets of the Middle East and North Africa
(MENA). A study of the MENA labour markets by Torabi and Abbasi-Shavazi (2015) showed
that increasing investment in women’s HC through nationalisation policies is expected to
bolster the region’s economic growth. Their research aimed to establish the role of women’s
HC in facilitating economic growth in the MENA; their findings showed, in MENA countries,
that women’s education and HC had a positive impact on economic growth. At the same time,
HC can increase women’s confidence to engage in social and political activities (Torabi and

Abbasi-Shavazi, 2015; Phillips and Phillips, 2019; Marimuthu et al., 2009).

In addition, some countries in the GCC have introduced parental leave policies; for instance,
in 2020 the UAE gave men five working days of paid parental leave every year in both private
and public sectors to encourage them to undertake more childrearing responsibilities, which
could contribute to reducing gender inequalities in the labour market (Tapp, 2020). However,

these policies have not yet been introduced in Oman, raising the question whether
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implementing these policies alongside with Omanisation would help Omani women and men

to join the T&H sector.

In a broader context, one critical insight from HC theory is the light it sheds on gender wage
inequality and the differences between men and women as they advance in their careers
(Perales, 2013). One common argument points out that women typically earn less than men,
while women’s access to the more senior or managerial positions in organisations is limited
(Fernandez-Mateo, 2009; Perales, 2013; Hultin and Szulkin, 2003; Leicht, 2008). However,
most of the sociological studies emphasise that, for labour markets to work most efficiently,

women should receive the same pay as men based on their accumulation of HC.

With respect to labour supply, HC theory indicates that the education and training of female
graduates determine the returns they expect from a job. On the demand side, employer
decisions also depend on the market value of HC (Burroni et al., 2019; Froyland et al., 2019).
In other words, employers will hire Omani or migrant graduates depending on how efficiently
the labour market operates in different sectors in the economy and how efficiently employers
can utilise prospective employees to achieve greater economic productivity. However, the
interpretation HC offers to explain labour demand and hiring decisions has been subject to
extensive criticism; for example, employers preferential selection of candidates for reasons
other than HC or productivity, and engage in other preferential or discriminatory practices
including occupational sex segregation, wage inequalities between men and women and other
forms of workplace discrimination (McGinnity and Lunn, 2011; Midtbeen, 2015; Gaddis,
2015; Di Stasio et al., 2019). HC theory suggests that employers hire graduates with the highest
expected productivity for their companies. However, HC-based strategies employed by
individuals and countries do not always offer robust mechanisms for integration into the labour

market. Some employers have applied discrimination in hiring and imposed gender income
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gaps; for instance, some women obtain less income and opportunities for promotion than men
because of employer preferences. Research to date has confirmed that, contrary to the
assumptions of the HC framework, employers are not always guided by academic
qualifications and job experience in their hiring decisions (Ahmad, 2020; McGinnity and Lunn,
2011; Midtbgen, 2015). In particular, the types of HC attained in universities and colleges are
less significant than more workplace-specific forms of expertise in determining whether a
candidate is employable (I will discuss employers’ perspectives on graduate employability in

detail in section 3.4.3).

The next section discusses the reasons I adopted a theoretical framework of HC theory to guide

my research.

3.4 Understanding why so few Omani graduates are employed in the T&H sector

HC theory fits with the key research objectives of this study, as it proposes that a nation and its
people obtain economic benefits from investments in such activities as education, skills training
or migration, that in turn bring returns like higher earnings or improved lifestyle. For instance,
in HC theory, migration is viewed as an investment in the human factor in production, which
involves economic costs and returns (Reitz, 2001; Sjaastad, 1962; Iredale, 2001; Hall and
Farkas, 2008). People choose to migrate or move to find employment more relevant to their
education and skills if the anticipated future economic returns surpass the expected costs of
migration (Mincer, 1958). Given the right labour market conditions, skilled migrants seek to
realise their prior investment in HC by seeking a beneficial employment situation in host
countries such as Oman. Meanwhile, prospective host countries employ strategies to fill their
labour gaps by attracting migrants rather than depending entirely on domestic investment in
education (as I discuss in section 3.4.2). For the broader society, these kinds of investments

bring about an increasingly productive and efficient workforce and hence more economic
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activity and more societal benefits (Zwysen, 2019; Zhou and Logan, 1989; Hollingsworth et
al., 1996). HC theory raises, but does not answer, a number of key questions in this area,
including why the Omani people and government invest in education for the T&H sector, yet
few Omani graduates are employed in T&H compared to migrant graduates. Members of the
latter category seek to improve their earnings and lifestyles by migrating to other locales with

better job opportunities.

The following section assesses the adequacy of HC theory to address the three primary research
gaps identified in Chapter Two, based on my comprehensive review of the literature. First, I
explore migrant graduates’ perspectives on how they can realise their HC investment by
moving to Oman and taking T&H sector jobs. Second, I inquire into Omani graduates’
perspectives about why they have been reluctant to take T&H positions: do they not see the
sector’s status and working conditions as effectively realising their HC investment? Third, what
influence do employer attitudes towards Omani and migrant graduates have on labour market
dynamics. The current study will address these gaps by exploring both the perspectives of
demand- and supply-side participants in this labour market and examining how investments in
HC affect Omani and migrant graduates’ differing employment patterns in the T&H sector
(These research questions, gaps and others will be addressed in the data chapters five, six and

seven).

In the next subsection, I demonstrate how HC theory helps identify factors that may contribute

to the employability of graduates within national labour markets.

3.4.1 Employability of domestic graduates
HC theory proposes that people invest in education in the expectation of returns — such as a
greater level of employability and higher wages — in a freely competitive market where

economic self-interest guides people’s behaviour, including investment patterns (Reitz, 2001;
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Liu-Farrer and Shire, 2020; Staniscia et al., 2019; Marimuthu et al., 2009). In a Canadian study,
Grayson (2004) established that graduates with greater levels of general skills and subject
matter expertise tended to be more employable than those with narrower experience or less HC
investment. Comparable findings have been reported in New Zealand: Smyth and Strathdee
(2010) examined the returns on higher education investment among people who graduated
between 1997 and 2008. While it was evident that individuals with investment in higher tertiary
education had higher earning power than those with low investment, their employability

depended on more investments in generic skills as forms of HC.

The concept of HC is more important in the national context of countries like Oman, which
experience shortages of skilled labour in the context of a continuously growing economy. For
instance, according to a World Bank report in 2021, Oman is projected to rank fifth globally
for economic growth in 2022, at 7.9%. This ratio exceeds all Gulf and Arab countries in the
MENA. Accordingly, this ratio suggests that Oman will still need graduates and the skilled
labour of both Omani and migrants with more HC investment to meet the labour market
demands associated with its economic growth (World Bank, 2021; Times News Service, 2021;
Times News Service, 2018b). However, in terms of demand side, employers often prefer to
select what they believe to be the best available talent for the job, rather than hiring local people
because of nationalisation policies. Previous research has suggested that HC contributes to the
value of graduates for prospective employers; these graduates therefore have competitive
advantages as they obtain employment that matches their qualifications (I will discuss

employers’ perspectives on graduate employability in the following section, 3.4.3).

Omani graduates typically seek jobs that provide higher wages and job security; as discussed
in Chapter Two, they generally choose employment in the public service rather than the T&H
sector. Some positions in the T&H sector have higher status and salaries, but access to them
depends on such forms of HC accumulation as education and work experience and also on the
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organisation’s financial capacity to offer attractive salaries. International research has
confirmed that HC investments raised domestic graduates’ productivity and increased their
lifetime incomes, because employers promoted candidates to fill high-ranking positions
according to qualifications they had acquired (Staniscia et al., 2019; Marimuthu et al., 2009).
However, critics have challenged this understanding, claiming that the higher incomes of
educated domestic graduates simply reflected their potential productivity, rather than particular
forms of HC accumulation such as education, knowledge and skills obtained through the

educational process.

HC concepts have gained popularity internationally in relation to the debate about employment
and employability, security and flexible employment conditions. HC theory has also helped
researchers to understand the factors that might affect employees’ perceptions of domestic
graduate employability. In many national and regional contexts, researchers have debated the
options of employers, universities and governments, interpreting the employability of national
graduates based on the practical implications of the theoretical perspective of HC. Labour
market factors have become a key factor in the successful employment profile of national
graduates. However, expansion in higher education has resulted in an oversupply of graduates
in many disciplines; as a result, graduates take longer to find their first jobs and may become
under-employed, as many are forced to accept jobs that do not need a degree qualification

(Clarke, 2018; Donald et al., 2019).

In the next subsection, I discuss the relevance of HC theory to explore the employability of

migrants, along with some limitations of this approach.

3.4.2 Migrants’ employability

HC has also been a key concept in international migration studies. This approach assumes that

skilled migrants will often invest in themselves through international migration and mobility,
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in pursuit of such returns as improved earnings or enhanced lifestyles, as I discussed earlier (in
section 3.3; Staniscia et al., 2019; Demireva and Fellini, 2018; Emilsson and Mozeti¢, 2019).
Labour market outcomes, such as the employability of migrants, are understood to be
determined in large part by HC, since professional skills and educational attainment are
correlated with labour productivity (Demireva, 2011; Zwysen, 2019; Demireva and Fellini,
2018; Lulle et al., 2019). However, this assumption that employment is distributed strictly
according to merit, so equal qualifications and skills result in equal opportunities for labour

force participants, has been questioned as the following sections explain in greater detail.

Also, some employers practice discrimination in the hiring process and select graduates based
on their gender, age, ethnic backgrounds or other factors rather than their HC accumulation (I
explain this further in section 3.4.3). As a result, migrant graduates may suffer discrimination
in employment and income in the labour market, reducing their labour market returns and
productivity (Zschirnt and Ruedin, 2016). This is another limitation of HC theory, and it raises
the question whether other factors must be cited to explain occupational discrimination, besides

HC.

Empirical research has investigated the employability and employment patterns of skilled
migrants in both public and private sectors, based on their HC realisation through employment,
in the UK in the period between 1971 and 2002. Demireva (2011) found significant
differentials among new migrants in their employment rates, labour market participation and
employability, depending on migration policies as well as their level of investment in HC.
Other research on migration policy in the UK focused on HC to explain the employability of
skilled migrants. Madziva and colleagues (2016) showed that work permit systems and
migration policies affected the segments of the labour market within which migrants obtain
access to jobs. In Chapter Two, I pointed out difficulties relating to the kafala system and
discrimination in employment, income levels and working requirements, in Oman and other
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GCC countries, which provide the basis for another important critique of HC theory. For
instance, the kafala system and Omanisation policies can add friction to Omani labour markets
and prevent the effective deployment of HC. While HC theory does capture certain important

aspects of these labour market dynamics, other factors also apply.

Even if migrant graduates were to invest massively in education and migration in pursuit of
jobs that would reward their investment in HC, they would encounter complications in the form
of restrictive migration policies and Omanisation policies in host countries like Oman. Such
employability challenges arise in relation to migration and labour policies, issues of

xenophobia and racism and poor proficiency in the local language.

HC theory is also unable to theorise the geopolitical power relationships that mediate the
direction of migration flows in important ways. As a simple example, Europe and North
America receive migrants from lower-wage countries both in the form of workers who accept
lower-wage jobs, and in the form of international students who may be induced to remain in
the country that hosted them, representing a form of ‘brain drain’ (Pellegrino, 2001). High-
wage economies that have been historically dependent on resource industries, like the GCC
countries, face a different geopolitical situation. These countries lack the accumulated prestige,
cultural and social capital, and HC that Europe and North America now possess; however, they
can nevertheless attract migrants in very large numbers based on favourable terms of
international trade and high wages. Meanwhile, some countries that have been in similar
situations before, like South Africa, have declined from high-income to medium-income
economies as their terms of trade became less favourable, but remain attractive as hosts of
migrant workers from lower-income countries. In the global political economy, no outcome is

inevitable or even strongly predictable (Hyndman, 2012; Lulle et al., 2019).
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Countries of origin may invest in the HC accumulation of their citizens, but they risk losing
this investment because of the process of ‘brain drain” whereby host countries take advantage
of their opportunity to import high-quality embodied capital (Radonji¢ and Bobi¢, 2020; Le,
2008; Caiiibano and Woolley, 2015). Meanwhile, the Omani government has the option not to
invest in its domestic labour force because it can easily attract migrant workers from poorer
countries like the Philippines and India. However, social problems such as unemployment
among Omani graduates still exist and will increase if the Omani government continues to
depend on migrants from overseas. In the same context, could the Omani government convince

Omani graduates to work overseas, sending them to other countries or across national borders?

In any case, some countries of origin have increased their investment in producing skilled
migrants; in addition to the benefits to individuals, the whole country is expected to benefit
from its investment in skilled workers through remittances of wages to their families to improve
the economy, as in the case of Zimbabweans who migrate to the UK. Madziva and colleagues
(2016) examined how skilled migrants from Zimbabwe, despite the racism and discrimination
I discussed earlier, have become competitive in terms of employability because of their strong
educational system and their literacy and fluency in English; these two factors make them
highly employable in the UK, compared with other nationalities. However, as Madziva and
colleagues also show, these migrants have encountered obstacles in transferring this cultural
capital and having it recognised and accepted (in section 3.3, I mentioned how the concept of
cultural capital might be used to supplement HC theory, helping explain the impact of social
attitudes on the employment patterns of Omani graduates). Zimbabwean migrants may benefit
from their HC accumulation®! and their decision to migrate even though they are not treated
“fairly’ in the UK labour market compared to the native-born (Bloch, 2006). In addition, the

Zimbabwean economy may benefit from the receipt of remittances, particularly if its domestic

31 See Chapter Seven.
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labour market cannot absorb all of its youthful labour force as men and women graduate
(Pasura, 2013). Again, this raises the question whether adopting other theoretical frameworks
alongside HC, such as international political economy perspectives, would be helpful to
understand the role of remittances in receiving and sending countries and other power
differentials in labour migration. Furthermore, this also raises the issue of language proficiency,
where migrants with greater knowledge of the local languages and cultures tend to be more
employable (Demireva and Fellini, 2018; Brinbaum, 2018; Lulle et al., 2019; Madziva et al.,
2016). According to Madziva and colleagues (2016), a strong command of the primary
language of business in a national or regional labour market offers migrants access to
employment and enhances their job-related skills. This is an important research gap based on
the findings of existing literature and raises a question about the relationship between literacy
and fluency in Arabic language and in the culture of the host country (Oman) and HC. This
dynamic plays a critical role in the integration of migrant graduates into Oman and how their
social and economic status could improve through employment in the T&H sector. While my
study aims to understand why Omanis are underrepresented in T&H sector employment, I have
decided to explore the perspectives of both Omani and migrant graduates, and to use the lens
of gender (male and female) as well, to draw meaningful and in-depth conclusions about T&H

sector employment.

Previous studies of international migration have focused on different scenarios of acculturation
as a form of HC. The first scenario occurs when migrant workers make HC investments ‘back
home’ in their country of origin, learning the relevant language and culture before seeking work
in a migrant-receiving country like Oman. In the second scenario, migrant workers make HC
investments while living in Oman in response to the opportunities and challenges found there.
The third scenario is that the children of migrants residing in Oman may gain opportunities to

obtain relevant HC even before joining the workforce or deciding to enter the T&H industry;
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they may gain legal status to live and work in Oman, through their parents, as discussed in
Chapter Two (Kanas and Steinmetz, 2020; Walters et al., 2007; Gans, 2007; Sakamoto, 2007,
He and Gerber, 2020). The relevance of learning the host country language and culture and the
role of acculturation as a form of HC, and their connections to employability in the T&H sector,

remain a research gap in earlier studies and need to be explored.

The pressure to increase the supply of labour is enhanced when there is a clear skill gap, and
when nationalisation policies accommodate the entry and numerical growth of migrant
workers. This idea is grounded in the core tenets of neoliberalism, where the concept of
employability is conceived as a supply-side element and education is conceived as a means to
achieve mobility and prosperity in an increasingly globalised world. In this context, workers
can migrate to other countries or industries in pursuit of better opportunities, although countries
can also select the migrants they want through entry requirements (Demireva and 2018; Lulle
etal., 2019; Madziva et al., 2016). As a consequence, globalisation has brought advantages for
highly-skilled labour within a higher-wage economy, encouraging mobility across national
borders and economic sectors and valorising investment in HC (Emilsson and Mozeti¢, 2019;

Hagan et al., 2011; Becker, 1993).

International migration scholars have investigated the effects when migrants enter the labour
market of a receiving country and have concluded that, as a sociological approach, HC theory
provides a relevant framework for studying labour and social policies, and the employment and
employability of local and migrant graduates. However, as discussed earlier, the assumption of
economic rationality (based on a meritocratic distribution of employment) is highly
questionable, both from the employer’s perspective and from the perspective of labour. For
example, prejudice and stereotyping, as well as precarious conditions for migrants and for
female workers, may discourage potential employees from investment in HC, while employers
may also employ graduates below their capabilities or capacity (downskilling), which denies
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them the returns they expected from their HC investment (Ahmad, 2020; McGinnity and Lunn,

2011; Midtbeen, 2015; Sivaly, 2017; Bulat, 2019).

Studies following the HC approach have underscored the magnitude of the shock a supply of
new workers can cause and emphasised the role of the government in reforming social policies
to regulate the labour market (Kanas and Steinmetz, 2020; Lu and Hou, 2020; Czaika, 2019;
Remennick, 2013). On the other hand, countries of origin experience ‘brain drain’, despite
gains in terms of remittances. The resulting process ensures the movement of skilled workers
across the border (Hagan and Thomas Wassink, 2020; Dumitru, 2014). Hence, within the
context of HC theory, migration policies should work jointly with educational policies to
encourage investment in people and the mobility of labour, by ensuring a balance between the
demand and supply sides of the market (Tani, 2019; Warman et al., 2015; Boucher, 2020).
Appropriate interventions will avoid any adverse socioeconomic consequences that might
result from the presence of workers who are surplus to the needs of the host country and its
employers, which could create social or even demographic problems. However, HC theory
shows serious limitations here, as it does not take sufficient account of the complex realities of
the lives of migrants, treating them and their families as commodities that can be moved back

and forth at will.

In addition, scholars like Hagan and colleagues (2011), examining European countries and the
US have emphasised the relationships between social connections, informal channels of labour
market information, previous HC investments and ethnic enclaves and niches linked to the
country of origin, all of which are understood to shape patterns of employment and migration

(Hagan et al., 2011; Nee et al., 1994).
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Ethnic enclaves and occupational niches® represent informal channels for employment and
employability in host countries like Oman. These networks and niches represent a challenge to
HC theory: from one perspective, unhealthy practices of employment relying on informal
channels hinder the economic rationality on which HC theory is based in balancing
employment and wages. For example, some migrant graduates rely on relatives and friends to
identify opportunities in the host country, while demand-side social networks influence some
employers’ decisions to recruit migrant graduates (Leschke and Weiss, 2020; Zhou and Logan,
1989; Sanders and Nee, 1996; Gilbertson, 1995). In Chapter Eight (section 8.5), I suggest that
the relationship between informal SC and HC offers an opportunity for researchers to explore
further the role of interpersonal relationships and social networks in relation to employment
and employability. Meanwhile, scholars like Blossfeld and Mayer (1988) have suggested, in
an international context, that labour market segmentation theory®® could offer an approach
relevant to contexts like that of the Omani T&H sector. In a simplified form, this approach sees
the labour market as divided into two segments: the first or primary segment consists of
relatively permanent jobs, with good career prospects, allocating graduates to good jobs on the
basis of race and sex (Kiersztyn, 2020; Hudson, 2007; Constant and Massey, 2005) — one
example might be the public sector in Oman. The second segment consists of temporary jobs,

allocating graduates to low paying jobs on the basis of race and sex, usually in the service

32 The theory of ethnic or immigrant professional enclaves and niches refers to a set of economic activities
(sectors or professions) where specific ethnic or migrant communities are disproportionately concentrated. For
instance, the percentage of migrants of Asian origin in the construction sector in Oman and throughout the GCC
- are at least one-and-a-half times greater than the percentage of all employment that category of workers
represent (Bolibar, 2020; Gratton, 2007). In migration and other sociological literature, ‘enclaves and niches’
refer to the clustering and concentration of ethnic minorities in a particular industry or sector in the labour
market (Spindler-Ruiz, 2020; Hamilton et al., 2018; Light, 2007). However, SC theory and migration networks
provide the social basis for ethnic enclaves and niches (Li, 2004).

33 Labour market segmentation theory means that the labour market structure is divided into several segments
or groups based on types of professions, race, sex, industry and geography (Polavieja, 2003; Blossfeld and Mayer
1988; Hudson, 2007).
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sector, which could include the T&H and media sectors in Oman (Polavieja, 2003; Kiersztyn,

2020; McTier and McGregor, 2018).

Along with labour market segmentation theory, immigrant occupational niche theory offers
another perspective that might supplement HC theory to address the employment patterns of
migrant graduates in the Omani T&H sector. Sociological and economic studies have also
investigated occupational niches in relation to HC, examining the relationship between labour
market segregation based on gender, the structure of ethnic niches and the employment of
migrants in specific ‘enclave’ sectors (Schrover et al., 2007; Spindler-Ruiz, 2020; Mok and
Platt, 2020; Zhou and Logan, 1989). Research in the US and Australia has identified an
interaction between gendered labour markets and HC, expressed in occupational niches and
ethnic enclave industries. In such cases, women of migrant origin seem more likely to rely on
their investment in HC (for instance advanced degrees and training) to obtain successful labour
market outcomes in the host country, while men depend more on work experience and

immigrant niches (Zhou and Logan, 1989; Light, 2007; Rajendran et al., 2020).

In the next subsection, I discuss the relevance of HC in explaining the demand-side perceptions
of the labour market, particularly the perspectives of employers concerning graduate

employability.

3.4.3 Employers’ perspectives on graduate employability

Previous research on employment patterns has tended to focus on the supply side of labour
markets, namely, on the attributes and accumulation of HC. In spite of this, some international
studies have also attempted to examine the demand side of the labour market — the role of
employers in the hiring of graduates (Bills et al., 2017; Di Stasio and Van De Werthorst, 2016;
Protsch and Solga, 2014). Employers play a crucial role in determining the types of HC

investment that both employees and employers make. At the same time, employer engagement
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is a significant precondition for the implementation of active labour market policies® in
developed countries like the UK and US and for localisation policies in developing countries
like Oman, as well as for employer investment in employees through training (Bills et al., 2017;

Bredgaard, 2018).

A study of the Finnish labour market noted that, contrary to the economic rationality®® assumed
by HC theory, employers will make hiring decisions based on subjective criteria. The study
found that some employers significantly prefer Finnish graduates over graduates of five
different ethnic backgrounds, in spite of their similar demographic and HC characteristics
(Ahmad, 2020). Previous international research has also shown that employers are the main
force behind investments in migration, attracting migrant graduates from various countries
wishing to realise their HC investment in education through the use of migration and labour
market policies (Holbrow and Nagayoshi, 2018; Damelang et al., 2019; Iredale, 2005). At the
same time, employers act as crucial mediators that ensure the distribution of individuals across
different sectors and vocations and determine the allocation of earnings among individuals
through their employment practices (Froyland et al., 2019; Sharda, 1998; Benda et al., 2019;

Olsthoorn, 2016; Fossati et al., 2020).

A set of researchers has argued that two economic theories provide the primary, and potentially
competing, explanations for observed employer bias, gender and racial wage differences
(Tomaskovic-Devey et al., 2005; Polachek, 1981; Olson, 2013). The first is the theory of HC

investment, which stresses labour market supply. This perspective asserts that differences in

34 Active labour market policies (ALMPs) are government interventions in the labour market to support
unemployed graduates to find employment. ALMPs were prominent in the Scandinavian countries, although
over the 1990s they spread in popularity in all Europe (Bredgaard, 2015; Bonvin and Moachon, 2007; Ingold and
Stuart, 2015).

35 Social scientists define the economic rationale for HC theory as the assumption that there is a logical reasoning
process behind the economic decision to invest in individual labour value through education and knowledge in
society to obtain earnings (Tudzarovska, 2013; Paulsen, 2001).
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investments in education and on-the-job training are a principal cause of wage differences
between men and women and between black and white workers. The second is the theory of
economic discrimination, a demand-side explanation whereby differences in workers’ wages
at similar levels of education and training are attributable to employers’ preference to hire and
promote one sexual or racial group over another.

Employer hiring discrimination based on race, ethnic origin, national origin, gender, age,
disability, sexual orientation and other characteristics distort employer hiring decisions and
thus limit employment opportunities for historically excluded groups. Research in psychology,
sociology, economics and management offers insight about the mechanisms of prejudice and
interventions to mitigate its effects, but important questions remain. Although there have been
notable gains in the employment situation of racial minorities in some national labour markets,
significant disparities remain. For instance, African Americans are twice as likely to be
unemployed as whites in the US, while Hispanics are marginally unemployed. The wages of
black and Hispanic workers continue to be well below those of whites. Sociological studies on
employment outcomes also reveal significant racial differences not accounted for by observed
HC characteristics (Tomaskovic-Devey et al., 2005; De Jong and Madamba, 2001).
Tomaskovic-Devey and colleagues (2005) provide evidence from a fixed-effects model
indicating that black men spend longer looking for work, gain less work experience and have
a less stable employment than whites with otherwise equivalent characteristics (Pager and

Shepherd, 2008; Tomaskovic-Devey et al., 2005).

Meanwhile, some employers may be influenced by their own gendered or ethnocentric biases,
which can undermine the effectiveness of incentives for HC accumulation in labour markets
(McGinnity and Lunn, 2011; Midtbeen, 2015; Gaddis, 2015). The ideal of economic
rationality, implied by HC theory, assumes that employers typically focus on what could offer

value to their organisation while hiring, while employees will respond rationally to the
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incentives (mostly financial incentives) that employers signal to them. In addition, employer
behaviour comes first, since the HC argument is that employer decisions structure the rational
economic decisions of prospective employees. For instance, from the standpoint of economic
rationality, employers would have no reason to prefer either Omani or migrant or male or
female graduates, provided that they each have the requisite skills needed to improve their
productivity. Social prejudices or biases, nepotism or cronyism represent obstacles to the
assumption of economic rationality embedded in HC theory. In the context of the supply side,
Omani and migrant graduates invest in HC in the expectation of higher pay. However, these
investments will not be economically rational in cases where prospective employees cannot
reasonably expect to receive these returns because of unpredictable or biased hiring decisions.
Accordingly, as stated earlier, I decided to adopt HC theory for this research project based on
the policy assumption, operative in Oman, that investment in HC such as education and skill

development is an effective way to enhance labour productivity and national income.

3.4.4 The risk of employability:

The analysis of employability in terms of HC is highly contested, and there is not enough room
here to explore the complexities of the debate. For the purposes of my thesis, I note that
Becker’s classical exposition (1964) was selected based on the latest literature on migration.
This literature includes the notions of a ‘war for talent” and a conflict between Omani graduates
and migrant graduates, in which Oman’s continued economic success is seen as being
dependent on flows of skilled migrants from less developed regions, like South Asia. The
concept of employability plays a crucial role in informing labour market policy agendas in
Oman (including Omanisation policies and also the kafala system; these policies are difficult
to separate but regulate different groups of workers: see Chapter Two), in the GCC and beyond.

Employability is a significant factor for individual workers, the supply side of the labour market

84



(Fugate et al., 2004) and attracts much attention in higher education, academia and other actors

interested in improving graduates’ employability (Mason et al., 2009; Yorke, 2004).

Although the available literature offers a range of definitions of employability, policymakers
have recently used the term to refer to the skills and attributes of individuals affecting their
employment. Employability is strongly correlated with certain components of HC, such as
measures of education and accumulated knowledge. In addition, HC is not always transferable
among national contexts. This is somewhat related to language: it is generally argued that
immigrants who speak the official language like Arabic in Oman have a better chance of more
positive results in the workforce (as will be discussed in Chapter Seven, Section 7.3). Perceived
employability is defined as an individual’s perception of their potential to obtain a new job.
From a demand-side perspective, employers consider employability to be an individual
characteristic, based on the accumulation of human capital (such as education and skills) that
enhances a person’s capacity to obtain and maintain employment and add value to the
organisation (Berglund and Wallinder, 2015; Lindsay et al., 2007). Employability represents
the qualities and competencies needed to fulfil the changing demands of employers and clients
and thereby to realise employee aspirations and potential. From an employer perspective, a
graduate with appropriate employability skills and attributes may be ‘employable’, but if only
the minimum standard of qualification is met, no job offer may be made (McQuaid and
Lindsay, 2005). Meanwhile, some employers may be influenced by their own gendered or
ethnocentric biases and make hiring decisions based on subjective criteria, which can
undermine the effectiveness of incentives for HC accumulation in labour markets (McGinnity
and Lunn, 2011; Midtbegen, 2015; Gaddis, 2015; see Chapter Three, Section 3.4.3, concerning
employers’ perspectives on graduate employability). However, employability is a challenging
concept that brings together the words employment and ability, meaning the ability to find a

job (Vanhercke et al., 2014, p. 592). From the standpoint of economic theory, employability
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highlights the interaction between personal and structural factors, including the ways
individuals evaluate their opportunities for success in the labour market and how they approach
their job search. Previous studies also emphasise the importance of subjective as well as
objective measures of employability (Di Fabio, 2017; Okay-Somerville and Scholarios, 2017).
Perceived employability has been linked to proactive behaviours, flexibility and adaptability,
all critical for success in contemporary labour markets. High levels of perceived employability
appear to reduce stress and are therefore related to health, well-being, engagement and life
satisfaction (Clarke, 2018). Research in other areas of the social sciences has shown that
although education might be a precondition for employability, it is not a sufficient condition.
The expansion of higher education in Oman is intended to reduce inequalities in the labour
market between men and women, and between Omani and migrant workers, but at the same
time has led to horizontal diversity and an oversupply of graduates. Research shows that
selection arguments gain in relevance as the availability of graduates from different socio-
economic backgrounds and multiple higher education institutions increase employer
uncertainty. Employability, therefore, depends on multiple factors; the concept of relative
employability seems limited as it primarily addresses market conditions. Meanwhile, the
concept of contingent employability has been proposed to indicate that economic, social and
personal factors have a decisive impact on employability (Suleman, 2021). The employability
of graduates depends on HC, education, skills and cultural suitability, social background and
stereotypes, personal images and labour market conditions. While some of these factors are
common to the individual potential for entrepreneurship as well, other personal traits,

particularly the ability to take risks, are seen to be more influential in this context.

In this thesis, I adopt the position that employability is better understood through the
consideration of both structural and individual dimensions. A central question in the current

thesis is what makes individuals (Omanis and migrant graduates) perceive themselves as
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having high or low employability. To understand this, I examine the concept of employability
from two different perspectives. Employability may be determined by the employee’s
resources and the individual’s possibility to acquire new employment or be derived from labour
market conditions. A specific individual or a group of individuals with certain qualifications

(HC accumulations) will find it easier or more difficult to obtain a new job.

HC theory also fails to encompass the employability of graduates and the effect of social status
on education and labour, which are not taken into account fully by the earnings function. Arum
and Roksa (2014, p. 57) point out: ‘Rewards to employability are related not just to income but
also to employability status and prestige’. In social settings, individuals are generally asked
about what they do in Oman, due to the boundaries of the Islamic and cultural norms (See
Chapter Five; section 5.3), not how much money they earn. Some studies identify status goals
and effects, and variations in the respective roles of earnings and status outcomes according to
gender, field of study and ‘college quality’, making comparisons both between countries and
over time. This raises the possibility that HC theory could be supplemented with other
theoretical frameworks, like social capital theory (SC) or social network theory, for this study,
(as mentioned in Chapter Three, section 3.2). For instance, graduate employability can be
understood through a SC framework as the sum of social relationships and networks, which
help mobilise graduates’ existing HC and bring them closer to the labour market and its
opportunity structures. SC can shape and facilitate graduates’ access to and awareness of labour
market opportunities and their opportunity to exploit them. For instance, scholars like Bourdieu
(1986) outline SC as the resources that individuals have access to, due to membership or ties
to specific groups. Their participation in Higher Education (HE) gives them the basis for
developing the necessary ‘transition links’ with other key social actors. Such awareness is
partly derived from experiences within the graduates’ social and cultural milieu and linked to

salient social influences, such as family and community members and peers. The critical issue
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is how to exploit these resources to pursue access to employment in the T&H sector
(Tomlinson, 2017). Another critical issue for graduates’ transition to employment is the ability
to identify and exploit opportunities, especially given the key role of other influential
individuals in their lives to help them learn about and access employment and employability
opportunities during employment transitions. For example, significant attention is now being
paid to the progression and labour market outcomes of graduates from lower socio-economic
backgrounds, given the continued underrepresentation of certain minority groups such as

migrants and black graduates in the elite professions.

The concept of SC, alongside HC, could also be relevant to analysing the employability of
Omani and migrant graduates, referring to the strength of individuals’ relational bonds at both
formal and informal levels. For my thesis, the influence such ties can generate is seen to be
crucial in brokering trust, distributing information and accessing insider knowledge of T&H
sector employment patterns. Strong ties with significant others (e.g., family members), in the
form of parental knowledge and networks, may be a way to raise awareness of employment
opportunities in the Omani T&H sector. However, Granovetter (1985) emphasised the
significance of weak ties in forming a relatively thin but influential spread of social connections
and contacts — for example, emerging employer contacts. The more social connection
individuals can establish, from diverse and knowledgeable sources, the more informed and
trusting they may become towards areas of social or economic life with which they had been

less familiar.

The literature on skilled migration is slowly adapting to the employability challenges
confronting graduates in host economies. The ‘war for talent between native and migrants’ has
tended to be underestimated by analysts. For instance, Zimbabweans who were highly skilled
migrants to England initially tended to manifest relatively low socio-culturally appropriate
language proficiency for English workplaces, compared to UK citizens. These limitations are
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reinforced by cultural effects (some mediated by colonialism and postcolonialism), negatively
affecting both individuals’ chances to gain employment and employability and the
effectiveness of their work once employed (Madziva et al., 2016). Also, skilled Zimbabwean
migrants to England faced further difficulties in communicating their employability, due to the
dissonance between their concentration on HC in the form of formal education and an English
turn towards employability and the need to narrativise oneself in the face of a more fluid labour

market (Madziva et al., 2016).

Economic literature has emphasised the employability of graduates in the form of financial
advantages associated with acquired or matched skills. Thurow (1976) linked employability to
employment opportunities through the employment competition model (Suleman, 2021).
Subsequent economic studies based on the wage competition model (rooted in HC theory) have
been unable to address employability issues adequately. While certain economists recognise
the influence of noneducational background characteristics on labour market outcomes, they
interpret these hiring decisions as rational choices associated with employers’ tastes or the
training costs incurred (Suleman, 2021). From an examination of this literature, I have realised
that the understanding of employability is enhanced by considering both structural and
individual dimensions. With HC theory offering a framework of analysis, formal education,
competence development and job tenure are seen as vital aspects of an individual’s perceived
employability; therefore, individuals’ investment in HC in these respects would be an essential
factor in determining their perception of opportunities for new jobs. The perception of
employability depends on the Omani economic situation, the supply of jobs in the labour

market and employment mobility.
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In the next section, I discuss how HC theory illuminates social policies, including Omanisation
policies, and whether it offers insight into how to modify such policies to attain better outcomes

from nationalisation policies.

3.5 Potential modifications to nationalisation policies

HC theory has been proposed in this study as a theoretical framework to identify potential
modifications to policies, like Omanisation policies, which could increase the participation of
Omani graduates in the T&H sector. This provides a basis to evaluate how realistic
Omanisation policies have been in creating investments for Omani graduates to increase their
labour force participation alongside migrant graduates and how they may contribute to higher
earnings or improved welfare for Omani graduates. I employ HC theory to help explain why
Omani government investment in education has not resulted in increased numbers of Omani
graduates entering T&H (as discussed in Chapter Two). Previous sociological studies in the
UK, Russia and other European countries have shown that flexible modifications to labour and
immigration policies affect the level of returns to investment in HC. Correspondingly, labour
productivity, labour mobility and economic growth depend on the degree to which the state
invests in HC through education systems, social policies and flexible nationalisation policies.
For instance, such policies address certain issues or problems such as the situation of citizens
versus EU migrant workers working in the UK during the Brexit transition period; they must
continually adapt public policies or immigration practices based on external geopolitical events
(Portes, 2020; Barbieri and Scherer, 2009; Zangelidis, 2008; Dietz and Bozeman, 2005;

Popkova, 2020; Benda et al., 2019).

Overall, HC theory has offered multiple insights into how the labour market should function.
Another interesting study, carried out in the US, concentrated on migrants during their first

year working in the US labour market and found a strong interaction between the importance
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of HC and the earnings growth of migrants (Akresh, 2007; Van Tubergen and De Werfhorst,
2007). Boxman and colleagues (1991) argued that the concept of HC has a wealth of
implications on the labour market; along with other scholars, they reported that individuals
with HC gain opportunities to acquire a job (Paju et al., 2020; Lietbroer and Corijn, 1999;
Boxman et al., 1991). Where other factors are held constant, people with a greater investment
in HC will be more capable of finding a job based on their qualifications and work experience.
Correspondingly, as resources could be used to generate other resources, individuals with
greater investment in education could be expected to generate more HC. The same could be
said for work experience, another dimension of HC. When nationalisation policies push
graduates to obtain jobs in T&H, this encourages workers to diversify their experience,
acquiring HC. The role of government is understood to be essential, as new skill requirements
have the potential to disrupt labour market equilibrium, leading to the displacement of local
workers in specific industries (Bodvarsson and Van den Berg, 2013; Pacurariu, 2019). For
instance, in such sectors as banking and oil and gas, Omanisation policies have been successful
leading to a high ratio of Omani graduates working in these sectors compared to migrant
graduates (between 80% and 94%; Oman Observer, 2018; Atheer, 2021). Based on these two
successful examples within the context of Oman, in this study I seek to explore how related
insights could apply in the T&H sector as well, but without reducing in number or harming

migrant graduates in this sector.

The findings of international sociological studies demonstrate that HC has the potential to
enhance the returns from labour productivity of graduates in the labour market over the life
cycle (Sanders and Nee, 1996; Kosyakova and Briicker, 2020). In the context of Oman, I
applied HC concepts to analyse and explore whether such government policies as Omanisation

could enable Omani graduates to be more productive and help employers to fill skill gaps in
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the T&H sector, reducing unemployment rates among Omani graduates and contributing to an

enhanced standard of living and economic development in Oman.

In the next section, I summarize the critique of HC that I have been introducing in earlier

sections based on the perspectives of various scholars.

3.6 Assessing the strengths and limitations of HC theory

HC theory has received a high degree of empirical support at a macroeconomic level in various
contexts internationally. High levels of HC are associated with high levels of national income,
and active labour market strategies to enhance HC have led to higher levels of labour
productivity and income levels and job satisfaction for skilled workers. Within Oman, HC
theory is already operating in social policy discourse, supporting the extension of funding for
expanding postsecondary education and social policy to promote the employment of men and
women in such fields as the T&H sector (The World Bank, 2019; Looney, 1990). Enhancement
of HC is widely understood to be the prerequisite to a more prosperous and secure future for
Oman without the risk of global oil price fluctuations. The assumptions about market efficiency
and perfect allocation of jobs based on merit, typically associated with HC theory, are not
required to follow it as an analytical approach; instead, I take the approach for this study of
observing where these assumptions appear to be questionable in real cases, according to
empirical data, and supplementing my explanatory approach with elements of other theories

such as gender labour market segmentation and SC theory.

In some countries, HC has been used as a basis for social welfare initiatives, as it emphasises
the importance of education for different subsets of the population as they move into transitory
or permanent jobs. Some of the populations studied in this context have included women, men,
older workers, fathers, mothers, temporary workers, migrants and unemployed people from

various social backgrounds (Gash, 2008; Giesecke and GroB3, 2003; Giesecke, 2009; Solga and
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Koniet, 1989; Zwysen, 2019). At the same time, other theoretical and conceptual perspectives
or frames (such as occupational niches and labour market segmentation, and gender-based
analysis) have been used to supplement HC theory, to compensate for its weaknesses and
explain a range of phenomena where the assumptions of market rationality (both rational choice
and meritocracy) are not met in practice. For instance, a sociological scholar like Bolibar
(2020) adopted HC theory, SC theory and labour market segmentation to explain gender
inequalities, the sexually segregated occupational structure and transnational ties of migrants
in the Spanish and Canadian labour markets (Chuatico and Haan, 2020). In addition, from a
sociological standpoint, scholars like Perales (2013) have used HC theory and devaluation
theory to explain both occupational sex segregation and the wage differences between men and
women in the UK. Devaluation theory suggests that male-dominated occupations tend to be
more highly compensated than female-dominated occupations, because ‘women’s work’ is

devalued by social structures.

Meanwhile, the assumptions of HC theory have also met with criticism, some of which have
been discussed earlier in the chapter. A primary limitation of the theory is the assumption that
the labour market operates rationally, fairly and efficiently (Pratt and Hanson, 1991; Fix, 2018).
This criticism relates to Michael Spence’s (1973) meritocratic®® assumption, which suggests
that HC theory is based on the requirement that education has to be substantially meritocratic
for it to apply in a specific national context. Labour markets are assumed to be fair, so people
are only ‘limited by their capacity and motivation’ (Sorensen, 1990; Castilla, 2008; Christie,
2019; Kingston, 2006). As a result, HC theory has presupposed a social system where

employment opportunities go to those with superior intellect, motivation and capacity. The

36 Sociologists have explained the concept of meritocracy as a social regime where individuals can make progress
in society through such capabilities as hard work, talent, effort and merit through their careers rather than
through inherent privilege based on family, social class, wealth, race and social background (Kingston, 2006;
Reynolds and Xian, 2014; Castilla, 2008).
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theory assumes that employees are recruited, paid and promoted based on their ‘marginal
productivity’, evaluated by looking at their HC endowment. In other words, the labour market
provides an equal opportunity to each individual. This meritocratic approach contends that
where people find themselves in the economic structure represents their relative marginal
productivity compared to other workers (Domanski, 2019; Grimes and Morris, 1997; Dobbins
et al., 2014; Tarlau, 2016; Smith, 1986). This can be misleading as it assumes that the labour
market automatically allocates an individual to an occupation and a position that matches his
or her skills. However, HC theory cannot explain what would happen if the labour market failed
to assign jobs to individuals who are educated, because of a high rate of unemployment for
example. Such problems relate to the assumption of efficient allocation between the demand
and supply sides of labour markets and consequently concerning skill supply and the quality
of job opportunities available for local and migrant graduates based on their qualifications

(Dobbins et al., 2014; Livingstone, 1990).

In addition, HC theory has also been criticised because of the obstacles faced by people from
different social and ethnic backgrounds, gender and racial identities or other statuses (such as
local or migrant graduates). Arbitrary factors that impact the employability and earnings
potential of employees may undermine the economic rationality assumed by HC theory and
make it impossible to realise the investment workers make in HC, as I mentioned earlier (in
sections 3.4.2 and 3.4.3). For instance, people with greater investment in HC are not necessarily
more capable of finding a job, despite their qualifications or work experience. For example,
black graduates in the UK, EU and the US have less satisfactory employment outcomes than
their white counterparts, even at the same level of qualifications (Reeskens and Velasco
Aguilar, 2020; Storer et al., 2020; Quillian et al., 2019; Kaufman, 1986). In addition, Reid
(2002) observed that among young women in the US, African Americans tended to have lower

rates of employment than their white counterparts. According to Christopher (1996), these
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lower rates of employment were caused by such structural attributes of the labour market as
individual attitudes, discrimination and shifting family structures (Reid, 2002; Newsome and

Dodoo, 2002; Browne, 1997; Zwerling and Silver, 1992).

HC theory has also been criticised for the ways it interprets inequalities between women and
men, in employment and income outcomes. The theory suggests that men have more
advantageous positions in the workplace and higher incomes because they have invested more
in HC, as discussed in previous sections. This approach does not recognise social structural
factors that may also help to explain these outcomes, such as power structures and
relationships, gender differences in access to education and socialisation of men and women
towards different specialties or occupations and even discrimination in workplaces where
employers may favour male over female employees (Lips, 2013; Smith-Doerr et al., 2019;

Huffman, 2013; Cohn, 2019; Gracia et al., 2016; Negrey, 1993).

HC-based approaches are also criticised for failing to adequately explain the existence of
gender pay differences among men and women who make an equal investment in HC. The
theory provides insights only into how pay gaps could exist for individuals with different levels
of investments according to gender, so the theory is only effective where gender-based
differences in income are completely explained by gender differences in HC (Cohn, 2019;
Smith-Doerr et al., 2019). It also fails to explain adequately how ethnic wage gaps exist in
labour markets. Meanwhile, the theory does offer insight into how marginalised ethnic groups,
including migrants, may not have the access to higher education required to compete with the
more privileged ethnic groups for education opportunities and subsequently in labour markets.
However, with its assumption of economic rationality, HC fails to explain why ethnic pay gaps
exist in situations where two ethnic groups have equal access to education (Cohn, 2019; Smith-

Doerr et al. 2019).
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Some scholars of international migration have also criticised the application of HC theory to
explain the career choices and mobility of migrant workers. HC theory is criticised for not
offering detailed insights into the problems confronting migrants in their host countries
(Madziva et al., 2016; Demireva and Fellini, 2018; Brinbaum, 2018). It also fails to explain the
discrimination against migrants that is prevalent in some countries (Confurius et al., 2019;

Buzdugan and Halli, 2009; Ellermann, 2020).

Macro-structural views of employment and employability begin with a critique of the
individualistic position of HC. HC theory tends to naturalise employment and employability
outcomes and to support the resulting distribution of employment as normatively appropriate.
Other theoretical frameworks can be deployed to deal with the weaknesses of HC theory such
as devaluation theory, which affirms a negative causal effect of the proportion of women in an
occupational category on wages. Meanwhile, gender role theory offers an alternative to the
devaluation hypothesis, and an explanation based on the role of culture acting on the sorting
process rather than on the valuation process (Ochsenfeld, 2014; Magnusson, 2009; Charles and
Bradley, 2002, 2009). According to this perspective, women are socialised in their choices of
fields of study to prefer cultural rather than economic capital (Silva, 2005; Hakim, 2000) and
pursue fewer quantitative skills (Correll, 2001). In this account, gender composition does not
have a direct causal effect on wages because areas that provide little economic capital and few
quantitative are expected to pay less for purely economic reasons. Unemployment correlates
with either insufficient HC or perverse cultural proclivities like Islamic and Omani cultural
norms (e.g. patriarchal and Omani societal expectations). HC theory likewise suggests that any
disproportionate concentration of female workers in the labour market results from self-
selection rather than devaluation (Tam, 1997). Women are understood to anticipate
employment interruptions rationally, when choosing a field of study. In this way, they

deliberately sort themselves into labour market segments where non-portable human capital is
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less important, albeit at the cost of accepting lower wages (Polachek, 1981). Because
devaluation theory makes a robust causal claim, support for this conjecture presupposes a
research design that controls for those field characteristics that gender role and HC theory

suggest.

Meanwhile, the best way to reduce unemployment may be to change the mechanisms of
employment, employability patterns and the attitudes taken by demand and supply sides
towards work in the T&H sector (Lindsay et al., 2007; Froyland et al., 2019). For instance, my
thesis argues that the individualistic approach taken by HC theory inevitably bases its account
of employability too much on individual characteristics, and lacks a macro-level appraisal of
the subject. Such arguments might explain why one person has a higher risk of unemployment
than another, but they ignore the fact that a complete explanation of unemployment cannot be
produced by simply adding up separate, individual-level accounts. Also, the central point of
HC theory is that the productivity of black or white workers, and of women or men, is
endogenous to market forces, or a result of discrimination in the labour market. If this is the
case, it is a mistake to consider productivity within a social group as static or independent of
decisions made by employers. Such decisions have critical, dynamic effects on decisions made
by black and white workers, or women and men, to invest in HC. Decisions about education
and training, especially trade-offs between work, leisure and employment programs, are

affected by existing patterns of discrimination.

Moreover, an anti-discrimination policy, relying on markets is badly misconceived (Sunstein,
1991). For instance, in a market that includes discrimination, disadvantaged groups such as
black and women workers will be discouraged from investing in such programs. Indeed,
reduced investment on their part is perfectly rational. As market actors, women should invest
less than men in training to be (say) pilots, economists, politicians, or lawyers, if these
professions discriminate against women and thus reward their investment less than men. The
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result would often be a vicious circle or even spiral. Because of existing discrimination, these
groups invest less in HC; because of this lower investment, discrimination persists or perhaps
even increases, because it becomes more rational on a macro level; because of this effect,
investments decrease still further; and so on. Black and women workers often seem to invest
substantially in HC, even in sectors that treat them inhospitably. In fact, in some circumstances,
certain actors respond to discrimination by increasing rather than decreasing their investments
in HC. Some racial and ethnic groups have prospered throughout Western history due to such
investments, notwithstanding discrimination by employers, customers and fellow employees
(Tomaskovic-Devey et al., 2005; Thomas et al., 1994). However, there can be little question
that discrimination does have a significant effect on HC in many contexts. The discouraging
reception known to be accorded to black and women workers perpetuates the exclusion of both
groups from specific sectors of the economy. For government policymakers, HC theory offers
flexibility in its implementation, allowing for a range of policy effects. Policies such as the
reform of Omanisation, government education and training initiatives, equal employment
opportunity legislation for Omani and migrant graduates, affirmative action, and pay equity

arrangements, can encourage the more efficient and equitable use of human resources.

Risks resulting from HC investment can be classified into structural and non-structural risks.
Structural risks result from structural changes in the Omani economy due to fluctuating oil
prices, while non-structural risks are mainly due to incomplete information on both sides of the
labour market. The structural risks are inevitable due to structural changes, but non-structural
risks can be eliminated by spending money to make labour markets more transparent. These
risks are higher for HC investment than for physical capital investment; therefore, the returns
to HC are higher than the returns to physical capital (Bae and Patterson, 2014; Nerdrum and
Erikson, 2001). Given the risks of HC, an individual should understand that their accumulated

HC may not produce the expected returns if they experience unemployment associated with
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surplus labour or low performance in an occupation where accumulated HC does not have its

full productive effect (Nerdrum and Erikson, 2001; Bae and Patterson, 2014).

As discussed throughout Chapter Three, HC theory has faced repeated and often devastating
criticisms. In The Global Trends (2012), Philip Brown, Hugh Lauder and David Ashton
describe the decline in private returns and the dispersion of graduate achievement within
unequal and exploitative societies: a world different from that portrayed by HC scholars
(Marginson, 2015, 2019). The apparent weakness of HC theory lies in its lack of realism.
However, Tan (2014) argues that it is not necessary for the economic rationale of HC to be
realistic for viable predictions of employment patterns to be made and normative effects
achieved in cases like that of Oman. However, many economists and policymakers believe that
a theoretical framework that lacks realism is inherently problematic (Bowles and Gintis, 1975;

Schultz, 1972; Holden and Biddle, 2017).

This lack of realism hinders the ability of the Omani government to understand and take action
against critical social issues, such as unemployment. HC theory lacks realism in at least two
areas. First, HC uses a closed analytical system and assumes its key variables to be
independent, but such external effects as prejudices and co-dependence cannot be treated as
truly independent. Second, HC unifies two heterogeneous areas, education and labour, as if
they were one unified domain. Given that the relationship between education and work
involves multiple, complex phenomena (as stated in Chapter Three, section 3.7), no theories
can contain all phenomena while maintaining coherence. Clearly, more than one description of
education and labour relationships can provide valuable information. For instance, in the
context of international labour markets, several theoretical perspectives have been employed
to explain the economic and social structures, supply and demand side behaviour and
differential outcomes in the labour market, the most significant among which have been
neoclassical and segmented labour market approaches. For instance, neoclassical and
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segmented labour market theories could compliment the weaknesses of HC theory, particularly
through a supply-side lens. Both neoclassical®” and segmented® labour market approaches
understand labour markets as areas in which individuals can freely choose a broad spectrum of
job options in relation to their skills, tastes and preferences. These paradigms often present
different points of departure with various nuances of thought and assumptions in considering
various issues, including income inequality, discrimination, labour market structures and

unemployment.

These alternative theoretical explanations are valuable in themselves and suggest different
policy requirements to address these issues through Omanisation policies, as discussed in
Chapter Six. Differences in incomes and employment rates between individuals and social
groups are primarily explained through neoclassical and segmented labour market theories, by
differences in HC endowments or personal attributes of those individuals and social groups.
One of the main criticisms of HC theory is its difficulty addressing employment differences,
gender wage gaps and discrimination against minorities like migrants. In the same way, the
positions individuals hold in socio-economic hierarchies are considered to represent their
potential or productive value. As a result, the remedy often proposed for improving Omani
labour market performance and eliminating differential outcomes is to improve the supply-side
dimension of the labour market, providing Omani and migrant graduates with more marketable
skills, emphasising public investments in general higher education and private investments in

specific training.

37 The Neoclassical theory of the labour market states that employees with the same capabilities occupying
positions with the same attributes should be reimbursed with the same earnings. If not, the lower-wage
employees would migrate to better-paid jobs, and the wages would gradually reach equilibrium (Vercherand,
2014; Brozova, 2015).

38 Labour market segmentation theory (LMS) divides the market into segments according to such principles as
occupation, geography, race, sex and industry. LMS distinguishes between primary and secondary segment
workers and jobs (Polavieja, 2003; Blossfeld and Mayer 1988; Hudson, 2007; see section 3.4.2, page 76).
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Final agreements between employers and labour market participants are understood to be
rational and depend on the skills and personal qualifications of these individuals (supply side)
and the relative requirements of employers regarding the specific combinations of skills and
qualifications of labour (demand side). In the model of statistical discrimination based on
segmented labour market theory, imperfect information on workers’ real productivity, rather
than prejudice, is the explanation for employers’ discriminatory practices (Schwab, 1986).
Proponents of the segmented labour market theory have criticised neoclassical approaches to
discrimination as causes of unequal access to the job market for different racial and minority
groups (Schwab, 1986; Rydgren, 2004). They argue that even taken together, these
explanations for employers’ discriminatory practices do not substantially address the causes of
discrimination. For example, in the case of black Americans, Lafer (1992) considers attributes
such practices to employers’ desire to exploit cheap labour. He also ascribes such practices to
the subjective motives of employers, which are not fully captured by the neoclassical notion of
white employers’ ‘taste’ for discrimination (Lafer, 1992). He proposes that employers carry
out such practices not just because of ‘a personal preference, but as a much deeper enactment

of socially defined roles (Lafer, 1992, p. 217).

Portes and Zhou (1992) also argue against HC theory for its exclusive emphasis on individual
skills, which do not address why the rewards to the HC for certain groups are consistently low,
while certain other groups are over-rewarded (Portes and Zhou, 1992; Nee et al., 1994).
Contrary to the neoclassical ideal of a unitary competitive market, segmented labour market
theory argues that the market is divided into primary and secondary sectors (as discussed in
section 3.4.2). Returns to HC differ markedly in these two segments, because institutional
constraints prevent individuals belonging to various social groups from benefiting equally from
their skills and qualifications. As I mentioned in section 3.4.2, jobs in the primary sector of the

labour market are characterised by good working conditions, career progression opportunities,
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stable employment and high-negotiated wages. On the other hand, the secondary sector is
marked by unstable employment, low wages and low possibilities for upward mobility, poor
working conditions and high labour turnover. Scholars in various national contexts have argued
that minorities, women and other vulnerable groups (such as migrant graduates in host
countries like Oman) are more likely to start their careers in the secondary sector, e.g. the T&H
industry in the private sector in Oman, because of discrimination, with little chance of breaking
into the primary sector, e.g., the Omani public sector (Bailey and Waldinger, 1991; Kogan,
2004). However, the segmented labour market approach has also been criticised for not
developing a transparent methodology that would consistently identify a specific number of
segments within labour markets, or persuasive criteria for determining segment types or the

features that differentiate them (Leontaridi, 1998).

In summary, the essential insight of segmented labour market theory is that the differential
rewards to HC for specific individuals and social groups within occupational hierarchies do not
stem from their differential skills and education as such, but also originate in broad social forces
and entrenched institutional rules. However, none of the approaches discussed above may be
sufficient, for instance, to explain away immigrants’ differential access to employment chances
in their host country. These outcomes arise from the interplay of several factors, including the
individual characteristics of the job applicants and the demand side of the labour market: in
particular the recruitment practices of the employers who control the job vacancies (Ehlert,

2017; Leontaridi, 1998).

For example, in the American case, racial inequality in economic outcomes, especially among
college graduates, persists across American society. Researchers disagree concerning whether
this inequality arises from racial differences in HC (e.g., college selectivity, GPA,
specialisation of college) or employer discrimination against black job applicants. However,
inadequate measures of HC and the inherent challenges in measuring discrimination using
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observational data presents a challenge to attempts to determine the cause of racial disparities
(Gaddis, 2015). When employers respond to black applicants, the jobs they offer typically carry
lower starting wages and are less prestigious than those offered to white peers. These racial
differences suggest that a graduate degree, even from an elite institution, cannot counteract the
importance of race in the American workforce. Discrimination and differences in HC,

therefore, are both found to contribute to racial economic inequality.

“Education is the most crucial determinant yet discovered about how far one will go in today’s

world.”

— Randall Collins, the Credential Society (1979, p. 3).

However, research in several international contexts, using varied methodologies, has identified
racial discrimination at different levels of the labour market, especially for low-wage job
seekers. The role of targeted racial recruitment and racial differences in employment, for
example, has been analysed through experimental methods. Unfortunately, these studies do not
show that graduate degrees (a measure of HC) empower disadvantaged groups to mitigate
racial discrimination. Meanwhile, direct questions about biased attitudes and beliefs have less
validity today than in the past (Gaddis, 2015; Bobo, 2001; Schuman et al., 1985). One reason
for this is the development of social awareness of these attitudes and beliefs, producing social
desirability biases (Pager and Quillian, 2005). Individuals can display a public facade about
non-white workers that hides their actual views. However, when HC is not adequately
measured and there are significant differences in HC between whites and blacks, the effect of
the omitted variable (HC) is incorrectly attributed to discrimination. The residual attribution of
uncertainty is present, so some researchers have turned to field experiments to improve
standard observation models and examine discrimination more effectively (Jones and Kelley

1984; Lucas, 2009; Quillian, 2006).
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Despite the weaknesses of HC theory, there remain strong justifications for adopting it as the
basis of my study. This theory provides a meaningful and comprehensible framework,
immediately relevant to policy discourse in Oman (as previously discussed), which will help
me to achieve my research objectives, including an account of the reasons few Omani graduates
are employed in the T&H sector compared to migrant graduates. Omani governments have
placed a greater emphasis on education as a way to promote economic growth and skills, to fill
skill gaps in the T&H sector and reduce the unemployment rate (as discussed in Chapters One
and Two). To date, HC theory has been a key discourse in Omani policy development,
deployed to address the issue of unemployment and employment patterns in several sectors.
Despite the reservations expressed by scholars internationally towards HC theory, it remains
central to current global economic and social policy debates and equally so for Oman. In fact,
HC theory remains the dominant discourse among policymakers at both national and
international levels. HC offers a simple model for legislators and governments to understand
and flexible ways to address several social issues like unemployment, employment patterns
and economic growth, and it provides a prominent place to education and skills for people
(citizens and migrants). However, Omani graduates remain underrepresented in the T&H sector
compared to migrants. After examining the differing employment patterns of Omani and
migrant graduates in the T&H sector and exploring the attitudes and perspectives of policy
actors along with demand- and supply-side participants in the labour market, I will interpret
these from the perspective of HC theory and other relevant perspectives such as gender-based

analysis and SC theory.

My study builds on the base of HC theory while acknowledging its limitations; for instance,
by looking at the influence of HC investments in the employment patterns of Omani and
migrant graduates in the T&H sector and the limits to economic rationality in these decisions.

HC theory also provides a common language to help Omani labour policymakers, labour
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market actors, other stakeholders and future researchers evaluate the relationships between
investment in education, language and culture as HC inputs and economic and social benefits
as outputs as I discussed earlier. Through this lens, it should be possible to modify Omanisation
policy to increase the number of Omani graduates in the T&H sector and to enhance labour
force diversity (including Omani and migrant employees, both male and female) to meet

employer needs.

3.7 Conclusion

This chapter has discussed certain weaknesses of HC theory, as well as its strengths, for
understanding employment and employability in relation to nationalisation policies in the T&H
sector. HC theory has helped researchers to understand how educational achievement and the
acquisition of linguistic and cultural skills are related to specific employment outcomes for
graduates of diverse social and cultural backgrounds. An HC-based approach is therefore also
relevant to the T&H sector in Oman, despite some of the weaknesses discussed earlier in the
chapter. While migrants undoubtedly continue to face discrimination and labour market
segmentation that places them at a disadvantage, they may also be able to capitalise on their
accumulated HC to a significant extent, and how much they are able to do this is an empirical
question that can be answered, in part, by listening to their own perspectives and those of
employers and policy experts. Analyses based on the concepts and language of HC theory can
offer valuable insights in such cases, so long as it is recognised that real situations are more

complex than the framework’s abstract models would suggest.

In sociological contexts, HC theory has been lauded for introducing the concepts used to
investigate such social realities as migrant experiences and gender disparities. HC theory has
prompted research into key research questions, such as how variables like the education system
and nationalisation policies affect the potential for HC investment on the supply side of the

labour market. As this chapter has shown, most traditions using HC theory in sociology and
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economics have focused on individual-level analysis, emphasising personal attributes like the
individual motivations for HC investment and rewards expected on an individual basis, such
as wages. Despite its limitations, HC theory offers an object of study, and a policy discourse,
that articulate the objectives of this research project: to understand why so few Omani
graduates are employed in the T&H sector compared to migrant graduates. It also helps me to
identify modifications to Omanisation policy, including changes seen through the lens of
gender, that could increase the participation of Omanis both male and female graduates in the
T&H sector. Furthermore, HC theory provides a theoretical framework that can be used — if
appropriately supplemented with other frames — to explore how Omanisation policies operate
in their national labour market context and whether such policies can realise their objectives

given other, underlying factors.

HC theory will also be applied to examine whether increased investment in Omani graduates’
HC through education and Omanisation policies is likely to promote Omani participation in
the national labour market, especially in the T&H sector, according to the perspectives of
participants. HC theory will also offer suggestions about how investments in education,
training and other elements of HC could enhance Omani graduates’ participation in the T&H
labour market, their salary and working conditions and social welfare like unemployment
compensation or insurance more broadly, helping overcome such social problems as
unemployment. While HC theory is well-established as a dominant discourse for formulating
labour market policy in Oman, incorporating other theoretical and conceptual frameworks
alongside it will allow richer explanations of the employment patterns of citizens and migrants
in the Omani labour market. In research, the best can be the enemy of the good, and any
theoretical framework will have weaknesses as well as strengths; after performing the relevant
analysis, I will discuss the limitations of this approach, and suggestions for future directions of

inquiry, in the final chapter (Chapter Eight, section 8.5).
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In the next chapter I discuss my decisions about research methods, the design of the study and

why a qualitative research strategy was selected to achieve the study’s objectives.
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CHAPTER 4: METHODOLOGY

4.1 Introduction

This chapter begins by restating the research questions, aim and objectives of my thesis. An
exploration of the research design follows, to give details on how a qualitative research strategy
most effectively addresses the objectives of this study. Explanations are also provided for why
I chose an interpretive paradigm as the methodological basis for this research. The following
section offers detail concerning the pilot study, to indicate how I tested and confirmed the
viability of my research questions and the methods used in this research project. A detailed
account of the actual data collection processes then follows, emphasising the relevance of the
semi-structured and elite interviews by which the qualitative data were collected, as well as
how the members of each participant category were recruited to participate in the research.
This chapter also includes my reflections on the data collection process with reference to
reflexivity and positionality and deals with the key ethical considerations that proved vital for
this project, such as informed consent, the promise of anonymity and confidentiality. The
ethical challenges 1 faced as a researcher are also described. The final sections offer a
discussion of my experience of analysing the data in relation to themes, both manually and
using NVivo software; I conclude the chapter with an assessment of the rigour and validity of

my research.

4.2 Research questions, aims and objectives

In response to the state of knowledge described in the preceding chapter’s review of the
literature, my study aims to reach evidence-based conclusions about the employment and
employability of Omani and migrant graduates in the Tourism and Hospitality (T&H) sector.

In particular, the objectives of this research project are as follows:
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a. Tounderstand why so few Omani graduates are employed in the T&H sector compared
to migrant graduates.

b. To identify what modifications to Omanisation policy, including changes seen through
the lens of gender, might increase the participation of Omanis male and female

graduates in the T&H sector.

To achieve this, the primary research question addressed is: what factors explain the different
patterns of employment and employability among Omani and migrant graduates in the T& H
sector? To address this question, I examine the factors shaping demand- and supply-side
perspectives about employment in the T&H sector, including their connection to human capital
investment and gender-based considerations.
In this context, the secondary questions supporting my research project are as follows:
1. What factors shape Omani graduates’ attitudes towards work in the T&H sector, and
how do their perspectives compare to those of migrant graduates?
ii.  What factors influence employers’ attitudes towards hiring Omani and migrant
graduates?
iii.  How do investments in Human Capital (HC) affect the differing employment patterns
of Omani and migrant graduates in the T&H sector?
iv.  How do Omanisation policies affect the employment of Omani and migrant graduates
in the T&H sector?
v.  How could Omanisation policies be modified to increase the participation of Omani
graduates in the T&H sector?
In the next section, I provide an overview of the research design with particular emphasis on
the rationale for using a qualitative research strategy, phenomenological approach and

interpretivist paradigm in this research project.
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4.3 Research design, research philosophy and research approach

Qualitative research strategies are optimally suited to exploring a phenomenon rather than
establishing causal relationships, and given the dearth of research to date concerning the issues
under investigation, | realised that qualitative research would be most suitable in this instance.
I engaged in detailed face-to-face meetings with my supervisors at University of Sheffield, to
narrow the scope of my study and develop an appropriate qualitative design, including aims,
research objectives and research questions, as well as sampling and other decisions. In the first
year of my studies, I struggled to develop sophisticated research design. My supervisors and
department supported me by advising me to present my research proposal, including the
research design, in a department conference to obtain more critical insights from senior
academic staff, researchers and experts in related themes - many participants in this annual
conference were from outside the university. Later, I obtained useful insights from the members
of my biannual review committee and then from my confirmation review panel. Finally, I
succeeded in passing an ethical review after receiving critical input and comments (see

Appendix 36).

The research questions specified relate to the experiences, constructed meanings, feelings and
perspectives of research participants, which can best be collected using qualitative approaches.
A body of social research scholarship has established that such an approach is suitable for
describing the fundamental nature of a research phenomenon from the participants’
perspectives and to understand the meanings they attribute to that phenomenon (Blaikie, 2009;
Bryman, 2016; Creswell, 2014; Crotty, 1998; Mason, 2018; Greener, 2011). In effect, I
expected that a qualitative approach would enable me to most effectively interpret the
subjective and inter-subjectively constructed meanings held by participants, concerning Omani

and migrant graduates’ employment and employability in the T&H sector. The research
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approach I selected helped me to focus on these meanings, along with the social context within

which participants construct them (Bryman, 2016; Tight, 2016).

My epistemological approach is grounded in individual understandings and subjective
meanings, perspectives and interpretations of the phenomena under investigation (Smith, 2019;
de Gialdino, 2009; Fawcett and Hearn, 2004). By selecting an interpretivist paradigm for the
methodology of this research project, I hoped to obtain an understanding of social processes,
investigate contextual factors and analyse phenomena based on the interpretations of policy
actors and labour force participants (Bryman, 2016). My decision to follow an interpretivist
approach was also based on its underlying insight that social phenomena cannot be analysed
independently of social actors (Williams, 2000). To a significant extent, this paradigm provided
a framework for interpreting Omani and migrant graduates as individuals who are capable of
constructing meanings based on how they interpret working in the T&H sector and for
examining how employers in the Omani labour market intend to select and recruit Omani and
migrant graduates. It also enabled me to understand key social processes by facilitating my
investigation of contextual factors and my analysis of individuals as social actors (Bryman,
2016; Creswell, 2014; Crotty, 1998; Mason, 2002; Maxwell, 2013; Pulla and Carter, 2018). In
the current research project, I observed the object of study — the labour market in the T&H
sector — to be a complex social phenomenon due to the influence of migrant and host country
cultures, religion and Omani social policies. Such social phenomena cannot be analysed
independently of the relevant actors, from the migrants and Omani nationals participating in
that labour market to social policymakers and representatives of the firms hiring in the sector

(Ennis and Walton-Robert, 2018; Phillimore, 2015).

In the next section, I reflect on my experience carrying out small-scale preliminary research at

college ‘A’ to assess the feasibility of my research, the obstacles I faced and the time that would
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be required. The purpose of this pilot was to improve the study design before engaging in my

full-scale research project.

4.3.1 Pilot study

While I had selected research questions suitable for a qualitative research strategy, I still needed
to test the specific questions to confirm their practicability. Therefore, before any full-scale
field research I conducted a pilot study — from March to end of April 2018 — in Muscat, the
capital of Oman. During this phase I tested my demographic questionnaires, interview guide,
consent forms, participant information sheet, research protocols and recruitment strategies (see
Appendices 7 to 28). The first phase was planned for college ‘A’, but the timing was not
conducive. It was an examination period, and it was challenging to find students available to
take part in the pilot. However, [ was able to recruit some Omani and migrant students with the
help of the deputy dean of academic affairs. Overall, the pilot study showed that the study
protocol is feasible, although it indicated that the research project could have a significant
impact on the participants’ available time, depending on their other obligations. Recruiting
students during the examination period was challenging; however, my experience did show
that participants could be recruited according to the specified inclusion criteria. I managed to

recruit both Omani students and international (migrant) students.

The pilot study also revealed certain flaws in my research instruments. For one, I observed that
starting with easier questions made the participants feel more comfortable, which implied a
change to the intended sequence. In testing the interview guide, I realised that the plan for
interviewing Omani students contained complex questions about the T&H sector, which could
only be answered satisfactorily by interviewees with expert knowledge of the industry. This
realisation prompted me to include elite interviews in my subsequent, full-scale study. It also
indicated that I had to be more flexible about the length of interviews. I had hoped that 40 to

60 minutes would be adequate for each participant. However, during the pilot I observed that
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some interviews ended up taking longer than I had anticipated, which forced me to update the
google calendar invitations for interviews I had already scheduled with other participants or
even to postpone planned interviews in certain cases. I transcribed the pilot interviews and
discussed them with my supervisors, who provided detailed useful and constructive comments.
Overall, the pilot study was successful and provided important feedback and rationale to

proceed with the study.

In the following section, I provide an account of how I performed full-scale field research for
my thesis, in Muscat, Oman. I reflect on how I recruited my 48 participants and interviewed

them, from the beginning of the process to the end.

4.3.2 Data collection

For the main study I spent seven months in Oman, collecting data directly from different
categories of participants from March to October 2018. Before conducting this primary
research, I assembled secondary data from published documents, reports and websites about
the organisations I targeted for the study. These organisations included college ‘A’
government ministries and the public authority of *X’, along with various tourism development
firms and hotels in Muscat. I researched these organisations to anticipate how to undertake
subsequent interviews and to gain insight into their organisational cultures or values, as these

represent some of the key actors concerning the Omanisation policies for the T&H sector.

I carried out 48 interviews; the expert participants included two Omani tourism experts from

government ministries (one male and one female), two managers from tourism development

39| have replaced the names of all my participants and their workplaces with pseudonyms in my thesis project.
This approach is in accordance with the code of ethics of the University of Sheffield and the latest updates of
the General Data Protection Regulation (GDPR). However, for certain quotations and related evidence provided
by participants in the three data chapters, | decided to maintain them unchanged — mainly concerning the names
of places and certain other organisations. For example, in Chapter Five | have retained the names of the Public
Authority for Social Insurance (PASI) — Oman and the Public Authority of Manpower Register (PAMR) — Oman.
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firms (one male and one female) and ten hotel managers, including Human resources (HR)
managers (either migrant or Omani) at various levels of management (five male and five
female). Other participants included 12 employees or general staff (either migrant or Omani,
six male and six female), 10 Omani or migrant students from college ‘A’ (five male and five
female), two members of academic staff from college ‘A’ (one male and one female), and 10
Omani graduates who were unemployed at the time of the interviews (five male and five

female). Details are provided in Table 4.1.
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Table 4. 1: Breakdown of participants and interview details for primary data collection

Participant ‘Who Interview Gender Nationality/ Ethnicity Primary Data
Category Count Collection
Methods
Male | Female
Government Tourism experts ) Elite
ministries 2 1 1 Omani @) interviews
Tourism Managers 2 1 1 Omani (2) Elite
development firms interviews
Hotel Managers: Southern European (1)
(5, 4 or 3-stars) General )
managers, HR 10 5 5 Eastern Europe (1) . Eh‘Fe
Interviews
managers, front Southeast Asia 4)
office managers,
etc. (migrants Northeast Africa (2)
and Omanis)
Oman (2)
Employees Southeast Asia (6) Semi-
(migrants and 12 6 6 ) structured
Omanis) Omani () interviews
College ‘A’ Students Omani (5)
(migrants and 10 i Semi-
Omanis) Northeast Africa ) structured
10 5 5 Southeast Asia (3) Interviews
Academic staff Northern Europe (1) Elite
) interviews
2 1 1 Northeast Africa (1)
Unemployed Omani graduates 10 5 5 Omani (10) Semi-
(who were structured
unemployed at interviews
the time of
interview)
Total 48 24 24
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I used semi-structured and elite*° interviews to collect primary data, as I was interested in
hearing rich stories from participants to glean insights from their different attitudes and
perspectives on social reality (Aarsand and Aarsand, 2019; Bhattacherjee, 2012; Mohajan,

2018; Irvine et al., 2013).

I planned to conduct in-depth interviews in Muscat, the capital city of Oman, for multiple
reasons. The availability of informants, which can be a significant challenge to researchers in
Oman, was one key factor. Muscat is an administrative centre, where I could quickly get in
touch with elite policy actors, and is also a centre of the T&H sector where I could reach a large
number of migrant graduates and workers. As part of my selection of participants, I made a
checklist of policy actors to interview, using the topic guides and Demographic questionnaires
I had previously designed. The topic guides included questions about the employment and
employability of Omani and migrant graduates in the T&H sector in Oman (see Appendices

16,17, 18, 19, 20, 21, 22, 23 and 24).

A purposive sampling method was chosen for recruiting participants, as this selective approach
is responsive to desired characteristics of the target population and the objectives of the study
(Rapley, 2014; Ritchie et al., 2013; Silverman, 2014). Additionally, I employed ‘snowball
sampling’ to recruit participants in certain categories, as I will discuss in subsequent sections.
I selected this approach when I encountered a problem reaching managers at tourism
development firms and unemployed Omani graduates through purposive sampling. I recalled

the advice of one of my supervisors during one of our Skype meetings to adopt plan B, namely

40 For the purposes of this study, | distinguish two kinds of semi-structured interviews, involving elite
respondents and non-expert respondents. In social sciences literature, elite interviews involve informants with
elite or special status, power and expertise: highly educated and professional experts in the economy and
broader society. Working with such participants requires different interview strategies and protocols than those
used in semi-structured interviews with regular participants like students and employees. In this study, |
considered government experts and academic staff in the field of tourism, as well as managers and employers
in hotels and the tourism industries, to be elite informants (Flick et al., 2018; Harvey, 2011; Mikecz, 2012;
Huggins, 2014; Aberbach and Rockman, 2002; Goldstein, 2002).
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to use snowball sampling. I found this referral approach very useful in terms of its practicality,
straight forwardness and efficiency in reaching various research participants with various

characteristics.

Before leaving the UK to go to Oman, I sent emails and an official letter from the Embassy of
Oman in London, to request access to and permission to conduct research interviews with each
category of participants (see Appendices 1, 2, 3, 4, 5, 6 and 48). I placed the necessary phone
calls after the project passed the confirmation review meeting and received ethical approval in
the UK. Upon my arrival, I realised that I had little local knowledge of Muscat, as I had lived
primarily in Suhar City, around 130 miles (210 kilometres) away. Although I had also worked
in the district of Alkhwair, a small port town in the Muscat Governorate, my knowledge of the
metropole was scanty at the time that I started the data collection process. Collecting data, in
person, in the national capital proved to be a challenge, particularly as the participants targeted

were distributed in many districts.

All participants were taken through similar interview protocols, consisting of semi-structured
interviews for most participants and special strategies and tactics for elite interviews (Gray,
2014; Mason, 2002; Maxwell, 2013; May, 2001). For instance, topic guides were redesigned
for elite interviews to engage the expertise of these well-placed informants (see Appendices
16, 17, 21 and 24). The invitation letter for research interviews contained the relevant details
about the research project as attachments (see Appendices 1, 2, 3, 4, 5, 6 and 48). In addition,
for elite participants [ made a determined effort to arrange flexible and convenient times, dates
and locations suiting their preferences, to respect their busy schedules and the other demands
on their time. Since elite participants expected me to be knowledgeable about my area of
research, I needed to be ready for any questions and understand power relations and other

procedures (see also: Huggins, 2014; Smith, 2006; Ganter, 2017; Darbi and Hall, 2014).
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The procedures specific to each category of participants are discussed in the subsections that

follow.

a) College ‘A’

i. Academic staff
My efforts to gain access to college ‘A’ were met with difficulties in booking an appointment
with the dean of students. My research prospects were restored, however, when I met one of
my old contacts who held a senior position at this institution. She provided me with consent to
perform my research and even arranged for some members of the academic staff to (willingly)
take part in the research project. They then referred me to other members of staff who were

eager to participate.

ii. Students
I contacted participants (Omani and migrant students) through the dean of students at college
‘A’, where 1 had previously conducted my pilot study. However, the actual process of data
collection proved to be more complex than my experience in the pilot. In one instance, the dean
of students facilitated the recruitment process. She instructed a member of the academic staff
(female) to oversee my participant recruitment process at the institution. Later, this staff
member nominated one of her best students to participate in my research project and invited
me to attend one of her lectures. Before the lecture, she introduced me to the students and
outlined the purpose of my study before inviting me to select student participants at my
discretion. I chose students who were interested in taking part. I had initially assumed that the
migrant students participating in the study were international students. After analysing the
demographic questionnaires data, however, I found that all of them were students of migrant

origin whose families have been living and working in Oman for decades. At the same time,
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some migrants are joined by their families,*! although not all migrants are able to bring family
members to live with them in Oman, as this depends on Omani immigration regulations,
including the kafala*? system, which places such decisions largely in the hands of employers
(Indrelid, 2018; Khan and Harroff-Tavel, 2011; Longva, 1999; Damir-Geilsdorf and Pelican,

2019; see Chapter Two).

However, while contacting male students was easy, I found it difficult to find female students
who were willing to take part in the study. I was forced to call upon students I had interviewed
to help me locate peers who would take part in the study. This strategy proved helpful and
accelerated my collection of data. Locating potential participants through their peer contacts
made it easier to convince them to consent to the interview process, even the female Omani

students.
b) Tourism experts in government ministries

After identifying the physical addresses of government ministries, I looked up their locations
on Google Maps. I had to visit each of the ministries that I had identified to request to meet
managers with knowledge of the state of affairs in the T&H sector. In this instance, difficulties
arose from bureaucratic factors, including complex and opaque organisational structures,
protocols and regulations. I made an effort to book appointments with both Omani and
migrant tourism experts, faced complicating factors and was asked to wait for months for
authorisation. At the time of my fieldwork, several migrant experts were away on annual
summer holidays overseas and therefore unavailable within my deadline for data collection.
In one instance, [ was asked to present official letters from the Ministry of Higher Education

in Muscat and the Embassy of Oman in London (see Appendix 48) and to seek consent the

41 See Chapter Seven (in particular section 7.3) for more detail.

42 See the background of the Omani labour market and Omanisation policies in Chapter Two for more discussion
of the kafala system.
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consent of the department’s senior management to interview Omani government experts. This
requirement was understandable, as the leaders of such organisations value their own time
and that of their management team. Ultimately, it became obvious that gaining access to
certain organisations would require a mix of strategic planning, diligence, patience and even
luck. Obtaining such permissions took time and required patience. Because of this, within the
time available, I only managed to obtain consent to speak to two policy experts in separate

ministries, both of them Omanis.

¢) Managers at tourism development firms

To find tourism development firms in Oman, I began with online research. I retrieved the
physical addresses of relevant companies from their websites. However, accessing my target
participants in this group was relatively tricky. I had to start at the front office of each firm,
where I was asked to register the intended purpose of the meeting, its proposed time and place
and also my academic information. I attached my participant information sheet, consent form,
interview topics guides and demographic questionnaires to each company’s appointment form
(see Appendices 15, 21, 26 and 35). Front-office staff would then direct me to the coordination
and follow- up department, where I was asked to wait without a specific timeline. Ultimately,
I had to concede that my initial plan to recruit these participants was unsuccessful; [ had waited
longer than I had intended and had to turn to my backup plan. I decided to meet one of the
government tourism experts for a second time to find out whether she could refer me to Omani
or migrant senior managers in tourism firms who might take part in the study. She gave me the
business cards of two Omani senior managers at a tourism firm. They willingly took part in

interviews, owing to a formal recommendation from this elite informant.

d) Hotel managers

i. Hotel managers (migrants and Omanis)
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Before heading out to each hotel, I had to conduct an online search of hotels that I would be
able to get to, to perform interviews in Oman, before finding their locations on Google Maps.
Afterwards, I had to travel to each of the identified hotels and ask at the reception desk to see
the managers. Some of the hotels required that I obtain an access card from the security
department. I had to fill out additional paperwork to allow me to gain access to some
departments, particularly HR. Making contact with the managers was fairly easy, as many of
the receptionists were very hospitable. Finding managers of migrant origin was as easy as
locating multinational hotels. After meeting each manager and handing them my participant
information sheet, topics guides, letters to hotels managers and demographic questionnaires
(see Appendices 1, 2, 8, 9, 12, 15, 17, 18, 19, 21, 25, 27, 28, 30, 35 and 48), I booked an
appointment for an interview with each. I collected data during the summer season in Oman
when many tourists arrive in the country for holidays. This meant that hotels were fully booked,
and hotel staff were busy. Hotels tend to cluster around certain locations in Muscat, which
made it convenient to recruit participants using a ‘snowball sampling’ technique. I contacted
many hotels because time was a crucial factor. While initially some managers promised to
provide support in recruiting participants, they regrettably were unable to do so because of
commitments elsewhere. Some managers of migrant origin did manage to point to migrant
workers that I eventually interviewed, who in turn guided me to additional, individual migrant
workers. In fact, the roles of friendship and kinship networks proved to be vital to my successful
recruitment of employees of migrant origin. Overall, the process of recruiting migrants from
diverse cultural-linguistic, ethnic, national and religious backgrounds proved to be a challenge,
as [ had to anticipate their responses and learn about their specific cultures, values and religious
attitudes, as well as other contextual variables like attitudes towards secularism, national

political cultures and sensitivity towards religious identity.

ii. Hotel employees (migrants and Omanis)
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I contacted migrant and Omani employees through their corresponding HR departments using
a covering letter that outlined the nature of my research. I sought permission from their HR
departments. In the final stage of interviews, I asked some of the participants to help contact
other potential interviewees that fit into certain intended categories. This strategy was intended
to increase the likelihood that interviewees would take part in the study and to ensure a
sufficient number of interviews. There were also instances where some migrants were
concerned about the likelihood that their employers might obtain access to the research

microdata, which complicated the process of recruiting migrant workers.

Facing these challenges, I shifted from purposive sampling to ‘snowball sampling’, directly
contacting potential participants through direct referrals from friends and colleagues. While
recruiting the migrant participants, I was aware of possible challenges of qualitative migration
research and used a range of techniques to minimise the risks posed to participants (as discussed
in the Ethical Considerations section). I expected it to be relatively easy to obtain access to
migrant workers and managers, since the spatial segregation in Muscat encourages them to
visit, socialise and reside in certain places and participate in the same organisations. However,
because of seasonal factors these contacts were difficult to pursue, so I had to visit many hotels

to obtain a sufficiently full interview schedule.

For this study, I recruited both male and female Omani employees using a purposive sampling
strategy, after receiving the necessary approvals from officials and direct managers. Data
collection was successful, though I noticed that some Omani women were very shy in an
interview format and tended to give short answers to my research questions. I encouraged
Omani women participating in the study to give more detailed answers by creating a
comfortable atmosphere and facilitating the discussion of feminist issues relevant to work in
the T&H sector. For example, I connected with some interviewees by discussing local news

about accomplishments, prizes or awards won recently by women in Oman. As a male

122



researcher, opening the discussion of women’s achievements and gender roles was a successful
strategy to reach female Omani employees. Meanwhile, male Omani employees appeared very
motivated to answer my research questions. I obtained data from them easily, as they could
speak with me in two languages — Arabic and English —and the power dynamics were less
complicated, since we were speaking from similar structural situations (see section 4.4). In
addition, I applied reflexivity and positionality actively throughout the thesis, as these practices
were essential during the primary research process and in data analysis (Chapters Five, Six and

Seven).

e) Unemployed Omani graduates

Recruiting Omani graduates who were unemployed at the time of interview proved to be the
most challenging of the study’s objectives. I experienced difficulties after the public authority
of ‘X’ delayed in providing me with contact information for a list of potential participants. I
had sent a letter to this authority requesting permission to take on this category of participants
(see Appendices 1, 3 and 48) but when I observed delays in the authority’s response, I decided

to use the network of acquaintances I had established at college ‘A’.

This strategy proved to be a useful backup plan that hastened data collection. Previous
interview subjects proposed former or graduate students in their circle of friends, who
consented enthusiastically to take part in the research project when I contacted them by phone.
I received a list of graduate students from my network in college ‘A’ and sent it to the public
authority of ‘X’, requesting them to identify and coordinate with Omani graduates who were
unemployed at the time. To allow them some flexibility in compiling a broad list of students
outside of Muscat, [ emphasised to the authority that [ was prepared to travel to any governorate
in Oman. This would also make it convenient for prospective participants living in far-flung or

remote corners of Oman, who would not have to travel to Muscat for the interview.
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Officials at the public authority of ‘X’ explained to me that they would need to check and
update the status of potential participants, to determine whether they had continued with
additional studies after graduating. Checking the records of participants in the database would
allow subjects to be identified; however, there were lapses in communication with the graduate
participants. For example, during one interview, a participant asked whether I could help him
find a job. While discussing this issue during a Skype meeting with my supervisors, they
pointed out that I had erred by describing the activity as ‘participant recruitment’. This term
was ambiguous and might indicate to the unemployed graduates that I was undertaking ‘job
recruitment interviews’. I then replaced the ‘participant recruitment’ with ‘participant
selection’ in describing the process. My supervisors advised me to explain to participants the
differences between a research interview and a job interview. From then on, I explained this
distinction clearly to participants after providing them with their information sheets, consent

forms, demographic questionnaires and interview topic guides.

Overall, I attribute much of the successes I had recruiting and interviewing these respondents
to my supervisors, who supported me from a distance during my fieldwork in Oman. They
created a relaxed atmosphere for sharing and discussing ideas, which stimulated my intellectual
growth, and they also provided a realistic appraisal of my individual needs during data
acquisition. The supervisory team offered extensive commentary and advice at each step in the
data collection process, during twice-monthly Skype meetings, and provided rigorous and
critical appraisals of the ongoing thesis work. They communicated their perceptive criticisms,
and I eventually started to interrogate my research project critically and to use rational and

logical criteria to evaluate my interviews during the data collection process in Oman.

The next section discusses how I overcame issues of subjectivity and bias while collecting data,
by assuming a reflexive position. It also explains how I became more profoundly aware of my

positionality before, during and after each interview with my participants.
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4.4 Reflections on data collection, with reference to reflexivity and positionality

Reflexivity and positionality proved to be particularly relevant concepts, facilitating my
conscious and analytical self-assessment as I collected qualitative data (De Tona, 2006; Ganga
and Scott, 2006; Gawlewicz, 2016; Mauthner and Doucet, 2003). When it comes to the
interpretation of interview data to discern emergent generalisations, international migration
scholars tend to suggest that the process should be entrenched in reflexivity, particularly
concerning the power dynamics accompanying the interview setting and similar
epistemological questions (losifides, 2018; Fedyuk and Zentai, 2018; Dahinden et al., 2020;
Bott, 2010; Fawcett and Hearn, 2004). I managed the issue of subjectivity in the research
process by taking a reflexive position. Reflexive techniques employed during data collection,
such as describing and examining the power dynamics created through the subjective positions
within the research process, have helped to guarantee the credibility of my research as they
enabled me to overcome my own subjectivity (Riley et al., 2003; Sheppard et al. 2000; Breuer,
2003; Mruck and Breuer, 2003; Braun and Clarke, 2006). This approach also made it possible
to discover complex positionalities that strengthened my relationship with interviewees (Ryan
et al., 2016; McGarry, 2016; Sheppard et al. 2000). For example, the researcher’s ethnic
background can be beneficial to establish privileged relationships with migrant research
subjects, facilitating access to information in the field. Related benefits result from familiarity
with the languages and the physical space of the population of interest. On the other hand, such
a close relationship between researchers and their subjects may also be detrimental to the

research process (Pechurina, 2014; see the additional examples, below).

With respect to positionality, I tried to indicate my awareness of research participants’ power
positions and how their perspectives on specific issues depended on their local or migrant status

(Please read section (d), Hotel managers and employees, on pages 131 to 136, where you should
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find many examples). I was also aware that the specific cultural backgrounds of those I
interviewed would affect their perceptions. In brief, I was fundamentally aware of my
positionality before, during and after each data collection event as I interviewed participants of
migrant origin (Please read pages 126 to 136, where you should find many examples). Existing
power differentials posed a particular risk, especially as I had to interview both expert and non-
expert interviewees and integrate their perspectives. In both scenarios, my guiding policy was
to be completely respectful and acknowledge their worldviews, even if I could not agree with
their opinions, and to use data collection methods that empowered them and changed power

differentials (Ryan 2015; Chereni, 2014; Botterill, 2015; Amelina, 2010).

Details of data collection in relation to reflexivity and positionality for each category of

participants are discussed in the following section.

a) College ‘A’

i. Academic staff
Being in a privileged position as an Omani researcher, I came to understand the power
imbalances that emerged during the qualitative interviews and the ethical concerns pertaining
to these imbalances while interviewing academic members of staff. Interviewing male
academic staff was fairly easy; we could relate to each other with relative ease. I observed that
the male member of academic staff, of migrant origin, became less formal and more
approachable when I told him that I was studying in the UK, which they considered to be
prestigious. I had to constantly use polite forms of address like ‘Doctor’ to remind him that he
was the authority and that [ was a student like any other. At one point, the conversation became
too casual and he started asking me about my experiences in the UK; however, I observed that
whenever I would called him ‘Doctor’ repeatedly, he would become more aware of the

interview format and assume a more formal tone.
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The female member of academic staff, also of migrant origin, tended to speak more briefly and
to the point. Overall, she was more formal and seemed to be very busy. For instance, when I
observed that she was constantly looking at the clock, and neither laughed nor smiled when
something was amusing or funny to talk about, I knew that she was determined to keep her
distance. In such an instance, I respected her preference to keep her distance and autonomy.
This included maintaining a formal tone throughout the interview to avoid any incidents of
informality. Both academic staff members were relatively comfortable with a formal tone, as

they became more trustful and engaging.

ii. Students
Being an Omani man and a sociological researcher, I was aware that some complexities would
materialise while interviewing female students. By contrast, male students were generally easy
to converse with during the interview. I realised that they were determined to be very respectful,
particularly when they learned about my status as a PhD student and my employment with an
Omani government authority. Some became very uncomfortable, and I perceived their sense
of inferiority. Aware of these power dynamics, I had to interject humour to undercut my
position of authority and to show how much I respected their opinions and how my research
project depended on their experiences. This made them feel empowered and encouraged them

to be more cooperative.

Meanwhile, more pronounced difficulties arose while interviewing female students. Many
would turn down the interview invitation unless they were accompanied by a female friend. I
later learnt that this was to minimise suspicions regarding meeting with a male researcher
outside their circle of their family. I was fully aware of my earlier experiences during the pilot
study, where some female students insisted on taking part in the study only if accompanied by
a female friend. Therefore, I interviewed the female participants in ‘neutral’ settings to

guarantee their anonymity and to avoid any ethical or methodologically issues. I also observed
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more specific problems as a male researcher interviewing female participants. For instance,
female Omani students were generally reluctant to reveal why they intended to join the T&H
industry. This forced me to try and demonstrate my awareness of the power dynamics and
sensitivities around gender roles in Omani culture. Some were also reluctant to reveal whether
they would be working in the T&H sector after graduation. However, after demonstrating my
knowledge of their cultural background and awareness of gender roles in Oman, and declaring

myself a strong advocate of women'’s rights, they became more cooperative.

Some male and female students also regarded me as a potential employer and kept referring to
me as Sayyid — Omani for sir. After realising the implications of this, I reflected on how I could
position myself differently in subsequent interviews, and engage in forms of dialogue to
undercut this impression. I decided to practice absolute openness with regard to my research
process, to convince subsequent interviewees that while I was engaged in ‘formal research’, I
also wanted to explore their experiences at a personal level. The tactic of using snowball
sampling was also particularly useful in this context, ensuring continuity of trust from one

female respondent to the next.

b) Tourism experts in government ministries

Before interviewing tourism experts in government ministries, I was aware that I would be
interviewing individuals with expert knowledge of the Omani tourism sector. As these were
senior government officials, I knew that issues of power dynamics would arise. When I
ultimately gained access to this organisation, it was also necessary to renegotiate entry into the
actual lives of the managers and their workers. These required significant interpersonal skills
and procedures, beginning with elegant dress, such as wearing the characteristic Dishdasha
and tying a traditional Omani Mussar — senior policymakers tended to follow the protocol by

wearing the Omani khanjar (dagger) as a show of respect. I also actively employed verbal and
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nonverbal communication strategies and was careful to provide responses in a non-partisan
manner. These techniques proved to be effective. Contrary to what I had expected from
interviewing other Omani men and women, the two experts I met were very confident,
agreeable and open-minded. At the start of both interviews, I felt somewhat intimidated by
their level of expertise. I feared that, once they perceived my reaction to their positions of
authority and wealth of knowledge, they would become less willing to continue the interview
and that, given their busy schedules, they would either discontinue the interview or fail to make
full disclosure of their opinions. However, after demonstrating my knowledge of current affairs
and of their roles in the industry, they expressed a sense of satisfaction with the power balance

and treated me like a peer.

Issues of power dynamics were present throughout, however. I had to ask questions that were
culturally and politically relevant, and [ knew that government experts tended to have their own
political leanings. I also had to be careful to avoid asking questions that could be interpreted as
anti-Omani, because experts might be expected to have their own personal agendas about the

policy or even political affiliations.

The female tourism expert was a pleasant person. I felt privileged to have this opportunity, as
she assured me that she is usually not enthusiastic about granting interviews. She commented
that she had only done so because she had found the reasons for my research to be compelling.
I realised that she went to great lengths to present neutral answers to my questions. [ wondered
whether this neutrality was influenced by her deep sensitivity towards the Omani community
and its needs or the fact that [ had some Western affiliation as an Omani student studying in

the UK. Therefore, I started feeling like an outsider®:. I listened carefully to her and made sure

43 International social scientists and scholars engaged in qualitative research on migration have discussed insider
and outsider positionality in qualitative interviews as follows:
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that I asked completely neutral questions in turn. I explained to her that, despite being a student
in the UK, I had remained faithful to Omani government objectives. I also explained to her that
I valued her objectivity but still wanted to hear some of her concerns about Omanisation
policies. She willingly provided some criticism, although she was careful to claim that those

were her personal views and not positions held by the ministry.

While interviewing the male tourism expert, I realised that awareness of my position as a
researcher from a UK-based university was important. I was also aware that Oman’s political
history and religious values shaped policy preferences and encouraged certain agendas. I had
researched about him on Twitter and LinkedIn, observing that he has a reputation for diligence
in areas of domestic policy reforms. He was also a government loyalist. As I had been living
in the UK, I had to be careful not to insert any Western policy priorities that could be seen to
contradict his own policy framework, as this could have made the interviewee uncomfortable.
I was aware that interviews sometimes trigger feelings that may cause an interviewee to reflect
on an uncomfortable situation in life. Key tools that assisted me in this emotionally charged
interview included patience and listening skills, which enabled him to open up without

restraint.

¢) Tourism development firm managers

My experience interviewing tourism development firm managers was similar to my interviews

with the tourism experts in government ministries. The only difference was that, in this

i An insider is a social researcher who shares a similar experience, culture, language, ethnic and
background, with vulnerable research participants in the study project (Ganga and Scott, 2006, p.2;
Britton, 2019, p.9-12).

ii. An outsider is a social researcher who does not share similar backgrounds, linguistic, ethnic, culture or
experiences with vulnerable research participants in conducting study project (Ganga and Scott, 2006,
p.2; Britton, 2019, p.9-12).

Also, see the following sources: Shaw et al., 2020; Irgil, 2020; Hathaway et al., 2020; Mason-Bish, 2019.
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instance, the female manager tended to be a strong advocate for gender equality. During our
conversation, I became aware that she was very sensitive about how men reacted to her status
as a woman in authority. Recognising that she was thriving within a male-dominated society,
I knew that I had to demonstrate my respect for her accomplishments. I acknowledged how
glad I was that Omani society was changing for the better because of women like her and how
much I respected her accomplishments. I observed that, after | made this comment, she became
more cooperative. To keep the interview flowing, I used a conversational approach and
repeatedly provided positive feedback, recognising her significance for my study. I encouraged
her to talk freely about her path up the career ladder and the challenges she had gone through.

She seemed to enjoy herself and showed more interest in the research project.

The male interviewee, a well-travelled man, possessed some cultural nuances that I observed
to be typically Omani. He went on to tell me about his work and life accomplishments,
including those of his family members. He had a wealth of knowledge about current affairs in
Oman. Having spent several years in the UK, I felt like an outsider. He feigned surprise at my
lack of knowledge of certain current events. I employed patience and careful listening skills. I
observed that my active listening made him very comfortable and more willing to offer his
insights. When it came to talking about Omanisation policies, I observed that his tone changed.
He was very honest about holding a critical perspective towards some government policies,
and he even revealed how private firms had been coerced into maintaining good relationships
with some state agencies. He insisted on learning my own views about certain political issues;
I was careful to ensure neutrality as I provided balanced observations. My neutrality reassured
him, although this concern also forced me to be very careful about how I framed my questions

to ensure that they were not leading.

d) Hotel managers and employees
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i. Hotel managers (migrants and Omanis)
In a number of cases, managers of migrant origin tended to be reluctant to discuss issues that
touched on Omanisation policies — or which might reveal their political stances — with openness
or frankness. This disinclination to talk freely to me, a native Omani, was more pronounced
when interviewing managers originating from developing countries than among those from
developed countries. I made every effort to establish a relationship of trust with each manager
of migrant origin. One strategy to reassure these participants was to make compromises about
the depth and scope of the interview by deliberatively avoiding questions on Omanisation and
concerning migrant participants’ experiences with Omani managers. This strategy reduced the
pressure they felt and proved to be helpful in terms of strengthening a trust and protecting
participants from emotional risk. To keep the interviews flowing, I would engage in a
conversational approach and provide repeated guarantees as well as information underlining
the significance of the study. For instance, while interviewing one of the managers of southern
European origin, I allowed him to dwell on his feelings about his home country, family and
educational background and his experiences working in hotels. I noticed that he enjoyed talking
about issues that mattered to him. He became more interested and engaged in the interview and

more willing to offer his time to answer my questions.

While interviewing Omani managers, [ identified with their perspectives and showed
sensitivity to their experiences working with people from diverse cultures. I gave them explicit
guarantees about strict confidentiality, as I observed that some of them were reluctant to reveal
certain information about their hotels. I also interviewed them in their offices to guarantee them
optimal confidentiality and a sense of security. I had to strive to establish a relationship
anchored in the confidence of each participant. I also observed that some managers seemed
displeased when I attempted to describe elements of their cultures, common stereotypes or

shared experiences. In such instances, they tended to lose confidence in the research process.
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For instance, one of the Omani managers I interviewed distanced himself when I touched on
his region’s (wilayat) culture, because each district in Oman has a separate culture and customs.
From then on, I decided to be modest in how I expressed my knowledge of their cultures. I

would listen attentively, without interjecting my own observations.

ii. Hotel employees (migrants and Omanis)
While interviewing employees of migrant origin, I observed that some of them viewed my
research with suspicion. They considered me to be an outsider (Omani researcher) with respect
to their social circles and experiences or backgrounds, so that I had to take extra measures to
gain their trust (Ryan, 2015; Berger, 2015; Amelina, 2010). Rather than use the concept of
insiders or outsiders, Ryan (2015) suggested that an interview process should be pursued with
reference to the dynamism of multiple positionalities. I noted that some migrant workers
emphasised a need for confidentiality and avoided any subject that could be perceived to be
controversial. I was an outsider in relation to the cultural, social and lived experiences of
workers of migrant origin who participated in my research. Given this outsider status, I
expected it to be particularly difficult to perceive their world in its entirety, much as I intended
and attempted to do so. Accordingly, I had to undertake reading about the social and cultural
background of the participants of migrant origin prior to meeting them in person. Previous
cross-cultural reading was vital, as it enabled me to appreciate their lived experiences in Oman,
particularly racism, discrimination and social prejudice. These experiences had the clear
potential to affect their meaning-making; by understanding these shared experiences based on

previous research, I was able to see beyond limited ethnic perspectives.

One common tactic that I employed to show that I understood their experiences and shared
comparable values to them was formulating my research questions, and more generally my
language in these interviews, in ways I expected workers of migrant origin to find to be in line

with their own values. In my interviews with workers of migrant origin, I would adopt the
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content of my communication and style of speech to show that I already understood their
background and emotional states and that I respected them at the same time. Whenever I had
to go through employers to speak to their employees, I informed the employers of the
importance of randomly selecting the participants and maintaining their confidentiality. To
avoid exposing participants of migrant origin to the risk of being forced to take part in the
interview, | asked to be introduced to the employees. I also asked for permission to interview
workers of migrant origin away from their workplaces, such as at a Starbucks cafg, to increase
their level of participation and avoid the risks of interviewing them under pressure or
compromising their confidentiality. This was necessary after assuring the participants the data

they provided would be kept private and confidential.

I had to position myself differently in the interview setting based on the interviewees’ ethnicity,
gender and age. Before interviewing workers of migrant origin from different cultures (Au,
2019), including Asian, North African, Northern European, Eastern European and Southern
European cultures, I researched their cultural and ethnic backgrounds to align my perspective
with their social and cultural worlds or ethnolinguistic identities. While I was aware that
background knowledge of each migrant’s beliefs, social-cultural context and social attitudes
would enable me to take on an affect that would be familiar and preferred by the researcher, I
noted some risks. While this tactic facilitated communication, overdoing it could lead to
miscommunication with certain migrant participants. The major problem was that building a
rapport of this kind would not be feasible because of the limited time available for the
interviews, which made it difficult to remove all barriers resulting from age, gender and culture.
For instance, contacting workers of migrant origin who worked at reception desks enabled me
to view the power differentials involved in migration. Some research participants seemed to
perceive such differentials on account of their situation as migrants. In general, they considered

themselves to be outsiders and not in charge or representative of their organisations. This made
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them feel as though they were the wrong candidates for the interviews and that they wanted to
keep the interviews short. Indeed, on top of the time constraints, power differentials were a real
issue that stood in the way of completely building rapport with interview participants

(Gawlewicz, 2016; Ryan, 2015).

Interviewing Omani Muslim women was a challenge, just as I had expected. Some female
Omanis tended to be shy and nervous, as discussed in section 4.3.2. They tended to wear a
black dress locally known as an abaya and a headscarf that drapes over the head called a lahaf.
Some wore a burqa, an outer veil wholly covering the face, or a niqab, a veil covering the face
except for the eyes. Generally, their responses tended to be short. However, these interviewees
agreed to participate in my research for several reasons. First, I informed them from my first
contact that my study would explore perspectives and attitudes concerning Omani men’s and
women’s employment patterns in the T&H sectors, through emails and participant information
sheets (see Appendices 1, 2, 3 and 25). Second, I informed them that I want to listen to their
perspectives about gender roles and other factors that influenced them to work in the T&H
sector. Third, I let them know that I wanted to listen to their concerns and issues as well as their

accomplishments or success stories in the T&H sector.

Once again, the issue of reflexivity manifested in my interviews with female Omani employees
in hotels. They tended to work alongside their male counterparts. For example, the first female
employee I interviewed was generally reticent and nearly uncommunicative. She also seemed
to be very tense in the interview and responded tersely when asked questions that might seem
challenging. By observing her body language, I observed that she was not at ease having an
unsupervised conversation with me — a stranger to her. Other female participants also provided
short answers, in certain cases, and some even refused to answer some questions. In response,
I tried to restructure some of my questions in different formats and to provide a relaxing

atmosphere so they would offer their opinions more unreservedly. I understood their sense of
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detachment and tendency to keep their distance. I also understood these power relationships,
particularly because of the patriarchal Omani cultural values that limit women’s self-
determination to relate freely with males outside their family circle. As I had observed among
female college students, female hotel employees often became freer and more cooperative

when they had a friend at close proximity.

e) Unemployed Omani graduates

Being an Omani and a sociological researcher, I understood the significance of positionality. I
also understood what it implies to be an insider in Oman, and how I should negotiate my status
throughout the research process. As an Omani researcher, I considered myself to be in the same
cultural group as the Omani participants in my study and considered myself as an insider.
However, I also knew that my self-perceptions might be different from interviewees’
perceptions of me because of my privileged position as a researcher studying in the UK (Ryan,
2015; Britton, 2019). Hence I had to wear local dress, to talk in an open, informal tone, and to
demonstrate my knowledge of current national affairs. Participants became relatively
comfortable with the informal tone, and became more trustful and engaging. By taking that
approach, research can easily become reflexive with respect to the unstable nature of empathy,
building a rapport, attaining an understanding and being aware of how much can be negotiated
despite manifest power differentials. Indeed, I could perceive a sense of ‘inferiority’ in some
participants and was aware that this was caused by their status as unemployed. For this reason,
I showed understanding and patience while interviewing them and tended to encourage them
to feel in charge of the interview, by enabling them to talk with very minimal or no interjection.
Conversely, I could perceive a sense of ‘superiority” while undertaking interviews with

research participants with a high level of expertise.

4.5 Ethical considerations
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Throughout the entire research cycle, I followed ethical practices. I paid particular attention to
the latest updates of the General Data Protection Regulation (GDPR), which came to effect on
May 25, 2018; this project also went through a dynamic ethics review process, and informed
consent procedures, at the University of Sheffield. Before interviewing each prospective
participant, I asked for their consent to take part in the study (see Appendix 35; British
Sociological Association, 2017; Block et al., 2012; Cusick, 2018; Fisher, 2012; Stanley and
Wise, 2010; University Research Ethics Committee, 2018). As I collected data within hotels,
government ministries, the public authority of ‘X’ and college ‘A’, I first formally requested
official authorisation from all relevant organisation (see Appendices 1 to 6). Then, I asked
directly for the consent of all research participants in my study, (see Appendix 35). I was
committed to collecting personal data only where it was absolutely necessary and helpful for
my research. No personal data was collected where there was no necessity to do so. I also
ensured that personal data was anonymised immediately after data collection: I used
pseudonyms for all participants, workplaces and so on. I recorded the participants’ responses
in audio format, also with their consent. During one of our meetings, my supervisors advised
me to buy a digital voice recorder. Besides buying a recorder as a backup strategy in case of
any technical problems, I also downloaded an application called Voice Recorder on my Apple
iPad tablet. My supervisors’ advice and instructions were beneficial in developing a backup
strategy for the actual process of data collection. For instance, during an elite interview with a
tourism government expert, I did not notice that one of my recorders stopped recording the
interview because its storage was full. From this incident, I learned that I should always have
a plan A and a plan B, using backup strategies throughout my study (and on into my future life
and career pathways). From then on, I downloaded the interview recording as soon as possible

after the interview into a password-protected hard disk and USB storage device. I followed all
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the latest research and ethical protocols issued by the university; for instance, I carried a code

of ethics booklet with me into fieldwork to avoid making any mistakes.

I transferred data from a hard disk and USB stick and anonymised each file by identifying them
using codes. The hard disk and USB stick I used was password-protected as I mentioned; I also
saved voice recordings of the data in a password-protected file. In the remaining stages of the
project, after consultation with my colleagues and former PhD students in the department, I
employed the aid of transcribers through such trusted academic services as NVivo
Transcription and an academic transcription and translation service called rev. While 1
transcribed 28 transcripts on my own, I solicited the help of transcribers for the remaining 20
transcripts to ensure that I met the deadline outlined in my research timeline. My inability to
access some of the elite participants, especially tourism experts, had caused delays. When the
transcriptions were complete, I had to make sure that all transcripts only identified participants
and their identifying details using codes or altered characteristics instead of specific names or

features.

4.5.1 Informed consent

One basis of the research design for this project was the principle of informed consent for all
participants (British Sociological Association, 2017; Tauri, 2018; Wiles et al., 2007). I had to
expressly ask participants in government ministries for their permission to include them in my
research; I contacted them using covering mails and letters (see Appendices 1 to 6) to explain
the nature and scope of the study, and why I found them to be valuable as potential respondents.
I also contacted managers from the hotels, tourism development firm and the government
officials in public authority ‘X’ using emails and letters (see Appendices 1 to 6). On the other
hand, for migrant and Omani employees in the T&H industry I had to make arrangements to
contact them through their corresponding HR departments. To further ensure that all the

participants understood the content of the information sheet (see Appendices 25, 26, 27, 28,
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29, 30, 31, 32, 33 and 34), I explained the objectives of the study to each participant, as well
as the methods to be used, the expectations the research places on the participants and the risks
that they may face. This ensured that all participants would take part in the study out of their
own free will. It also ensured that the participants fully understood their rights and the
implications of their involvement. Participants were also informed that they could withdraw
from the study at any time and had the right to avoid answering any question at any point during

the interview.

My decision to select migrant workers to participate in the study through their managers or HR
managers could pose challenges to their free and informed consent, for fear the interview data
they provide might become known to their managers. To mitigate this concern, I scheduled all
interviews with workers of migrant origin outside working hours and their workplaces.
Furthermore, I informed them that all data would be hidden under pseudonyms and not revealed
to anyone. In line with this approach, I observed that the migrant workers were comfortable
and happy in the interviews I conducted. The interviews with them were long, lasting for more
than one hour because it was outside their workplaces and into a friendly atmosphere. Migrant
participants agreed to participate in my research for several positive reasons, beyond the
permission they received from their HR managers or employers. First, | informed them from
first contact that my study would explore perspectives and attitudes concerning the
employment patterns of male and female migrant workers in the T&H sector, through emails
and participant information sheets (see Appendices 2, 27 and 30). Second, I informed them
that I wanted to listen to their insights about other factors that had influenced them to work in
the T&H sector. Third, I informed them that I wanted to hear their concerns and issues and also
about their accomplishments or success stories in the T&H sector. Fourth, I convinced them
that my thesis would reflect on their positive contribution to the Omani economy and filling its

skills deficits. Some of these participants said that they were pleased to participate, and that it
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was their first encounter with an Omani researcher interested in migrants working in the T&H
sector. They were very motivated to talk, and I decided to listen to them instead of talking. For
that reason, my data chapters have tended to be unusually long because: I obtained extensive

transcripts from so many participants.

4.5.2 The Promise of anonymity

In social research, participants’ anonymity and confidentiality are at the core of ethical research
practice. The researcher has to guarantee participants that the data collected from them cannot
be traced back to them in research reports. The basic method I employed to protect participants’
anonymity was by assigning them pseudonyms and changing the names of locations (Crow and
Wiles 2008; Saunders et al., 2015; Wiles et al., 2008; Grinyer, 2002). In compliance with the
GDPR, which requires that all participants be anonymised, I ensured that participants’ identity
remained anonymous by making sure that personal names, workplaces names, nationalities
names and other personal information are not included in the research results — my three data
chapters (Cusick, 2018; Shaw et al., 2020; see Appendix 47). I also made sure that all other
identifying information is neither disclosed nor shared with other parties. These included

names, addresses and workplaces of the participants.

4.5.3 Confidentiality

To respect ethical requirements, especially with vulnerable participants like migrant graduates
and women, the data collection process maintained the privacy of all participants and
guaranteed participants their confidentiality (as discussed in previous section 4.5.1; see also
Baez, 2002; Surmiak, 2018; Lancaster, 2017; Corti et al., 2000; Tolich, 2004). In the process
data collection, there were also instances where migrants appeared concerned about the
likelihood of their employers accessing the research data, despite assurances that there would
be absolute confidentiality and anonymity. This complicated the process of recruiting some

workers of migrant origin, who wished to keep a low profile owing to perceptions of possible
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racial discrimination and victimisation by the authorities. One potential interview subject had

to decline to participate on these grounds.

By prioritising the protection of participants from any forms of harm, I expected that my
research would be consistent with the ethical theory of ‘beneficence’, according to which
researchers must ensure the maximal protection of research participants from harm (Zapata-
Barrero and Yalaz, 2020; Roth and von Unger, 2018; Oltmann, 2016; Slavnic, 2013). I also
depended on the convention of confidentiality to assist in protecting the privacy of all
participants, to build rapport and trust and to uphold high standards of integrity. During the
research process, issues of confidentiality were addressed by offering assurances of
confidentiality through consent form statements that all identifying features such as the name,
place of work, addresses and ethnic background of each participant would be altered in the
transcription and coding process, both manually and via NVivo software, as described in the

previous section.

The next subsection offers a discussion of how I negotiated through some of the ethical

challenges while collecting data from participants in this study.

4.5.4 Ethical challenges and self-reflection

Decisions regarding how to collect data, and related ethical choices throughout the research
process, have the potential to affect the willingness of participants to take part in a study
(Castillo Goncalves, 2020; McCarthy et al., 2020; Summers, 2020; Elliott and Roberts, 2020;
Crow and Wiles, 2008). In my data collection process, I became concerned when some
potential participants declined to give their consent to take part in the study. Two workers of
migrant origin were worried that their employers might be involved in the research project or

could gain access to their data. This concern made it challenging for me to gain access to
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migrant workers through their employers. Consequently, I preferred to contact potential

participants directly through referrals from their friends.

Some female Omani students had had reservations about revealing why they were not joining
the T&H sector. I had to exercise reflexivity to prevent gender and power relations from
negatively affecting the interviews. I aligned myself with feminist positions by showing an
understanding of the struggles women face. Being an Omani, I would position myself as an
insider, for example, by identifying myself using my surname and showing humility so the
participants would become more positively inclined to participate (Ganga and Scott, 2006;

Britton, 2019).

The next section discusses the process of data analysis; I reflect on how thematic analysis
proved to be vital for this research project and offer the rationale for using NVivo software,

describing how it facilitated consistency and credibility for my research.

4.6 Data Analysis

I used thematic techniques to analyse the qualitative data from the interviews I had conducted.
The approach I selected extracts meanings from qualitative data in four phases: data reduction,
data display, drawing a conclusion and verification of findings (Braun and Clarke, 2006;
Boyatzis, 1998; Creswell, 2014). Essentially, the first phase involves the identification of key
categories that address the research aim and objectives and discarding redundant data (Flick,
2013; Guest et al., 2011). In the second phase, data display, I organised and assembled the data
to make it more compact and straightforward. The third phase derives conclusions; I used an
inductive (bottom-up) approach to identify data patterns or themes that would respond to the
study’s research questions (Braun and Clarke, 2006; Flick, 2014; Mason, 2002). The last phase
consists of verification of the data and research findings (Nowell et al., 2017; Guest et al., 2011,

Attride-Stirling, 2001).
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Printouts of the transcripts were the starting point of my first phase of data analysis, using
stickers, highlighters and pens. I read and re-read the transcripts to become completely familiar
with the body of primary data I had collected; I wrote some early impressions on sticky notes.
In the next phase, I coded each segment of data that I considered to be relevant to my research
questions. I used open coding*, meaning that I had to come up with initial codes as well as
developing and modifying them based on additional work with the data. I often generated codes
or modified existing ones as I went through each transcript as a Word file. During the third
phase of analysis, I searched for themes, organising the codes into broader themes related to
my research questions. In the fourth phase, I reviewed these themes, gathering the relevant data
for each using the ‘copy-paste’ function in Microsoft Word. A clear challenge in managing the
large data set was the significant inconsistency of coding and repetition of identical codes used
for distinct themes. My supervisors therefore advised that I should consider using NVivo

software.

Therefore, I spent considerable time and effort training to use NVivo 12 Pro software to manage
the large volume of qualitative data I had collected. My selection of this software was based
on practical considerations: it was generally user-friendly, and training enabled me to maximise
my use of its functionality, including the capacity to identify inconsistencies in my coding.
Using the software to code data involved creating nodes, which are essentially a set of
references to certain identifiable themes of interest (Bazeley and Jackson, 2013; Wiltshier,

2011; Blair, 2015; Welsh, 2002).

Compared to manual coding, where I had to print and keep track of many transcripts and use

different-coloured pens and stickers to discover emerging themes, my experience with NVivo

44 Coding in qualitative research is the method of labelling and organising the qualitative data to identify and
classify various themes and the relationships between them. | used inductive coding, or open coding begins from
scratch and create codes based on the qualitative interview data (coding for patterns). All codes start directly
from the transcripts. | decided to adopt a method of “structural coding,” whereby, | labelled passages with terms
that were linked to the research questions (Belotto, 2018, p. 2624).
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Pro 12 was quite different (Saldana, 2015; 2016). After importing interview transcripts into the
software, I created child nodes corresponding to the original coding done manually (The
University of Sheffield - IT Services, 2020c; The University of Queensland Library, 2020;
Woolf and Silver 2017; see Appendices 38 and 42). Reviewing whole manuscripts, I coded
references to relatively broad themes, called parent nodes. I further analysed overlapping or
repetitive themes, deriving a hierarchical structure made up of migration, Omanisation and
gender as parent nodes, along with 20 child nodes (see Appendices 37, 38, 39, 40, 41, 42, 43,
44, 45 and 46). Eventually, I found that to understand how diverse themes should join together
to create a whole, I needed to analyse each theme. However, I found it difficult to associate
emerging themes with other developing ideas, and I had to write memos or reminders in this
phase of analysis. In fact, I wrote up my analysis using the memo feature of NVivo, linking
and unlinking them to nodes in my project as I worked. While the relationships among themes
made up diagrams that were too large for my screen, I found it easy to map them visually using
large printouts. In this way, I was able to grasp the whole picture and observe the inter-
relationships of the various codes. NVivo also allows for the exchange of data using reference
management tools like EndNote and Mendeley. For instance, if a researcher conducts a review
of the literature using Mendeley and EndNote, they can easily import their references into
NVivo. I found these features useful for organising my references and citations and finding the
latest journals, articles, papers and textbooks related to migration and social studies (see

Appendix 47).

In fact, NVivo encouraged me to extend the coding process, as this was comparatively easy to
do compared to working towards a deeper understanding of the data. When my data was
collated under descriptive codes, and thematic ideas emerged, I often found it easier to restart
the coding process using the new, thematic codes. This process did helped me to assess the

strength of my results and to facilitate my evaluation of the relevance of the data I had coded.
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The final section of this chapter evaluates the rigour and validity of my qualitative research by
assessing how well I attained the four key criteria for research validity, reliability and

objectivity: ‘transferability’, ‘credibility’, ‘confirmability’ and ‘dependability’.

4.7 Rigour and validity in qualitative research

This research design demanded that I apply qualitative methods and go beyond reporting the
typical attitudes of Omani and migrant graduates within the T&H sector, to study the
underlying factors affecting their employment and employability in the sector. As a
sociological researcher, it was my responsibility to use qualitative methods to generate valid
research findings; the relevant criteria for demonstrating rigour and validity in qualitative
research include ‘transferability’, ‘credibility’, ‘confirmability’ and ‘dependability’ (Le Roux,

2017; Morse et al., 2002; Seale, 2002; Sin, 2010; Juros, 2011).

Credibility involves the reasons given for confidence in the ‘truth’ value of research findings;
strategies to strengthen credibility include prolonged engagement with informants, member-
checking, familiarisation with participant cultures and values, peer briefing and triangulation
(Golafshani, 2003; Franklin and Ballan, 2001; Madill et al., 2000). Familiarisation enabled me
to identify and contextualise my personal biases; before interviewing each category of
participants, I familiarised myself with the cultures of each organisation. For instance, prior to
visiting government ministries, I read annual reports published by the ministries and captured
information from their websites; I also made preliminary visits to each ministry. In addition, I
relied on peer debriefing to evaluate emerging insights by seeking the assistance, guidance or
insights from peers or people not directly participating in the research (Le Roux, 2017; Morse
et al., 2002; Seale, 2002; Sin, 2010). I found my supervisors and other members of academic
staff, as well as my colleagues or former PhD students in the department, to be particularly

helpful in this regard. At each successive step throughout the research cycle, I presented
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portions of my research projects and plans to my supervisors to obtain their feedback, only

proceeding to the next stage once I had received their input.

The method of ‘thick description’*® was the main technique I use to reinforce the
generalisability of my qualitative research process (Silva, 2008; Miller, 2006; Malterud, 2001;
Salmona and Kaczynski, 2016). To empower readers to evaluate for themselves the relevance
of my work to different research contexts, countries, individuals and times, I described each
step of my research process in detail. For instance, I used thick description to elaborate on
aspects that are specific to the case under study, by exploring the subjective explanations and
meanings of my participant's qualitative contributions. For example, when discussing the
patterns of entry of Omani and migrant graduates into the T&H labour market, I connected
participants’ concerns about possible social tension to related phenomena in other national and
international contexts (Rzepnikowska, 2019; Das and Gokhale, 2010; Winckler, 2000). This
strategy has offered the potential to make my findings on Omanisation policies relevant in other

settings.

Dependability refers to the degree to which a research project is found to be consistent and that
its methods can be audited, critiqued and pursued to come up with comparable findings (Maher
et al,, 2018; Hamberg et al., 1994). This criterion requires an evaluation of the data
interpretation, findings and recommendations of a study to ensure that they are adequately
supported by the underlying qualitative data (O’Connor and Joffe, 2020; Payne and Williams,
2005; Rose and Johnson, 2020). To ensure dependability, I had to establish an audit trail,
documenting all steps of the research process from start to finish. The audit trail included a

detailed account of how I collected the data, how I arrived at the themes or codes during data

45 A body of social science literature has explained ‘thick description’ as a practice of paying attention, which
provides the reader (an outsider) with full contextual details, descriptions and interpretations of social meaning
developed when conducting qualitative research (Ponterotto, 2006; Denham and Onwuegbuzie, 2013; Korstjens
and Moser, 2018; Freeman, 2014).
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analysis and other key decisions (see Appendix 37; Armstrong et al., 1997; Campbell et al.,
2013). I found the audit trail to be particularly useful in accounting for the processes I applied
while analysing the data to extract meanings, such as data reduction, data display, drawing
conclusions and verification of findings (Nowell et al., 2017 ; Vaismoradi and Snelgrove, 2019;

Welsh, 2002; Kurasaki, 2000).

Confirmability describes the extent to which the findings of a research inquiry could be upheld
or substantiated by other researchers (Lietz and Zayas, 2010; Le Roux, 2017; Mackieson et al.,
2019). The relationship between the data and the ensuing findings and analyses must be
transparent to the reader and amenable to subsequent interrogation by other researchers.*®
Noting that I encountered different perspectives from the study’s participants, I used reflexivity
and positionality as techniques to attain confirmability. I kept a small journal that I used to
reflect on my experiences with participants in relation to my interests and values and those of
the participants themselves. I also came to understand the dynamics of gender power relations,
particularly because of patriarchal Omani cultural values that limit women’s self-determination
to interact freely with men outside their family circle. To further ensure confirmability, I made
an effort to control bias by constantly comparing my data with findings from related research,
as well as acquiring multiple points of view from 48 participants in five different participant
categories. Paying attention to four critical criteria for research validity — reliability and
objectivity: ‘transferability’, ‘credibility’, ‘confirmability’ and ‘dependability’ — will make my

research design more robust and empower me to achieve my research aim and objectives.

4.8 Conclusion

46 |n quantitative research, the findings of statistical analysis are often presented in one section with a
‘discussion’ section following it. However, in qualitative research, analysis and discussion can be combined
together; | have selected the latter structure for my three data chapters (Chapters Five, Six and Seven). See also
the following sources: James and Slater, 2014; Lynch, 2014; The University of Sheffield Library, 2020b.
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In conclusion, I observe that the data collection method used in this research project was
generally a success. In this chapter, I have explained the basis for the five research questions
that guided my research to help explore evidence about Omani and migrant graduates’
employment and employability in the T&H sector. The chapter also offered an account of how
and why the research design was chosen. In particular, the study is based on a qualitative
research strategy to help describe the fundamental nature of the selected phenomenon from the
perspectives of the participants. I have explained how this approach made it possible to take
the subjectively and inter-subjectively constructed meanings and insights concerning Omani
and migrant graduates’ employment and employability in the T&H sector into consideration. I
have also explained the underlying basis for selecting an interpretive paradigm to answer these
research questions. The qualitative research strategy and research design that I selected proved
relevant to the research project’s objectives, facilitating the description of the fundamental
nature of the phenomena under examination and to understand the meanings they attributed
to that phenomenon addressing why so few Omani graduates are employed in the T&H sector
compared to migrant graduates, and what modifications to Omanisation policy might increase
the participation of male and female Omani graduates in the T&H sector, must begin by
understanding the perspectives of participants in the supply- and demand-sides of this labour
market. Having selected an interpretivist paradigm as the methodological approach for this
research project, I managed to obtain an understanding of social processes, investigate
contextual factors and analyse social phenomena based on the interpretations of policy and
labour market actors — 48 interviewees. This chapter has also detailed how I carried out a pilot
study from March to late April 2018 to pre-test my collection materials and techniques
(including demographic questionnaires, the interview topic guide, consent forms, participant
information sheets, research protocols and recruitment strategies). The actual process of data

collection has also been explained in detail, including how I collected primary data from
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college ‘A’, government ministries, tourism firms, the public authority ‘X’ and hotels in
Muscat, and my experiences with each category of participants during the 32 semi-structured
interviews and 16 elite interviews. This account has been combined with my personal
reflections on data collection with reference to reflexivity and researcher positionality.
Adhering to ethical considerations like reflexivity and positionality has played a key role in my
research process, along with the ability to develop backup plans for occasions where targeted
participants were inaccessible. Additional discussion has shown how I sought to comply with
latest updates of ethical codes and regulations, such as the GDPR, as well as respecting other
significant ethical issues including informed consent, the promise of anonymity and
confidentiality. Details of how I carried out thematic analysis, using both traditional methods
and NVivo software, have also been provided. Finally, the chapter has discussed rigour and

validity in the context of qualitative research, to evaluate how my research project has met the

criteria for ‘transferability’, ‘credibility’, ‘confirmability’ and ‘dependability’.

In the next chapters, I will present and discuss the data and my findings; — these three thematic
chapters (Chapters Five, Six and Seven) address themes that emerged through the data analysis.
The first of these data chapters presents and discusses factors shaping Omani attitudes towards

working in the Omani T&H sector.
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CHAPTER 5: FACTORS SHAPING ATTITUDES OF OMANIS TOWARD
WORKING IN THE OMANI T&H SECTOR

5.1 Introduction

In this chapter, I present data that sheds light on the factors shaping Omani attitudes towards
work in the T&H sector, the ways their patterns of employment in the sector reflect their human
capital (HC) investments and the factors that influence employers’ attitudes towards hiring
from the domestic labour force. I discuss and interpret my interviews with employees,
managers, students and unemployed Omani graduates concerning these themes. The first
section of the chapter deals with the importance of diversity of work opportunities for Omani
attitudes towards working in the T&H sector as well as the attitudinal factors influencing
employers to hire Omani graduates. I then shift my focus to the effects of gender roles and
dynamics on attitudes towards the T&H sector, including gendered perspectives on the role of
income on attitudes towards the sector, before considering the role of HC investment in relation
to Omanis’ employment patterns and job expectations. I finish the first, long section with a
discussion about job security as a factor affecting the T&H sector. The second section of the
chapter deals with the effects of social, cultural and religious norms. Here, I discuss my
observations about the influence of the Islamic religion and Omani culture and how they shape

current attitudes towards the T&H sector.

5.2 The influences of individual and social expectations on attitudes towards working in
the sector

5.2.1 Perspectives on the role of diverse work opportunities in shaping Omani attitudes
towards working in the Omani T&H sector

In this subsection, I present and analyse data on how Omanis’ perspectives on the diversity of

work opportunities in the T&H sector influence their attitudes towards working in the sector.
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Across the categories of participants, some Omanis communicated their willingness to work in
the sector because of the diverse work opportunities they perceived to be accessible within it.
I asked Ali, a male Omani employee working at a city hotel, what factors besides salary and
pay he felt might shape attitudes towards the sector. He suggested that the varied work available

in the sector implied less repetitive tasks for employees:

What I love about the sector is its diversity, whether cultural, food, business, security
issues or people. This diversity of issues brings great hopes for job security and takes
away the boredom associated with the familiarity of working on the same tasks
repeatedly every day. (Ali)
Ali’s statement communicated an optimistic and positive attitude; he felt that the T&H sector
features a range of varied and stimulating activities and events. This image could help attract
many Omani graduates to work in the sector, as this diversity could help counter the routine
and boring work associated with other economic sectors. Thus, the diversity of work might be
one of the main reasons for Omani employees to remain in the sector, reducing the rate of

attrition significantly.

On the same issue Salma, a female Omani employee at a city hotel, offered the following:
What is so inspiring is the opportunity to meet new faces every day, people who are
always nice and look to you for help. I think that is one of the most interesting things
about working in the sector. You meet a new face with a unique story every day. It is a
relief from the routine of just handling phone calls or going back home to stay cooped
up indoors or stuck working in an office. (Salma)

Salma’s comment suggests that some participants have a positive attitude towards the sector

because they feel it provides them with opportunities to get away from routine tasks. Salma

reveals that the sector provides her with a variety of work engagements that enable her to

interact with people from different cultures. Ali’s and Salma’s remarks suggest related attitudes
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that could attract Omani workers to the sector: those with a greater risk tolerance and desiring
more stimulation in their everyday work might prefer the variety of work the T&H sector offers.
Such participants do not seem to be strongly concerned about job security. Instead, they hope
that the diverse job opportunities in this sector could contribute to better job prospects in the
future. Previous research internationally has determined that the inclusion of workers in varied
activities helps organisations reduce the rate of turnover and thus will help institutions retain
employees, increase job satisfaction and empower workers with valuable experience instead of
losing them due to routine work (Vidal, 2007; Pichler and Wallace, 2009; Chang et al., 2013;
Holston-Okae, 2018). Indeed, studies conducted internationally, across various sectors, have
underlined the imperative for policymakers to develop strategies to promote worker retention
by providing a variety of work and challenging work opportunities (Phillipson et al., 2016;

Vidal, 2007; Holston-Okae, 2018).

Ali offered further clarification on this issue, mentioning that:
One of the interesting things about the sector is the everyday challenges that are related
to diversity [variety of work], which are inspiring [...]. I wouldn’t leave T&H because
there are so many things in the sector that I like. For example, great job opportunities
for security officers, autonomy in decision-making and greater pay, which is much
higher than what they pay a police officer in Muscat or Salalah city. (Ali)
Therefore, not all Omani employees have negative attitudes towards working in the T&H
sector. Some find a sense of purpose working in a challenging setting that exposes them to
varied job opportunities. Ali also hinted that both the pay and inherent interest in the work are
higher in his field (the T&H sector), at least from his point of view. However, Ali was working
in hotel X, one of the luxury five-star international hotels in Muscat, at the time of the interview.

Therefore his perspectives might differ from those of other employees.
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While interviewing students at college ‘A’, I also observed that some of the participants, both
male and female, took the issue of diverse job opportunities in the sector very seriously. For
instance, Laila, a female Omani student, acknowledged that she has a positive attitude towards
the sector because of its diversity:
As a sector, it is good because there are great opportunities for work everywhere. Of
course, it is an up-and-coming sector, and it will be one of the best sectors because it
is very diverse [in terms of providing a variety of jobs]. The good thing is that the sector
is very promising, particularly because of the many tourists who come to Oman. (Laila)
By referring to the unique variety of job opportunities offered by the T&H sector, Laila seemed
to integrate the same view Ali and Salma had expressed. From these descriptions, I could see
how perceptions of the diversity of the sector shaped the attitudes of both male and female

Omanis.

I probed further for any difference between male and female participants in this respect. An
insight into one likely difference emerged in my analysis of an observation by Jassem, a male
Omani student:
The sector provides diversity for both men and women. Obviously, women are more
interested in the sector because it has a variety of jobs to offer them. (Jassem)
Jassem felt confident that the sector would present him with diverse job opportunities and

acknowledged that he has a positive attitude towards it.

Meanwhile, Jassem’s remarks that the diversity of the sector is more attractive and supportive
to women were supported by Sarah, a female Omani student:
I have a positive attitude towards the sector, there is no question about that. This is the
only sector that we women can enter without restriction and be exposed to diverse types
of jobs. It is a lot of fun working in an industry where you can meet visitors from

different walks of life. You have to wear neat clothes and a smile and serve the customer,
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that’s all. I love the fact that there is no pressure or even work stress unless perhaps

you meet a very rude customer. (Sarah)
Like Jassem, Sarah suggested that her perceptions had to do with both the nature of the sector
itself and how it is generally perceived. Both being students at the time of the interviews, their
perceptions of the T&H sector might be expected to be overly optimistic, as they had no
practical experience of working in the sector. While interviewing students and unemployed
graduates, I observed that a good number of them held expectations about the sector that
appeared to have been shaped by the media and by college ‘A’, about the array of jobs offered

in the sector.

On the face of it, the observations made by Jassem, Laila and Sarah (Omani students) on the
one hand, and Ali and Salma (Omani hotel employees) on the other, led me to the crucial
observation that some participants from both groups shared a positive attitude towards working
in the T&H sector, demonstrating an interest in a work environment that could provide them

with a variety of job opportunities and the prospect of working in multicultural settings.

In a subsequent analysis of the comments made by participants representing the demand for
labour, employers and managers, I noticed that some hotel managers were also convinced that
the diversity of the sector (in terms of cultural interaction and job opportunities) appealed to a
substantial number of their employees, as well as to themselves as managers. For instance
Hamdan, a male Omani manager at a city hotel, acknowledged that before deciding to work in
the T&H sector he had wanted to enter a sector that would expose him to diverse opportunities
for personal interaction with others:

Omani employees generally want to work in this sector to attain their personal goals.

Personally, I wanted to work in the sector. Actually, I come from a family of bankers.

Then, one of my cousins branched out to the hotel industry, I realised how I also really

wanted to do something different. Many members of my family are concentrated in the
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banking sector. I have seen them during the month-end, busy with all these financial
issues. I didn’t want to stick with that. Another aspect is that I wanted to do something
like hospitality, where we serve people. It’s not like paperwork, where you mostly
interact with paper. I wanted to interact with people, to help people, to understand
people. That’s what motivated me to come to this industry. (Hamdan)
Although his family worked in the banking and financial sector, Hamdan reported that he
departed from his parents’ example and their priorities. This suggests that some Omani
graduates actively prefer to work in new sectors and to discover and experiment with new and
diverse work opportunities. The potential to meet and interact with new people and to learn
new things shapes attitudes towards work in the T&H sector in a positive direction, for those

with this inclination.

Pavlo, a male manager from Eastern Europe working at another city hotel strongly agreed that
the prospect of working in a sector that provides a variety of jobs was attractive to employees.
He said:
They [the Omanis] have tended to demonstrate a very good work ethic*’ and
enthusiasm to work in the sector. Some of them are clearly interested in working in the
sector as they feel it offers more room for career progress because of the diverse types
of work, which provides them with great flexibility. (Pavlo)
Besides suggesting that Omani employees generally demonstrate an interest in working in the
T&H sector because of their personal career ambitions and goals, Hamdan and Pavlo also seem
convinced that employee attitudes are influenced by the shared understanding that the sector
provides them with diverse opportunities. Across the hospitality and tourism literature, the

T&H industry is depicted as both capital- and labour-intensive, which makes it particularly

47 Work ethic: the set of employee values characterised by hard work, discipline and positive work attitudes.
However, in relation to employment practices, the desired work ethic has a substantial impact on the wellbeing
of the individuals, as highlighted in international studies on the sociology of work (Sage, 2019; Gerrard, 2014).
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attractive to students and graduates (Gong, 2008; Manoharan and Singal, 2017; Schoffstall,
2013). By its very nature, the industry incorporates a variety of subsectors, including
restaurants, hotels, events and leisure management, tour guide work, tourism and airlines.
Hence, the sector offers a variety of work opportunities, which also means that it recruits talent

from a wide spectrum of people (Gong, 2008; Manoharan and Singal, 2017; Schoffstall, 2013).

In the next sub-section, I discuss the factors influencing employers’ attitudes towards hiring

Omani graduates.

5.2.2 Factors influencing employers’ attitudes towards hiring Omani graduates

Having established why Omani graduates generally demonstrate an interest in working in the
T&H sector, I wished to understand from the perspectives of Omani employers, and those of
migrant origin, why they hired local graduates, and whether their reasons were based on social
stereotypes regarding local or migrant workers. For this reason, I asked some of the managers
that I interviewed to explain the factors that affected their attitudes towards hiring Omani and
migrant graduates. For instance, Anna, a female hotel manager of migrant origin from Asia,
disclosed that managers mostly focused on filling skills gaps, more than other factors:

I hire migrants based on their work experience. I also look at the attitudes or work

ethic. I believe that many other managers also based their decisions on what would be

good for the company rather than what could be based on our personal biases. (Anna)
From Anna’s account, it appears that employers tend to explain their decisions to hire Omani
graduates as depending on prospective employees’ skills and level of competence rather than
on personal attitudes they may have towards Omanis. Hence, employer perceptions of the
strength of Omani graduates’ skill levels are presented by those interviewed to be a stronger
influence on hiring decisions than the managers’ personal attitudes. However, employers may

nevertheless be affected by their unacknowledged biases towards certain applicants for such
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reasons as gender, race and attractiveness, aside from the acknowledged criteria of HC, work
ethics and qualifications. At the same time, successful candidates themselves may not know
precisely why employers have actually selected them, as highlighted in a body of research in

an international context (Nadler and Kufahl, 2014; Harvie et al., 1998).

Discussions related to bias and unethical hiring practices for different groups are a sensitive
topic for employers. Migrant employers may not be open to discussing hiring bias in front of
Omani researchers like me. Issues of reflexivity and positionality, concerning the power
dynamics of the relationship between interviewer and interviewee, always arise in qualitative
social interviews and especially in immigration studies. Consequently, some managers and
employers tried to communicate the positive aspects of recruitment processes to me, while
avoiding the issues of nepotism and racism, avoiding potential legal accountability and the
possibility for information to leak to the regulatory authorities of the Sultanate, such as the
Ministry of Labour, and thereby expose employers to accountability. Consequently, the
interviewer was unable to access this information about potentially illegal practices. Therefore,
the principle of truthfulness plays a vital role in my study by ensuring that data is rich and
reflects the knowledge shared by participants in qualitative interviews. I have attempted to
ensure the reliability or rigour of this study by providing sophisticated analyses and
interpretations of the data revealed by research participants to ensure quality in a study without
bias or subjective interpretations. In Chapter Eight, Section 8.5, I discuss how positionality and

reflexivity might affect the findings of my study as one of the limitations of my research.

Anna’s response to this question prompted me to inquire from other managers whether such
patterns of hiring Omanis based on their qualifications were typical, and were more important
than employers’ attitudes towards migration status or other factors. I specifically wanted to
confirm whether Anna’s response represented a pattern among other employers in the Omani
T&H sector. Correspondingly, in an interview with Seerjith, a male manager of migrant origin
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from Asia working at a city hotel, I observed that he shared the same perspective as that of

Anna. Seerjith said:
[ think employers are more interested in hiring a person who can do a majority of the
work they can assign to them. Sometimes [ tend to think that academic qualifications
do not matter as much as work experience or the right skill sets. So, if you are asking
whether my attitudes or other manager’s attitudes towards Omani or migrant workers
play a role affecting the decision to take a worker on board, my answer would be
straight no. I wouldn’t expect our attitudes to affect recruitment decisions because all
managers want to attain greater productivity and efficiency, and whoever can provide

it is put in the priority list of our hiring. (Seerjith)

Seerjith seems confident that employer prejudices are of little significance when it comes to
choosing whether to hire an Omani or a migrant worker. In any case, he provides some
interesting insights into how some employers approach the question of hiring Omani graduates.
For instance, it emerges from his response that employers or managers are driven by the priority
of attaining greater productivity and that, for this reason, an objective analysis of an Omani
graduate’s competence would be more relevant than personal attitudes. In addition, it also
appears from Seerjith’s response that Omani graduates’ investment in HC through education,
could have less impact on hiring decisions than other HC investment, for example in skills and

work experience.

Clearly, Seerjith and Anna show that Omani employers may focus more on factors they expect
to contribute to filling skills gaps in the sector than those that might satisfy socially constructed
perceptions of Omani or migrant workers. With this realisation, I assumed that Karla, a female
manager of migrant origin, could provide a well-informed explanation for the pattern because
she specialises in the hiring and recruitment of Omani and migrant workers. When I asked her

what she thinks her company looks at when hiring immigrant or Omani graduates, she said:
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We always go for strong candidates and pay little attention to their citizenship status
provided that all employment regulations are complied with. I think they [other hotels]
also want someone who can bring value to them. If you are good at communication, we
know you will communicate effectively with guests, if you are an excellent cook, we
know where to place you. We look at one’s qualities to determine if they can fit into a
job. If you are qualified or have new capabilities, you get hired [...]. The issue of
attitudes may exist, but I don’t think it is very prominent. There have been cases of
nepotism or lobbying for jobs through friends and relatives but I wouldn’t say that such
practices are very common. (Karla)
Clearly, Karla has offered a confirmation of Seerjith and Anna’s logic, that employers typically
focus on what could value to their organisation while hiring. In Karla’s view, employers would
have no reason to hire either an Omani or migrant graduate preferentially, provided that he or
she has the requisite skills needed to improve their productivity. The only exceptions, in her

view, are cases of nepotism or cronyism.

I followed up on this issue with some Omani employees to determine whether they could
corroborate employer explanations of existing patterns of recruitment for Omani graduates.
While interviewing Kuthar, a female Omani employee at a city hotel, I observed that her
perspectives reflected those of such managers as Seerjith, Anna and Karla. When I asked
Kuthar what she thought had influenced her employer to hire her, she said:

Good experience in my area of expertise and a high skills level helped me get the job.

1 applied for the job like everyone else, was interviewed and got the job. (Kuthar)
Kuthar’s statement shows that the role of employer attitudes on recruitment of Omani graduates

is seen by employees to be modest, or even non-existent.

Salma, another female Omani employee, also underscored the significance of job qualifications

in shaping employers’ attitudes. She said:
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Maybe they [the employers] saw I'm young, beautiful and qualified for the position.

But, most importantly, qualification played a more vital role without which I wouldn’t

have been offered this job. (Salma)
While Salma agreed with Kuthar that employers in the T&H sector were less influenced by
preconceptions than by job qualifications, she provided insights that were distinct from those
of the employers. She revealed her perception that employers might also be influenced by
beauty and age as factors, so that Omani graduates who are fairly young and considered
attractive could benefit from greater prospects of employment. These comments contrasted
with Seerjith’s observations — noted earlier — that work experience was the major factor in
hiring. Related to this point, in Chapter Three (specifically in section 3.6, on assessing the
strengths and limitations of HC theory), a body of international sociological research has
indicated that employers tend to prefer to hire young white women rather than African
Americans in the US labour market (Reid, 2002; Christopher, 1996; Browne, 1997; Zwerling
and Silver, 1992; Wingfield and Chavez, 2020). However, my current study supports the
findings of other international studies that other factors, such as perceptions of the beauty and

age of applicants alongside their qualifications, might influence some prospective employers.

Looking for other evidence supporting Salma’s argument, I found similar ideas reported in my

interview with Suliman, a male Omani hotel employee. He said.
Apart from physical factors like attractiveness, they [the employers] look for excellent
communication skills. Beauty is understandable, as it is sometimes necessary for our
hotel to hire people who can align with the brand image. Right now, I have to improve
my communication skills. I hope to learn more foreign languages. Regarding myself, [
plan to develop myself through training. (Suliman)

Of the employees that I interviewed, only Suliman really stressed the possibility that employers

might be less influenced as much by physical attractiveness as by job qualifications. While he
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recognised that employers might be motivated more by workplace requirements than by
personal attitudes, he also made it clear that other factors, such as physical attractiveness, could
affect employers’ perceptions of candidates. However, several of the managers that I
interviewed emphasised the importance of filling skills gaps rather than basing their decisions
on personal attitudes, attitudes which have been identified by researchers internationally as
contributing to discrimination on the basis of immigration status or gender (Shih, 2002;
Zamudio and Lichter, 2008; Birkelund et al., 2020; Purcell, 1997). This suggests that, in
general, immigration status discrimination may not be an important aspect of the hiring

processes of managers in the T&H sector in Oman.

In the subsection that follows, I present analyses of my participants’ perceptions on the effect

of gender roles and dynamics on attitudes towards the T&H sector.

5.2.3 The effect of gender roles and dynamics on attitudes towards the T&H sector

The influence of the concepts of masculinity and femininity on the career orientations of men
and women became apparent in my interviews with three categories of participants:
unemployed Omani graduates, Omani employees and Omani students. The perception that men
should not undertake jobs associated with roles gendered as feminine, such as caring for others,
may explain why some unemployed male Omanis that I interviewed admitted to negative
attitudes towards work in the T&H sector, with the notable exception of management positions.
Interestingly, some unemployed female Omanis shared the same perceptions. For instance,
Huda, an unemployed female Omani graduate, agreed with the idea that male Omanis were
reluctant to work in the T&H sector because of their belief that many of the jobs the sector
offers, such as housekeeping, were associated with women. Huda graduated from college ‘A’
with a bachelor’s degree in tourism and hospitality management. She said:

I have never met an Omani man who was comfortable saying he worked in a hotel

unless he was a manager. Some would even lie, claiming to be managers when they
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were cleaners. On the other hand, women tend to tell everyone that they are working at
such and such a hotel. I think this is because the sector is usually considered as intended
for women. I think that is why women are comfortable looking for work there, unlike
men. (Huda)
In this comment, Huda has explicitly pointed out that some Omani men do not want to work in
jobs considered ‘feminine’, because of their fear of embarrassment based on social norms*,
which could even lead to shame or disgrace. In this context, Omani men look for higher
management positions that would enhance their position and social status. Meanwhile, some
Omani women in my study are inclined to accept any job offer, regardless of status
consideration. Huda’s statement confirms Salma’s perception, discussed in the previous
section, that women are more enthusiastic to work in the T&H sector, given their feminine*®
attitudes, and that their formal qualifications were the most important factors in T&H sector
hiring. Some men would rather avoid ‘feminine’ work and may lack some of the same resources

in seeking work, as noted by Suliman and discussed previously.

In this context, a body of studies carried out in various national contexts have explored the
relationship between the role of gender® in relation to specific occupations, as well as
masculine®! versus feminine perceptions of certain careers (Huppatz and Goodwin, 2013; Cross
and Bagilhole, 2002; Simpson, 2005). Also, in Chapter Three, particularly section 3.3, I have

presented a review of a body of international sociological studies about the gender and HC

48 Social norms define the practices and rules of behaviour that are considered acceptable within a community
or society. Most traditional social norms in Oman are expressed in relation to the text of the Quran.

49 Feminine is a term used to designate the characteristics, roles and attributes of women in society (Duffy and
Ridinger, 1981; Pleck, 1975; Paechter, 2006).

50 Gender roles — in terms of feminine and masculine characteristics attributed to occupations and industries —
represent an interesting opportunity for future research, especially concerning stigmatisation and dignity in
relation to employment and attitudes (Lorence, 1987; Feldberg and Glenn, 1979; Weisgram et al., 2011).

51 Masculinity is a term used to designate the characteristics, roles and attributes of men in society (Weisgram
et al., 2011; Hardie, 2015; Forsman and Barth, 2017).
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theory, and in Chapter Two, particularly section 2.4 and associated subsections 2.4.1 and 2.4.2,
I have discussed the role of gender in women’s employability and the patterns of women’s
employment in the GCC and the effects of education on these patterns.

Unemployed male graduates like Omar supported Huda’s position. Omar said:

No, we, the men, do not go for the same kinds of jobs as our sisters in the sector. |
believe that females are likely to take up jobs that give them more freedom to leave
work early to take care of their personal and family needs, even when it is a low-level
position. I think that’s why women just like the thought of working in the sector. They
expect tasks that fit their roles as women [...]. I don’t think members of my family or
friends will show me respect anymore when they find out that I'm a housekeeper at a
local hotel. Lastly, personal needs also matter as well. I have high aspirations to find
work as a manager and to earn more reasonable pay. (Omar)
From Omar’s and Huda’s statements, Omani men may be less comfortable with the idea of
working in the hotel industry because they believe that work in the industry is too feminine.
The only exception is for high-status positions, such as management roles. This suggested to
me the way deeply gendered perspectives in Oman shape men’s long-term investment in
dominant roles. This also means that the prevalence of such perspectives could impede the
development of the T&H sector, particularly by constraining the supply of local labour. While
such gendered perspectives might encourage women to seek careers in the T&H sector, they
discourage the participation of men. Some male entrants to the T&H sector may hold unrealistic
expectations, feeling entitled to begin in management positions rather than working their way
up through promotion after obtaining a good understanding of other roles. The issues raised in
my interviews with unemployed Omani graduates like Omar reveal gender issues in the

hospitality sector similar to those demonstrated by research in countries like Argentina, China,
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Brazil, Indonesia, India, South Africa, the UK and Turkey (Baum, 2013; Clausing, 2018;

Roney and Oztin, 2007).

Meanwhile Maryam, a female Omani hotel employee, adds another valuable perspective
regarding the gender roles of women and their decisions about working in the T&H sector. She
said:
Unfortunately, Omani women are still guided and managed by their parents. I need to take
permission and advice from my father, for every single decision I might to have taken.
Even if  marry in the future, my decision to continue working in the hotel will be restricted
by my husband, and I'm afraid that he will ask me to resign from my work in order to take
care of my children as this has occurred to many of my women friends. (Maryam)
As Maryam has suggested, patriarchal Omani society still seems unprepared to allow women
to make education or career choices for themselves, without the intervention of their male
guardians. From Maryam’s perspective, it was also evident that Omani society values highly
the role of men both in the family and in the workplace, which significantly influences the
positions that women and men respectively take in the sector. Meanwhile, Omar’s and Huda’s
perspectives could be taken to mean that men prefer to work in the T&H sector when they are
given decision-making roles, and they expect women to undertake more subordinate roles
centred on nurturing, caring and hospitality. Cultural values that assign roles to women in the

T&H workforce determine women’s status and opportunities within the sector.

The Omani Muslim family is, in essence, a patriarchal unit; it has generally been observed in
the literature on family dynamics in the Middle East that Islamic family laws have supported

patriarchal gender relations and gender stereotypes®? (Human Rights Watch, 2016b; Alexander

52 A gender stereotype represents the characteristics, features or roles associated differentially with women or
men. Gender stereotypes inhibit women’s and men’s ability to improve their personal capabilities, continue
their professional careers and make decisions concerning their lives (Gonzalez et al., 2019; Gorman, 2005).
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and Welzel, 2011). A women’s life is thus subject to decisions made by men throughout their
lives, whether at the workplace or in the home (Fargues, 2005; Charrad, 2011; Spierings, 2014;

Human Rights Watch, 2016b; Moghadam, 2004).

Based on the views expressed by students like Suliman, it is plausible that cultural issues
concerning the role of women make a significant difference to women’s status and
opportunities in the T&H sector. A mixed body of international studies, in the disciplines of
both sociology and tourism research, has determined that gender role differences may affect
gender wage inequality, occupational sex segregation and differential career advancement
opportunities in the service and tourism sectors (Haghighat, 2002; Steiger and Wardell, 1995;
Haghighat-Sordellini, 2009; Lorence, 1991; Baum, 2013). While participants in this study did
not mention occupational sex segregation, the issues of gender wage inequality and career
advancement related to later remarks in the next section by Faisal, an unemployed male Omani,
who argued that men are still paid more than women even though the T&H sector is largely

associated with women.

In the next sub-section, I present and analyse data reflecting gendered perspectives on how

income influences attitudes towards the T&H sector.

5.2.4 Gendered perspectives on the influence of income on attitudes

I wanted to find out from the various categories of Omani participants their perspectives on
how perceptions of gender in relation to pay might affect their attitudes towards working in the
sector. | observed that while some unemployed male participants believed that they could
generally expect higher salaries than their female counterparts with the same level of HC
investment, this was not always agreed. Faisal, an unemployed male Omani graduate, felt that
women would be more comfortable working in the T&H sector in general, given the low wages
associated with it:
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My only concern is that it is tough getting a job in the sector with the kind of pay I want.
1t is a long wait. Therefore, if I can put it this way, I think attitudes depend on the job.
Maybe if I get a job as a manager and earn good pay, then [ will have a positive attitude
[...]. I think women would have more positive attitudes towards working in the sector.
Some of my female friends don’t expect to be paid as highly as us, the men. (Faisal)
Faisal’s statement revealed that his acceptance of a job offer would be conditional, linked to
the level of the job and the salary he would receive. He appeared to be very ambitious and
wanted to reach a high level quickly. He believed that women deserve less income than men
because of his cultural outlook and gender stereotypes based on societal influences. In addition,
as discussed earlier with reference to Omar, one reason these young graduates are unemployed
may be because of their reluctance to acknowledge the need to ‘work their way up’ to a
managerial role over time through promotion. Rather, some male Omani graduates expect to
go directly into management roles without any prior work experience: this unrealistic
expectation is part of the problem. However, to change these perceptions, the potential returns
that could be achieved by working at a lower level and waiting for promotion into more senior

roles need to be made more transparent for graduates.

However, some of the unemployed female participants seemed to disagree with this perspective
and objected to receiving less pay on the basis of gender. For instance, Huda, an unemployed
female Omani graduate, said:
Recently, I was reading a paper about why we have few women working as company
executives. It was funny because what I read is very different from real experience. The
author of that article argued that the reason for this is because women tend just to
choose low-paying jobs [ ...]. This is wrong. Women, just like men, want higher salaries,

but many employers do not allow this. (Huda)
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Huda believed that when hiring on the basis of educational qualifications or skill levels,

employers should consider treating both male and female graduates equally.

Lamya, another unemployed female participant, shared the same perspective. She believed that
women also want higher pay, but many employers think they deserve less:
If I had a job that provided me with sufficient pay and let me perform decent tasks, 1
would take that job. Recently, I attended an interview with tour guide company X (name
changed) in Muscat, but the job was a little disappointing because it did not offer much
money. (Lamya)
It appears, therefore, that while some Omani men tended to think that women would be
comfortable earning lower salaries, some Omani women objected to this assumption and

instead looked forward to higher earnings as well, based on their HC investment.

Faisal’s idea was underlined by a statement by Ali, a male Omani employee working at a city
hotel:
That would be a little complicated because I can’t stand the idea that my wife earns
more than me or even that she earns while I don’t. We are both men here. You must
agree with me that it would be unacceptable for women to be paid more than men in
the sector. (Ali)
When Ali drew me into this discussion, trying to elicit my own perspective on whether, as an
Omani male, I would consider it appropriate earning less than my spouse, I observed that the
success of the interview process was anchored in reflexivity. My study required an interchange
of feelings, experiences and opinions with the research subjects. According to Ryan (2015),
the process of undertaking social research with participants, specifically in face-to-face
interviews, involves a number of intricate and changing boundaries. For this reason, reflexivity
may provide a means to search out certain attributes that the researcher and the research subject

experience. | felt that being an ‘insider’ — a fellow Omani man — Ali perceived me with some
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level of trust and a possible shared understanding of certain sensitive issues. I observed that he
felt freer discussing issues of gender more passionately and intensely than some of the
unemployed female graduates, like Lamya and Huda. I could, therefore, understand Ali’s
strong aversion to the idea of earning less than his spouse (I provide a more extensive

discussion of reflexivity in Chapter Four, the methodology chapter).

Yet, to analyse Ali’s statement more critically and in the relevant context, I had to integrate the
perspectives of other participants. While Ali supported Faisal’s belief that women should earn
lower salaries and should not complain about it, he also corroborated Huda’s argument that this
is an issue specific to male expectations. In reality, women expect higher salaries in the
workplace just as their male colleagues do. This contradicts earlier research that had shown
Omani women to be more comfortable with lower salaries than men (Al-Lawatia, 2011; Arab
News, 2019; Pulse of Oman, 2018). At the same time, international sociological research has
discussed the effects of HC in relation to gender roles, discrimination and income gaps, as well
as how HC investment can even undermine the mechanisms of gender discrimination
(Ochsenfeld, 2014; Shih, 2002; Zamudio and Lichter, 2008; Yavorsky et al., 2019; Qing, 2020;

Rich, 1995).

To this end, the assumptions underlying the comments by Ali, Lamya and Huda could be
explained with reference to HC theory (see the discussion of this theory in Chapter Three). In
this context, HC perspectives point to the idea that the gender income gap may change with
additional educational investment: the more women invest in HC, the more they will

(rationally) expect better employment opportunities within their field of study.

Clearly, Ali, Lamya and Huda have outlined how certain tasks tend to be undervalued socially,
which in turn makes them economically undervalued particularly because they are performed

by women. For this reason, culture appears to play a critical role in the undervaluation of certain
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jobs. In this sense, it appears that women in Oman face gender-based inequalities linked to a
‘patriarchal gender system’ enshrined in article 16 of Oman's constitution, which limits their
employment choices in spite of the legislative guarantees given elsewhere in the Omani
constitution (Constituteproject, 2011; Musawah, 2017). This offers a context within which to
interpret the statements made by Faisal, Lamya and Huda, which reveal that Omani society is
neglecting the productive potential of women while allowing men’s expectations to decide how
women in the sector should be paid. This confirms the findings of other research, showing that
Omani society over-values the role of men both in the family and in the workplace. These
cultural values are seen to influence the career orientations of both men and women to a
significant extent (Karadsheh and Al Zari, 2017; Miller, 2014; Offenhauer and Buchalter,

2005).

Faisal’s opinion, therefore, strongly conflicted with that of Kuthar, a female Omani employee

at a city hotel, despite both being concerned about pay inequities on the basis of gender. For

instance, Kuthar stated:
Sometimes I tend to think that there is some bias in terms of how men and women are
paid [...]. Recently, I looked at a male colleague’s payslip and found that he was being
paid slightly higher than I am, although he is somewhat less experienced. Over time, [
have noticed that my female colleagues are paid slightly lower than male colleagues.
Strangely, we have not been complaining about it or even dared to make a formal
complaint. It is a little disappointing because when I left my former employers, [
expected something fairer because of my experience, but at least I am employed.
(Kuthar)

Indeed, while interviewing Kuthar, I observed her conviction that Omani society is

substantially biased in favour of men, seeking to reward them with higher pay and enhanced

positions of power in the workplace. Such male-dominant perspectives, enforced by social and
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cultural values, ensure that inequalities between men and women will continue to exist in the
workplace and will also manifest themselves in the preferences shown by men and women for
certain professions or sectors (Holmes and Schnurr, 2006; Heikes, 1991; Erickson, 2005;
Reskin, 1988). In this context, the findings of previous sociological studies urged employers
internationally to minimise workplace gender wage gaps®® as well as racial biases in terms of
income between men and women because these practices impact negatively on the attitudes of
women employees towards working and participation in any sector (Bielby, 2000; Reskin,

2000; Reskin and McBrier, 2000).

From Kuthar’s account, I learned that she is not comfortable with the existing gender pay gap
at her workplace. On the other hand, she appears to have accepted that such gaps will continue
to exist and that there is little she could do to change this state of affairs. While recognising
this situation as a problem, it seems more important to her to be employed. From my interviews
with Faisal and Kuthar, two divergent perspectives can be discerned. As an unemployed male
graduate, Faisal is unwilling to work in the sector unless he can find an employer who would
pay him a high salary. Meanwhile, Kuthar (a female graduate who has found a job in T&H) is
willing to work in the sector despite earning less than she originally expected. By limiting
women to low-paying occupations, Omani culture shows a dismissive attitude towards
women’s contribution outside the home. Correspondingly, it would be expected that most
Omani women, like Huda and Kuthar, are unlikely to seek formal positions of significant power
either in the workplace or elsewhere in society. For instance, only two women were elected to
the Majlis Al-Shura Council (the Omani Parliament) in the most recent Omani election in 2019,

alongside 84 men (Oman Observer, 2019; Majlis Shura, 2020).

53 The terms income disparities, gender disparities, gender wage inequality, gender wage gap and gender pay
gap are used interchangeably throughout this chapter to identify economic inequalities on the basis of gender.
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In fact, I observed that the reason Kuthar did not complain about this wage gap to her employers
was that, just like Huda and Lamya, she felt that Omani society was enforcing its expectation
that women should be paid less than men. Awareness of such social expectations made it easier
for her to accept lower pay. While Kuthar and Faisal held contrasting opinions, it was clear
from Kuthar’s statement that she was aware of both the gender pay gap and the poor reputation
of the sector, despite not complaining about it. I was not surprised by Faisal’s comment that
‘female friends don’t expect to be paid higher than us [men]’, as his attitudes were also driven
by conventional expectations in Omani society. These norms expect men to act as breadwinners
and to take charge of the family’s financial obligations, such as the cost of marriage, housing
costs and the expenses of their wives and children. In this context, unemployed Omani men
will delay their marriages until they find work, because gender roles, social traditions and
norms make them responsible for all costs of their immediate family (Akbari, 2011; Islam et

al., 2013).

Some unemployed Omani graduates, like Huda and Lamya, raised another important point:
they expect high salaries and would prefer to stay unemployed than accept lower positions in
a hotel. Their attitudes about status, pay and seniority are encouraging them to stay
unemployed, but this is not good for them or for the Omani economy overall. These comments
by Ali and Faisal suggest that Omani men expect to join the labour market while receiving
higher salaries than their female counterparts. With respect to income disparities, previous
studies in the disciplines of both sociology and tourism have demonstrated significant
disparities in income between male and female workers. Studies in the context of Turkey,
Norway, the UK and the US have shown gender wage gaps in the T&H sector, even within the
same occupation and employing organisation (Cave and Kilic, 2010; Skalpe, 2007; Petersen et

al., 1997; Baum, 2013; Clausing, 2018; Roney and Oztin, 2007; Brynin and Perales, 2016).
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These strong indications of wage gaps based on gender confirmed my earlier suspicions, after
interviewing Faisal and Kuthar, that Omani men and women encountered different outcomes
in the face of pressures to join the labour market and to earn higher salaries. Of course, as noted
earlier, the T&H sector might not appeal to some Omani men because it is generally associated
with lower pay than other industries. At the same time, it is important to note that some Omani
men are passionate about working in this sector. After interviewing such respondents as Huda,
I became aware that gender disparities in Oman are produced by a more complex set of factors,
as the expectations that some of my interviewees discussed seemed to be produced through the
social construction of gender roles. Hassan, a male Omani working at a city hotel, seemed to
share the same perspective, saying:
[ think societal expectations play a critical role in this. Although there are more women
than men in the sector, I think prospective employers are more lenient towards paying
male graduates because they sympathise with their roles in the home. Besides, most
men who want to work in the sector apply for managerial positions that are likely to
come with higher salaries. (Hassan)
This interpretation again suggests that male Omani participants, such as Faisal and Hassan,

would be socially conditioned to expect higher pay than their female counterparts.

After establishing that the perception that the T&H sector pays low wages and salaries shaped
the attitudes of some Omani hotel employees and unemployed graduates towards the sector, 1
was interested in listening to the voice of the demand side by collecting the perspectives of
some Omani and migrant hotel managers and employers about gender influences on income
expectations for T&H sector employment. I asked Hanan, a female Omani manager working
at a city hotel, whether she felt that gendered perspectives on income or pay shaped employees’

attitudes towards the sector. She said:
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Omani employees in the company demonstrate positive attitudes. I think that even
Omanis who work in the sector are here because they expect to earn a consistent
income. A good income would definitely encourage them to have a positive attitude. We
cannot deny that our workers provide excellent service. However, the problem lies in
the fact that over time the pay they are given may not be adequate, which leads to

negative attitudes. (Hanan)

For this reason Hanan, in spite of arguing that Omani employees have a positive attitude

towards the sector, implicitly admits that negative attitudes do exist.

Anna, a female migrant manager of Asian origin, working as a senior manager at another city

hotel, also provided interesting perspectives regarding the causes of the attitudes she sees

Omani workers as having towards the T&H sector. She commented that their attitudes are

dependent on the employment benefits that Omani workers or job seekers expected to obtain

in the sector:

I noticed that they [Omani workers] generally want to be motivated with benefits like
health insurance and retirement benefits and, most importantly, higher salaries. 1
observed that some of them, who had worked for a long time without promotions, were
deliberately lazy but would work effectively when pushed. This differed greatly from
the work ethic of some of the migrant workers that I supervised. In fact, I have some
good examples of Omanis who, like Rabab and Mazen (names changed), improved after
being promoted to another position. I'm really happy with this Rabab. Today, she

scores highly in work performance. (Anna)

Reviewing the statements made by some Omani hotel employees and unemployed graduates,

and by hotel managers, the dominant assumption is that the T&H sector pays low wages and

salaries; this perception has shaped Omani employees’ and job seekers’ attitudes towards the
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Anna’s statement contained additional insights calling for further analysis. I was curious to
establish why she thought Omani employees might be lazy and whether this was connected to
their attitudes towards the sector. When I asked her about this, she refused to comment in detail,
saying:
Our Omani and migrant workers have tended to show positive attitudes towards
working in the sector. Frankly, it’s not 100% as I would expect because some of them
have their reasons to feel lazy [...] to get results, all colleagues have to show the right
attitude, whether they are Omani, Indian or even European. Fortunately, we have
employees who can show the positive attitude needed to contribute to the team
whenever they find the right motivation. (Anna)
Anna seemed reluctant to elaborate on the issue of ‘laziness’ among Omani employees and
clearly did not want to discuss this subject further. As an Omani researcher, I noticed her care
not to seem biased against employees based on their ethnicity or gender. I later learned that her
organisation has a non-discrimination/anti-harassment policy; awareness of that and the Omani
labour law and policies might have limited her willingness to comment on such issues. In
addition, given Anna’s awareness of my status as an Omani researcher, she would naturally be
reluctant to provide further details that reinforce negative perceptions. Rather, she might be
inclined to tell positive stories to avoid any repercussions in the workplace because she is a

manager of migrant origin, one of the most vulnerable categories of participants.

Anna was not the only one to raise such questions. Marcelo, a male manager of migrant origin
from Southern Europe, working at a city hotel, also shared a concern about Omani employees’
disinclination to work and also used the word ‘lazy’. He said:

The only problem is sometimes they (Omani employees) are lazy unless they are

provided with an outline of the work that should be covered. However, I know some of
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my Omani colleagues who have put a lot of effort into their work, earned promotions
and felt happy to work in a hotel. (Marcelo)
Analysing Anna’s and Marcelo’s statements, it appears that some migrant managers feel that
Omani employees, unlike some migrant workers, need an extra form of motivation such as
recognition at work (as Anna stated) or promotion at work (as suggested by Marcelo’s
statement). When the working conditions provided by their employer do not include such

motivating factors, they may not be effectively engaged in their work.

Meanwhile, I could also connect Anna’s perspective regarding Omani attitudes towards work
in the T&H sector to that of Jayaram, a male, migrant manager of Asian origin working at a
city hotel. Like Anna, Jayaram believed that some Omani attitudes towards this sector depend
on the quality of employment benefits they expect to obtain. In other words, if motivating
factors were missing, they would not choose to continue to work in hotels:
Some Omanis have positive attitudes. But the majority do not want to work in hotels,
and we encounter many of them complaining about low salaries and long hours of work.
Therefore, we see frequent resignations and job instability. So there are a few Omanis
who work in administrative jobs temporarily and then submit their resignations.
(Jayaram)
From Jayaram’s statement, I inferred that Omani attitudes towards the T&H sector are not
positive unless they are motivated by workplace benefits and inducements. For this reason, it
appeared to me that the discussion of actual motivations to pursue careers in this sector would

be enriched by examining some of these motivating factors.

Comparing Anna’s and Jayaram’s perspectives to those of the Omani employees I interviewed,
I observed a convergence of opinion. Like Anna, Hanan and Jayaram, such participants as
Faisal, Lamya, Kuthar and Ali also shared the perception that Omani employees’ negative

attitudes towards the sector may originate from a shared perception that they are underpaid,
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seldom promoted and required to work long hours, which causes issues of work-life balance.
At the same time, I wanted to understand why some Omani workers demonstrate positive
attitudes towards the T&H sector when provided with external motivating factors. I asked
Jayaram about this, and he said:
[ think it has a lot to do with a common viewpoint that working in hotels brings shame
and does not agree with certain aspects of Omani culture. I have an Omani friend who
once told me that he is ashamed when asked in Omani society where he works, and
would rather lie and say that he works for an oil company or a government ministry.
He also told me that when his salary was raised, he could no longer be ashamed about
working in the sector, and instead prided himself on working in it. (Jayaram)
This underlying assumption seems to be widely shared; Omani employees tend to show
negative attitudes towards the sector unless their expectations of higher salaries and promotions
at work are met. At the same time, Omani society shows little respect for people who work in
hotels; Jayaram’s comments suggest that this peer pressure may make Omanis feel embarrassed
about working in T&H sector. To recruit Omani workers more easily, wider social attitudes,

including gendered perspectives on incomes, may need to change.

In the next subsection, I discuss the income expectations of Omani employees, students and
unemployed graduates in relation to their HC investments, and how such expectations affect

patterns of employment in the T&H sector.

5.2.5 Role of human capital investment on Omanis’ job expectations and employment
patterns

To establish how Omanis’ investments in HC may affect their differing employment patterns
in the T&H sector, I determined whether their expectations of rewards from such investment

influenced their employment choice and patterns in the T&H sector.
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Consistent with the logic of HC theory, I observed that some Omani employees seemed
strongly convinced that their expectations for rewards could not be met in the T&H sector. 1
found remarks by Ali, an Omani employee working at a city hotel, to be insightful. He observed
that some male Omanis are reluctant to work in the T&H sector because of a shared concern
that hotels only offer low-wage, insecure, and temporary jobs:
I have heard some Omanis complain about some hotels only employing people on a
temporary basis, usually during seasons when they expect a large number of guests.
This is not good, as we, the men, want to establish a home and a family. It is even very
much discouraging when you are a graduate. Sometimes Omani banks require Omanis
to provide a letter from the workplace to demonstrate a salary starting from OMR 500,
sometimes less after deducting social insurance from the Public Authority for Social
Insurance [PASI].%* Some hotels give the employee a salary of OMR 350; after a year
or two, the salary becomes OMR 400. How can the cost of the family be covered with
a value of OMR 400 monthly [...]? For a single Omani man, marriage alone can cost
more than OMR 50,000. Omanis fear the possibility of job loss at any time, especially
in the private sector. (Ali)
In this interview, Ali expressed his concern about the inability of the T&H sector to fulfil the
pay demands of Omanis. Relative to the rising cost of living, he felt that hotels should offer
better pay, particularly to graduates. Regarding patterns of employment, his remarks suggest
that Omani graduates who are more educated tend to desire higher-paying jobs. They are also
likely to seek employment in the public sector, owing to fears of employment instability in the

private sector. However, some Omani graduates think it is better to be unemployed rather than

54 The Public Authority for Social Insurance (PASI) — Oman is a governmental body responsible for implementing a pension
scheme for citizens working in the private sector inside or outside Oman, within the Gulf countries (Public Authority for Social
Insurance — Oman, 2020). However, citizens working in the public or government sector belong to a different pension fund
body (The Civil Service Employees Pension Fund — Oman, 2020).
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work in low-income positions in T&H that do not match their investment in HC and their
educational attainment. However, if they are unemployed they are materially worse off, so
these attitudes may have a negative impact on individual incomes and the Omani economy as
a whole. As a comparison, unemployed Omani women, like Huda and Lamya, expected high
salaries suitable for their HC investments and expressed similar wage expectations to those of
unemployed Omani men; these participants suggested that employers should consider treating
male and female graduates equally in hiring and wages on the basis of their educational

qualifications or skill levels.

In essence, HC theory argues that as people become more educated, they spend less time to
obtain jobs that pay more highly, climb the social ladder, are allowed more autonomy and
control over their work, strengthen their social standing and generally obtain faster transitions
towards better career prospects and better income (Giesecke, 2009; Turmo-Garuz et al., 2019;
Simmons et al., 2007; Solga and Koniet, 1989; Lane, 1993). Female hotel employees like
Kuthar also expressed concern about individual expectations regarding pay and benefits.
Kuthar believed that what makes the sector less attractive is the general perception among
employees that hotels pay low wages:

The biggest challenge is that some hotels don’t pay very well. But, this doesn’t mean I

should not take a low-paying job. I'm particularly concerned about the fact that it takes

a very long time for management to review our salaries. (Kuthar)

Kuthar’s statement revealed something about patterns of employment in and graduates’
expectations of the sector. She demonstrated that, just like Omani men, Omani women also
expected higher pay (this view is similar to the observation of Huda, an unemployed female
Omani graduate discussed in the previous section). However, her statement suggests that,

unlike men, women are more willing to take low-paying jobs in the T&H sector. Omani
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employees participating in the study tended to agree that the sector generally offers low wages,

making it less attractive in relation to the overall Omani labour market.

Related international research has shown that hospitality careers have traditionally been
labelled as seasonal and low-paying (Bartram, 2011; Goh and Lee, 2018; Harrison and Lloyd,
2013; Holston-Okae, 2018). Indeed, while interviewing unemployed Omani graduates, I
noticed that some of them shared this same perspective regarding the seasonality and low-pay
structure of the sector. To investigate their attitudes towards the T&H sector, I asked them what
factors they perceived as shaping their attitudes towards it, why they chose to study this field
and why they were presently unemployed. Amal, an unemployed female Omani graduate,
observed that a typical unemployed graduate has ‘unrealistic expectations’ about the sector:
We Omani graduates may have some unrealistic expectations that may not be met by
our likely employers. From my point of view, we are looking for job stability, fairly high
salaries, career development opportunities, international scholarships and sometimes
even paid work abroad programmes for a year or two. (Amal)
Amal suggested that some of the Omanis I interviewed are unemployed because of what she
labelled ‘unrealistic expectations’. From Amal’s statement, I discerned that even though jobs
may be available in the sector, some Omani graduates come to understand that potential
employers in T&H cannot meet their salary expectations. I also learned that some of the
students and unemployed graduates were unaware of the salary situation in the sector, or were
aware but decided to risk lower salaries while hoping for a more stimulating experience in the

sector.

Jassem, a male Omani student, confirmed this gap between student perceptions and the reality
of work in the T&H sector:
1 think not many would be interested in the sector because of the few managerial slots

they can expect. Still, those who love the sector have taken the risk and met the diverse
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opportunities they look for. Actually, I don't have any idea about working in the hotel
industry because I'm a student right now. I am afraid that I will face some challenges
that I cannot solve. I will see how things will going on in future. (Jassem)
It is clear from Jassem’s statement that students and unemployed graduates have high
expectations after taking the bold step of investing in education in the T&H sector, despite their
relative ignorance of the realities of work in the sector. This gap between educational curricula,

the reality of work and expectations of students would benefit from additional, future research.

The potential mismatch between Omani graduates’ expectations and the real characteristics of
the T&H sector, in relation to the education and training received by students in the field,
remains an important aspect of the connection between HC theory and graduates’ employment
behaviour. Students generally felt that they were qualified upon graduation, having invested in
their own HC through education in the T&H studies, and expected to realise the value of their
education through higher pay in the T&H sector. In addition, I observed that students often
lacked a realistic sense of the reality of work in the T&H sector. More accurate information,
learned from their searches for work, have the potential to undermine their expectations or even
cause a shock about the reality of work in the sector (see also Bol et al., 2019; Akgiindiiz and

van Huizen, 2015). For example, Waleed — an unemployed male Omani graduate — said:

1I’'m not comfortable with how things are turning out. I had expected that having a first-

class honours degree would help me find work in the sector that pays well. (Waleed)
This comment clearly indicates a mismatch between some graduates’ expectations and the
reality of the job market in the T&H sector in Oman. Further research could productively
examine in an Omani context the connections between HC investment through education,
curriculum content, students’ expectations upon graduation and the reality of work in the T&H

sector (Schmelzer and Schneider, 2020; Brzinsky-Fay, 2014; Kucel and Vilalta-Buffi, 2012).
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For instance, when I asked Amal why she had decided to join the sector, she said that she had

the expectation that the sector offers a variety of jobs, implying a wide range of possible

employment. She said:
[ think that most of the jobs in Oman are for the military services sector. They are
basically for men. In education and health sectors, there is saturation because there
are a large number of women as well as other industries such as banks and financial
services companies. Therefore, I decided to take risks and register at college ‘A’
because there are greater opportunities or options for women to work there due to a
few competitions for females to work in this sector. (Amal)

By implying that she decided to take the risk and join the sector, Amal acknowledges that she

was uncertain about her future in the sector but her determination to get the feel of the sector

was stronger.

Meanwhile Laila, a female Omani student studying at college ‘A’, was also excited about the
prospects of getting the feel of the sector. She said:
I was also fascinated by the thought of meeting new kinds of challenges each day by
attending to people from different backgrounds. It is a sector that I have always
considered to be far from being called a boring sector. (Laila)
Laila has indicated her belief that the T&H sector offers a lot of novel opportunities that might
not be available in other sectors; this is consistent with her ambition and expectations. She also
feels optimistic that she will engage in the sector easily, meeting new people on an ongoing

basis, which will improve her experience.

Other Omani participants decided to join the sector because of family influence rather than
expectations for rewards. In my interview with Sarah, a female Omani student, I learned that

some of my participants also decided to join the sector while following a family tradition:
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My family runs a hotel business. I felt it was proper that I remain in the industry.
(Sarah)
As mentioned earlier in the discussion of Hamdan’s family, it is evident in Sarah’s statement
that Omani parents and other elders have a significant influence on the decisions made by their
children. It seems that she was affected by her family’s expectations; her decision to study

T&H may allow her to work in her family’s firm in the future.

From the responses Waleed, Sarah and Amal provided, it is reasonable to conclude that some
of the students and unemployed graduates had not researched what earnings they should expect,
perhaps deciding to ride the wave of the sector’s growing popularity. I had an opportunity to
find an authoritative statement on the impact of such a wave from Hind, a female tourism expert
at a government ministry. In her view, the sector was not very popular even after the ministry
was established (by Royal Decree No. 61/2004; Al Bawaba, 2004), which prompted the
government — through the ministry — to initiate intense media campaigns to encourage Omani
youth, particularly women, to join the sector:

Although the tourism media sector is weak compared to neighbouring countries, we did

our roles at the government ministry with much enthusiasm. We intensified media

campaigns and awareness of citizens and residents, and it worked. (Hind)
I also learned that Ministry’s media campaigns promoted the sector as a key component of the
government’s economic diversification policies Thanfeedh.>® Waleed’s and Amal’s interest in
the sector seemed related to the role played by the ministry in promoting the sector as a career

choice for Omanis, as Hind described. It is possible that the popularity of the sector, perceived

55 | have provided more discussions on the government's diversification of the economic strategy in Chapter
One and Chapter Two.
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as providing a variety of jobs, could have influenced many students and unemployed graduates

to study T&H at college ‘A’.

Omani graduates’ awareness that hotels and other tourism-related employers might not satisfy
their expectations as potential employees may contribute to negative attitudes towards the T&H
sector. Their expectations for job security, opportunities for career progression and even
employer-sponsored scholarships could all have affected their attitudes towards the sector.
When I asked Mohammed, an unemployed male Omani graduate, why he is unemployed, he
said:
1 just can’t find a job. Look at it this way [...] Whenever I apply for a job, I'm told that
I’'m too qualified and that I should wait for jobs that fit my CV. I feel that this is because
I may have asked for too high a salary. Obviously, being a graduate, I expect to be paid
well. However, whenever I apply for managerial jobs, I get rejection letters, some of
them with unfortunate comments that I lack the requisite skills and work experience.
So, I'm really confused. I have asked myself many times how prospective employers
expect me to have years of job experience while I am just a fresh graduate.
(Mohammed)
From interviewing graduates like Mohammed I observed that their inability to find work should
not be interpreted simply as an outcome of their negative or positive attitudes towards the
sector. While interviewing Mohammed, I observed that he was passionate about working in
the sector. However, his chances of finding a job were hampered by other limitations of his
HC, such as relevant work experience. Yet, Mohammed’s experiences are not unique to him
or to Oman. In my review of the literature I observed that, on a global scale, recent graduates
face the challenge of not having relevant work experience (Schmelzer and Schneider, 2020; Di

Stasio, 2017).
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I could relate Waleed’s experiences to those of Amal. Like Mohammed, Amal seems strongly

motivated to find work in the sector. She said:
Yes, I have long experience in searching for work, and I have submitted my papers to
many ministries and a large number of prestigious hotels that I hope could pay well,
but unfortunately, there is no response. I always receive replies that I have to follow up
with the PAMR®® to ask them about available jobs. I live in Al Batinah province, which
is very far from Muscat. I have posted tweets on Twitter to solve my problem and find
a suitable job for me. [ am a Bachelor degree graduate, have a passion for working in
the tourism sector, and do not lack anything. I have to pay for my large family where
we live in difficult circumstances, and my parents have not been working since they
retired. (Amal)

Clearly, Mohammed’s and Amal’s desire to work in the T&H sector indicates that not all

unemployed graduates that I interviewed perceive the sector in a negative light. In fact, they

report that the reason they are still unemployed is because of a lack of relevant work experience.

They represent a trend that is not exclusive to Oman: the UK seems to have the same issue

(The Guardian, 2012; Muffett, 2010; Alsop, 2015).

On the other hand, while interviewing Lamya, another unemployed female Omani graduate, I
discerned a perspective about the job situation in the sector that contrasted with that of the
informants previously discussed. She said:
Personal attitudes and the lack of suitable jobs are responsible. I think the key factor
is a negative attitude towards certain jobs. It would be demeaning to come out of

college ‘A’ and work as a cleaner. My friends who never went past high school would

56 PAMR is short for Public Authority of Manpower Register, a government agency in Oman that provides data
on available jobs in the job market and the state of the labour market to provide guidance on policymaking.
However, the new name of this government entity has been changed based on the new Royal Decree in 2019 to
the National Centre for Employment (NCE), effective 2020, Source: (The National Center for Employment—
Oman, 2020).
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laugh at me, thinking I wasted my parents’ money educating myself. My relatives would

rebuke me. I would rather just wait for the right job. It is very painful, but that’s it. I'm

not in a hurry. (Lamya)
Lamya experienced her investment in education in college ‘A’ as a form of HC and felt
overeducated®’ for the jobs available to her; she has rejected the idea of working in lower-status
positions. In the context of the UK labour market, reports have indicated that more than one
third of UK graduates are overeducated for the jobs they are doing, particularly in London
(BBC News, 2019a). Lamya attributed her unemployment to the characteristics of certain jobs
in the sector, towards which she had a negative attitude. She felt that, although jobs exist in the
T&H sector, she had to wait for one that would be acceptable in the eyes of her friends and
relatives. Unlike Mohammed and Amal, who attributed their unemployment status to
employers’ unexpected requirements, Lamya blamed her employment status essentially on her

own attitudes towards certain jobs and her resulting choices.

In any case, Mohammed, Amal and Lamya also shared something in common. They all seemed
determined to find a job, and each of them alluded to their sense that Omani graduates expected
greater returns from their investment in higher education, including greater earning power,
improved social status, social stability and enhanced lifestyles. Amal also suggested that an
ideal employer would meet these expectations. In spite of these shared expectations, Amal’s
and Lamya’s commentary suggests that imbalances exist between the expectations of graduates
and the available returns for pursuing higher education, at least in some cases. Already,
international sociological research has shown that labour market imbalances exist because of

gender differences among workers, including social attitudes towards certain sectors and

57 Overeducation: a person can be overeducated if they hold more education than needed for the job (VoRemer
and Schuck, 2016; Capsada-Munsech, 2019; Borgna et al., 2019; Turmo-Garuz et al., 2019).
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different valuation of various credentials (Abendroth et al., 2013; Solga and Koniet, 1989;

Lane, 1993). One compelling explanation for such imbalances follows directly from HC theory.

Some unemployed participants in this study, both male and female, agree that it is typical for
Omanis like Amal, Mohammed and Lamya to invest in training and education and to expect a
prospective employer to offer them rewards proportionate to this investment. According to HC
theory, a society can realise greater social cohesion once it accumulates knowledge and skills
through the training and education of its workforce, as studies undertaken in the UK, Germany,
the Netherlands and Spain have demonstrated (Levels et al., 2014; Brynin and Schupp, 2000;
Bol, 2015; Ortiz and Rodriguez-Menés, 2016; Di Stasio et al., 2016; Quadlin, 2018; Di Stasio
and Van De Wertfhorst, 2016). While graduates would expect higher salaries and other benefits,
according to HC theory, the interviews conducted for this study showed different perceptions
and income expectations among participants, based on gender. In addition to questions of

income, I observed concerns regarding job security in the T&H sector.

In the next subsection, I present and analyse data to explain the role of job security in shaping

attitudes towards this sector.

5.2.6 Perspectives on job security in the T&H sector

Another phenomenon that emerged in my analysis concerns the perceived role of job security
in shaping attitudes towards the T&H sector. I found this to be a contentious issue among the
Omani hotel employees that I interviewed. Maryam, an Omani woman working at a city hotel,
provided discerning remarks on this topic. She felt that job security was an essential factor
shaping attitudes towards the sector:

In my view, job security is a real concern, as the sector is less stable compared to

others. (Maryam)
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From Maryam’s explanation, it was clear that she feared losing her job at any time due to
fluctuations in the labour market and the economy that might affect her career. Her concern
was logical, because job security is a vital matter for many employees due to their obligations
both to their family and other, financial commitments. Job security seems to be a significant

concern for many Omanis.

Contrasting with Maryam’s view, Yousif, a male Omani hotel employee, questioned the
assumption that the sector does not offer job security:
The reason is simple. It is a known fact that some young Omanis do not want to work
in hotels because they feel that they do not provide job security. For instance, while
transitioning to work here, some of my friends were uncomfortable with my decision
and even joked that I might have trouble marrying an Omani woman. It is a common
stereotype for Omani women to consider those working in government to be potential
marriage partners or to represent the best option for marriage partners. I think this is
Jjust a wrong assumption. I mean, I have known people who have worked in the hotel
sector for more than 20 years, and they are doing much better than most individuals 1
have known who work in the government. (Y ousif)
While disputing the assumption that the T&H sector offers poor job security, Yousif felt such
negative stereotypes about the sector to affect Omanis attitudes towards it. Graduates are less
willing to work in the sector because of fears that it does not guarantee job security. Certainly,
Yousif, Maryam, Kuthar and Ali all agreed that certain negative attitudes originated from
general perceptions of low pay and poor job security in the T&H sector. These issues
represented significant concerns and made the sector less appealing. Previous studies have
corroborated this evaluation. Pang’s (2010) study showed comparable results when examining
the attitudes of polytechnic students in Singapore towards work in the T&H sector after being

enrolled in a three-year hospitality course. In the case of highly egalitarian countries, like
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Sweden, some studies have observed an ingrained perception that the T&H industry has failed
to offer long-term job opportunities or job security, making the industry less attractive to the
local workforce regardless of gender (Lundmark, 2005; Bevelander, 2005; Bevelander and
Nielsen, 2001). Similar concerns have been raised in other European countries, including
Greece and the UK (Quinlan, 2016; Whitton, 2003; Burgmann, 2016; Broad, 1995; Vosko et

al., 2009).

In the process of analysing some of the participants’ perspectives, I was able to identify the
potential negative effects that job insecurity could have on their well-being and work
autonomy. As Ali and Maryam demonstrated, participants with permanent contracts showed
more positive attitudes towards the sector than those engaged in casual work and temporary
contracts. This could explain why Ali appeared undecided as to whether the sector should be
viewed positively. On the one hand, he acknowledged that the sector does not pay very well
but on the other, he appreciated the idea that challenging work opportunities could contribute
to positive attitudes towards the sector. In contrast to Maryam and Kuthar, Ali was working on

a fixed-term contract®® at the time of the interview.

According to Hassan, a male Omani hotel employee, having a sense of purpose (or finding
meaning in work) could reduce the material expectations of Omani employees, so long as their
jobs in the sector provide a sufficient livelihood. According to him, this happens mainly with
Omanis who have established a family:
Yes, Omanis have a positive attitude. One of the people in Masjid or Mosque (name
changed for anonymity purposes), whom we were talking about, has been very happy.
He has been in my department for almost five years and feels like he has discovered

meaning in his work for his family. He is always on duty on time. One time he took a

58 More information about the main types of employment contracts is available on (Cheary, 2020).
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short leave because his wife had delivered a baby. He was supposed to return on
Monday, and I thought he might not come. However, he came on that Monday and
expressed his desire to remain with the hotel. This is a sign of a positive character. It
is these employees with a sense of purpose that work more effectively in spite of fears
about job security. (Hassan)
While Hassan’s statement shows that finding meaning in work is important, it is not reported
to be as significant as concerns about job security in influencing an employee’s decision to
remain with the hotel. In any case, it is difficult to discount Hassan’s observation that the
capacity to find meaningful work may encourage Omani employees to develop positive
attitudes towards the T&H sector; this finding has been corroborated in many studies conducted
internationally. For instance, sociological researchers have concluded that employees in
Western, developed countries, particularly the UK, the US and some EU counties, are
becoming frustrated with work unless it assures them of job security and also offers
opportunities for fulfilment, self-expression and balance between work and family life

(Skinner, 2005; Shigihara, 2019; Bielby and Bielby, 1989; Bailey and Madden, 2017).

The next section analyses and discusses data on the influence of social, cultural and religious
norms, focusing on the role of gender roles and dynamics in influencing attitudes towards the

T&H sector.

5.3 Social, cultural and religious norms

In the following section, I present, analyse and discuss my observations regarding the influence
of the Islamic religion and Omani cultures in Oman, and how they shape current attitudes

towards the T&H sector.

5.3.1 The role of the Islamic religion and Omani traditions in shaping attitudes towards
the T&H sector
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Some participants in this study felt that the potential conflict between Islamic doctrines and
practices in the T&H sector contributed to their negative attitudes towards the sector. Initially,
this realisation came to me via my interview with Reem, a female Omani student at college
‘A’, who said:
The sector has its disadvantages. Some of us associate it with religiously unclean
activities like serving pork, alcohol and others. (Reem)
Within a relatively superficial statement, Reem pointed to the potential for conflict between
Islamic doctrines — particularly dietary rules, or halal®® — and the practices of the hospitality
sector. Reem’s observation illustrates the potential conflict between work in international
hotels and Islamic principles, which could expose her to some problems in her future career, in

terms of societal and family expectations.

Other students, such as Suliman and Jassem, strongly supported this assertion. For instance,

Suliman said:
It is common knowledge in my class that the tourism sector is not concerned with Islam
as it welcomes tourists from everywhere, with different religions. Now, Omanis who
subscribe to such beliefs are not likely to choose to work in the sector. That is the reason
few of my classmates would choose to work in a hotel that allows them to taste and
serve alcohol. So, yeah, religion shapes attitudes. That’s why some people would reject
working in the sector because the sector supports secularism. (Suliman)

Suliman seems to agree with Reem about the challenges facing Omani graduates in a sector

where activities forbidden by Islamic law are practiced, giving rise to fears and negative

59 Halal dietary rules, specified in the Quran, prohibit Muslims from eating ‘carrion (dead animals) that are killed
by strangulation, a blow, a fall, are gored or have been partly eaten by wild animals, flowing blood, pork, alcohol
and animals that have been slaughtered with the invocation of a name other than the name of “Allah™ (Sura’
Al-Baqarah: verse 173).

190



attitudes. Therefore, some Omani graduates might redirect their career path to another sector

or choose to remain unemployed until they find jobs that adhere to religious prescriptions.

Jassem, a male Omani student, shared the perception that religion shapes attitudes towards the
sector and added this comment:
There is a long relationship between our Omani traditions and Islamic traditions. They
go hand in hand. Hence, it is possible for some people to refuse to work in the sector
when they see some practices in hotels as contravening our traditions. (Jassem)
Clearly, Jassem’s and Suliman’s statements suggest that the correspondence between religious
and cultural values in Oman tends to shape negative attitudes toward the T&H sector, as its

practices and norms are generally considered to contribute to secularism.

Evidence gleaned from my interviews with Reem, Suliman and Jassem suggested a link
between Islamic beliefs and negative attitudes towards work in the T&H sector. This
relationship between Islam and tourism has been addressed by a body of international
scholarship (Brown and Osman, 2017; Battour et al., 2011; Din, 1989). Reem’s comment
showed that religious and socio-cultural factors may have significant effects on the
employment of Omanis in the hospitality sector, an idea corroborated by studies undertaken
elsewhere in the Middle East (Jafari and Scott, 2014; Khalid, 2010; Nazki, 2018). I also
observed that even those interview participants who were enthusiastic about the T&H sector

acknowledged a potential conflict with traditional Islamic values.

During my fieldwork in Oman, I had the opportunity to visit many hotels; I observed that the
majority of them provide alcohol and pork to guests, particularly in Muscat. This state of affairs
seems to differ substantially from the situation in the Kingdom of Saudi Arabia (KSA), which
completely prohibits alcohol and pork consumption (Cacciottolo, 2015; Engel, 2018;

Thistlethwaite, 2015). Oman seems generally to be more liberal than Saudi Arabia.

191



Nevertheless, the negative attitudes expressed by some of the participants in this study seem to
represent a perception rooted in Islam and the Qur’an regarding the morality of working in
hotels that offer alcohol and pork. In Oman, such stereotypes primarily concern international

hotels, the most dynamic element of the T&H sector.

The association of hotels with criminal activity, such as prostitution and gambling, also
emerged in the interviews. Gambling is illegal in Oman under Article 232, Chapter Seven, of
the Omani Penal Code; prostitution is also illegal as specified by Articles 255-256 of the Code
(Affairs, 2018). Reem mentioned other issues, including aspects related to intoxication and
unclean foods; she considers these practices to be morally unacceptable in Islam and some of
them illegal. She told me that while the Omani government prohibits prostitution in hotels, the
increasing number of establishments makes it difficult to curtail this practice. On reflection, I
could understand why Reem stressed the impact of gambling and prostitution on the reputation

of the sector, being both illegal and immoral.

In an attempt to find evidence to support Reem’s perception regarding illegal practices, I heard
one relevant, even courageous comment from Yousif, a male Omani hotel employee. Many of
the most vulnerable participants® in the study, such as migrant graduates and Omani women,
could not be expected to discuss such issues explicitly with a male Omani researcher. My
positionality®' as an outsider working for an agency of the Omani government would make
most research subjects reluctant to discuss illegal practices. Typically, Omani women are
inhibited from uttering a word like ‘prostitution’ in front of Omani men, due to Islamic and

cultural traditions and mores.

80 More details about participant categories engaged in my study are available in a table presented in Chapter
Four (the methodology chapter), which contains more extensive information.

61 See Chapter Four (Methodology), in particular section 4.4 and 4.5, for more information about reflexivity and
positionality in relation to such ethical considerations and data collection.
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Yes, it is common practice, and everyone knows that some hotels in Muscat — I cannot
mention their names as this is beyond my authority — are carrying out illegal practices
that violate Islamic principles or the laws and regulations of Oman, such as prostitution,
the provision of non-halal meals, gambling, alcohol and others. Some hotels implement
these practices secretly and sometimes in public. I think the Omani government turns a
blind eye and ignores those practices in order to encourage hotels to invest more in T& H
and thus easily integrate into the diversification policies adopted by the government

sector and then employ more Omani and migrants. (Y ousif)

From Yousif’s experience, working for more than ten years in the hotel industry, it is clear that
some of these establishments carry out practices that are illegal in Oman. The pressure to do
so is constant, as hotels aim to provide all the comforts visitors expect, and Oman attracts
tourists from all over the world to enjoy the sunny climate. Therefore these practices are
explicitly ignored, even tolerated by the government, so as not to impede its own plans to
diversify the economy®?, to enhance the role of tourism in the country and then to encourage
more graduates to work in this sector. Hind previously commented on the government's media
campaigns to encourage Omani graduates to join the T&H sector, in spite of its reputation with
respect to religious law. The basic law of Oman enshrines Islam as a state religion and mandates
that Sharia laws be regarded as the starting point of all legislation. This explains why
prostitution and gambling, which may be considered both legal and moral in other countries,
are treated as illegal and immoral in Oman (Al Mukrashi, 2018; Times News Service, 2018a).
There appears to be a consensus on the impact of Islam on employment in the T&H sector:
since it combines such activities as giving accommodation to unmarried couples, gambling and
serving pork and alcohol, Islamic societies (including the KSA and Oman) have grounds to

question a person’s decision to work in this sector (Din, 1989; Cacciottolo, 2015; Engel, 2018;

62 See Chapter One and Chapter Two, for more details about Omani economic diversification policies.
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Thistlethwaite, 2015; Kessler, 2015; Yan et al., 2017). The influence of Islam on occupational
choices and sectoral preferences is a significant factor, as the Qur’an offers guidance for

Muslims in virtually all human activities.

Some government experts in T&H also believe that the Islamic religion and Omani traditional
values have conspired to construct a social stereotype that the T&H sector is unclean, which
affects public attitudes towards the sector. For instance Hind, the female Omani government
expert discussed earlier, felt that negative attitudes have arisen from earlier perceptions that the
sector encouraged secularism to the detriment of religious values:
Today, some Omanis have a positive attitude towards the sector. Initially, it appeared
that few Omanis favoured working in the industry. We at the ministry knew this, as the
sector was recruiting many migrant workers: not that they liked it either, but they
wanted the jobs. A job would be advertised for work in a hotel, and only migrants would
apply. Then, we slowly began to acknowledge that Omanis tend to be conservative
people. We associate working in a hotel with adultery, prostitution and alcoholism.
Therefore, it seemed as though any person who worked there would be stigmatised, this
particularly prevented women from joining the sector. (Hind)
Hind alluded to the possibility that some Omanis avoided working in the T&H sector for fear
of being stigmatised as sex workers, adulterers, alcoholics or, more fundamentally, for
violating Islamic and traditional Omani values (Adib and Guerrier, 2003; Gold and Saunders,
1983, Thébaud and Pedulla, 2016; Phillips et al., 2012; Rudman and Mescher, 2013). Omanis
may, therefore, fear that such stigma could restrict their social support and opportunities,
positioning them as outsiders or outcasts. This indicates that a customary stigma may play a
role in shaping the attitudes of Omanis towards work in the T&H sector. At any rate, the role
of such a stigma seems to be weakening because of changing attitudes. For instance, Hind

suggests that more Omanis are developing a positive attitude towards the sector.

194



Nurmini, a female manager originally from Asia working as a manager at a city hotel, also felt
that social attitudes and cultural and religious practices have contributed to most Omani
employees holding negative attitudes towards the sector:
I wouldn’t say they [Omani workers] show negative attitudes, because I know many of
our Omani workers who are really enthusiastic about working in our establishment. [
have also observed that many of them are reluctant to let their families or friends know
they work in our hotel. This is especially the case with our Omani Muslim workers.
Obviously, there could be some negative perceptions about working in the hotel within
the Islamic communities. (Nurmini)
Critically, while Hind was convinced that Omanis ought to develop more positive attitudes
towards the T&H sector, Nurmini felt that religious factors continued to have a negative effect
on attitudes towards it. I identified a similar concern in interviews with Omani students like
Reem and Suliman, discussed earlier. Both argued that, despite their preference for the sector
on account of the varied career prospects they expected within it, religious doctrines

contributed to the general reluctance of Omanis to join the sector.

Still, it would be wrong to suggest that Hind showed a strong conviction about possible positive
attitudes held towards the T&H sector by Omanis. Her hedging offers some support for
Nurmini’s view that cultural and religious factors negatively affect attitudes towards the sector.
In the following statement, Hind suggested that Omani attitudes towards the sector were always
bound to be negative unless an awareness campaign could eliminate shared stereotypes. She
added that:

No right-thinking Muslim woman would like to be associated with such things, it was

these attitudes that were hindering diversification of the economy. After the awareness

campaigns that we ran through social media in 2016, things began to change, attitudes

have also changed. In fact, the reports that we are receiving now suggest that Omani
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employees in the sector maintain positive attitudes just like their migrant counterparts.

(Hind)
Based on my interpretation of the perspectives presented by Reem, Suliman and Jassem
(students), by Jayaram (a manager) and by Hind (an expert), the connection between religion
and the decisions believers made regarding their career choices seems evident. Indeed, as Jafari
and Scott (2014) explained in their study about perspectives towards tourism in the Muslim
world, the influence of Islam on the decision to pursue a profession can be explained by the
concept of the ummah.®®* Throughout the global community of Muslims, similar sets of
religious beliefs influence occupational and sectoral preferences by promoting either the
acceptance or rejection of certain behaviours and lifestyles that are associated with a particular
profession or sector (Zamani-Farahani and Henderson, 2010; Kovjanic, 2014; Morakabati,

2011).

This could explain why Hind, Hamdan and Suliman admitted that Islamic values affected
nearly every aspect of the political, economic, cultural and social lives of Omani workers, such
as the choices to pursue education, to seek a career away from home or to work in a particular
sector. Muslims try to discern an ethical quality in any human activity, representing either
hasan (suitability, attractiveness) or gabul (unsuitability, unattractiveness). Discerning such an
ethical quality is understood to require deep reflection about one’s life in relation to religious

doctrines (Stephenson, 2014; Winchester, 2008).

Clearly, student participants in this study seemed concerned about adhering to halal dietary
laws as underscored in the Quran. My interview with Reem, a female Omani student discussed

above, offered one example. Likewise Suliman, a male Omani student, was particularly clear

83 The global Muslim community tied together by religious tenets.
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in asserting that some Omanis who hold Islamic principles and values very strongly tended to

have negative attitudes towards the sector and therefore rejected the idea of working in it:
Religion shapes attitudes towards the sector. That’s why some people would reject
working in the sector because it supports secularism. Oh, I mean practices that go
against our Islamic practices. (Suliman)

Suliman’s statement shows that, while young Omanis hold positive attitudes towards working

in the T&H sector, religious norms remain likely to affect their attitudes towards it.

Unlike the rest of the participants who provided their views regarding the link between Omani
culture, religion and attitudes towards the T&H sector, Hind seemed to be the most aware of
tourism awareness efforts: she discussed her extensive experience in marketing and promotion
of the sector in the course of the interview. When I asked for more information about her
awareness activities, she revealed that World Tourism Day had been among the most effective
campaigns to promote awareness of the T&H sector. Celebrated annually on September 27,
this event allowed the ministry to run awareness campaigns through the media. As Hind
explained:

We intensified media campaigns to create awareness of positive aspects, using social

media to reduce and ultimately eliminate negative attitudes towards the sector. (Hind)
Hind’s statement reveals that the Omani government, despite its weak fiscal capacity, is trying
to improve the image of the sector through media campaigns and social media, to attract more
Omani graduates to work in the sector and create positive expectations for the future of work

in the sector.

In the same vein, the need for social media campaigns to fortify tourism awareness efforts was
emphasised in a statement made by Thuriya, a female Omani working as a general manager in

the tourism development company. She stated:
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If [ am seeing this correctly, globalisation and multi-cultural transitions brought about
by the sector are having both positive and negative impacts on Omani culture. Omani
youth will pass on our culture to our children and additional generations. They need to
preserve our culture. So, while the government is obviously worried about the
preservation of the identity and culture of Oman because of globalisation, it is also
aware that it can do something. Because of this, I feel that we should have some policies
that encourage social media to secure our culture through our youth, preserve the
values of our religion and even preserve our mother tongue because these remain our
cultural identity. (Thuriya)
Thuriya’s statement echoed the fears that many Omanis have about the negative effects of the
T&H sector in diluting Omani cultural traditions. It appears to be because of such concerns that
some Omanis are reluctant to see young people, who they expect to pass their cultures through
to the next generation, take up jobs in the sector. International literature on the topic has shown
that, in any society, the perceived negative impacts of the T&H sector on value systems
condition underlying attitudes towards the sector. Besides its cultural impact, the sector is
believed to contribute to shifts in individual behaviour, value systems, family relationships,
moral conduct and lifestyles more generally (Diismezkalender et al., 2020; Abdmouleh and

Kalai, 2020; Ap and Crompton, 1998; Nazki, 2018).

In spite of these challenges, Hind has offered an encouraging perspective regarding this
changing state of affairs. Owing to her experience marketing the T&H sector, her views should
be informed by her professional practice and her interactions with many stakeholders in the
sector. Hind argued compellingly that attitudes are changing and that more women are now
entering the sector. Besides more Omani women becoming aware of the opportunities they

could obtain in T&H, the situation is also affected by changing demographic patterns, whereby
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women get married later because of their pursuit for higher education. Indeed, Hind observed
that:
There were cases where women could not apply for the jobs because they lacked
empowerment. Since education was made free for both genders in the 1970s, more
women have pursued higher education and experience greater financial independence
after gaining employment. The need to pursue education may make some women
reconsider the idea of getting married at an early age of around 18 or so. Seriously,
women are changing their perceptions of financial independence and consider the T& H
sector as offering them greater opportunities for work and independence from relying
on men. (Hind)
Hind’s outlook also represented women’s determination to become financially independent and
to break away from the traditional norms of dependence on men. This trend seems to carry
significant social implications, as women get married only after they have completed their
education. From Hind’s commentary, it appears that Omani women have traditionally been
required to marry when they are 18 or so, having low educational attainment and little financial
independence. Such conditions force them to depend on their husbands, but these conditions

may be changing for many women.

5.4 Conclusion

Participants in this study presented varied views depicting subtle differences in their attitudes
towards working in the T&H sector. Indeed, it is impossible to see any category of participants
who demonstrate either an intense aversion or an excessive preference for the sector. All the
participants that I interviewed seemed to be informed, to different degrees, about the key
structural and cultural issues associated with T&H activities. From these interviews, I was able
to arrive at a relatively nuanced picture of the sector, with participants explaining its positive

and negative aspects. I also observed Omani men are less comfortable with the idea of working
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in the hotel sector, as they believe work in the sector to have cultural associations with
femininity, in general. The only exception was for high-status positions with management
responsibility. In terms of gender differences in their potential participation in the T&H labour
force, unemployed Omani men reported that they expected high salaries in return for their HC
investments. In fact, they preferred to remain unemployed rather than accept lower positions
in hotels; social norms expect men to act as breadwinners and take charge of the family’s
financial obligations, such as the cost of marriage, housing costs, and the expenses of their
wives and children. Meanwhile, unemployed Omani women expected high salaries
proportionate to their HC investments. They expressed wage expectations similar to those of
unemployed Omani men, suggesting that employers should consider treating both male and
female graduates equally in hiring and salaries, based on their HC investments such as

educational qualifications or skill levels.

Regarding the influence of religion, some participants felt that the potential conflict between
Islamic doctrines and practices in the hospitality sector had contributed to negative attitudes
towards the sector. Religion, along with social and cultural traditions, represent complex issues
that affect Omani graduates’ attitudes towards work in the T&H sector. The government has
tackled this problem by stepping up tourism awareness campaigns on social media, promoting

gradual changes in attitudes that are expected to change perceptions about the sector.

In this chapter, I have addressed my research questions concerning all Omani categories in this
thesis such as factors explaining the different employment patterns and employability among
Omani and migrant graduates in the T&H sector such as the factors shaping Omani graduates’
attitudes towards work in the T&H sector and how their perspectives compare to those of
migrant graduates. I have also discussed employers’ attitudes towards hiring Omani and
migrant graduates and the impact of HC on the differing employment patterns of Omani and

migrant graduates in the sector. These findings have contributed towards my research aim
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concerning Omani and migrant graduates’ employment and employability in the T&H sector,
and towards understanding why so few Omani graduates are employed in the T&H sector

compared to migrant graduates.

HC theory, and complementary approaches used to explain labour market dynamics, have
provided themes running through all three data chapters. The analytical approach derived from
HC theory offers the set of concepts used in this, and previous studies to describe labour market
phenomena (as I discussed in Chapter Three). Omani graduates of all kinds affirmed that
qualifications are the most critical factor for employment patterns in the T&H sector.
Unemployed Omanis often expected higher pay and job security in the T&H sector, to match
their investment in the HC and their educational attainment. In addition, the potential mismatch
between Omani graduates’ expectations and the real characteristics of the T&H sector may
explain graduates’ employment behaviour to a significant extent. For instance, some Omani
graduates think it is better to be unemployed rather than work in low-income positions in T&H
that do not match their investment in HC and their educational attainment. The theoretical
perspective HC offers suggests that these expectations concerning investments and individual
earnings may be subjectively rational. However, certain factors are related to norms that expect
men to act as breadwinners and take charge of the family’s financial obligations, such as the
cost of marriage, housing costs and the expenses of their immediate family as I mentioned
previously. Moreover, the influence of the concepts of masculinity and femininity on the career
orientations of Omani men and women became apparent in my interviews. For instance, the
perception that men should not undertake jobs associated with roles gendered as feminine, such
as caring for others, may explain why some unemployed male Omanis that I interviewed
admitted to negative attitudes towards work in the T&H sector, with the notable exception of
management positions. Some of the unemployed female Omani graduates agreed that male

Omanis were reluctant to work in the T&H sector because of their belief that many of the jobs
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the sector offers, such as housekeeping, were associated with women. Some Omani men do not
want to work in jobs considered ‘feminine’, because of their fear of embarrassment based on
social norms, which could even lead to shame or disgrace. In terms of Omani women, some of
them affirmed that patriarchal Omani society still seems unprepared to allow women to make
education or career choices for themselves, without their male guardians’ approbation, which
significantly influences women’s decisions about work in the T&H sector and the positions
women and men respectively accept in the sector. Overall, broader social attitudes and cultural
values that assign roles to women in the Omani workforce seem to determine women’s status
and opportunities within the T&H sector. In addition, broader social attitudes, including
gendered perspectives on incomes, might encourage women to seek careers in the T&H sector
while discouraging men’s participation. In terms of Omani women graduates, they are more
enthusiastic about working in the T&H sector, given their positive attitudes; they identified
their formal qualifications were the most important factors in T&H sector hiring. In this
context, HC perspectives point to the idea that the gender income gap may change with
additional educational investment: the more women invest in HC, the more they will

(rationally) expect better employment opportunities within their field of study.

Many employers affirmed that gendered perspectives on income shaped employees’ attitudes
towards the sector. In addition, employers tended to explain their decisions to hire Omani
graduates based on potential employees’ skills and competence, rather than on any personal
attitudes towards Omani graduates. My research participants affirmed that employers would
have no reason to hire either an Omani or migrant graduate preferentially, provided that he or
she has the requisite skills needed to improve their productivity. The only exceptions, in a view

expressed by certain interviewees, were cases of nepotism or cronyism (Wasta).

Overall, I observed that among unemployed Omani graduates, both men and women seemed

determined to find a job in the T&H sector. Some of the participants in this study felt that the
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T&H sector did not guarantee job security; they also felt that negative stereotypes about the
sector affected social attitudes towards it. From the perspective of the demand for labour, some
hotel managers and employers seemed strongly convinced that aspects of the sector such as its
capacity to offer a variety of job opportunities make the sector attractive to Omani workers.
Employers report that they are focused on filling skills gaps rather than on their personal
attitudes, in their hiring decisions. Additionally, there are suggestions that hotel hiring
processes may also be affected by gender, physical attractiveness and age. Regarding
employment patterns, Omani graduates confirmed their expectations to be based on HC
investment: they desire higher-paying jobs and feel that their qualifications represent the
dominant factor in T&H sector employment. However, as I discussed in Chapter Three (section
3.3), research to date has confirmed that employers are not always guided by academic
qualifications and job experience in their hiring decisions, contrary to the assumptions of HC
theory. Meanwhile, such other theoretical and conceptual perspectives as labour market
segmentation, occupational niches and gender-based analysis compensate for the analytical
weaknesses of HC theory and offer explanations for the range of phenomena where the
assumptions of market rationality (both rational choice and meritocracy) are not met in
practice. As discussed in Chapter Three (section 3.3), cultural capital theory could help address
the influence of Islamic cultural practices towards the T&H sector that contribute to negative
attitudes towards employment in the sector, as mentioned by various participants in the study.
In addition, other theories besides HC may be needed to explain occupational sex segregation,
its contribution to the gender wage gap, and how it can be addressed in social policy. For
instance, devaluation theory explains occupational sex segregation and wage differences,
proposing that male-dominated occupations are more highly compensated than female-
dominated occupations because ‘women’s work’ is devalued by social structures. Also, labour

market segmentation theory could offer an approach relevant to such contexts as Omani
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graduates’ attitudes towards work in the T&H sector. Labour market segmentation theory sees
the labour market as divided into two segments, with the first or primary segment consisting
of relatively permanent jobs with good career prospects; graduates are allocated to this segment
based on race and sex (or nationality or citizenship or immigration status might be more
relevant in an Omani context). Potential examples of this might include the public sector and
the oil sector in Oman. Meanwhile, the second segment consists of temporary jobs, to which
graduates are also allocated based on race and sex or nationality; these are usually found in the

service sector, including the T&H and media sectors in Oman.

In the next chapter, I will present and discuss data on Omanisation policies and their perceived

impact on employability in the T&H sector.
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CHAPTER 6: OMANISATION POLICIES

6.1 Introduction

The purpose of this chapter is to analyse and discuss my participants’ perceptions and attitudes
regarding the theme of Omanisation and its place in Oman today. In doing this, I explain the
different patterns of employment and employability among Omani and migrant graduates in
the Tourism and Hospitality (T&H) sector, how Omanisation policies affect the composition
of employment in the sector and how Omanisation policies could be modified. In this context,
I discerned that Omanisation can be viewed through different lenses (including demand-side,
supply-side and legislative aspects). Therefore, [ have organised the evaluation of Omanisation
into two subsections. In the first, I discuss attitudes towards Omanisation in light of evolving
employment patterns and the impacts of migration. In the second subsection, I present my
participants’ perceptions about the relevance of Omanisation to current economic and social
changes. The second section incorporates two key interrelated themes: first, the relevance of
Omanisation to current economic concerns and second, the relevance of Omanisation to current

social concerns.

In the next section, I narrow down the theme of Omanisation to its relevance to current social
migratory trends and current economic and social changes. I looked into participants’ views
regarding the fit between Omanisation initiatives and the current states of affairs in the country
and globally. In this context, I examined the points of views of migrant and local employees
about how these policies affect their employability in Oman and to explain their different
patterns of employment and employability in the T&H sector. In the following subsection, I
discuss and analyse my participants’ opinions regarding the factors that influence their attitudes

towards Omanisation policies in relation to current patterns and implications of migration.
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6.2 Evaluation of Omanisation

6.2.1 Factors shaping attitudes towards Omanisation in light of evolving patterns and
impacts of migration

In this subsection, I analyse and discuss participants’ responses regarding their attitudes
towards Omanisation in relation to the evolving patterns and impacts of migration. I inquired
from the study’s participants how they felt the policy had affected their chances of getting
employment and whether such effects had influenced their attitudes towards these policies.
Their responses provided insights into their understanding of the patterns of Omani and

migrants’ employment and employability in the T&H sector.

Among the Omani participants who demonstrated positive attitudes towards the policy, there
was a perception that the policy made a positive contribution towards the employability of
Omanis in the private sector®, in spite of the sector employing many migrant workers. For
instance Maryam, a female Omani hotel employee, said:
I think it is a good policy that may help the Omani government to encourage more
Omani youth to get employment in the private sector where we have many migrants.
The country still faces extreme levels of unemployment and I think we still need the
policy. (Maryam)
From Maryam’s statement, [ understood that she views the policy as allowing for the inflow of
migrant workers while still making sure that Omani graduates are employable. Maryam’s
interpretation was also shared by Alexander, a male member of academic staff at college ‘A’

of migrant origin from a Northern European country, who said:

64 The private sector includes various economic sectors, including the T&H industry in Oman. Typically, | realised
that participants preferred to discuss the private sector in general rather than the T&H sector in particular,
throughout the data collection process, perhaps due to the influence of official media and social media.
Therefore, | decided to place the quote in the data chapters as it is without any personal
amendments/intervention. Besides, some of the transcripts have been translated from Arabic to English before
being uploaded to the NVivo prol2 (see Appendix 43).
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From my experience, however, I think the government has done so far so good with the
Omanisation policies in terms of shaping employment patterns by allowing local
graduates as well as migrants to find jobs in the sector. I think it brings a balancing
effect in the labour market to ensure that a fair proportion of both the migrants and
locals can be employed. (Alexander)
Like Maryam, Alexander’s positive attitudes towards Omanisation seemed to be shaped by the
thinking that the policy facilitates employability. However, they differ in that Alexander
thought that the policy provided a suitable environment for the employment of both migrant
and Omani workers while Ali, an Omani employee working at a city hotel, thought it makes
Omanis more employable. Alexander believed that the policy was helping the government in

its nationalisation objectives and in facilitating migration.

Meanwhile, some participants expressed the feeling that Omanisation policies have limited the
employability of migrants. Among the participants who shared this idea was Ali, an Omani
employee working at a city hotel. He stated:
I wouldn’t say I believe in the policy. I do have a negative attitude towards it.
Omanisation may sound like a good policy, but it becomes bad when it doesn’t seem to
assist in filling the skills gap or prevent unemployment of locals. However, it will also
be a bad policy if it is perceived negatively by migrant workers and forces some of them
to consider returning to their countries. (Ali)
Ali’s statement communicated his perception that Omanisation policies limit the employment
of migrants and that they could, in turn, limit the availability of skills for the sector. Ali’s
understanding was corroborated in a statement made by Maria, a female of migrant origin from
North Africa working as a member of academic staff at college ‘A’:
Somehow, I don’’t feel that when the policy can be beneficial to the interest of migrants

when it is seen to have focused on supporting the employability interests of Omanis.
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This may certainly mean that migrants would be unemployable in the long-term. It will
also mean that the capacity to access certain unique skills expected from migrant
workers becomes limited. (Maria)
From Maria and Ali statements, I concluded that Omanisation was understood by these
respondents to be poorly aligned with the current patterns and impacts of migration. Some
migrant workers believe that such policies focus on protecting the employment interests of the
locals at the expense of migrant workers. Clearly, Maria’s perspective corresponded to that of
Ali: both participants perceive these policies as limiting the employment potential of migrants

and inhibit the T&H sector’s access to certain unique job skills associated with such workers.

This perspective was further developed by Sushma, a female manager of migrant origin from
Asia working at a city hotel. Sushma depicted Omanisation as restricting the supply of migrant
workers:
There have been some cases of displeasure with the policy, particularly when it is not
possible to recruit migrant workers to fill specific skill gaps. It is a disappointing policy
as it limits migrant applicants who seem to want to come to work in the sector. This
limits our access to migrant labour. (Sushma)
Sushma’s statement illuminated a viewpoint and attitudes reflecting the demand side of the
labour market, which is an essential aspect in my study. It is clear that some managers feel
frustrated by Omanisation policies as they carry out their daily work; the restrictions placed by
government authorities do not seem appropriate as a response to global migration trends. The
difficulties these managers encounter as they strive to attract and empower highly qualified
migrants may negatively affect the achievement of the goals and visions of the organisations

they serve.

Some of the migrant managers that I interviewed supported the assertion that Omanisation

limits the employability of migrants, which in turn restricts the access of T&H employers to
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certain skills. For example Pavlo, a male manager of migrant origin from Eastern Europe

working at a city hotel, shared this perspective. Like Sushma, he also appeared disappointed

with these policies, because they limited the number of migrants who can work in the sector:
The migrants now have a fear of the Omanisation policies that may cause deportation
at any moment, which negatively affects the sector [...]. I have some concerns
regarding the enforcement of the Omanisation policies, as it affects the dynamics of
work in the sector. I think the policy needs some revision by understanding the social
policy global trend. (Pavlo)

Some employers and managers thus felt that Omanisation could only be a positive factor if it

did not limit their access to cheap migrant workers. This indicates the existence of a consensus

among the employers and managers that I interviewed: that these policies should be adapted to

current requirements.

However, not all workers of migrant origin actually represent cheap labour. In fact, from Ali’s
statement discussed earlier, it appears that Omanisation would be more efficient if
policymakers modified such initiatives to ensure that migrant workers were selected to fill
existing skill gaps in the labour market. A similar perspective can be drawn from my interviews
with a lecturer at the college, who said:

1 think, if we consider the current migration trends, globalisation has transformed the
world, and no country can foolishly claim that discouraging migration can be healthy
for an economy. Omanisation policies focus too much on Omani’s interests, which can
affect how it is perceived. The policy should accommodate migrants’ interest. (a

lecturer at college ‘A’%)

85 Due to the ethical risks of exposing the identity of the informant who made this critical observation | refer to
them only as ‘a lecturer at college A’ in this instance.
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The lecturer’s statement is understandable, as managers and employers are largely motivated
by better performance and profits (Ruhs and Anderson, 2010; Toma et al., 2019; Kajackaite
and Sliwka, 2018). In my own understanding of the role of managers, they are company agents
aiming to maximise value for shareholders. Therefore, I had expected them to view
Omanisation in terms of whether it enabled them to access skilled labour from abroad or to cut
labour costs by paying migrant workers lower wages. Already, studies in the context of Oman
have shown that Omani employers tend to prefer migrant workers because they provide a

cheaper source of labour (Bontenbal and Aziz 2013; Zerovec and Bontenbal, 2011).

However, this idea was not restricted to managers and employees. Some Omani graduates
believed that their own attitudes towards these policies were shaped by the extent to which they
ensured access to a pool of diverse skills. Consistent with this thinking Mohammed, an
unemployed male Omani graduate, stated:
While the policy is supposed to encourage employment, it does not as it may reduce the
number of investors who migrate to Oman to provide employment. I have come across
some news articles that report on how some migrant investors and workers are showing
their displeasure with the policy because it limits labour mobility. Already, many local
companies that try to adhere to the demands of the policy or recruiting a specific
number of migrants have adequate staff and are not able to absorb more job seekers.
Omanisation may discourage both migrant investors and workers from coming.
(Mohammed)
While Mohammed underlined how the policy might limit the variety of skills available in the
T&H sector, other participants also felt that such a tendency was inconsistent with the Omani
government’s goal of ensuring the diversification of its economy. Mohammed’s and Pavlo’s
explanations of the limitations of the policy seemed to reflect the concern that these policies

were in conflict with current migratory patterns and the demands of a free labour market. These
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comments may also display the readiness of these participants to be global citizens and to

accept that globalisation and migration are increasingly inevitable.

Closely related to the concern that these policies were failing to facilitate skill diversification
in the T&H sector was the idea that they were inconsistent with current trends regarding
economic growth and labour migration. Both tourism experts | interviewed revealed that their
negative attitudes towards these policies were linked to the ongoing perception, across the T&H
sector, that Omanisation efforts are irrelevant to current social and economic trends. Mahdi
Omani, a male tourism expert at a government ministry, observed that such policies might not
be suitable under current conditions where migration is shaped by globalisation. Indeed,
sociologists and migration scholars have argued that globalisation facilitates large-scale
migration between Oman and other, more diverse and geographically distant countries of origin
(Steiner and Wanner, 2019; Haas et al., 2018; Mahroum, 2001). Such trends affect labour
supply and demand, as Mahdi suggests:
In my very opinion, Omanisation policies are not very relevant to today’s migratory
patterns. It is an old policy whose history goes back to ‘88, I mean 1988. The policy is
putting the tourism business into an embarrassing situation. It also makes the sector
less attractive to people who want to migrate to work, live or invest. (Mahdi)
As a senior official within a prestigious government authority, Mahdi was a social policy
decision-maker with extensive experience of the issues related to the implementation of
Omanisation. He believed that such policies have created problems with several parties in both
public and private sectors, mainly in the T&H sector, and therefore he has come to the
conclusion that Omanisations policies cannot remain in their current form. Furthermore, he
expressed his belief that these policies needed to be subject to an additional round of review
because of the confusion they have caused for a number of stakeholders. (In Chapter Eight, I

provide policy recommendations relevant to this re-examination.)

211



Negative attitudes towards Omanisation could also be linked to the understanding, expressed
by the two tourism experts I interviewed, that Omanisation policies could only be effective if
migrant workers were allowed to fulfil certain skill gaps in the Omani labour market. Indeed,
a tourism expert at a government ministry®® also stated that negative attitudes towards
Omanisation are linked to perceptions that it may hinder economic growth in Oman through

its effect on migration:

There is a clear understanding of the ministry that the policy has its negative sides as
it is not in sync with globalisation realities like high levels of migrations globally [ ...]
[ think migrants and Omanis should have the same rights and responsibilities. In the
ministry, the employees here are migrants and Omani who are subject to the Civil
Service Law and receive the same salaries, vacations and incentives based on their
degree of employment [...]. We have migrants who have been working with us in the
ministry for more than 35 years. In my experience working with them, they love Oman
a lot and do not want to go home. Moreover, they have a national affiliation to the
country. (a tourism expert at a government ministry)
The expert’s views also brought up an important point: she asserted that Omanisation policies
downplay the significant role of migrants throughout the Omani labour market. She thought
this to be improper, as migrant workers should receive fairer treatment when it comes to
accessing work. However, my interviews with migrant workers themselves contained
responses that ran contrary to such expectations, expressing surprisingly positive attitudes

towards these policies.

66 | have considered ethical risks for exposing my participants’ identities, especially when making comments
critical of government policy in Oman. In the case of particularly controversial comments, | have suppressed
such information as the name of the government ministry concerned.
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Such favourable perceptions seemed to arise from migrant workers’ knowledge that
Omanisation has the potential to balance the positions of Omanis and migrant workers in the
labour market. Indeed, some of the migrant workers I interviewed thought that Omanisation
was ensuring balance in the employment of Omanis and migrant workers, even though it has
largely been promoted and understood as aiming to replace migrants with Omanis. Anna, a
female migrant of Asian origin working at a city hotel, was strongly convinced that

Omanisation was suitable as it balances Omani and migrant job priorities:

The policy does not state that migrants should not be employed or given a chance; it
Jjust recommends the ratio of migrant and Omani workers that an employer should
follow. I think that is very justified and does embrace the spirit of globalisation. Since
some Omanis are indeed jobless, they too deserve a chance to work. (Anna)
Anna here has expressed her belief that both categories deserve employment and empowerment
within the context of Omanisation policies in the T&H sector because the labour market should
be open to everyone. She indicated that Oman belongs to a global economy; therefore,
opportunities should of necessity be given to everyone, including Omani and migrant

graduates.

Gamal, a male migrant of North African origin working as a front office manager at a city
hotel, also stated that Omanisation policies might be realistic if they balanced the interests of
Omanis with those of the migrant workers:
Omanisation can be excellent when it is seen to protect both locals and migrants and
has credibility and transparency. The law should be the same for all. It has to be
balanced. (Gamal)
It appears, therefore, that the primary condition that migrant workers gave for considering the
suitability of Omanisation policies is that they ensure balance in the employment of Omanis

and migrant graduates, while attaining the government’s principal goals of increasing the
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number of Omanis employed in the sector. It is also possible that these participants were
reluctant to express criticism of the policy to me because of fears that they could be seen to be
disloyal to Oman’s legal framework. In Chapter Four (on methodology) and both Data chapters
Five and Seven, I discussed the issues of reflexivity and positionality arising because of my

position as an Omani man.

Overall, some of the migrant workers and managers that I interviewed appeared undecided
about the suitability of the policy, perhaps because they found themselves the beneficiaries of
current trends regarding globalisation and migration. Meanwhile, some insisted that they have
positive attitudes towards it, including Kumar and Rahul, students of migrant origin from Asia,
who argued that it is a suitable policy because of its fairness:

1t is a fair policy. All countries would surely want to serve their citizens with jobs first.

1t is working in the interest of Omanis. It is a good policy. (Kumar)

Strangely, I do support it. I tend to imagine that every country would want to give out
jobs to the natives first. The role of the government is to provide jobs to the citizens. So,
it is in line with good governance. (Rahul).
Reflecting on their experiences, it is possible that these participants might have elected to
support the policy owing to their status as migrants and their understanding that I, the
interviewer, work for the Omani government. Recognising my identity as an Omani, |
emphasised my role as a student researcher while conducting my fieldwork. These participants
of migrant origin may have wanted to show that they are at peace with Omani social policies

like Omanisation to avoid controversy.

At the same time, other participants chose to express different opinions. Unlike his fellow

migrant students, Arjun associated his negative attitudes towards Omanisation with a growing
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perception that the policy is in conflict with the effects of globalisation, such as greater labour
mobility:
No, the policy is not justified. I think it is not proper in the age of globalisation. I have
friends who want to work in Australia as well as Australians who want a job in Oman.
(Arjun)
Arjun has concluded that Omanisation policies would work better if they were more flexible
and open to interpretation. Allowing qualified migrants to enter the Omani labour market more
easily would recognise the ambitions and aspirations some migrant graduates have, to

contribute effectively to the Omani economy.

Indeed, even many Omani hotel employees and academic staff felt that Omanisation policies
should ensure a multiplicity of skills from migrants within the sector, while managers of
migrant origin wanted to ensure greater access to cheap labour from migrants. Accordingly, it
can be inferred that Omanisation initiatives affect access to skills and cheap labour depending
on their implementation, as both of these aspects of the labour supply relate to migration. On
the face of it, many participants in this study held opinions about the relevance of Omanisation

to Oman’s economic diversification policies Thanfeedh.

In the next section, I analyse and discuss participants’ perceptions of the relevance of
Omanisation to current economic and social changes.
6.3 The relevance of Omanisation to current economic and social changes

6.3.1 Relevance to current economic changes

One theme that did emerge from the interview data concerned the effects of Omanisation on
the employment patterns of Omani and migrant graduates was the emerging priority that the
labour market should have an array of skills, in light of contemporary economic trends. In

particular, unemployed Omani graduates understand that Omanisation initiatives have outlived
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the usefulness because these policies have not changed to align with Oman’s current objective
of diversifying its economy. While interviewing the participants in this study, I came to
understand that they have internalised Omani government’s economic diversification goals,

characterised by strategic efforts to broaden a variety of industries and workers.

Mabha, a female Omani unemployed graduate, felt that the priority given to Omanisation was
unsuitable and had not been able to adapt to recent economic changes:
1t is not suitable because it is not part of Oman’s economic diversification goals. Due
to the changes we see in the economy where more industries are being developed, |
would expect that policies and regulations should encourage a variety of workers, skills
and talents. (Maha)
Maha emphasised that, for Oman to realise its long-term economic development goals, it has
to acknowledge the significance of a diverse workforce rather than fulfilling certain narrow
political ambitions. She continued this line of thought further:
Actually, my point is that while the policy may be working to please some policymakers
like members of the Majlis Al-Shura,®” who just want to please their constituencies
whom they represent in government, these policymakers are unaware that the Sultanate
is in another level of economic development that requires that if diversification has to
work, then there has to be a free atmosphere where employers compete for scarce
talents, whether locals or migrants. (Maha)
Accordingly the impact of migrants, in bringing new skills to diversify the labour market and
shaping perceptions regarding Omanisation, cannot be underestimated. A body of international
migration scholarship has shown that a less restrictive labour market, where government

policies encourage qualified migration to fill skill gaps, is linked to improved labour market

67 A legislative body in Oman regarded as the lower house of the Council of Oman (parliament), consisting of
democratically elected representatives (Majlis Shura, 2020).
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outcomes: migrants bring in new skills and competencies and enhance economic development
in their host countries (Corluy et al. 2011; Redbird and Escamilla-Garcia, 2020; Ruhs and
Anderson, 2010; Boucher, 2020; Mesch, 2003; Pager and Shepherd, 2008; in Chapter Two,
section 2.3.2, I discuss the role of migrants in the economies of Oman and other Gulf

Cooperation Council (GCC) countries in terms of existing, empirical literature).

Maha’s remarks showed that she was informed of Oman’s current goals of diversifying the
economy, which Omanisation could hamper by limiting access to talents and skills from
abroad. However, Maha’s remarks were also surprising in that, at the time of the interview, she
was unemployed. I had expected her to support the policy to limit competition for jobs.
Similarly Faisal, another unemployed Omani graduate like Maha, argued that such policies
were not suitable for the sector as they did not adequately address current economic concerns:
The policy does not address current goals to diversify the economy. I think this policy
was created exclusively by the government without taking into account the opinions or
suggestions of other parties such as employers, employees, citizens and migrants.
(Faisal)
Faisal seems convinced that the failure of Omanisation initiatives came about when
policymakers failed to include the concerns and views of diverse stakeholders and actors in the
Omani economy, leading to its overlooking the critical issues currently facing core actors in

the Omani labour market.

Therefore, to my surprise, I detected a feeling on the part of some unemployed Omani graduates
that Omanisation policies should be done away with as incompatible with the government’s

economic diversification policies Thanfeedh.®® 1 had expected them to support Omanisation

68 As | discussed in Chapter One, the diversification policies are the process of increasing the number of sectors
or markets in an economy to ensure reliance on multiple sources of income nationally (Supreme Council for
Planning — Oman, 2016).
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initiatives, as the policy had been intended to increase their participation in the labour market.
However, this contrary perspective was shared by a number of unemployment graduates that I
interviewed. Another example came from my interview with Lamya, a female Omani
unemployed graduate. She said:
I don’t agree with the policy. As I had explained to you, the reason why I decided to
take a course in the tourism and hospitality sector is that I appreciate working in an
atmosphere that has an assortment of people, cultures and employment opportunities.
There have been discussions in class and even on social media that Omanisation can
limit such things. So, I guess you now understand my position. (Lamya)
Lamya’s perspectives regarding these policies were comparable to those of Faisal and Maha.
All of these participants seemed to share the understanding that the policy has, indirectly,
limited their employability by limiting access to diverse work opportunities through the growth
of the sector. It also appeared that they did not view migrants to be a threat to their
employability, necessarily, perhaps because they have come to a realisation that migrants — as

a by-product of globalisation — were inevitable contributors to a diversified economy.

Looking back, I had not expected that unemployed Omanis would be particularly aware of the
goal of economic diversification. At the outset, I had expected to obtain only superficial
information regarding Oman’s economic diversification goals from them during my fieldwork.
Sometimes this expectation was met: for instance, in my interview with Huda, a female
unemployed Omani graduate, I observed that she was not very well informed about
Omanisation:

I don’t know much about it [Omanisation policies] in detail, although I understand that

implementing it is a problem because of the existing skills gaps. I have heard about

certain quotas being set for each sector. But, to tell you the truth, I have never taken

the time to find out much about it. I know that it is working. (Huda)
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Huda’s statement shows that even some unemployed Omani graduates who lack information
about the policy understand the importance of having a variety of skills in the labour market.
It also appears from Lamya’s, Faisal’s and Huda’s statements that diversification goals have
recently dominated the media in Oman, making it a critical subject of discourse that many
participants could relate to. For instance, unemployed Omani graduates mentioned that social
media platforms like Twitter have played a significant role in Oman in terms of providing
updates on the economic diversification goals of the government, particularly since the 2016
oil crisis that negatively affected the country’s revenue. Lamya, Faisal and Huda appeared
concerned about current economic and social conditions, following recent coverage of issues
that could directly affect their potential to find jobs, earn a good income, maintain a
comfortable family standard of living, have good health care and access other social welfare

services.

Previous studies have attested to such personal goals and priorities (Ali et al. 2017; Al-Lamki,
2000; Atef and Al-Balushi, 2016; Das and Gokhale, 2010). At any rate, Lamya, Faisal and
Huda each communicated their fears that the T&H sector would suffer from an extreme labour
shortage unless migrant workers were allowed to fill the gap between labour demand and
supply in the sector. This perception may have influenced their evaluation of Omanisation
policies, and it is also possible that some of these participants were also concerned that
Omanisation initiatives could discourage international investment. Clearly, in this case they
would be likely to feel that such policy could negatively affect their opportunities for
employment, given that reduced investment would translate to reduced employment
opportunities. From this perspective, competition from migrant workers would be less of a
concern than attracting international investment and new jobs to Oman. Broadly speaking, this
indicates the growth of human capital in Oman, whereby those who are educated understand

the importance of migrants to diversify the economy’s skills complement.
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The opinions expressed by unemployed Omani graduates did not diverge significantly from
those presented by the tourism experts that [ interviewed. In fact, the two perspectives seemed
to be closely connected. Lamya’s, Faisal’s and Huda’s opinion that policymakers had not been
very thorough in their consideration of ongoing economic changes is further highlighted by a
tourism expert at a government ministry®®. Being a high-ranking government official, he
mentioned that while he is aware that the policy has its negative sides, he could not discuss

some of the relevant policy considerations because of his position as a civil servant.

Mahdi also argued that, while initially there were strong justifications for the policy, it does
not agree with the current goal of economic diversification. It is interesting to observe that, like
the unemployed Omani graduates, Mahdi also mentioned the government’s strategic
objectives, and his reference to social media may also have been influenced by the media’s

recent focus on the Omani government’s preoccupation with diversifying the economy.

The same nuances arise when considering the perspective set forth by Hind, a female Omani
female tourism expert at a government ministry. In her interview, she set forth her position that
Omanisation limited access to diverse labour attributes and failed to consider Oman’s
economic realities:
We need migrants to support the economy. Let us not forget that we have traditionally
been a labour importing country. Still, we both know that Oman needs both skilled and
unskilled migrant workers in present and future. By the way, Omanisation is more
applicable in the private sector, as it is dominated by migrant workers. (Hind)
Given her position within a government authority, it is unsurprising that Hind reinforced the

government’s interests. She observed that the implementation of Omanisation might be more

69 As | mentioned earlier, | have considered ethical risks for exposing my participants’ identities, especially when
making comments critical of government policy in Oman. In the case of particularly controversial comments, |
have suppressed such information as the name of the government ministry concerned.
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useful if lead by the private sector; it could reduce the pressure on government revenues as
private firms, including those in the T&H sector, would generate more job opportunities for
citizens instead of Omanis relying mainly on the government to generate employment

opportunities.

Like Hind, Mahdi shared the opinion that Omanisation has lost its value and did not fit into the
current economic state of affairs, where economic diversification should be at the centre of
economic development policy. He declared that such policies have failed to take into account
particular stakeholder perspectives, leading to resistance by employers in the industry that has
derailed their full implementation:
There are significant challenges faced by the policy. There is a clear indication of
opposition to the policy by both local and international investors who want to operate
in a highly diversified economy. Picture this: stakeholders in the tourism industry are
primarily opposed to the policy. Many hotels are not cooperating with the government
in supporting Omanisation. In fact, during a Council of Ministers late last year, one of
the discussions entailed coming up with strategies on how to ensure that the private
sector supports Omanisation. (Mahdi)
Mahdi’s comment reflected the concerns of the government as well as the ongoing debates
about Omanisation policies and their implementation. This subject was central to the
government economic agenda circulating in local newspapers and social media in Oman, with
an emphasis on ways the private sector, through T&H development could contribute to such

efforts.

Some of the hotel managers I interviewed appeared to be dissatisfied with the relevance of
these policies to economic realities, limiting their access to diverse talents and skills in the
labour market. The perception that some hotels were not cooperating and were indeed opposing

Omanisation was particularly interesting, as it suggested that businesses, concerned with their
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productivity and profitability goals, were likely to view these policies as obstacles. For
instance, the idea that some employers might view migrant workers to be less costly yet more
productive could explain this aspect. This was highlighted by my interview with Thuriya, a
female Omani manager working at the tourism company:
When it comes to the point of view of an employer, I think, that is where it gets
complicated. In my place of work, for instance, there seems to be a general feeling of
discontent with the policy because it restricts our freedom to recruit as many migrant
workers as we want. This limits the access and transfer of skills. (Thuriya)
Thuriya thus asserted that Omanisation disrupts access to expertise, skills and competencies
that are essential for employers to strengthen the tourism economy, raising productivity in
hotels and other tourism companies and thereby raising profits. Thus she felt that Omanisation

might have a negative impact on the demand side of the labour market.

Gamal, a male migrant manager of North African origin working at a city hotel, was also
concerned that Omanisation was irrelevant to current economic concerns. Such policies would
tend to limit the competition among migrant and Omani employees, competition seen as
necessary to improve the quality of skills available in the job market:
I have some concerns regarding the enforcement of the Omanisation policies, as it will
affect the dynamics of work and transfer of knowledge and expertise to Omanis.
Omanisation cannot be the solution to youth unemployment [...]. The solution should
be public education to necessitate a change of attitudes, and more formal training to
build up the amount of a competent labour force. So, while Omanisation is realistically
an attempt to increase the ratio of Omani workers in the labour market, it should be
revised to increase competition in all economic sectors whereby the local workforce

can compete freely with migrants. (Gamal)
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Gamal’s assertions that Omanisation was not a solution to the problem of youth unemployment
in Oman echoed the earlier discussion of unemployed Omani participants. The latter pointed
to the unintended implications of these policies in terms of discouraging international
investment, which would reduce employment opportunities generally in Oman. Gamal
strengthened this argument by pointing out the likelihood that Omanisation policy could limit
employability and suggesting that young Omanis’ negative attitudes towards working in
specific sectors were a serious problem. Put differently, Omanisation could not change attitudes

on the supply side of the labour force, but education and training could.

Sushma, a female migrant manager discussed in the previous section, also argued that the issue
of the suitability of Omanisation could be viewed from the perspectives of different
stakeholders, particularly the government and investors:
From the point of view of the government, I think it is still an appropriate policy today
since the government’s fundamental role is to provide jobs for Omanis. Of course, it
also needs to sustain businesses. When we have some investors go away because they
disagree with the policy, then we can also say that the policy is not suitable for the
government. (Sushma)
Sushma’s assertions could be interpreted as calling attention to the possibility that
policymakers might be using too narrow an approach in implementing Omanisation. In her
view, one factor contributing to this was the Omani government’s assumed preoccupation with
reducing the number of migrant workers to open up opportunities for Omani job-seekers.
Sushma felt that a broader and more realistic approach would only be possible when the
perspectives of all stakeholders were taken into account to ensure that the resulting initiatives
would balance the concerns of all stakeholders, including those put forward by migrant

workers, foreign investors and employers.
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Some Omani employees also emphasised the need to ensure that Omanisation policies meet
Oman’s goals of diversifying the economy away from overdependence on the oil and gas
sector, which could be attained through consultation with concerned stakeholders. It was on
this basis that Ali, an Omani hotel employee, observed that the government should include the
perspectives of differing stakeholders, including employers and Omani women, when
considering how Omanisation should be amended and implemented. In his view, these policies
would be more practical if policymakers first recognise the role that variety in skill and talent
plays in the Omani labour market. Jayaram, a female migrant manager of Asian origin working
at a city hotel, also argued that all stakeholder perspectives should be taken into consideration:
I mean, there has to be constant consultation with the players in all economic sectors
to determine the practicality of the policy, and if it is established that it has become
irrelevant, then it should be done away with. (Jayaram)
Jayaram has pointed out a missing link in the implementation of Omanisation and explained

that this policy was not appropriate in relation to current economic trends.

At this point, Omani graduates in this study seem more critical of Omanisation than migrant
participants. Attention to reflexivity and positionality of standpoints and dynamic power
relationships within the study suggest that, as the most vulnerable category of subjects in my
research, migrant participants may be afraid to criticise Omani policies in front of an Omani
researcher employed by the Omani government. (I have explained this point in detail in the

methodology chapter — Chapter Four — and in relation to the conclusion in Chapter Eight).

Indeed, one objective of Omanisation is to encourage the employment of Omanis (Ennis and
Walton-Roberts, 2018). Salma, a female Omani working at a city hotel, expressed her
disapproval of the policy and its potential to discourage workers:

I am more concerned about Omanisation. I think it kills the morale of workers. Many

of my migrant colleagues in the hotel are very worried about Omanisation and what
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people think about it. They believe it is supposed to victimise them or punish them
unjustly. While there are other good things about the policy that I like, I think that many
Omanis and migrant workers lack an idea of what Omanisation is really about. (Salma)
In this interview, Salma revealed that some migrant and Omani graduates had superficial
information about Omanisation policies. They may have expressed a lack of interest in the
details of such policies because of the sensitivity of the topic and because they might be busy

with other life priorities, such as their studies or their careers.

However, not all employed Omanis criticised Omanisation. Kuthar, a female Omani hotel
employee, thought these policies would enable the government to attain its employment targets
and in the process assist in the restructuring of the labour market to fit its diversification goals.
She argued that the media should be blamed for creating a negative image of the policy:
My only problem is that the media has given the policy a bad image. In fact, I have
always taken pains to explain to some of my migrant workmates that the media is
making it seem like Omanisation is a policy intended to get rid of migrants. That is a
bad image because that is not the way it is. I would have been happy if the media had
said that the policy is supposed to encourage Omanis to participate in the private
sector. I believe that once you finish college, you should focus all your energy on getting
employed in any sector of interest. (Kuthar)
Also, differences in perception of the relevance of such policies between employees with
greater work experience and those with less or none suggest that individual experiences in the
sector influenced participants’ perceptions of their readiness to work under the policy. Indeed,
this offered a clear indicator that a higher level of employee engagement at work was linked to
a greater accumulation of work experience that in turn increased employees’ knowledge of how

they were directly or indirectly affected by labour force policies, as has been discussed by
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scholarship regarding international migration in advanced countries (Tani, 2019; Redbird and

Escamilla-Garcia, 2020).

In the next subsection, I explore the relevance of Omanisation to social concerns based on the

perspectives prevalent within each category of participants.

6.3.2 Relevance to current social concerns

In this subsection, I argue that certain issues are fundamental to the analysis of the relevance
of Omanisation to current social concerns, in light of the patterns of entry of Omani and migrant
graduates into the T&H labour market. Some participants felt that perceived disparities in the
levels of entry of Omani and migrant graduates in the sectoral labour market might contribute
to social tensions. It appears that the patterns of employment of Omanis and migrants could

either contribute to tensions between the two categories or, conversely, could help dispel them.

While offering their perspectives on government initiatives to ensure employment and
employability in the T&H sector, the two tourism experts I interviewed explained that, because
of the relatively high number of migrant workers, the government is focussing on addressing
social tensions between Omani and migrant workers. This idea was evident in the explanation
provided by Hind, the female Omani tourism expert at a government ministry discussed in the
previous section, who stated:
I believe the target (of the government) is to have migrant workers make up, at most,
33% of the population. In 2013, the Shura Council came up with a new law that put a
cap on foreign workers at 33% of the population. Setting such a ratio may have the
effect of minimising tensions, as Omani workers would understand that all their
migrant colleagues are in the workforce subject to government regulations. (Hind)
This statement by Hind drew my attention to the Omani government’s awareness of the

likelihood that tensions could arise if Omanis came to interpret migrants as taking away their

226



jobs. From this perspective, Omanisation policies regulate the composition of Oman’s labour

market to address the potential tensions between Omani and migrant workers.

This account suggests that the government might have foreseen the possibilities of xenophobic
attacks and averted them through Omanisation. Similar concerns have led to tensions in other
locales, such as South Africa where since the early 2000s, the national migration policy has
been widely criticised for being racialised’® in relation to specific categories of people,
ascribing ethnic or racial identities and deploying them to affect services provided by both the
public and private sectors, including employment, education and housing. For instance, in
August and September of 2019, South African extremists engaged in xenophobic violence
against migrants to South Africa, whom they accused of taking away jobs. During the attacks,
Nigerian-owned businesses were destroyed and burned down. Several migrants of Nigerian
origin were also lynched in public; in the end, 12 deaths were officially reported. The case of
xenophobic attacks against Nigerians in South Africa reflects the reality that migrants are not
the cause of economic problems, but that national governments can be blamed when their
policies are not seen to control the complex interdependence between migrants and locals in
the economy (Beetar, 2019; Kerr et al., 2019; Solomon, 2019; Constant, 2014; BBC News,

2019b; Holmes, 2019; Khumalo, 2019).

While regulating migrant labour may communicate that the government is in control of the
labour market, promoting the view that the ratio of migrants in the market has been carefully

calculated to allow for the participation of local Omanis in the labour market, restrictive

70 The terms ‘race’ and ‘ethnicity’ have been used almost interchangeably in a wide range of sociological
research; both terms have been used to describe the diverse identities present in societies and the
characteristics or stereotypes pertaining to specific groups of people (Semyonov and Glikman, 2009; Loveman,
1999; Bonilla-Silva, 1999).

Racialisation: in a literature review covering sociology related to race and ethnicity, racialisation is the process
of defining people based on ethnic or racial identifiers and attributing characteristics to relationships, social
practices or categories of people in relation to such social structures within a particular society (Barot and Bird,
2001; Hochman, 2019; Balogun, 2019).
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policies may also encourage hostility towards migrants because it reinforces the view that it is
migrants who are the problem (Rzepnikowska, 2019; Das and Gokhale, 2010; De Bel-Air,
2015; Winckler, 2010). Cases of xenophobia’! have also been witnessed by Polish migrants to
the UK before and after the referendum on leaving the UK (the ‘Brexit’ vote) in June 2016.
Months before the vote, hate crimes were reported by the police in the UK as 41% higher than
a year before. Posters were left in public places in parts of the UK, such as in Huntingdon,
Cambridgeshire, asking the Polish people to leave the country. In one instance, a 40-year-old
factory worker from Poland named Arkadiusz J6zwik was killed on the streets of Harlow by a
group of troublemakers when he was found to speak Polish (Rzepnikowska, 2019). Research
has established that xenophobia exists to some extent in all societies, including Arabian Gulf
states such as Oman, UAE, Kuwait, Bahrain, Qatar and Saudi Arabia and also in developed
countries such the UK and EU countries (Jureidini, 2003; Rzepnikowska, 2019; Das and
Gokhale, 2010; De Bel-Air, 2015; Winckler, 2010). Fundamentally, xenophobia has resulted
in policies across the GCC that give preferential treatment to locals over migrant workers,
including by ensuring that contract workers are only in the country for a limited time.
Governments in the region may be understood as developing such policies to avert xenophobia,
which could otherwise lead to tensions between migrant and local workers (Rzepnikowska,
2019; Das and Gokhale, 2010; De Bel-Air, 2015). However, there is no research to date

demonstrating that such tensions have occurred in Oman.

However, this issue is rather multifaceted and nuanced and requires cautious treatment. Indeed,
some research has shown that policies to restrict migration can fuel or reinforce anti-migrant
attitudes rather than abating them (Card et al., 2005; Feinstein and Bonikowski, 2019;

Hainmueller and Hopkins, 2014; Wei et al., 2019).

71 Xenophobia consists of hate or dislike directed towards a particular class or category of people, generally
those perceived as outsiders (Bessudnov, 2016; Bekhuis et al., 2013; Marfouk, 2019).
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While interviewing tourism experts, another idea emerged about the potential for social
tensions to result from a large number of migrant workers in Oman. The idea was expressed
by Mahdi, the other Omani tourism expert working at a government ministry discussed in the
previous section. However, unlike Hind, one tourism expert at a government ministry was more
concerned with the idea that the government is not doing enough to restrain the exploitation of
migrant workers:
I don’t think the government through Omanisation has dedicated significant resources
to the formation of monitoring mechanisms to realistically identify the real work
experiences of migrant workers. Of course, if I stray a bit from the tourism sector, there
have been cases of domestic worker exploitation and the inability of the migrant worker
to suitably access the criminal justice system to make their cases against errant
employers. (a tourism expert at a government ministry’?)
On the whole, these responses by tourism experts point to the interpretation that the government

has not sought to address the exploitation of migrant workers in the private sector.

Ensuring flexible applications and interpretations of Omanisation may encourage Omani

workers to see themselves as playing a fundamental role in the development of their economy.

The tensions that could otherwise result were described by Khan, a male migrant employee of
Asian origin at a city hotel, who said:
Unlike their senior colleagues, young Omani workers feel threatened by the labour
market situation, as they have this conception that so long as migrants exist, they will
forever be exposed to the risk of unemployment. So, Omanisation should address such
a concern. Just last year, one of my colleagues who was considered to be generally

unfriendly toward many migrants tried to engage me in a private conversation. I did

72 Dye to the ethical risks of exposing the identity of the informant who made this critical observation | refer to
them only as ‘a tourism expert at a government ministry’ in this instance.
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not feel comfortable conversing with him. In fact, I had to tell him that I always found
it hard conversing with him because he was not very friendly. (Khan)
In this interview, Khan has pointed to some social tensions that may arise between Omani and
migrant graduates based on attitudes that occur in the workplace due to the pressures of work.
Omanisation policies themselves cannot address these workplace tensions. Policies may
benefit Omanis while negatively affecting migrants, because the latter are one of the most

vulnerable categories in Omani society.

To understand the state of affairs in the workplace in greater depth, and discern whether or not
such issues currently exist, I asked some of the hotel employees whether they were aware of
tensions between migrant and Omani workers. From their responses, I discerned that a
disproportionate ratio of migrant workers to Omanis could contribute to an implicit conflict
between Omani and migrant workers if the variation of the labour market and the speed of
entry of graduates were not controlled. However, I also observed that none of these participants

mentioned witnessing any such tensions in the last three months at the workplace.

Local Omani hotel workers refused to comment about the existence of such tensions and only
noted that Omani and migrant workers had conflicting expectations in terms of pay and work
hours. For instance Maryam, a female Omani employee at a city hotel, opined that such
divergent interests might lead employers to prefer hiring migrants, which could be a source of
tension as it leads to the perception of bias in hiring:
I wouldn’t say there is no bias. I have had cases where it was said that our management
tends to prefer migrants because they have attitudes that allow them to work on all
kinds of jobs or work for longer hours. If that is the case, then they are justified to have
such bias because the hotel wants to make profits. Such bias is what sometimes leads

to tensions. But, the T&H sector is not like the government. Profit is the incentive for
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organisations in the T&H sector. Maybe, that’s the reason we the Omanis prefer
working in the public sector. (Maryam)
By the way, Maryam disclosed a likely motivation why she would prefer to work in the public
sector: she would be motivated by working for the good of her country, rather than for the
profit of a private firm. From her statement, it seems that tensions between Omani and migrant
workers triggered by T&H sector employers’ preferences for migrant workers might also have

dissuaded her efforts to pursue work in the T&H sector.

When asked what he thought about the existence of tensions between Omanis and migrants
and the role of Omanisation Khan, a male migrant employee discussed earlier in this section,
stated:
There are deep divisions in public opinion across Oman regarding the importance of
migrant workers and that of local workers. However, they need to understand that what
is happening is a natural result of globalisation and that nothing can stop it, not even
the most focussed policy. Most Omanis I have met are upbeat and pleasantly optimistic
about transforming their country into the next major economic power in the Middle
East, and that is why you will see many of them being very welcoming to migrants.
However, we cannot hide from the truth that some Omanis are also resistant to the idea
of having many migrants around. This is a concern that Omanisation should try to
address (Khan)
Khan’s statement could be construed as encouraging the Omani government and policymakers
to focus on managing the different patterns of employment and employability among Omani
and migrant graduates in the T&H sector in light of Omanisation policies.” It is possible that
the government could communicate more effectively that it has considered the requirements of

the Omani economy in relation to its dependence on migrant workers. Indeed, a body of

73 policy recommendations will be debated further in the conclusion chapter of this thesis (Chapter Eight).
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international sociological research suggests that when individuals perceive government
institutions to be fair, social tensions are substantially reduced (Weber, 2019; Andrejuk, 2019;
Carter et al., 1996; Rajendran et al., 2020). In other words, trust and fairness in government

institutions and policies should be mutually self-reinforcing.

The idea that Omanisation should not be blamed for the tensions that could arise because of
the speedy entry of migrant workers and the relatively slow entry of local graduates was also
supported by migrant hotel workers, as well as those of Omani origin. Indeed, some migrant
hotel workers viewed the government as making a positive contribution towards reducing
possible tensions between Omani and migrant workers. Because of recent government
legislative efforts to bring balance, a number of migrant and Omani participants reported that
the government’s social policy roles seemed to focus on ensuring the employment of Omanis.
For instance Anna, a female migrant manager of Asian origin working at a city hotel, stated
that the government was trying to ensure that local Omanis were educated to compete for jobs
with migrants. She found that the ratio of migrant workers was reasonable enough to avoid a
perception that migrants were taking all the competitive positions:
In the tourism sector, for instance, we have a college that has been established to
ensure that there is a constant supply of Omani labour. But, as I did mention to you,
the problem is getting Omanis to apply for jobs in the tourism sector. If we look at the
policies, we have Omanisation. Yes, I think the government has tried to make it work
by suggesting ratios by which local Omanis and migrants can be employed. The rate is
in itself imbalanced, as it seeks to ensure that more Omanis enter the labour market.
(Anna)
Anna’s claims showed that not every participant felt that the government’s efforts to implement
Omanisation were counterproductive. Rather, the government’s strategy of suggesting a ratio

of employable Omanis to employers could produce the intended results if internalised by
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employers in their practices. However, my earlier discussion has suggested that this goal could
not necessarily be attained, as some hotels were unwilling to implement such measures and

preferred to pursue unrestricted access to migrant workers.

Anna’s statement also revealed that despite government efforts to boost the educational
attainment of Omanis to ensure that they can compete against migrant workers for jobs in this
sector, the problem was to induce Omanis to join the supply of labour for the labour market.
(This argument discussed in detail in Chapter Five). This finding seems to contradict previous
research, which had emphasised the need for policymakers to strengthen workers’ investment
in human capital through education to attain such goals as greater social cohesion, higher
employment rates and improved earning capacity (Gérxhani and Van De Werfhorst, 2013;
Blagg and Blom, 2018; Hjalmarsson and Lochner, 2012). It is clear from my participants’
responses that Omani society is benefitting from an increase in the level of educational
attainment to the intended degree, because of graduates’ poor attitudes towards some sectors,

leaving such positions to be filled by migrant workers.

I also asked other categories of participants about the relationship between Omanisation and
likely or existing tensions between Omani and migrant workers. Most of the students chose not
to talk about this tension, except for Amira, a female migrant student of North African origin
studying at college ‘A’. Amira seemed to acknowledge that if such tensions existed in the T&H
sector, Omanisation should not be held accountable:
The T&H sector seems to have more migrant workers than Omani workers, but there
is no tension, and I don’t think Omanisation policies should be blamed for any tension.
(Amira)
Amira expressed a different viewpoint and a more positive attitude towards Omanisation

compared to Kumar, perhaps because, as a student, she does not have much experience
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concerning the T&H work environment. In her college, she may not yet have encountered any

emerging social tensions whether or not they are present in the workplace.

Likewise Alexander, a male of migrant origin from Northern Europe working as a member of
academic staff at college ‘A’, also acknowledged the role of the government in addressing
future tensions:
1t is evident that the government is doing much to ensure that local people get into good
careers, including by sponsoring their education or ensuring that they get better
chances to get in jobs and avoid such tensions in future. (Alexander)
As an academic, Alexander’s view that higher education has a significant role in educating
Omani and migrant graduates should not be surprising; he has assumed that this could prevent
the emergence of social tensions related to the implementation of the Omanisation policies.

Accordingly, such social difficulties should not occur in the medium and long term.

Maria, a female of migrant origin from North Africa working as a member of academic staff
at college ‘A’, refused to comment on the existence of tensions and only articulated what she
thinks should be the ideal situation in a globalised setting like Oman:
Well, that’s a tricky question. From my layman’s point of view, I think it is time we had
a policy that is designed to encourage social integration of Omanis and migrant
workers because of Omanisation. (Maria)
Through this statement, Maria has asserted that the Omanisation policies must be reformulated
continuously, updated and revised to match the policies of the outside world and local changes.
From her perspective, Omanisation policies in their current form did not seem suitable for the
current generation of graduates and policy actors, and thus could create social tensions between

the two categories.
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In my interviews with unemployed Omani graduates, I asked about their perceptions of the role
of Omanisation in either encouraging or averting social tensions between Omani and migrant
workers. These participants reported no knowledge of the existence of such tensions and
generally asserted that, if such tensions did exist, then the lack of effective social policies was
responsible, rather than migrants workers:
I wouldn’t blame migrant workers if such tensions existed. But, I would blame social
policies. There is only one policy that I know of, and that is Omanisation. The
government knows that there is a social cost if Omanis are not employed, as this could
lead to tensions. This is particularly relevant when we have widespread poverty and
social injustice in the country. The government has taken into account the policy of
social justice for job seekers. Is the policy of Omanisation taking care of this aspect?
Yes [...] there will be a sizeable social cost if the government does not intervene and
adjust its labour market policies because of the accumulation and increase in the
number of job seekers every year. (Omar)
As an unemployed graduate, Omar reflected the views of many job seekers who have invested
in education as a form of HC. He proposed that government policies be amended to improve
the conditions of the unemployed, taking into account the social aspirations of graduates — like
finding jobs and getting married — and avoiding the problems caused for Omani society by the

difficulties encountered by graduates.

Norah, an unemployed female Omani graduate, also felt that Omanisation has been useful but

blamed poor workplace policies that lead to discrimination as potentially fuelling tensions:
Lack of transparency and integrity in the workplace could be blamed if such tensions
existed, but not Omanisation. I think this is an essential condition. Providing a fair
working environment among women, men, Omanis and migrants and respecting the

duties and rights of stakeholders are the most important things. Injustice, bias and
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relative favouritism, or what we call ‘Wasta’ or nepotism — where the employer
recruits, pays higher and promotes his friends and family — may lead to such tensions.
(Norah)
Norah’s statement indicated that ineffective workplace policies that leave loopholes for
nepotism have contributed to workplace tensions by engendering a feeling of unfairness and
dissatisfaction, and a resulting decline in morale. Her account also revealed the existence of
unfair labour market entry patterns, in the form of nepotism. However, as I discussed in Chapter
Five (section 5.2.2), other participants felt that bias and favouritism were not a prevalent feature

of hiring in the T&H sector.

As unemployed Omani graduates were concerned about the likelihood that workplace policies
could contribute to tensions about the composition of the T&H workforce, I found it relevant
to ask hotel managers and employers whether this is their perception. A vast collection of
research on international migration has shown that earnings inequalities and other forms of
discrimination among racial and national groups can contribute to tensions in the workplace,
including among highly educated workers. It can also lead to poor integration of migrant
workers (Johnson et al., 1997; Diamond, 1998; Barrett and Duffy, 2008; Nee et al., 1994;

Knight, 2015).

Some managers and employees, both migrants and Omanis, seemed to be well-informed about
the issues surrounding the policies of employees. One policy that I found to be both
controversial and interesting concerned accommodation. My attention was drawn to this policy
by Khan, a male manager of migrant origin discussed earlier in this section:
We have a policy that makes accommodation or housing only available to migrant
workers, both male and female. We provide housing facilities to some of our migrant

workers depending on the specifications of the work contract. Unfortunately, we do not
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offer our Omani workers such a facility, and this has led to some disquiet among some

workers who are locals. (Khan)
Khan’s statement implies that claims by unemployed Omani graduates that tensions should be
attributed to workplace policies, rather than Omanisation policies, are indeed compelling. He
acknowledged that the accommodation policy led to uneasiness among Omani workers. As an
expert in the field of employee recruitment and retention at a city hotel, his remarks might
suggest that the accommodation policy is intended to counteract negative perceptions of
Omanisation by showing constructive efforts by employers to support the welfare of their
migrant workers. While the general message from participants depicted T&H-sector employers
as doing little to ensure the smooth implementation of the Omanisation policies, it is plausible
that some hotels, like the one where Khan works, have resolved to ensure greater inclusion of
migrants into the Omani workforce. From my interview with him, I learned that the motive for
providing accommodation is to enable them to settle comfortably in Oman and more generally
to promote their welfare. I also observed that such accommodation arrangements represent
individual workplace policies and are subject to the provisions of the Kafala (visa-sponsorship)
policies, which provides ‘the legal foundation for [migrant] employment and residency’ in
Oman (Khan and Harroff-Tavel, 2011, p. 295; Balasubramanian, 2019; Human Rights Watch,
2016a; Indrelid, 2018). As argued in Chapter Two (the background of the Omani labour market
and Omanisation policies), the legal status of migrant workers is primarily guided by provisions
of the kafala system, requiring that a migrant worker’s status be subject to the approval of the
employer to legally live and work in the country. Indeed, employers are required to assume
control over migrant workers as exemplified by Article 40 of the Labour Law, which provides
employers with the right to dismiss migrant workers without prior notice. Migrant workers are
also not permitted to work for a new employer without the express approval of their current

employer (Balasubramanian, 2019; Human Rights Watch, 2016a; Indrelid, 2018).
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Therefore, migrant workers receiving accommodation from their employers may not change
jobs without seeking the express permission of their employers. While the accommodation may
be provided free of charge to eligible workers, subsidised or deducted from their salaries,
depending on their employment contract, it is also possible that providing accommodation can
represent a form of control over migrant workers. For instance, if workers change jobs, they
may also lose their accommodation. Therefore, this may be a way of reducing the autonomy of
migrants by making it more difficult for them to change employers. At the same time,
accommodation policies could also lead to tensions between Omani and migrant workers by
fuelling the perception that migrant workers are being provided with preferential treatment at
the detriment of Omanis, within their own country. Khan underscored this idea:
We try to be very professional and follow our work policies that proscribe
discrimination based on gender or race. Some people may say they don’t hire locals,
or that we don’t hire migrants and things like that. Everybody has a different view on
this. That is why we have to be guided by our work policies and ethical codes of conduct
to make sure that no discrimination happens. (Khan)
Accommodation policies may seem unfair in the eyes of locals who may not be provided with
the accommodation they desire, especially those who live outside Muscat and far away from
their workplaces. As participants in this study also mentioned that hotels could comfortably
implement aspects of Omanisation where such policies with their corporate strategies, this
suggests that hotels could reconsider their accommodation policy with respect to Omanis who

cannot live at home with their families.

While workplace policies have been blamed by several of those I interviewed for having gaps,
which could lead to tensions between migrant and Omani workers, the perspectives of some

hotel managers showed that they face legislative barriers that may be responsible for such gaps.
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For instance, Marcelo, a male manager of migrant origin from southern Europe working at a
city hotel, said:
We are struggling a little bit with paid leave and other workplace policies, as they are
not clarified in Oman’s labour standards. For instance, in the labour law, while leave
days should be in our workplace calendar days, the real problem is how to calculate
this during our calendar days. I think it would be better if the leave days were more
specific in labour law. (Marcelo)
Marcelo’s statement could be interpreted to mean that he is concerned about the lack of clarity
in Omani law, and its potential to lead to different expectations in Oman about the amount of

annual leave received by employees.

Overall, marked differences distinguished Omani and migrant workers in the labour market in
terms of their employability, the quality of the jobs in which they are employed and their pay
structures. Indeed, some participants in this study felt that Omanisation policies have not had
much effect. National employment protection legislation was seen by participants to promote
the transition of Omanis from school to work, stabilise the labour market entry process and
regulate the proportion of Omani and migrant workers in the T&H work force. This data
indicated that Omanisation policy can indeed affect the labour market participation of Omani
and migrant workers. However, the effects of entry patterns vary significantly by level of
education, which may undermine the objectives of Omanisation by facilitating the employment

of more qualified migrant workers.

6.4 Conclusion

Regarding the effects of Omanisation policies generally on the employment of Omani and
migrant workers, there was a common understanding across categories of participants in this
study that, to a considerable extent, these policies have allowed for the inflow of migrant

workers while ensuring that Omani graduates are also employable. Some participants also felt
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that the policy has limited the employability of migrants, but that such effects could, in turn,
limit the availability of skills required for the sector to expand. Accordingly, it can be inferred
that the implementation of Omanisation could restrict employers’ access to both skilled and

inexpensive labour as a result of migration.

The effects of Omanisation on migrant and Omani workers’ employment and employability,
in the context of Oman’s current economic diversification goals, was also adequately addressed
across categories of participants. One commonly shared perception was that Omanisation has
outlived its usefulness, as it has failed to embrace a spirit of diversity consistent with Oman’s
current economic goals. Accordingly, the significance of migrants in bringing new skills and
competitiveness to the labour market should be reflected in any agenda to modify Omanisation

policies.

The question of how Omanisation affects the patterns of employment of Omani and migrant
graduates in the T&H sector was also addressed. Omanisation is seen as promoting the labour
market entry of local Omanis and restricting that of migrants, with the primary objective of
averting possible social tensions among these two categories. Indeed, some participants felt
that Omanisation policies have been effective in terms of regulating the variation in labour
market integration of Omanis, enabling their transition from school to work and supporting the
predictability of access to the labour market. How Omanisation policies should be modified to
increase the participation of Omani graduates in the T&H sector is discussed at length in

Chapter Eight, as part of the policy recommendations in the conclusion of this thesis.

In this chapter, | have addressed the research questions concerning migrant and Omani labour
force participants in this thesis, to explain their different patterns of employment and
employability in the T&H sector. In addition, I investigated how Omanisation policies affect

the employment of Omani and migrant graduates in the T&H sector and how these policies
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could be modified to increase the participation of Omani graduates. This investigation will help
me attain my research aims concerning evidence-based conclusions about Omani and migrant
graduates’ employment and employability in the T&H sector, and to understand why so few

Omani graduates are employed in the T&H sector compared to migrant graduates.

In addition, I have tried to identify potential modifications to Omanisation policy, including
changes seen through the lens of gender, which might increase Omanis’ participation in the
T&H sector for both male and female graduates. For instance, research participants saw
Omanisation as poorly aligned with the current impacts of changing migratory patterns and the
demands of labour market liberalisation. In terms of the demand side, some managers affirmed
that they felt frustrated by Omanisation policies as they carried out their daily work; like the
graduates I interviewed, employers also saw government restrictions as inappropriate as a
response to global migration trends and employment patterns in the T&H sector. Some
emphasised that Omanisation could only be a positive factor if it did not limit their access to
cheap migrant workers and suggested that these policies should be adapted to current
requirements of employment patterns. All categories of research participants seemed to agree
that all Oman and migrant graduates deserve employment and empowerment, because the
labour market should be open to everyone. Some research participants hinted that Omanisation
had lost its value and did not fit into current economic conditions. For instance, Omanisation
initiatives could discourage international investment by limiting access to diverse aspects of
HC, including talents and skills in the labour market. For example, some employers suggested
that Omanisation was not a solution to the problem of youth unemployment and employment
patterns in the Omani T&H sector, because of unintended implications of these policies in
terms of discouraging international investment, which would reduce employment opportunities
generally in Oman. HC theory has helped me along the way, guiding my research trajectory

and helping me to articulate policy insights from the data offered by various research
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participants. In particular, this chapter allowed me to develop insights about Omanisation

policies that inform the recommendations to be offered in my conclusion (see Chapter Eight).

Meanwhile, the next chapter (Chapter Seven) presents data concerning the factors shaping the

attitudes of migrants towards work in the T&H sector.
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CHAPTER 7: FACTORS AFFECTING MIGRANTS' ATTITUDES,
EMPLOYABILITY AND PATTERNS OF EMPLOYMENT IN THE OMANI T&H
SECTOR

7.1 Introduction

This chapter deals primarily with different aspects of how the Tourism and Hospitality (T&H)
sector in Oman is perceived by different categories of migrant students and graduates
(including migrant workers, managers and academic staff). In view of the research questions
and objectives of my study, this chapter aims to discuss the interview data in relation to factors
affecting migrants’ attitudes, employability and patterns of employment in the Omani T&H
sector. In the first section, I discuss some of the factors conditioning migrant workers’ attitudes
towards work in the T&H sector. The first subsection focuses on the effects of the
characteristics of the T&H sector on migrants’ attitudes, before discussing the expectations of
the Omani T&H sector that migrants held before their arrival in Oman, and how these
perceptions affected their attitudes. In the second section, I discuss how interview subjects
described the types of human capital (HC) investments they made while in Oman and how
these have affected their employability and employment patterns. In the subsequent section I
discuss the effects of their HC investment on length of stay in Oman, while in the last section,

I discuss data on factors influencing employers’ attitudes towards hiring migrant workers.

7.2 Factors shaping migrant workers’ attitudes towards working in the T&H sector
7.2.1 Effects of characteristics of the T&H sector on migrants’ attitudes

In an attempt to understand what factors affect the patterns of employment of migrant workers
in the T&H sector, I asked migrant participants in the study to discuss the characteristics of the
sector related to the demand and supply of labour and how these shaped their attitudes. Several

themes emerged.
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Some participants felt an attraction to the T&H sector because of the variety of jobs it offers.
As seen in the previous data chapter (Chapter Five), Omani graduates shared the same
viewpoint expressed by migrant graduates here, that there are a ‘variety of jobs’ in the T&H
sector. Omani graduates described this variety as encompassing jobs at different levels of
responsibility, with different functions, allowing the development of various skills as a part of
HC investment. Also, in some cases it allows geographical mobility, for instance from Muscat
(the capital of Oman) to the city nearest to their families: some Omani graduates prefer to be

close to their family, rather than renting flats and living alone in Muscat, the capital.

On the other hand, migrant graduates emphasised the large number of jobs available in the
sector. They showed positive attitudes towards T&H due to the opportunities it is perceived to
offer. For instance Pavlo, a male migrant of Eastern European’ origin who worked as a

manager at a city hotel, said:

Every month I'm receiving invitation emails about the opening ceremonies of new
hotels in Muscat. Many opportunities are available for graduates in hotels and I believe
graduates have positive attitudes because of this. Can you imagine Fahad that we
announced job opportunities in the hotel through ‘Mujeed and Target’™®, and nobody

applied to these jobs? (Pavlo)

In the same context Rudina, a female migrant employee of Asian origin working at a city hotel,

supported Pavlo’s idea:

74| have taken into consideration the General Data Protection Regulation, the university’s Code of Ethics (CoE)
and the Data Protection Act by assigning pseudonyms and changing the names of the workplace locations and
other practices of the participants in my study, especially with vulnerable participants like migrants (The
University of Sheffield, 2021).

75 Mujeed and Target are two platforms on social media in Oman for job opportunities announcements. These
platforms function similarly to the LinkedIn platform (Oman Observer, 2017).
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Undoubtedly, migrant graduates have positive attitudes to work in the sector, this
applied on Omani graduates, and they are aware of several opportunities in the
industry due to the government’s official announcements in the media about pumping

billions of OMR to the sector. (Rudina)

I was also wondering about how the growing numbers of jobs in the T&H sector affect the
relationships between Omani and migrant graduates in terms of competition on jobs or
promotions in work, and how the relationships between Omani and migrant graduates might
structure the T&H labour force. I proceeded to answer this question from the migrant employer

perspective. Jayaram, a female migrant manager of Asian origin working at a city hotel, stated:

I have heard that there are cases of job competition between citizens and migrants in
other countries that relatively have a huge population. However, this does not apply
to Oman, which has a small population. I do not think that there is job competition
due to a large number of jobs available in the Omani T&H sector. In my opinion, the
relationship that the Omanis and migrants [have] goes beyond the working
relationship (colleagues at work only), but instead, it is a family relationship. We love
each other and visit each other’s families at the weekend. Last week, I attended a

wedding of Omani worker in Matrah city. (Jayaram)

Pavlo’s, Rudina’s and Jayarman’s comments suggest that some migrant and Omani graduates
have positive attitudes towards the sector because they feel the sector is large and growing and
there will be high demand for graduates. For instance, from the perspectives of employers like
Pavlo and Jayarman, opportunities are widely available in T&H and graduates have to grab
them when they see them, also, they added that migrant and Omani graduates have positive
social connections in the workplace, which will contribute to shaping their attitudes positively

towards working in the T&H sector. Studies in the context of Oman support Pavlo’s and
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Rudina’s arguments and suggest that there will be more than 45,000 jobs available in the T&H
industry by 2020. Furthermore, the Omani government plans to invest over $50 billion in the

T&H (Times of Oman, 2018; Prabhu, 2018).

Participants also observed several ways in which gendered occupational roles shape migrants’
attitudes towards work in the sector. I made several observations from my interview with
Alexander, a male migrant of Northern European origin who worked as a member of the

academic staff at college ‘A’. Alexander said:

Migrant female workers, just like Omani women, feel a sense of ownership for the
sector. It is different from having to do real engineering jobs in other sectors, like
construction. This is the same thing as saying that men feel a sense of ownership for
the construction sector. Therefore, men would have a negative attitude towards the
hospitality sector. Perhaps, it has a lot to do with the fact that people associate the
T&H sector with women, because the work requires people who can show visitors

compassion. Maybe, women also think they can work part-time. (Alexander)

Alexander’s statement indicates that whenever gender stereotypes are associated with specific
jobs, they can trigger preconceptions towards individuals who happen to work in those
positions depending on their gender. He expects migrant women to feel comfortable in the
T&H sector because the sector is typically associated with women workers. He feels that
migrant male workers may hold negative attitudes towards the sector, as they are less likely to
identify with it. It is apparent from Alexander’s account that gendered occupational roles shape

attitudes towards a job or sector.

Still, Alexander’s perspective is not unique. In fact, his observations are confirmed by his

female colleague at college ‘A’: Maria, a female migrant of North African origin. Maria
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believes that female migrants are likely to demonstrate positive attitudes towards working in

the T&H sector, compared to their male counterparts:

[ think that we women are more motivated than men to work in the sector. Therefore,
we are more likely to have a positive attitude towards it. However, in my honest opinion,
1 believe that we receive a lot of support from the government to work in the sector. In
my view, all women and girls must be given support and training as well as social

protections, to overcome gender inequality. (Maria)

Clearly, Maria is corroborating Alexander’s interpretation of the situation. She also believes
strongly that women demonstrate greater interest in the T&H sector, with an explanation that
links to that provided by Alexander. Maria agrees with Alexander’s claims about the effects of
gendered occupational roles in shaping attitudes towards the sector, although she takes different
aspects into account. She points out that women are motivated to work in the sector because of
government encouragement; this again shows how women are strongly associated with the
sector in the minds of participants. In my interviews with migrant students at college ‘A’, I

found their statements to reflect those of Maria and Alexander — their lecturers.

For example, I observed that Kumar, a male, migrant student from Asia studying at college
‘A’, shows the same perspective regarding migrant workers’ attitudes towards the T&H sector.
Kumar feels that women are more likely to have a positive attitudes towards the sector because

of gendered perspectives, perceiving the sector as intended for women. He said:

You see, there is something about working in this industry that seems to attract females.
I mean it’s mostly light work that may not require using too much energy or mental
power because of such variations in energy between men and women. It’s much about
building a relationship with others and being hospitable. I don’t think men are naturally

good at that. Of course, many men also have an inclination towards the industry,
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perhaps because they like travelling and getting a feel for other cultures. I guess I did.
Now, thanks for that good question. Working in the sector appeals to women because
it does not demand much of their time now that we know that they also have to work at
home as wives and mothers. I am sure that up to 70% of women would say this.

(Kumar)

Kumar’s observations are reminiscent of Alexander’s and Maria’s statements. He provides a
strong explanation for why women are more likely to prefer working in T&H. In his view,
women are assumed to pursue jobs that allow them to put their (stereotyped) ‘natural’
characteristics into use, such as caregiving and being hospitable. It can also be discerned in his
account that women believe that the sector will provide crucial flexibility, allowing them to
engage themselves in the workplace and the home, while what attracts men is engaging with

new people and exploring new cultures abroad.

These accounts agree with the views of Omani graduates, discussed in the previous data chapter
(Chapter Five), asserting that women choose employment in the hospitality sector because it
provides them with an environment where they can put their social attributes into effective use.
For this reason, I was not surprised to find that Aliyah, a female, migrant student of North

African origin studying at college ‘A’, confirmed the perspective I had heard from her lecturers:

I know that many of us, females, like the idea of working in the hospitality sector. It
provides employment that is suitable for women. I say this because working in the
hospitality sector is suitable for women because it needs people who are caring, like
women, instead of people who could be seen as too pushy or too domineering like men.
And tourism, I can say, should reserve more jobs for women. I believe that we, as

women, are naturally friendly and caring people. (Aliyah)
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Interestingly, Aliyah seems convinced that, since the sector is generally associated with such
attributes as caring or hospitality, women prefer to work in this sector so they can put their

socially constructed skills in these areas to use.

Another student who strongly supports this perspective is Amira who, like her colleague
Aliyah, comes from North Africa. In addition to affirming that women tend to have positive
attitudes towards the T&H sector, she believes that strongly gendered perspectives have

contributed to this:

1 think it is natural that women go for female-dominated industries like the T&H sector.
1 feel this is because the industry is service-oriented. I mean, much of what I know about
the sector is that people who work in the sector mostly provide some type of hospitality
service to customers. For instance, things that we learn in class are basically concerned
with how to provide satisfactory services to customers, whether you work as a waiter

or in the kitchen. (Amira)

Amira seems convinced that the tourism sector’s fundamental feature, providing hospitality
services, is what makes it attractive for female migrant workers: the same thought process I
observed while interviewing Aliyah. The confluence of Aliyah’s and Amira’s ideas about the
gender dynamics of the sector led me to understand how some migrant women’s attitudes

towards the sector are shaped by these perceptions.

Several participants raised concerns about the need to encourage gender equity, to ensure that
male and female migrant workers in the sector are not treated differently because of gendered
occupational roles. In my interview with Alexander, a male member of the academic staff, I

established that he was not comfortable with the way gendered expectations shape attitudes
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towards the sector. He feels that students should be able to find work in T&H regardless of

gender. When asked to clarify, he emphasised the value of gender diversity’® in the workplace:

You see, despite negative attitudes towards the sector, boys should be encouraged to
train in the hospitality sector to bring about [gender] diversity in the sector. More girls
are also encouraged to take up jobs that they feel they can do, rather than what the

society tells them not to do. (Alexander)

Alexander feels that undermining gender stereotypes would provide both male and female
students with an opportunity to realise their full potential by working in a sector of their choice.
Indeed, from his statement I discerned that gendered perspectives could be significant, limiting
factors inhibiting students from fulfilling careers chosen based on their talents or personal
interests. Alexander’s perspective is understandable. I observed that Alexander illuminates the
makeup of the mixed student body at college ‘A’, which includes a mix of Omani and migrant
students. As a lecturer, he has had the privilege of meeting a number of Omani and migrant
students, some who exhibit strong drives to work in the sector, yet are less enthusiastic about
joining it because of gender stereotypes. Alexander appears to support gender, cultural and
ethnic diversity in the workplace and to believe that education can undermine the stereotypes

that prevent diversity.

I wanted to explore whether Alexander’s perspective directly reflected those of students at the
same college. I asked Kumar, a male, migrant student of Asian origin studying at college ‘A’,
how his family had reacted to his decision to pursue a course of studies that would lead to a

career in the T&H sector. His perspective confirms Alexander’s fears:

76 Equitable representation of individuals of different genders (Herring, 2009; Stojmenovska et al., 2017; Herring,
2017).
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They [family members] supported my studies because it [T&H] was what I wanted, and
since it offers many opportunities in Oman. I consistently received support from my
family members. However, my mother was not comfortable with the idea of me training
to be a chef, but I was determined to pursue my dream. While working in the kitchen, 1
would come home with minor injuries, burns and so on. My mother used to say, ‘You
have injuries, you need a job where you don’t have injuries’. I told her, ‘I won't learn
more. Even if I have injuries, it helped me to learn and that is good for experience’.

(Kumar)

From Kumar’s statement, I understood his determination to work in the sector, in spite of the
strong diversity of perceptions of gender roles in certain areas (e.g. kitchen work). This
suggests that gender stereotypes may not necessarily determine the choices of those male
participants who carry strong aspirations to work in the sector. Kumar’s mother seemed to
oppose her son’s idea of working as a chef, perhaps out of concern for his health and safety.
However, Kumar feels the opposite, and as a member of the current generation he may be more
strongly influenced by European norms. This may be reinforced by his studies at college ‘A’,
which had an academic affiliation with European universities. In European societies, to be a
chef is predominantly a male role: according to the BBC report, women make up only 17% of

chefs in the UK, while men dominate the field (Morgan, 2018).

Kumar’s family also live in Oman; I had initially assumed that the migrant students
participating in the study were international students. After analysing the demographic
questionnaires data, however, I found that all of them were students of migrant origin whose
families have been living and working in Oman for decades (see Chapter Four, section 4.3.2,
for more detail and Appendix 10). Therefore, the migration pattern of Kumar and other migrant
students in my research suggests that there are students of migrant parents and therefore, not

Omani citizens.
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Additionally, I wanted to hear what diverse female students would contribute to this discussion.
When I interviewed Rudina, a female employee of Asian origin working at a city hotel, she
passed on her view that men could find it difficult working in the sector — even when they have

a strong interest in it — because of certain stereotypes:

I had wondered about it and later read somewhere that female-dominated industries
tend to be vulnerable to feminine stereotypes. I have witnessed such stereotypes unfold.
It is common for men to feel out of place, particularly when every woman you meet in
the workplace considers you to be an outsider in the sector. It is common even in social
media. Any advert you see in the industry will always feature a female worker. That
says it all. So, it’s not about your interest, it’s about what people say about the type of

work you do. (Rudina)

Rudina confirms, from her own perspective, the same fears expressed by men interested in
T&H, like Kumar, regarding the deeply ingrained social perceptions of the sector as associated
with women. Yet, like Kumar, Rudina seems concerned about such stereotypes. Therefore, it
appears that the problem affecting male workers’ attitudes towards work in the T&H sector
comes from perceived social expectations, rather than individual beliefs: they may be rooted
in the general perception by a community that the T&H sector is fitting for women in particular,
rather than for both male and female workers. International sociological research has shown
that enhancing education levels and income-earning capacity for women changes how the
meaning of work across genders is socially constructed (Blossfeld and Huinink, 1991; Bobbitt-
Zeher, 2007; Kreyenfeld, 2010; Badkar et al., 2007; De Jon and Steinmetz, 2004; Cengk, 2013).
This is interesting in that some migrant male students that I interviewed did not necessarily

admit that they hold negative attitudes towards the sector.
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In fact, some migrant students that I interviewed, both male and female expressed positive
attitudes towards T&H. For instance, Arjun, a male, migrant student from Asia studying at

college ‘A’ asserted that he has a positive attitude towards the sector:

I would describe my attitude towards the sector as positive. I like the sector and want
to work in it. But people should be encouraged to view the sector as appropriate for

anyone to find a job and make a living, whether a man or a woman. (Arjun)

Arjun’s assertion is not exceptional for a male student; both male students like Kumar and
female students like Amira reported that they have positive attitudes towards the T&H sector
and they have chosen to study T&H, so they prefer to work there. At the same time they
advocated that social stereotypes of the sector as designed for women, performing ‘feminine’

work, should be discarded.

Evidently, some participants felt that gendered occupational roles shape attitudes towards work
in the T&H sector. Others proposed that women prefer working in the sector because it is
typically associated with women workers. Still, others were also strongly convinced that the

T&H sector can accommodate all men and women, representing all genders equitably.

In the next section, I discuss data on what other categories of migrant graduates had expected

from the Omani T&H sector and how these expectations affected their attitudes.

7.2.2 Migrants’ expectations of the Omani labour market and resulting effects on their
attitudes

In the interviews I conducted, some migrant workers and managers explained their attraction
to the T&H sector in Oman based on the nature of the jobs available to them. I found this
surprising, as I expected them to focus more heavily on the rewards associated with migration,
such as salary and benefits. To determine how investments in HC affected migrant workers and

students’ employment patterns, I asked my migrant participants what had encouraged them to
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come to Oman, and whether the result (reward), measured against their expectations, affected

their attitudes.

It was vital to establish what made these participants consider migrating to Oman. When 1
asked them to share their perspectives on what motivated their migration, several of them
mentioned the prospects of better salaries and employment opportunities, suggesting that
economic factors are among the most crucial pull factors for migrating to Oman. For instance
Anna, a female manager of Asian origin working as senior manager at a city hotel, revealed

that she was mainly motivated by prospects of better pay in Oman:

1 think that money is the primary motivation. When the pay is better, then employees
will be motivated to work in the sector. One major reason why I came to Oman is that
I was reliably informed that the tourism sector is growing so fast that it will continue
to be prominent even into the future. So, I was hoping to get a fairer salary than back
at home. I think I have found what I want. So, I would agree that, yes, I have a positive

attitude towards working in the T&H sector. (Anna)

Anna’s statement suggests that money could be a strong motivation for migrating to Oman to
work in the T&H sector. Having a positive impression of the economic prospects of Oman,
especially in the T&H sector, encourages her to expect that her investment in HC through
migration and education will not be wasted, in joining this sector in Oman. Anna made a salient
point about the link between HC and migration, emphasising how her decision to migrate to
Oman allowed access to wider employment opportunities in the Omani T&H sector, compared
to her home country. In the theoretical framework chapter (Chapter Three, section 3.4.2), 1
have discussed this issue at greater length. In addition, in the next section (7.3), I will discuss
the effects of migrant workers’ investments in HC on their employability and employment

patterns in the Omani T&H sector, in greater detail.
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The pursuit of better employment opportunities also emerged in some of the conversations I
had with migrant workers. Sushma, a female migrant of Asian origin working at a city hotel,

seemed to support Anna’s point of view:

I studied tourism management in my home country (name of Asian nationality
suppressed) before coming to Oman. While I have relatives who wanted me to return
to Asia I wanted to just stay in Oman and settle comfortably in the tourism sector. The
truth is, I was put off by the fact that there is higher competition for jobs in Asia than

Oman. Therefore, I opted to remain in Oman. (Sushma)

Sushma’s statement suggests that, unlike her home country, Oman provides better job
prospects as it has a less competitive job market. This influenced her decision to migrate to and
remain in Oman. In the same way as Anna, Sushma feels that the labour market in her country
of origin is a significant push factor (As I have discussed in Chapter Two, section 2.3.1), and

the Omani labour market’s promise of better employment opportunities is a pull factor.

A related perspective was provided by Julie, a female migrant worker of Asian origin working

at a city hotel:

Working and earning some money to send to my family back home motivates me, as it
is what influenced me to come to Oman. I didn’t mind any job as long as I made a stable

income. (Julie)

Julie revealed that she also came to Oman in search of better employment prospects, which
was the main pull factor. However, she experienced a different push factor — poverty in her

home country.

While interviewing Gamal, a male, migrant manager from North Africa working at a city hotel,
it became clear that, like Julie and Sushma, he had been motivated by the same pull factors in

Oman — better employment prospects:
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I had some friends who had assured me that I could land a better chance in the sector,

mainly because many tourists speak English as a first or second language. (Gamal)

Gamal, Julie and Sushma all suggest that migrant workers in the T&H sector may be driven to
migrate to Oman primarily in the expectation of better pay, and I therefore expected that their
salary experiences might influence how they feel about working in the T&H sector. In each
case, they successfully made use of their social connections as a key source of information
about labour and skill requirements to enhance their access to employment to the Omani T&H

sector.

At the same time, the views of Gamal, Julie and Sushma do not represent those of all migrant
workers who participated in my research. In fact, the pull factors vary for different participants.
For example, in my interview with Karla, a female migrant employee of Asian origin working
at a city hotel, I observed that some migrant workers came to Oman because their friends’
experiences influenced them to join the T&H sector. Despite this, the need to get a better job

remains a major determining factor for coming to Oman:

Actually, the thing is, I'm an immigrant. I heard a lot about Oman and how it is a
beautiful country. Some of my friends in my home country work in Oman as nurses and
as domestic workers. This motivated me to come to Oman. Indeed, I decided to travel
here when the X hotel opened a new branch in Muscat. It’s one of the reasons why [

transferred to Oman: I wanted a better job. (Karla)

Karla’s disclosure indicates that, while migrant workers may be driven by pull factors like the
need to the aspirations to get a better job and earn a better income seem to play more consistent

roles in shaping their attitudes towards the sector.

Male workers of migrant origin support this perspective; Khan, a hotel employee from Asia

working at a city hotel, said:
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A good salary motivates me here. I earn more than I could have earned in Asia. It makes
me feel that my decision to come to Oman was not a mistake [...]. If the pay had not
been as good, then I would have considered going back. Of course, it would be absurd
to come to invest in coming to a foreign country for work and get no return. I think that
many migrants you are going to meet or have met would agree with me. So, money is

definitely the biggest motivation. (Khan)

Khan’s statement points to the significance of external rewards, like money, in shaping
migrants’ decisions to come to Oman. Indeed, it is reasonable to conclude that Khan found it
easier to view the sector positively because his expectations for better pay were met; without

this, he would have considered returning to his country of origin.

Khan’s argument is supported in part by Julie, a female migrant from Asia working at a city
hotel. Like Khan, she suggests that better employment prospects could be playing a significant
role in motivating migrants to come to Oman, more than political factors (e.g., political
persecution or war) or social factors (such as a need to unite with friends and family members).
Like Karla, the potential of earning a higher income is motivating to Julie beyond any other

factor:

There was a considerable level of political instability in my hometown, but that did not
truly matter as I could have considered migrating to safer parts of Asia. I hoped to earn
higher salaries before coming to Oman. Right now, I think that I earn a tolerably fair
income, so provided that income will keep coming at the end of the month, I don’t think

my preference for the sector will change. (Julie)

From Julie’s statement, pull factors based on migrants’ expectations of earning higher salaries
in the Omani T&H sector appear to be a stronger motivator for coming to Oman than push

factors arising from issues of insecurity in the home country. Julie may consider Oman to be a
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safer economic haven than a destination selected for (political) exile. This would explain why
she asserts that, if the fear of political instability at home had been the only factor, she would

not have considered coming to Oman.

In any case, these remarks from Julie and Khan indicate that factors motivating migrant
workers to seek employment in the T&H sector include some of the same factors motivating
locals, such as higher pay and job security (as discussed previously in Chapter Five, sections

5.2.4 and 5.2.6).

In my interview with Karla, a female hotel employee from Asia mentioned earlier, I learned
that she was very focused on settling on one job, and had no problem working in the hotel

despite a fairly low salary according to Omani standards:

Of course, I may be getting less salary than my Omani colleagues in the same job group.
However, I haven't found that to bother me much, as it is much more than what I would
earn at home. I think the perception of the Omani community towards working in the
hotels should be changed. I heard [that] for devout Muslims, it is not allowed for women
and men to work together in one place. I understand that Omani society is Islamic and
conservative. I think the Omani family needs more time to accept some liberal ideas.

(Karla)

Here, Karla demonstrates that migrant workers may remain focused on the expected reward
from their HC investment, through migration, to the extent that the cultural complexities arising
in the labour market become immaterial. From Karla’s statement, it also appears that some
migrant workers understand the complexity of Omani cultural values and how they are
intricately intertwined with Islamic values. She also understands how Omani cultural values
shape Omani attitudes towards work in the T&H sector. Indeed, while Karla does not hold

these values entirely responsible for negative attitudes towards the T&H sector, she thinks that
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they contribute to a tendency for Omanis to be less willing to work in the sector than migrant
workers. Karla’s view agrees with one of the varied views expressed by Omani participants
discussed in the previous data chapter (Chapter Five, section 5.3), emphasising the tension

between the globalised culture typical of the hotel industry and Islamic values.

From Anna’s, Karla’s and Julie’s statements I came to understand that their resilience is
contingent on their capacity to attain their strategic goals, earning higher income by realising
their investment in HC through their migration to Oman: earning better income. This in turn is
contingent on their capacity to take advantage of opportunities that go beyond their original
pull factors. Karla also mentioned the importance of understanding employers’ ‘preferences’
for migrant workers and how these affect employers’ attitudes towards hiring (as discussed

previously in Chapter six). However, not all those who migrate will work at low salaries.

Within the context of my research, and in line with my participants’ perspectives, | interpreted
pull factors as elements that attract migrant workers to Oman, such as better employment
opportunities and higher wages. However, while various social factors may also motivate
migrants to move to a foreign country, they do not seem to play as vital a role as the economic
factors that have been emphasised in previous international migration studies (Cook et al.,

2011; Elrick, 2016; D’ Angelo et al., 2020).

In the next section, I discuss my migrant participants’ contributions that address the types of
HC investments they have made while in Oman, outlining how these investments have affected

their employability and employment patterns.

7.3 Effects of migrant workers’ investments in HC in Oman on their employability and
employment patterns

7.3.1 How various investments in HC affect migrant workers’ employability and
employment patterns
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To explore how their investments in HC affect their employability, I asked the migrant workers
and managers participating in my study about the factors that contributed to their integration
into the Omani labour market, inquiring how these factors affected their subsequent work and
life experiences. According to previous international sociological studies informed by HC
theory, migrants scoring more highly in skills, talents and levels of proficiency in local
languages and cultures tend to be more employable in labour markets than those with lower
scores (Polachek, 1995; Csedo, 2008; Ochsenfeld, 2014; Rich, 1995; Sanders and Nee, 1996;
Mata, 2019; Gronlund, 2012). Correspondingly, migrants with greater investment in such
capacities are likely to experience faster integration into the labour market. Anna, a female
hotel manager from Asia, whom I have mentioned in the earlier section, identified the capacity
to acculturate in Oman as a key factor influencing migrants’ patterns of employment in the

sector:

Since [ joined the hotel, I have seen many migrant workers who have no problem
working in the T&H sector. I had previously worked in Dubai. When I came here, 1
found that Omanis are genuinely friendly and helpful, even in other departments. This
encouraged me to settle and work in the sector. There is a difference in the language.
Language determines how one can quickly interact or even be successful at a job. This

has been a problem when I go to some government offices. (Anna)

From Anna’s statement, I discerned that attitudes towards acculturation’” on the part of Omani
locals have the potential to shape migrants’ attitudes towards working in the T&H sector in
Oman. She has stayed in Oman for close to 30 years and currently lives with her children in
Oman. From her long-term stay in Oman, I conclude that her greater investment in proficiency

in local cultures and languages makes her more employable. This interview may also reflect

77 Acculturation refers to the process of learning, adapting cultural values and beliefs of immigrants in the host
country (Walters et al., 2007; Gans, 2007; Sakamoto, 2007).
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the social dynamics or power differentials between myself as an Omani researcher and Anna
as a participant; it is possible that my positionality influenced Anna’s description of the
characteristics of her Omani hosts, as she maintains a positive portrayal for me and avoids
criticism of Omani culture and the country in general (Ryan, 2015; Ganga and Scott, 2006;
Ryan et al., 2016; Britton, 2019). I am aware that migrants and women participants may be
made vulnerable by their social and economic situation; positionality and reflexivity play
critical roles during my research cycle. In the methodology (Chapter Four, section 4.4), I
explained that such issues of reflexivity and positionality would rise owing to my position as a
male Omani researcher working in a government department. In addition, I intend to discuss
my own biases, as well as certain biases arising from participants’ awareness of my own
identities, in the section addressing the limitations of my research, in the concluding chapter

(Chapter Eight).

Therefore, I was interested in knowing about Anna’s previous lived experiences in Dubai. She
had worked in that country on behalf of her previous employer. Her exposure to different social
environments could provide comparative perspective, on the understanding that experiences in
different societies can only be effectively grasped when compared with each other (Van
Tubergen et al., 2004; Lugosi et al., 2016). I discovered that she believes that a warm reception
by Omanis has facilitated the integration of some workers of migrant origin and that this may

often contribute to investments in certain proficiencies, like language.

Anna’s statement emphasised that she had differing opportunities for integration and
acculturation in Oman and Dubai. For instance, during my field research I observed that some
of my participants (managers and workers of migrant origin) had migrated from Dubai to work
in Oman and reported that they had an easier time integrating into Omani society. This is to be
expected because Dubai is a global centre where the work force represents more than 200
nationalities. Hence, migrant workers find it challenging to interact with Emirati citizens, who
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represent only 13% of the Emirates’ population, while more than 87% are immigrants
(Migration Policy Institute, 2019). This makes it more difficult for migrant workers to invest
in their HC through learning, for example, the host language, an Emirati accent or local culture,
which might help them with their career progression and employability. Accordingly, the
process of integration and acculturation in the society and labour market of the Emirates is very
complicated. Already, a body of international sociological studies focused on migration have
confirmed Anna’s idea, exploring the relationship between learning the language of the host
country and HC, how this dynamic plays a critical role in the integration of new immigrants
into the host country and how improving their social and economic status rises as they become

more employable (Mesch, 2003; Van Tubergen and Kalmijn, 2005; Zwysen, 2019).

This insight arising from my interview with Anna is also confirmed by Gamal, a male migrant
of North African origin working as a front office manager at a city hotel (also mentioned
previously). Gamal feels that factors facilitating his integration have mainly been linked to his

work experiences:

Perhaps, if Omanis were not as friendly, things would have been different. Therefore, I
feel that there must always be integration and harmony between migrant workers and
locals in the sector. We [the migrants] must be willing to dedicate time to learn about
new people and the skills they appreciate to be really employable. Otherwise, life in
Oman may not be as easy as you expect. Likewise, Omanis must work with migrants
because of the wealth of experience and transfer of knowledge to Omanis that is
important for the sector. Without this, it would be easy for migrant workers to say that

they regret working in the sector. (Gamal)

Certainly, there appears to be a degree of correspondence between Anna’s and Gamal’s

statements about the need for migrant workers to compound their investments in work, culture
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and language competencies to be employable in Oman. This confirms that migrant employees’

attitudes affect their HC investment and therefore their success on the Omani labour market.

According to Anna and Gamal, the capacity migrant workers develop to interact effectively
with local people shapes their willingness to work in Oman, while the warmth and
receptiveness of their Omani hosts facilitates the integration of migrant workers, in turn. Gamal
gives a clear account of the warm welcome he received and describes how this show of
affection in a foreign country affected his own attitudes towards working in the Omani T&H
sector. Accordingly, it appears that whenever the local population demonstrates negative
prejudices against migrants, their interaction with migrant workers will become negative in
turn. These dynamics have been confirmed in previous research on migration internationally,
with studies finding that such prejudices could lead the host countries to establish hostile
immigration policies, which have punitive and exclusionary qualities and trigger negative
attitudes among migrant workers (Alba et al., 2005; Choi and Thomas, 2009; Fussell, 2014;
Massey and Sanchez, 2010). Given the migration status of these voluntary informants, a power
dynamic may emerge in the social interaction between myself as an Omani researcher (as
insider) and my migrant graduate participants (as outsiders), cultural, ethnic, linguistic, national
and religious differences play critical roles in my qualitative data, and the positionality issues
within the interview demand that, as a researcher, I employ critical reflexivity. While carrying
out the research interviews I tried to provide a suitable atmosphere by conducting the
interviews away from the participants’ workplaces, such as parks and cafés, and I avoided
‘official protocol’ in interviews by making casual conversation before I began asking questions
(Ganga and Scott, 2006; Ryan, 2015; Britton, 2019 — More discussion about this point is
available in Chapter Four, on methodology). However, research subjects may still have had a

tendency to confirm the expectations they perceived that I, as an Omani researcher, might have.
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Anna’s and Gamal’s remarks, therefore, indicate that local attitudes towards immigrants and
immigration generate and regenerate the tone of inter-group relations, which in turn shape the
capacity of migrants to acculturate and to choose to work and to remain in a host country
(Kremer, 2016; Lindsay and McQuald, 2004; Davidov and Semyonov, 2017; McDowell et al.,
2009). In fact, when I asked Anna to clarify her views, she drew my attention to this idea in the

following statement:

I'm really happy with the ways Omanis show their hospitality because it makes it easy
to spend time with Omani employees and to learn about their cultures. In turn, it has
become easier to communicate effectively with local employees and foreign guests and

to enjoy working in Oman. (Anna)

This statement points out the extent to which migrant workers may look forward to interacting
with locals to learn their cultures as a form of HC investment, and how a positive response
from locals is likely to contribute to self-fulfilment and positive attitudes on the part of migrant

workers.

In this context, Karla raised an important point earlier concerning the realisation by some
migrant workers that Oman is an Islamic society with conservative, religious values.
Theoretically, as migrant graduates invest in HC they learn about the Omani culture (including
its basis in Islamic ideas) and the personal characteristics of local Omanis by dynamic
interaction with, and adaptation to the norms of, Omani society. Accordingly, what they learn
will make them more employable in the T&H sector; consequently, they stay longer in Oman
with their families. However, this does not mean that migrant graduates need to change their
religion to match with Oman’s Islamic culture. The idea is, rather, that learning about Islamic
culture is a form of HC that facilitates dynamic adaption by migrant workers in the workplace

in particular and in society in general.
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Julie, a female hotel employee of Asian origin (referred to in a previous section) also attributed
her positive attitude towards working in the Omani T&H sector to rapid acculturation. She felt
that her attitudes were strongly shaped by her capacity to learn about Omani values quickly

and adopt certain behaviour patterns:

I didn’t experience any problems because I could easily get along in a very friendly
way [with] people. Already, I had a small network of friends who were working here
when I came. I stayed with them for around three months before renting my own place.
So, my process of transition was not that difficult. They introduced me to the locals,
who were nice and helpful. Somehow, I found it easy to learn about Omanis and their

cultures, and love working in a hotel with such friendly people. (Julie)

Julie’s statement suggests that the integration and employability of some workers of migrant
origin depends on how effectively these individual workers have invested in social networks.
Theoretically, Julie has emphasised the importance of friendship and social contact, and also
learning about Omani culture, as forms of HC investment enabling her to be more employable
in the T&H sector. Julie is a divorced mother; she had been living in Muscat with her son and
brothers for nearly ten years. She also demonstrates that the employability of migrants does not
depend solely on the hospitality of the local population, as Anna had implied. Rather, it can
also depend on the capacity to locate a network of friends from the migrant’s home country.
For instance, a body of international migration literature on chain migration and diaspora
communities has emphasised the importance of transnational migration networks’®. These
relationships, including extended family (cousins, etc.) and friendship connections, have been

important features of migration over time, crossing borders between the countries sending and

78 ‘Transnational migration networks’ is a term representing the process whereby migrants build multiple
networks, ties and connections across international borders, either before leaving their home country or while
working in the host country (Levitt et al., 2003; Roberts et al., 1999).
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receiving migrants. These networks influence the decisions migrants make about moving and
staying abroad and attract more migrants to find employment in host countries where their
networks are strongest (White and Ryan, 2008; Kalter and Kogan, 2014; Ryan et al., 2009; this

topic was previously discussed in the theoretical framework chapter — Chapter Three).

Both Anna’s and Julie’s experiences indicate that migrant workers’ attitudes depend on the
degree of culture shock they are exposed to in Oman, suggesting that those with greater HC
investment are better positioned to overcome these shocks. Apparently, since locals (in one
case) and networks of friends (in the other) helped mitigate the culture shock they experienced,

Julie and Anna found it easier to relate to their new environment in Oman.

As previously mentioned, Kumar’s family have been living and working in Oman for decades,
illustrating that some children of migrants residing in Oman may have opportunities to make
relevant HC investments, for example, learning the Omani language and culture even before
joining the workforce or deciding to enter the T&H industry. However, this scenario does not
apply to all migrant graduates in Oman. Other migrant graduates had made investments ‘back
home’ in their countries of origin, like learning Arabic before migrating to seek work. In
addition, some of them made HC investments in Oman, in response to the opportunities and
challenges found there (more discussion about the HC is available in the Chapter Three, which

set out the theoretical framework for the study).

From my interviews with Julie, Gamal and Anna, I determined that the level of positive
interaction between migrant workers and local people could also affect the degree of bias that
either group has towards each other. Negative interactions could therefore undermine the
capacity for migrants to attain greater cultural and language competencies and ultimately

enhance their employability. For instance, Julie noted these contrasting possibilities:
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I had expected some form of racial discrimination. Of course, you cannot blame me, as
this is a feeling everyone expects when he or she moves to work in a foreign country
with unfamiliar faces and cultures. But, to tell you the truth, I met very positive thinking
people. With time, I eliminated this built-in fear. I was in a situation where I could

easily interact with locals and feel very positive about working in the country to make

a difference for them. (Julie)

Julie’s explanation implies that since racial prejudice can be learned through socialisation, it
could also be unlearned through positive interaction between local people and migrant workers.
Meanwhile, other migrant workers did acknowledge that they face social inclusion challenges
in Oman. Again, the issue of positionality arose in the research interview setting, with Julie.
Realising that I am an Omani researcher and work in the public sector in Oman, she might be
reluctant to offer criticisms relating to racial and social biases present among Omani and
migrant graduates in the workplace. She could have restricted herself to positive statements to
avoid raising any legal issues in relation to migrant graduates. As discussed earlier, migrant

graduates and women represent the most vulnerable categories in my research population.

While Karla, a migrant hotel employee discussed earlier, explained certain challenges she had
faced integrating into Islamic traditions in Oman, this did not seem to have bothered her so

long as her Omani colleagues and friends remained generally friendly:

I have had some challenges integrating into the Omani society, but when I finally did,
1 started to truly appreciate my work and stay in Oman. I may have had a negative
attitude towards the sector, but  won'’t talk about it now. We (name of Asian nationality
suppressed) are reputed to be the only Christian country in Asia. I'm a Catholic, and
so are many other (name of Asian nationality suppressed). And given that Oman is a

Muslim country, I do find it difficult integrating into a predominantly Muslim society,
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as many of the Omani cultures seem to be based on Islam. So, sometimes we have to
ask our Omani workmates what to wear when we want to get into some parts of the city

or even to attend a festival. (Karla)

Although Karla hinted at the possibility that negative interaction with Omani society could
have triggered negative attitudes towards working in Oman’s T&H sector, she claimed that this
pattern only applied to her to a limited extent. During the interview, I observed that she treated
the subject of religion as a sensitive or confidential issue. Knowing that my reaction to her
comments on religion could either facilitate or inhibit her cooperation, I decided not to probe
her views on this topic further. Ryan and colleagues (2016) theorise that in approaching an
interview situation, researchers should use the Goffmanian perspective to understand the events
that characterise the actions of the participants, including how the participants control
information and display certain decipherable emotions. This allows a researcher to respond in
a way that facilitates interaction. This Goffmanian perspective argues that an interaction
between a researcher and a participant is reciprocal, depending on their dramaturgical actions

as well as their physical presence.

Patterns of employment among migrant workers were also discussed by participants as
reflecting their investment in multicultural competence. Some of the migrant participants treat
competencies as an important form of HC that makes them highly mobile in the T&H sector
(See Chapter Three for more information about the HC — Theoretical framework). I discerned
that participants with greater investment in multicultural competencies, including social
relations with the local Omanis, job skills and positive cross-cultural attitudes, tend to think of
themselves adaptable — or more capable of taking on new tasks when given an opportunity. For

instance Karla said:
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What I'm honestly proud of is that I'm working in Oman with an Omani team that is
extremely responsive and supportive. I have managed to learn some Arabic words in
Jjust seven months. That has played a big role in shaping how I feel about working here.
My colleague Muneer (name changed) is an Omani who is trying to teach me the Arabic
language during breaks. I think my Arabic language is better than other migrant
workers in the hotel [ ...] it gives me a bigger advantage in terms of being assigned jobs

that require interaction with Omanis. (Karla)

In the same context, Marcelo, a male migrant of southern European origin holding an

executive position managing a city hotel, said:

Of course, I have some migrant workers working in the front office section, who are
fluent in the local language and Omani culture and thus have experiences interacting
with the Omanis and foreign guests from GCC. For example, I have some Asian
employees of migrant origin who have worked for more than ten years in this hotel, and
they are fluent in the local language and have understanding for Omani way of thinking.
I rely on them and send them to carry out and sign some paperwork with Omani officials
in government ministries in Muscat related to the hotel. I rewarded them last year as

the best of my employees in the hotel. (Marcelo)

Karla and Marcelo both acknowledge the significance of investment in multicultural
competencies and believe that migrant workers who make such investments are likely to be
preferred in job allocation. They are considered to be more adaptable and may then gain
benefits like a job promotion and higher pay. Previous studies of international migration have
shown many advantages to migrants as they invest in HC and multicultural competence, linking
these investments to an improved migrant worker experience in several host countries (Barrett

and Dufty, 2008; Favell, 2008; Feischmidt and Zakarias, 2020).
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International researchers studying the sociology of migration have shown that migrant workers
tend to experience significant labour market disadvantages in comparison to local workers.
This tends to happen in the initial stages of their arrival, when they lack location-specific HC
including knowledge of local cultures, labour markets and languages (Demireva, 2011; Reitz,
2007; Beaverstock, 2005; Sakamoto, 2007). These barriers ensure that they hold low-level jobs
and earn less income until they acquire location-specific HC advantages (Beaverstock, 2005;
Chowdhury, 2014). For example, the findings of a study in Ireland by Barrett and Dufty (2008)
illuminate my own observations in Oman. From my participants’ accounts, I observed a pattern
whereby migrant workers who had stayed longer in Oman, and who had acculturated and
learned Omani cultures and values, found it much easier to integrate into the labour market
than migrant workers who had not. Seemingly, migrants with greater investment in
multicultural competencies experienced greater employability. In effect, I established that
investment in multicultural competence gives migrant workers an advantage, enabling them to
establish friendly relations with employers, interaction with foreign guests and locals in general

and allowing them to move to more attractive jobs, higher paid jobs and more job security.

Indeed, I asked Julie, a migrant hotel worker discussed in two previous sections, whether she
had considered moving to a different job, to another sector or even back to her country of
origin. She contentedly replied that her rapid acculturation had encouraged her to consider

staying on in Oman as a migrant worker:

Maybe in future but for now, I still want to work here [...]. Right now, I'm still enjoying
[it] and don’t have plans on moving. I like my workplace, and my workmates have
become a part of my family. So, when you want to move out to another company, you
Just feel like you are betraying them. Having a small network of friends may actually

expose you to other potential firms inside and outside Oman. Now, when you think of
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going to another company and starting all over again, well you would rather not move.

(Julie)

Julie’s statement implies that, besides a welcoming social environment supported by local
people, migrant workers’ access to a supportive social network of friends from their native
countries could provide them with greater flexibility to move to other jobs, if they are not fully
committed to their employers. Of course, one of the primary reasons Julie has not moved is
that she is committed to remaining loyal to her employer and co-workers. Julie’s statement
shows the advantages for employers and co-workers of providing a supportive work

environment that facilitates investment in multicultural competence.

Nambiar, a male migrant employee of Asian origin working at a city hotel, also endorses the

importance of a supportive social environment:

[ think that employers, too, do have a responsibility in ensuring that we [migrant
workers] can adjust to the requirements of Oman, its people and its cultures. Otherwise,
we may find it difficult to learn certain skills on the job and getting a promotion.

(Nambiar)

Nambiar feels that, without the support of their employers, it is challenging for migrant workers
to invest in multicultural competencies. It is apparent from his comments that migrants can
only adjust to the requirements of the Omani labour market when their employers support their

learning needs.

While this indicates that migrant workers are empowered to learn on the job when they find a
supportive work environment, it also suggests that they are more likely to succeed in their HC
investment when they can expect certain rewards, like promotions. From Julie’s and Nambiar’s
statements, employers’ attitudes and the expectation of rewards influence migrant workers’

social adjustment potential within a foreign labour market.
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Other migrant participants shared this view, emphasising the effects of a supportive work
environment in shaping their employment patterns. The most compelling perspective on this
issue was articulated by Khan, a migrant employee of Asian origin (discussed in a previous
section). He explained how he found it easy to settle in Oman because of the friendlier social

environment, compared to other states in the Gulf Region:

If I can be very honest, the Omanis are generally very friendly and generous people.
The Omani community is very welcoming to immigrants. In my short experience
working in Oman, I observed that your people would readily welcome me, support me
and even invite me to their homes for lunch or dinner — as a Bedouin™ or traditional
Arabic culture — in their homes. Omani people have very high morals compared to
other natives in the Gulf States. When I was working in Saudi Arabia, native Saudis
would treat me with contempt and ridicule, just because my race and ethnicity shows [
am a pure (name of Asian nationality suppressed) citizen. So, one of my friends advised

me to look for work in Oman. (Khan)

Like Karla’s comments discussed earlier, Khan’s explanation reveals positive attitudes towards
Omani society; both of these participants stress the value of Omani hospitality and consider
successful acculturation to be a success factor in their career aspirations in the host country and
their capacity to build social networks there. Migrant workers who come to understand Omani
values and norms quickly are employable sooner and gain an inside track towards successful
integration in Oman. In fact, when I probed Karla further to confirm what shaped her attitude
towards work in the Omani T&H sector, she clarified that successful acculturation and the

potential to achieve quality employment are the primary motivating factors:

79 A category of people from an Arabian ethnic origin, typically existing/living in a desert, in particular, in the
Arab Gulf states. Their traditional social characteristics include showing respect, generosity and hospitality
towards immigrants and international visitors (Cole, 2003; Hawker, 2002).
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Okay, from my own experience and that of some other (name of Asian nationality
suppressed) workmates, I think we expect for the hotel to provide us with an opportunity
to earn a good income and good accommodation. In particular, I always hope to earn
a higher income, so that I will be able to afford a good life and save some money to
send back home. I also expect to be accepted by the locals and to, at least, build some
[friendships. But, it is encouraging because Omani people are very friendly and have no

problem welcoming us into their homes. It is encouraging. (Karla)

Therefore, the accounts of Khan, Nambiar and Karla all tend to validate the role of
acculturation in shaping migrant workers’ attitudes towards the Omani T&H sector supported
by Julie, Gamal and Anna. In other words, these migrant graduates generally report positive
experiences interacting with, learning about and becoming accepting towards the norms and
values of Omani society and its dominant Islamic culture. Therefore, they will be more likely
to succeed in their career pathways, earning a higher income and benefiting from their

investment in HC expressed by mastery of the Omani language and culture.

In addition, Khan proposed that a supportive and responsive interaction with migrant workers
could facilitate their faster acculturation and positive attitudes to their host country and their

employers. He elaborated on this idea, saying:

Migrant workers’ positive attitudes depend substantially on the work environment that
they are provided with locally [...]. I know I'm being rather general here. What I mean
is that, when migrants find the policies to be accommodating and their colleagues from

Oman to be friendly and supportive, they are likely to develop positive attitudes. (Khan)

Khan seems to be offering a broader perspective about the factors affecting migrant workers’
employability in T&H, mentioning the importance of supportive local policies. Fundamentally,

for migrant workers to have a positive attitude towards the Omani T&H sector, they have to be
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able to feel wanted both by locals (through positive interaction) and the state (through

supportive policies).

In the next subsection, I discuss my participants’ comments about the effect of HC investment

by migrant workers on their length of stay in Oman.

7.3.2 The effect of HC investment on length of stay in Oman

To explore further the relationship between migrant graduates’ investment in HC and their
employment patterns and length of stay in Oman, I asked my migrant participants to discuss
these interrelationships. Some workers of migrant origin suggested that, because they do not
truly feel part of Omani society, they are not encouraged to remain in Oman in the long term.

Sharma, a male, migrant hotel worker of Asian origin, said:

1 think that working in the sector in itself contributes to migrants’ social inclusion |....].
Once you start working in the sector, you become mentally prepared to be tolerant of
all other new cultures you get to encounter. However, I don’t think I have become like
other (specific Asian nationality suppressed) who find themselves mingling with
Omanis, in spite of having worked in this hotel establishment since 2009. You may have
a good job and earn a relatively high salary. But, when your employment restricts your
social mobility or requires that you stay in one place from Sunday to Thursday and
even encourages the formation of ethnic enclaves — where individuals from the same
country or culture want to hang around each other without regard for others — then it
makes it difficult to assimilate or even to live in Oman as part of your long-term plans.

(Sharma)

Sharma’s statement shows that, even when migrants invest time and energy to cultivate a career
that provides them with promotion and good pay, they may still find it difficult to integrate into

Omani society or to remain in the country for an extended period when the nature of the job
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restricts their level of interaction. Some migrant graduates sign annual contracts with their
employers — their residency in Oman depends on their employers’ decision to retain them by
renewing these contracts or to force them to leave the sector and Oman. This point is also
related to my earlier discussion about the Kafala (sponsorship) system defining the relationship

between employers and migrant workers (for more details, see Chapter Two, section 2.3.3).

Additionally, I observed that some migrant workers live in what they call perpetual fear
because of the unpredictable nature of Oman’s labour market and labour policies, which seems
to encourage them to work in Oman only for a short time. I discerned this phenomenon
particularly among migrant workers who had stayed and worked much longer in Oman, such

as Rudina, a female, migrant employee of Asian origin working at a city hotel:

1t is mainly because of the fatal fear that your job may end at any time. There is always
that feeling of insecurity, mainly because of the unpredictable nature of policymaking.
Besides, when we come to Oman with our families, we always have this feeling that no
matter how much money you make, we will always have to go back home. So, we come
with a plan in our minds that after two or so years, we may need to go back. Therefore,
a permanent job may be appealing to us, but it is not as appealing as a well-paying one

that allows us to earn plenty of money rapidly. (Rudina)

At the time of the interview, Rudina had been in Oman for close to 25 years; her employer had
been renewing her employment contract within the terms of the kafala system (as discussed in
Chapter Two, section 2.3.3). She is reporting a pattern whereby the migrant workers who

occupy lower rungs in the occupational hierarchy work in Oman for shorter periods.

Indeed, she points to the possibility that migrant workers in lower-paid positions are troubled
by the uncertain nature of their jobs and migration status and of Omani policies. This may

explain why they do not aspire to work or stay in Oman in the long term. Her long-term lived
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experience in Oman implies that she understands the short-term nature of these migrants’ stay
in the country. While this does not present a concern for hotels, which often prefer to employ
seasonal workers on a short-term basis, it may explain why migrant workers’ attitudes are not
primarily shaped by the working conditions in these hotels or the levels of their earnings.
However, it should be noted that all migrant participants in this research project are graduates

of T&H programmes.

Rudina’s attitude contrasted with that of Nambiar, a migrant hotel worker of Asian origin
discussed previously, who feels encouraged to stay in Oman and work in the T&H sector for a
prolonged period because of his knowledge of local cultures, the local language and the Omani

labour market:

I love Oman a lot, and I want to settle [here] with my family®®. I have some friends in
Dubai but they suffer from high prices, rents and inflation. Dubai has excellent business
opportunities, but life there is complicated and expensive at the same time. I think I will
continue in Oman and Muscat precisely because I have adjusted to Omani society. 1
have many Omani friends, I love them, they love me, and I do not think I will leave them

to work in any other country. (Nambiar)

Across categories of migrant graduates, I came to recognise the significance of the relationship
between HC accumulation and work opportunities in the T&H sector, the role of acculturation
in terms of adjustment or adopting the culture of the host country and the dual roles of the

welcome offered by the host society (Oman) and social networks in the outcomes of migration.

To establish further the effect of investments in HC on migrant workers’ employment patterns,

I asked my migrant participants to comment on the effects of different levels of skills,

80 Migrant workers may be allowed to bring their family to Oman after obtaining approval from their employer
and within the terms of their visa, under the kafala system as discussed in Chapter Two, section 2.3.3.
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qualifications and competencies in relation to migrants’ long-term ambitions in Oman. Some
participants feel that those migrant workers who have made less HC investment are more likely
to accept low-paying jobs and to consider short-term residency in Oman. Evidence of such a

perspective is provided by Khan, a male employee discussed previously, who said:

I have seen some cases where some migrants in relatively low-level jobs show a lack of

long-term ambition to work and stay in Oman. (Khan)

Clearly, Khan believes that some migrant workers in low-level positions are less likely to
consider staying in Oman for as long as their more senior colleagues, because their uncertain

labour market situation.

Khan’s point of view was supported by the contrasting experience of Marcelo, a male migrant

of southern European origin holding an executive position managing a city hotel. He said:

[ like working in the tourism sector. I feel that sometimes I want to return to the rainy
atmosphere in my country (name of European nationality suppressed), but I love Oman
so much. I have invested much effort trying to live and bring my family to this country,
found a good job, earned promotions and even been integrated into the Omani society

for many years. (Marcelo)

Marcelo’s statement, as a manager, suggests that migrant workers in high-status jobs who
invest in skills that earn them greater rewards like promotions and who integrate successfully
may consider staying in Oman longer and even bringing their families to Oman. Based on the
accounts from Marcelo and Khan, it seems that migrant workers’ long-term ambitions may be
polarised between long-term stay and short-term stay in Oman, with those who have invested
more in social and HC being encouraged to stay longer than those who have made less

investment.
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From the statements of Sharma, Rudina, Nambiar, Khan and Marcelo, the message emerges
that a greater investment in cultural competence to ensure successful acculturation determines
the migrant workers’ inclination to extend their sojourns in Oman, as well as shaping their

attitudes towards their work.

In the next section, I discuss the factors that some of the managers that I interviewed reported

as affecting employers’ attitudes towards hiring migrant workers.

7.4 Factors influencing employers’ attitudes towards hiring migrant workers

I discussed the effects of their investments in HC with migrant workers in Oman on their
employability and employment patterns (as discussed in detail in section 7.3). As mentioned in
the previous section (7.3.2), migrant graduates alluded to HC as a descriptive concept, and even
as an analytical or explanatory concept, to understand the employment patterns in the T&H
sector. For instance, migrant graduates belonging to varied demographic groups recognised the
significance of the relationship between HC accumulation and work opportunities in the T&H
sector, as well as the role of acculturation (learning Omani Arabic language, culture, etc.) in
adopting the culture of the host country and the welcoming role offered by the host society
(Oman). For example, some research participants stated that knowledge of local culture, the
local language and the Omani labour market were improving their employment patterns in the

T&H sector and encouraging them to stay in Oman for a prolonged period.

I asked some of the managers to explain what factors they would emphasise as influencing
their attitudes towards migrant graduates. Anna, a female migrant hotel manager of Asian
origin (discussed previously), claimed that the hotels primarily consider migrants’ skills and

competencies in hiring processes:

I don’t hire; I oversee the hiring. Our hiring is guided by gaps in our current skill set

rather than our attitudes towards an employee’s origin. So, when we hire an Omani or
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migrant jobseeker, the first thing we look at is whether they are really qualified for the
job, and have the right skills and attitudes. As I had explained to you when you asked
about what I look at when hiring Omanis, we look at how our new employees would

contribute to our overall organisational performance. (Anna)

From Anna’s statement, employers in Oman seem to be more focused on how their new
employees would contribute to productivity, while their personal attitudes towards a
prospective employee’s citizenship status or ethnicity do not matter. Again, my positionality
as an Omani researcher, conducting face-to-face interviews with migrant graduates of diverse
backgrounds, is crucial: I must be aware of the rhythms of multi-positional power dynamics
and understand how boundary issues have the potential to shape or even impede
communication with participants. Anna might be cautious to reveal something negative about
employers’ policies in terms of biases toward employment patterns of migrant and Omani
graduates (Ryan, 2015; Ganga and Scott, 2006). Overall, Anna suggests that the desire to attain
corporate goals may limit the influence of employers’ social prejudices or biases when it comes

to choosing between migrant and local workers.

To further understand whether Anna’s assumptions reflect a predominant trend in the T&H
sector, I examined statements provided by other hotel employers. Seerjith, a male, migrant
manager of Asian origin working at a city hotel, informed me that hiring based on skills could

actually be the trend:

Just like I told you when you asked about why I would hire a migrant, we look at
whether our worker would do all the assignments with satisfaction. When you work as
a manager, you realise that all employees, no matter where they come from, are the

same. The difference is their efficiency. I would fail my company if I hired an Omani
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because I want to please the Omanis. So, as I said before, I wouldn’t expect our

attitudes to affect recruitment decisions. (Seerjith)

Seerjith’s statement was substantially similar to that of Anna. They both reported that employer
stereotypes were not a significant factor in selecting between migrant and local workers.
However, some managers of migrant origin like Seerjith and Anna did not acknowledge the
role of stereotypes or potential biases in their hiring processes, at least not when facing an
interviewer who is an insider and works for the Omani government. Additionally, employee
respondents themselves cannot know the reasons behind hiring decisions; as indicated in many
research studies, employers are often unaware of their own biases or wrongly believe that
stereotypes do not influence them (Bielby, 2000; McGinnity and Lunn, 2011; Gaddis, 2015).
When employers are influenced by their own gendered or ethnocentric biases, this can
undermine the effectiveness of incentives for HC accumulation in labour markets (Midtbgen,
2015 and see Chapter Three, section 3.4.3). In Chapter Six, I addressed the impact of
Omanisation policies on employment patterns and how employers’ attitudes may relate more
to corporate interests rather than personal biases. Seerjith and Anna also disclosed that one of
the main reasons employers tend to overlook their personal attitudes or biases in scenarios
where they have to choose between Omani and migrant workers is because they are under
pressure to improve organisational productivity and performance. From their statements, only
employers who are not focused on attaining organisational goals would allow social attitudes
towards migrant and local workers to shape their hiring decisions. However, employers’ actual
labour requirements, labour costs and labour quality play a critical role in the discussion of HC
and employment patterns of local and migrant graduates. In the same context, not all migrant
graduates are less costly to employers than are local graduates. Higher employee costs, like
higher wages and benefits, reflect the value of workers who invest in HC and therefore are

more productive in achieving the goals of their employers. However, other factors besides
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direct labour costs are also relevant. Based on interviews with certain migrant participants,
such as Seerjith and Anna (mentioned above), it appeared that HC theory does not attend to the
differentiated structural position of migrants versus non-migrants, and this gap might explain
why employers prefer the former. For example, migrant workers may be more disposable: they
cannot have permanent jobs, as Omani citizens can, and their employment contracts are subject
to their employers’ discretion (under the kafala system discussed in Chapter Two, section
2.3.3). Migrants can therefore be fired or laid off more easily than Omani citizens. This line of
thinking could be elaborated further, to conclude that it is migrants’ level of investment in HC
in the form of skills and competencies that shapes employers’ attitudes towards hiring them. In
this case, migrants or Omanis who have made less investment in HC are less likely to be

engaged by employers.

This idea seemed to resonate with other employer representatives. For instance Karla, who has

been referred to frequently, described the situation in this way:

I have participated in many hiring and recruitment processes. I would like to restate
that we prefer stronger candidates with better qualifications than their citizenship
status. So, provided that a migrant can be legitimately employed in our company the
same as an Omani graduate, why not hire him? Then again, as I clarified while

commenting on how we hire Omani graduates, cases of cronyism®' do exist (Karla)

Karla’s perspective about cronyism, and how it might affect employers’ recruitment and
selection decisions, merited further analysis. Some migrant graduates might be hesitant to talk

directly about this cronyism or favouritism, as it is a sensitive topic. One employer from a

81 Refers to cronyism or favouritism in the process of hiring, as shown to relatives or friends (Cotton, 1988; BriiR,
2005).
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European background endorsed liberal values of openness and transparency. Pavlo, a male

migrant of Eastern European origin who worked as a manager at a city hotel, said:

I have heard Omani and migrant workers discussions in our rest breaks at the kitchen
always trying to convince me that (Wasta®?) is more powerful than a degree and work

experiences. For me, I can't accept this idea. (Pavlo)

While Karla corroborates Seerjith’s, Anna’s and Pavlo’s statements, she also makes another
important observation. In her view, while she expects personal or social attitudes towards
Omani or migrant workers to have an insignificant effect on the hiring process, in most cases,
this cannot always be guaranteed because of favouritism. However, I have discussed and
presented evidence from participants in a previous chapter (Chapter Six, section 6.3.2) that

favouritism is not a prevalent feature of hiring in the T&H sector.

This demonstrates that rather than hiring based on qualifications, some employers may
discriminate between Omani and migrant workers depending on their level of familiarity or
their social networks (favouritism or Wasta). Interview subjects did not report doing this
themselves (possibly in part because they were aware that such behaviour conflicts with legal
norms in Oman). However, their awareness of the possibility suggests that, at least in some
cases, discrimination in the hiring process could undermine the influence of migrants’ HC
investment on hiring outcomes. In this context, a body of international sociological studies is
relevant, delineating the active role of migrant social networks in forming migrant labour
market niches or ethnic enclaves: links with ‘home’ that connect people with and shape the

patterns of employment and settlement. The social networks to which migrants belong are a

82 \Wasta is an Arabic term, used widely in Oman and the GCC; it represents a kind of nepotism or corruption
based on reliance on a referral network or powerful officials to be hired or get something done. For instance,
wasta might affect employers’ decisions during the recruitment and selection process to hire one specific person
instead of another; wasta might also complete government transactions more quickly (Sapsford et al., 2019;
Barnett et al., 2013; Mann, 2014).
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crucial component in facilitating their access to employment and labour markets and influence
the employers’ decisions to employ migrant graduates (Ryan et al., 2008; Midtbeen and Nadim,

2019; Bloch and McKay, 2015).

7.5 Conclusion

From a review of the data provided by my participants, it appears that migrant workers in the
Omani T&H sector are more likely to demonstrate positive attitudes towards work in the sector
when they are attaining what motivated them to migrate to Oman. Therefore, pull factors could
also be interpreted as defining the positive attitudes that migrants perceive, encouraging them

to migrate to a certain destination.

It appears that gendered occupational roles also shape attitudes towards work in the sector, as
women are likely to demonstrate greater interest in it. A closely related observation is that some
migrant participants are reluctant to admit to holding these attitudes themselves, even though
they attribute them to others. These were the main factors accounting for the hesitation of some
migrant graduates to discuss certain issues, while preferring to share positive stories about
Oman to the researcher. These issues demand strict awareness to positionality and reflexivity,
as I will discuss in Chapter Eight (the conclusion chapter) as a part of the limitations of the

study.

Another emerging idea is that migrants with higher levels of skills, talents and proficiency in
local languages and cultures are likely to be more employable in the host labour market than
those with lower levels of ability. Correspondingly, multicultural competence is also observed
to be an important form of HC that makes some migrants highly mobile in the T&H sector.
From the demand side, employers feel that their decision to hire migrant workers is based on
prospective employees’ qualifications (reflecting their HC investment) rather than personal

attitudes based on national origin. However, in certain cases, discrimination in the process of
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hiring may undermine the impact of migrants’ HC investment in the hiring process. In addition,
the capacity for migrant workers to interact effectively with locals shapes their willingness to
work in Oman, while the warmth and hospitality of Omanis, in turn, facilitates the integration
of migrant workers. In the concluding chapter (Chapter Eight), I will present some further

insights and policy recommendations concerning migrant and Omani graduates in particular.

In this chapter, I have addressed each of my research questions, describing the different patterns
of employment and employability among Omani and migrant graduates in the T&H sector,
identifying the factors shaping Omani graduates’ attitudes towards work in the sector and
comparing their perspectives compare to those of migrant graduates. I have also delineated
some of the factors that influence employers’ attitudes towards hiring Omani and migrant
graduates, and discussed how investments in human capital affect the differing employment
patterns of Omani and migrant graduates in the T&H sector. These findings help me in attaining
my research aim to reach evidence-based conclusions about Omani and migrant graduates’
employment and employability in the T&H sector, and to understand why so few Omani

graduates are employed in the T&H sector compared to migrant graduates.

One clear message from participants in this study was the understanding that some migrant and
Omani graduates have positive attitudes towards the sector because they feel the sector is large
and growing and that there will be high demand for graduates. However, gender stereotypes
are associated with specific jobs and can trigger preconceptions from labour market
participants. For instance, some migrant women feel comfortable in and have positive attitudes
towards the T&H sector because the sector is typically associated with such gendered
characteristics as caregiving and being hospitable and caring for tourists. Thus, migrant women
shared patterns and perspectives towards work in the T&H sector with Omani women in this

study (see Chapter Five). In terms of migrant men, gender stereotypes may not determine the

284



choices of those male participants who aspire to work in the sector. These are related to pull
factors based on migrants’ expectations of earning higher salaries in the Omani T&H sector,
which appear to be a stronger motivator for coming to Oman than push factors arising from

insecurity issues in their home countries.

On the demand side, the level of migrants’ investment in HC in the form of skills shapes
employers’ attitudes towards hiring decisions. As a result, migrants or Omanis who have
invested less in HC are less likely to be selected by employers for employment in the T&H
sector. Employers in Oman report a focus on how their new employees could contribute to
productivity, which reflects core concepts of HC theory. By contrast, their personal attitudes

towards a prospective employee’s citizenship status or ethnicity would not matter.

In terms of my theoretical framework and the effect of investments in HC on migrant workers’
employment patterns, most migrant participants affirmed that those who have made less HC
investment tend to accept low-paying jobs and accept short-term residency in Oman, while

those with more HC investment express higher expectations.

In addition, some migrant graduates affirmed that interacting with locals to learn their cultures
represents a form of HC investment, mentioning how a positive response from locals can
contribute to self-fulfilment and positive attitudes on the part of migrant workers. Some
migrant graduates also hinted about the importance of friendship and social contact, and
learning about Omani culture, as forms of HC investment enabling them to become more
employable in the T&H sector. Some migrant graduates had made investments ‘back home’ in
their countries of origin, like learning Arabic before migrating to seek work. In addition, some
of them made HC investments in Oman, in response to the opportunities and challenges found
there (more discussion about the HC is available in the Chapter Three). In addition, male and

female migrant graduates emphasised the relationship between HC accumulation and work

285



opportunities in the T&H sector, the role of acculturation in terms of adjustment or adopting
the culture of the host country and the dual roles of the welcome offered by the host society

(Oman) and social networks in the outcomes of migration.

Some of the migrants interviewed in this thesis also demonstrated positive attitudes towards
Omani society, recognising the value of Omani hospitality and identifying successful

acculturation as a factor contributing to success in their career aspirations in the host country.

As I mentioned in previous data chapters and in Chapter Three, such other theoretical and
conceptual perspectives as labour market segmentation, occupational niches and gender-based
analysis compensate for the analytical weaknesses of HC theory and offer explanations for the
range of phenomena where the assumptions of market rationality (both rational choice and
meritocracy) are not met in practice. For instance, in chapter three I mentioned how the concept
of cultural capital could be used to help address the issues of migrants. Some of these workers
encounter obstacles in transferring their cultural capital and having it recognised and accepted,
and this may be particularly true of cultural capital. As an example, participants in this study
informed me that they invested in HC in their home country, and subsequently invested further
in proficiency in local Omani culture and language, to make themselves more employable. I
therefore became curious whether they may encounter challenges deploying their cultural
capital in Oman, or having it recognised. Also, I wondered how social capital theory, including
social networks that provide the social basis for ethnic enclaves and niches linked to the country
of origin, might complement HC theory and address its weakness in identifying patterns of
employment and settlement in the Omani T&H sector (I will identify some of these topics as

suggestions for future studies in the next chapter).

Meanwhile, in the final chapter, I will summarise the research findings and discuss how the

study has contributed to both theoretical and empirical knowledge in its field of research. In
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addition, I will present policy recommendations, the study’s limitations, and recommendations

or suggestions for future research.
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CHAPTER 8: CONCLUSION

8.1 Introduction

In this study, I began by examining evidence from Omani and migrant graduates, with the
overarching goal being to reach evidence-based conclusions about the employment and
employability of these graduates in the T&H sector. To achieve this goal, I needed to answer
one primary research question: how can we explain the different patterns of employment and
employability among Omani and migrant graduates in the T&H sector? To shed light on this
overall research goal, I followed two additional research objectives. First, it was important to
understand why so few Omani graduates were employed in the T&H sector compared to
migrant graduates. To achieve this objective, three secondary questions arose: first, to
investigate the factors shaping Omani graduates’ attitudes towards work in the T&H sector and
how these attitudes compare to those of migrant graduates; second, to determine what factors
influence employers’ attitudes towards hiring Omani and migrant graduates and third, to
examine how investments in HC affect the differing employment patterns of Omani and

migrant graduates in this sector.

In the same context, it was also essential to examine critically one area of social policy in Oman
with regards to employment and employability, namely Omanisation policies. The second
additional research objective was therefore designed based on policy considerations: to identify
modifications to Omanisation policy, including changes seen through the lens of gender, that
might increase the participation of Omani male and female graduates in the T&H sector. In
order to achieve this objective, it was again necessary to answer two secondary questions: first,
how do Omanisation policies affect the employment of male and female Omani graduates and
second, how could Omanisation policies be modified to increase the participation of Omani

graduates in the T&H sector.
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All of the primary and secondary research questions were addressed by collecting a wide
variety of insights from various key actors and stakeholders in the T&H sector, including
government experts, employers, academic staff, students, unemployed graduates and
employees. A large body of primary data was collected from these various perspectives,
through one-on-one interviews with voluntary participants (as discussed in Chapter Four, on
methodology). The three data chapters have included various opinions, perspectives and
insights offered by Omani and migrant graduates, focused both on Omanisation policies and
on factors shaping the attitudes of Omani and migrant graduates towards work in the T&H
sector. The views of employers were also integrated into the data chapters; for instance,
Chapter Five discussed the factors that influence employers’ attitudes towards hiring from the
domestic labour force. The project’s theoretical framework was also incorporated: gender
perspectives in relation to HC theory and labour market segmentation®’ plays a significant role,

for instance, again in Chapter Five and Chapter Seven.

In the next section, I briefly provide an overview of the key findings of my thesis and highlight

its empirical and theoretical contributions.

8.2 Key findings and theoretical contributions

My research project was designed and conducted on the basis of HC as a theoretical framework
(as discussed in Chapter Three). HC theory helped me to achieve the objectives®* of this thesis:
first, to understand why so few Omani graduates were employed in the T&H sector compared
to migrant graduates and, second, to identify what modifications to Omanisation policy,
including changes seen through the lens of gender, that might increase the participation of

Omani male and female graduates in the T&H sector. At this point, I will summarise how the

83 | mean here differences in the working conditions and attitudes of graduates towards working in the T&H
sector.
84 See the research objectives in the methodology chapter (Chapter Four).
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empirical data and findings chapters have addressed the research questions I raised in the
methodology chapter, using HC as the theoretical framework® to guide the interpretation of

the research data.

What factors explain the different patterns of employment and employability among Omani

and migrant graduates in the T& H sector?

In Chapter Five and Chapter Seven, I found that many participants of diverse backgrounds and
situations shared a similar perspective: that many and varied work opportunities are available
in T&H, which makes this work attractive for job seekers with differing characteristics,
including Omani and migrant graduates. However, certain characteristics of T&H sector
employment, such as the prevalence of low-paid jobs, job insecurity, shift work, long working
hours and fixed-term or temporary contracts, are the main aspects giving rise to negative

perceptions of the sector among Omani and migrant graduates.

In addition, I found that the Omani and migrant graduates who volunteered for the study — both
male and female — seemed determined to find employment in the T&H sector. In spite of this
observation, the T&H sector in Oman is dominated by migrant graduates. As discussed in
Chapter Five and Chapter Seven, Omani graduates have many opportunities to work alongside
their migrant colleagues in the T&H sector. The primary data collected for this study show that
the T&H sector has the potential to mitigate the social and economic problems in Oman arising
from uneven development and oil price fluctuations, such as youth unemployment.
Omanisation may become more relevant in the current context of global migration and
economic and social change (as discussed in Chapter Six). In addition, changing the conditions

of employment in the sector is one of the main demands of both Omani and migrant graduates.

85 See Chapter Three (on the theoretical framework of this study); section 3.4 and its subsections offer a detailed
explanation for my adoption of HC as the main theoretical framework for this study.
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What factors shape Omani graduates’ attitudes towards work in the T&H sector, and how

do their perspectives compare to those of migrant graduates?

This crucial question has been answered in detail in two data chapters, Chapter Five and
Chapter Seven. Chapter Five showed that participants painted a nuanced picture of the sector,
emphasising a number of positive and negative perceptions at the same time. Some Omani
participants reported that their attitudes towards the T&H sector had changed over time, due to
the influence of conventional and social media and government efforts to change the sector’s
negative image and to promote acceptance of work in the sector. However, perceptions of low
pay and poor job security, and the potential for cultural conflict between Islamic doctrines and
industry practices in T&H, contributed significantly to negative attitudes among male and

female Omani graduates.

In addition, I found gender roles and dynamics and gender pay differentials to play critical
roles in shaping the attitudes of Omani graduates towards the T&H sector. For instance, the
influence of the concepts of masculinity and femininity on the career orientations of men and
women was evident. Omani men were sometimes less comfortable with the idea of working in
T&H, as they understood work in this sector to be gendered as feminine. The male Omani
participants in this study were reluctant to undertake jobs involving roles, such as
housekeeping, that are associated with women, and the only exception they mentioned was for
positions of authority and status, such as management positions. Meanwhile, some Omani
women in this study reported complimentary attitudes, feeling that the sector is suitable for

women due to such gendered responsibilities as caring for others and hospitality.

In terms of migrant graduates, in Chapter Seven I determined that their perceptions about the
market for labour in the sector encouraged positive attitudes and strong aspirations towards

work in the sector, actually motivating them to migrate to Oman. The growing number of jobs
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available in the Omani T&H sector have encouraged migrant graduates: they feel confident in
the sector’s growth due to Omani government policy and investment. Also, they seldom
perceive any competition for jobs between Omani and migrant graduates, because the demand
for both Omani and migrant graduates as workers remains high due to the sector’s sustained
growth. Some migrant workers and managers explained their attraction to the T&H sector in
Oman based on the characteristics of the jobs available to them; migrant graduates also tended

to focus more heavily on rewards associated with migration, such as salary and benefits.

Second, I found that gendered occupational roles, gender expectations, gendered stereotypes
and gender equity issues shaped the attitudes of migrant graduates towards work in the T&H
sector. For instance, female graduates of migrant origin were likely to demonstrate positive
attitudes towards working in the sector compared to their male counterparts, based in part on
gender stereotypes that assign hospitality work to women. In general, migrant participants in
this study shared the same ideas about men’s and women’s employment preferences as the
Omani participants discussed in Chapter Five, associating the T&H sector with women. This
raises questions about why migrant men are willing to work in the T&H sector, if they
associated the sector with women through a gendered lens, which could be a topic for further
research. Some migrants suggested that men carrying strong aspirations to work in the sector
are not deterred by gender stereotypes. While some felt that gendered occupational roles shape
attitudes towards work in the T&H sector, others were strongly convinced that the T&H sector

can accommodate all genders equitably. This area needs further examination in future studies.

More generally, as discussed in Chapter Seven, pull factors based on the expectation of higher
salaries appear to be a stronger motivator for coming to Oman than push factors arising from

issues of insecurity in the home country.

292



What factors influence employers’ attitudes towards hiring Omani and migrant graduates?
ploy g g 8

My participants informed me that the decisions of employers about hiring Omani and migrant
graduates depended more on the characteristics of prospective employees that would add value
to the T&H sector, rather than personal attitudes and biases towards Omani or migrant
graduates. For instance, some employers said that their companies or hotels would fail if they
(the employers) hired Omanis simply to please the Omani authorities (as discussed in Chapter
Seven). The choice between an Omani and a migrant graduate would depend on their
qualifications, experiences, training and pool of skills. At least in some cases, however,
discrimination in the hiring process, like wasta or nepotism, had the potential to undermine the
influence of migrants’ HC investment in hiring outcomes. However, as I discussed in Chapter
Five, section 5.2.2, and Chapter Six, section 6.3.2, my overall conclusion based on interviews
with various participants was that bias and favouritism were not a prevalent feature of hiring

in the T&H sector.

According to participants interviewed in this research project, employers take the skills and
competencies of Omani and migrant graduates into account when hiring. In Chapter Five
(section 5.2.2) I conveyed my participants’ report that value to the organisation was the major
factor for employers in their hiring decisions. For instance, employers would have no reason
to hire either an Omani or migrant graduate preferentially, provided that he or she has the
requisite skills needed to improve their productivity. However, employers may have an overall
preference towards migrant graduates, in particular because the migrant graduates selected may
be more qualified than many Omanis. While the unemployed Omanis interviewed for this study
are all qualified in that they have a relevant university degree, they do not have significant work
experience. Through my interviews with academic staff and students at college ‘A’, verified
by reviewing its educational and training programs on the college’s website, I observed that

the college provided three months of on-the-job training opportunities. By contrast, employers
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may prefer to recruit migrants who have years of practical experience at local and international
hotels. Thus, migrants hold a competitive advantage, in terms of practical experience,
compared to Omani graduates. The Omani government should therefore consider addressing
the problem of practical experience for young Omanis by providing full practical training
grants or on the job training for at least two years for all graduates, to gain experience in T&H
inside and outside Oman. In addition, the data presented in Chapter Seven® show that
employers pay the most attention to migrants’ skills and competencies in hiring processes.
Those with higher levels of skill, and who are more proficient in local languages and cultures,
are likely to be more employable in a host labour market like that of Oman than those with
lower levels of ability. Employers feel that their selection of migrant workers is based on their
qualifications (reflecting their HC investment), rather than on personal attitudes based on

national origin.

Also, the labour of some migrant graduates is significantly less costly than local Omani labour.
However, this cannot be generalised to all cases. In addition, while some employers admitted
their perception that certain Omani graduates might be lazy, generally employers focused more
on how each Omani or migrant graduate could fill skills gaps in the T&H sector and improve
the performance and productivity of their hotels or other firms. I found a pattern of
inconsistencies or even contradictions among the participants’ observations; for instance, they
reported that employers might be influenced by beauty and age as well as job qualifications,
suggesting that Omani graduates who are younger and considered attractive®” might benefit
from greater prospects of employment. For instance, in Chapter Five (Section 5.2.2),
participants suggested that some employers might be influenced by the age and attractiveness

of Omani female graduates and that they might benefit from greater prospects of employment.

86 See Chapter Seven for a more detailed discussion of hiring practices.
87 See Chapter Five (Section 5.2.2) for further elaboration of this point.
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These factors are not legally permitted considerations in hiring in Oman, but they are known
to feature into the filling of specific roles, such as front office and receptionist jobs in hotels
around the world (Caterer.com, 2019; Chiang and Saw, 2018; ILO, 2003). In general,
employers focused more on the potential of employees’ HC investment to increase their
organisation’s productivity (as discussed in Chapters Five and Six). Such aspects of HC as
education, knowledge, training, migration and skills will enable graduates to be more
employable in the T&H sector; these capacities enable graduates to gain stable employment,

income, benefits and other life advantages, as discussed in Chapter Three.

How do investments in Human Capital (HC) affect the differing employment patterns of

Omani and migrant graduates in the T& H sector?

In applying HC theory to T&H sector employment in Oman, the present study makes a
contribution to theoretical knowledge within the existing body of social research on labour and
migration. I observed in Chapter Seven that those migrant graduates who make less HC
investment by acquiring fewer qualifications, less experience or less acquisition of Arabic and
Omani language and culture are more likely to accept low-paying jobs. By contrast, migrant
graduates who invest in HC tend to obtain high-status jobs, promotions, a more satisfying social
life and more successful integration into Omani society, and therefore settle for a longer stay
in Oman. However, as I discussed in Chapter Three (section 3.3), research to date has
confirmed that employers are not always guided by academic qualifications and job experience
in their hiring decisions, contrary to the assumptions of HC theory. Other theoretical
perspectives, such as labour market segmentation, occupational niches and gender-based
analysis, compensate for the analytical weaknesses of HC theory and offer explanations for the
range of phenomena where the assumptions of market rationality (both rational choice and

meritocracy) are not met in practice.
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HC theory suggests, from a supply-side perspective, that individuals with more accumulated
HC have more realistic opportunities to acquire workplace authority: HC is used as a predictor
for future products to meet employers’ needs. In my study, the migrant graduates I interviewed
informed me that they invested in HC in two ways: first in their home countries and second
within Oman, through cultural acquisition and learning the Omani cultural norms and the
Arabic language. Understanding the relationship between HC theory, acculturation®® and
migrant employability in the T&H sector in Oman is a key aspect of the current study (see next

page for more detail).

In addition, taking a demand-side perspective, employers try to select the applicants with the
highest expected productivity, according to my participants (Chapter Five, section 5.2.2). For
instance, employers would have no reason to hire either an Omani or migrant graduate
preferentially, provided that he or she has the requisite skills needed to improve their

productivity as discussed above.

The migrant graduates in my study include some who accumulated HC before their arrival in
Oman to work as migrant managers and workers, as well as migrant students studying at
college ‘A’ in Muscat (or who have graduated from this programme). In addition, some
migrants in the workforce in Oman have learned the local language and gained cultural
competence while working with Omanis in hotels (see Chapter Seven, section 7.3 and

associated subsections, concerning the effect of HC investment on length of stay in Oman).

Multicultural competence is therefore observed to be an essential form of HC that makes some
migrants highly mobile in the T&H sector (see Chapter Seven). I observed that those migrant

graduates who invest in HC through cultural acquisition and learning the Omani cultural norms

88 As | discussed in Chapter Seven, acculturation refers to the process by which immigrants acquire cultural
values and beliefs in the host country (Walters et al., 2007; Gans, 2007; Sakamoto, 2007).
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and the Arabic language® are more employable and attain better income and promotions in the
T&H sector. My research has explored the role of acculturation among migrant graduates in
terms of their adjustment to or adopting the culture of the host country, as well as HC
acquisition and the role of migrant networks® in placing people with employers (see Chapter

Seven).

In addition, I found that the migrant graduates participating in my study used various strategies
of HC accumulation that enabled them to enter the labour market more successfully in Oman,
encouraging them to stay for a more extended period (see Chapter Seven, section 7.3). For
example, after analysing the demographic questionnaires distributed in my fieldwork, I
observed that some migrant hotel workers had carried out more than one strategy of HC
accumulation during their careers; for instance, they acquired HC (language, work experience
or credentials) before coming to Oman and continued to invest in HC while in Oman (additional
cultural capital or professional experience). Similarly, some migrant graduates had acquired
HC in Oman before joining the labour force (e.g., as migrant students in college ‘A’, whether
they moved to Oman with migrant parents or arrived on their own at college age), and planned
to acquire further HC within the workforce in Oman (e.g., picking up additional linguistic or

work experience or additional credentials).

In terms of Omani graduates, in Chapter Five, many participants in the study informed me that
qualifications are the most critical influence in employment decisions in the T&H sector.
Meanwhile, unemployed Omanis expected higher pay and job security in T&H jobs that would
match their investment in HC through educational attainment. In addition, my participants
made the significant observation that there is a mismatch between curriculum and training,

student expectations and the reality of work in the T&H sector for Omani graduates. This

89 See Chapter Seven (section 7.3) for a detailed discussion of this topic.
9 See Chapter Seven (section 7.3) for a discussion of the role of migration networks.
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observation has implications for HC theory; for instance, when they invest in HC through
education and training, graduates will expect higher earnings in the T&H sector as a reward.
However, the reality of work in T&H tends to disappoint the expectations of Omani graduates.
For instance, I observed that Omani graduates developed high expectations of the sector as a
result of the campaigns run by the government of Oman on conventional and social media to
convince them to find employment in the private T&H sector rather than waiting for public
service jobs to become available. In Chapter Five (section 5.2.4), my data showed that Omani
graduates are very ambitious but have expectations that are disconnected from the real
opportunities available. They expect to reach a high level quickly, and prefer managerial
positions. Meanwhile, they seem reluctant to start in lower-level jobs and work their way up
over time, through promotions. This unrealistic expectation is part of the problem graduates
face: perhaps the opportunities for promotion from one role to a higher position need to be
made more transparent for graduates, as discussed in Chapter Five. Meanwhile, informants
shared the concern that some hotels and other firms in the T&H sector could only offer low-
wage, insecure and temporary jobs, making T&H less attractive in the Omani labour market

from the perspective of these participants.

Based on the empirical data presented in Chapter Five, I also observed that Omani women
invest in HC through education to improve their employment opportunities in the T&H sector,
to improve their own lifestyle and to provide better lives for their children (this was discussed
further in relation to the theoretical framework, in Chapter Three). As noted in Chapter Five,
Omani women reported that they invested in training and education and expected prospective
employers to offer them rewards proportionate to their investments. Also, in light of the prior
theoretical discussion (in Chapter Three), Chapter Five employed a sociological perspective to
interpret the participants’ observations, incorporating the value of HC. For instance, female

Omani graduates were engaged in HC acquisition through the education system. They pursued
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educational qualifications at college ‘A’ to obtain both employment and higher incomes in the
T&H sector, and their success in this was expected to enhance their status in Omani society.
During fieldwork at college ‘A’, I observed the students to be generally enthusiastic about
working in T&H, especially women who made up the majority of students. This again related
to my discussion in Chapter Five and Chapter Seven about the role of gendered perspectives
and suitability for work in the T&H sector. Meanwhile, societal expectations affect Omani
graduates in strictly gendered ways: Omani cultural traditions expect men to act as
breadwinners and to take charge of the family’s financial obligations, such as the cost of
marriage, housing costs and the expenses of their wives and children. At the same time, Omani
women who have graduated with degrees in T&H experience pressure to take the role of
housewife by taking care of their children and husband, rather than working in the T&H sector.
I also found that Omani societal expectations towards Omani female graduates could
undermine the impact of Omani women’s HC investment in hiring outcomes if they feel
pressure to work at home rather than being employed in the T&H sector alongside their male
colleagues. Prolonged investment in HC through education tends to delay marriage, which
seems to be a concern in Omani society given the social and cultural norms discussed in relation
to interviews in Chapter Five. At the same time, unemployment was created by men’s
unwillingness to take entry-level jobs and their preference for managerial positions rather than
accepting jobs in the T&H sector gendered as feminine (as discussed in Chapter Five).
Participants in the study provided me with further insights concerning gender as a mediating
variable, influencing the impact of income on attitudes and challenging the HC theoretical
framework. For instance, Omani men expect higher management positions and higher material
returns — based on their HC investments in education— that would enhance their position and
social status. Omani cultural traditions expect men to act as breadwinners and to assume the

financial obligations of their entire family, including their wives, as I discussed previously. In
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response, theories relating cultural capital to gender dynamics could compliment HC theory,
shedding light on societal and cultural challenges that may affect the participation of men and

women in any sector (see Chapter Three, in particular section 3.3, for more detail).

Meanwhile, some Omani women in my study are inclined to accept any job offer regardless of
status considerations. These female Omani graduates informed me that they were more
enthusiastic about working in the T&H sector, given their expectations shaped by conceptions
of femininity; at the same time, they believed that their formal qualifications (HC investments)
were the most important factors in T&H sector hiring. In the same context, female Omani
graduates with such HC are therefore a valuable source of quality labour in the sector to fill the
gap and to address Oman’s policy objectives by encouraging more Omani women to work in
the private sector in general and in the T&H sector specifically, because women, given the
expectations and assumptions they carry as part of their ‘femininity’,®! carry more enthusiastic
attitudes about work in the T&H sector than do Omani men. According to certain interview
subjects, such gendered characteristics as beauty interact with the elements emphasised by HC
theory, like university credentials and work experience, as resources to find employment in the
tourism sector. Meanwhile, men typically do not wish to work in roles gendered as feminine
(see Chapter Five, sections 5.2.2 and 5.2.3, for further analysis of both of these aspects). As
discussed in Chapter Three (section 3.3), one of the limitations of HC theory is that it ignores
the structural inequalities that create and foster gender inequality, particularly due to family

relationships (Olson, 2013; Redden, 2020).

In addition, culture plays a critical role in the undervaluation of specified jobs, which is the
basis of another criticism of HC theory (Ochsenfeld, 2014; Abendroth et al., 2013; Tam, 1997,

Bukodi and Dex, 2010). Theories relating cultural capital to gender dynamics have the potential

91 See Chapter Five (section 5.2.3) for a more detailed discussion of this.
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to account for this, complimenting HC theory and shedding light on societal and cultural
challenges that may affect the participation of women in any sector. For example, the roles of
patriarchy, masculinity and femininity in Omani society constrain women’s decisions about
joining the labour market because of the expectation that an Omani woman receive the
permission of her father or older brother before seeking work in any sector. At the same time,
perhaps adopting cultural theory along with HC theory could help address the influence of
cultural and Islamic doctrines and practices towards the hospitality sector that contribute to
negative attitudes towards the sector and affect Oman graduates’ employment patterns in T&H
(see Chapter Five, section 5.3). As previously discussed, I have chosen HC theory as a starting
point to explore why Omani graduates continue to be unemployed despite their HC
accumulation within the T&H sector. The Omani government perceives that investing more
money in education will help to reduce the social problems arising from unemployment among
graduates. Additionally, the government of Oman has repeatedly proclaimed that Omanis must
assume leadership roles in T&H and other economic sectors instead of continuing to rely on

migrant workers to fill the skill gaps arising from economic diversification.

Given the competing expectation that Omani women devote themselves to their families, a
larger societal conversation is needed about how to encourage and support women to continue
to work in that sector (see Chapter Five, section 5.3, for further discussion). In parallel with
this, a larger societal conversation is also needed about how to encourage Omani men to work
in the T&H sector, challenging their assumption that most work in the T&H sector is feminine
in nature (as discussed in Chapter Five). Men’s apparent preference for unemployment over
low-level entry jobs in the T&H sector exemplifies this issue. Moreover, these aspects interact:
if women are able to increase their labour market participation in Oman, what does this mean
for men’s apparent attachment to the male breadwinner model? What family model would be

appropriate for Oman in the contemporary world is an issue to be discussed in Oman, where
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societal expectations for marriage and breadwinning need to be challenged to respond to

international social, economic and globalisation trends.

As I discussed in the theoretical framework chapter, Chapter Three, and in Chapter Five, HC
theory argues that as people become more educated, they gain opportunities to spend less time
in pursuit of employment, to obtain jobs that pay more highly, to climb the social ladder, to
gain more autonomy and control over their work, to strengthen their social standing and

generally to obtain faster transitions towards stronger career prospects and better income.

In addition, Chapter Five also presented the theme of gendered perspectives of income and
level of HC investments, comparing Omani men’s and women’s income expectations based on
their investment in HC and their perceptions of gender roles and dynamics (See Chapter Five,

section 5.2.3 and 5.2.4, for further discussion).

Therefore, my theoretical contribution to knowledge is summarised into the following three

points:

First, this study reveals and explores the relationship between gender, the career perceptions
and other attitudes expressed by participants in this study and HC theory, in the context of the
Omani labour market and the T&H sector in particular. This exploration contributes to a body
of sociological studies carried out internationally, exploring the relationship between gender®
and various occupations, as well as perceptions of various careers as masculine®® or feminine
(Huppatz and Goodwin, 2013:297; White and White, 2006; Glick et al., 1995). The present

study indicates that Omani and migrant women are more enthusiastic and have more positive

92 Gender roles — in terms of feminine and masculine characteristics attributed to occupations and industries —
represent an interesting opportunity for future research, especially concerning stigmatisation and dignity in
relation to employment and attitudes (Lorence, 1987 p. 122; Feldberg and Glenn, 1979; Weisgram et al., 2011;
see Chapter Five).

93 Masculinity is a term used to designate the characteristics, roles and attributes of men in society (Weisgram
et al., 2011; Hardie, 2015; Forsman and Barth, 2017; see Chapter Five).
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attitudes towards work in T&H and that they see such gendered characteristics as caring and
hospitality and their status as new graduates as potential resources to help them find work in
the tourism sector due to the role of gender stereotypes (as discussed in Chapter Five, section
5.2.3, and Chapter Seven, Section 7.2.1). The construction of ‘femininity’ in Omani culture
makes work in this sector seem suitable for Omani women, while Omani men tend to avoid
‘feminine’ work and to prefer working in respected offices and managerial positions (see
Chapter Five, Section 5.2.3, for more discussion of this contrast). Therefore, this raises a
question for future research about perceptions of migrant men working in jobs constructed as
feminine, or jobs socially gendered as female in the T&H sector and their experiences working

in such occupations as housekeeping.

Therefore, individuals who invest in HC through education, in the expectation of material and
symbolic returns, might not succeed in doing so, particularly given the role of gender and the
perceptions of certain careers as feminine in individual and social attitudes. Omanisation
policies will therefore not be successful without understanding the relationship among these
factors and the significance of HC. An appreciation of gendered attitudes and perceptions
regarding work in the T&H sector informed by HC theory can potentially lead to the successful

integration of Omanis into the sector.

Second, my study contributes to HC theory, by understanding migrants’ integration into the
Omani T&H sector through employment patterns and length of stay in Oman. My study
explored the relationship between the migrants who possess a high level of HC through
education, skills, talents and levels of proficiency in local languages (Arabic) and Omani
cultures and how they are more employable in the Omani labour market and stay longer in
Oman than those with lower HC (See Chapter Seven - Section 7.2 and associated subsections
for more details). My findings affirm previous international sociological studies informed by

HC theory: migrants scoring more highly in skills, talents and levels of proficiency in local
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languages and cultures tended to be more employable in labour markets than those with lower
scores (Polachek, 1995; Csedo, 2008; Ochsenfeld, 2014; Rich, 1995; Sanders and Nee, 1996;

Mata, 2019; Gronlund, 2012).

Third, my study contributes to theoretical knowledge on the effects of HC in relation to
gendered perspectives on the influence of income on attitudes, as well as how HC investment
can undermine the mechanisms of gender discrimination. This relates to international
sociological research on the effects of HC in relation to gender roles, discrimination and income
gaps, as well as how HC investment can undermine the mechanisms of gender discrimination
(Ochsenfeld, 2014; Shih, 2002; Zamudio and Lichter, 2008; Yavorsky et al., 2019; Qing, 2020;
Rich, 1995). The current study has revealed that some Omani males expect higher salaries than
their female counterparts with the same level of HC investment. Some of the male Omani
participants in the study believed that women should earn lower salaries and should not
complain about it while, in reality, women expect higher salaries in the workplace just as their
male colleagues do. Some women in Oman face gender-based inequalities linked to a
‘patriarchal gender system’ — I observed that Omani society has been neglecting the productive
potential of women while allowing men’s expectations to decide how women in the sector
should be paid (see Chapter Five, section 5.2.4, and associated subsections for more details).
However, as I discussed in Chapter Three, HC theory has encountered criticisms, such as not
addressing gender discrimination. Scholars like Perales (2013) have deployed devaluation
theory in a UK context as a supplement to HC theory to explain occupational sex segregation
and gender pay differentials. Devaluation theory indicates that male-dominated occupations
tend to be more highly compensated than female-dominated occupations, because ‘women’s

work’ is devalued due to social structures.

As I discussed in Chapter Three (sections 3.3 and 3.6), the application of HC theory to studies

of racial discrimination in employment is a complicated topic. If bias is present in labour
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markets, employers might make different hiring decisions concerning similarly qualified
majority and minority applicants (Omanis vs. migrants). Controlling for differences in worker
quality, scholars would expect minority (migrant) job seekers to experience more extended
periods of job search than similarly situated majority (Omani) candidates if there is
discrimination in hiring in the labour market. If this were the case, minorities, on average,
would accumulate general labour market experience more slowly throughout their careers than
majority workers. After hiring, racial or ethnic discrimination might manifest itself in shorter
periods of employment, less access to on-the-job training or complex work or lower cumulative

promotion probabilities for disadvantaged workers.

It is also clear from previous research that employment gaps based on race or ethnicity tend to
increase with social class. Some empirical studies have found that racial disparities in
employment and income are more significant among those who are more highly educated or
work in higher-status occupations, compared to those who are less educated or work in lower-
status occupations (Farkas and Vicknair 1996; Mgobozi, 2004; O’Neill, 1990; Sakamoto and
Chen 1991). Clearly, interactions between race and class must be considered in examining the
impact of HC on employment and earnings inequality. It cannot be assumed that the influence
of race or ethnicity will be uniform across social classes or careers. Throughout Chapter Three,
I mentioned that criticism of sociological perspectives on HC theory often starts with the
argument that the HC element of the theory is not adequately measured, and if it could be
measured correctly, the well-observed social influences on gains would decrease or even
disappear. (e.g., Smith, 1990; Tam, 1997). For example, in Chapter Three (section 3.3), I
discussed how international research to date has confirmed that employers are not always
guided by academic qualifications and job experience in their hiring decisions, contrary to the

assumptions of HC theory.
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Meanwhile, such other theoretical and conceptual perspectives as labour market segmentation,
occupational niches and gender-based analysis compensate for the analytical weaknesses of
HC theory and explain the range of phenomena where the assumptions of market rationality
(both rational choice and meritocracy) are not met in practice. For instance, in Chapter Seven
(section 7.3), I pointed to instances where discrimination in the process of hiring may
undermine the impact of migrants’ HC investment on hiring. In addition, I found that the
capacity for migrant workers to interact effectively with locals shapes their willingness to work
in Oman, while the warmth and hospitality of Omanis, in turn, facilitates the integration of
migrant workers (section 7.3). As another example, in Chapter Three I mentioned how the
concept of cultural capital could be used to help address the issues of migrants. Some migrant
workers encounter obstacles in transferring their human capital and having it recognised and
accepted, which may be particularly true of cultural capital. For example, participants in this
study informed me that they invested in HC in their home country and subsequently invested
further in proficiency in local Omani culture and language to make themselves more
employable (section 7.3). I therefore became curious whether they encountered challenges
deploying their cultural capital in Oman or having it recognised. Also, I wondered how SC
theory, including social networks that provide the social basis for ethnic enclaves and niches
linked to the country of origin, might complement HC theory and address its weakness in
identifying patterns of employment and settlement in the Omani T&H sector (I will identify

some of these topics as suggestions for future studies in Chapter Eight).

How do Omanisation policies affect the employment of Omani and migrant graduates in the

T&H sector?

For more than three decades, the Omani government has sought to make Omanis more

employable in all economic sectors through Omanisation policies; these initiatives have
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influenced the employment patterns of both Omani and migrant graduates. I have discussed
this policy initiative critically in the background of the Omani labour market and Omanisation
policies, Chapter Two, and in relation to the data in Chapter Six. Although these policies were
designed to favour Omanis, I found that they do not successfully address the ongoing changes
in socioeconomic issues, and migratory and globalisation trends, facing Oman in a global

context.

This research question has been addressed at length in Chapter Six. The perception that
Omanisation has outlived its usefulness and has failed to embrace a spirit of diversity in
harmony with Oman’s current economic goals is widely shared by the participants in this study;
Omanisation is not seen as relevant to contemporary economic and social trends. However,
across the categories of participants it was reported that current policies have allowed for the
inflow of migrant workers while still making sure that Omani graduates are employable. In
addition, Omanisation initiatives may have limited the employment of migrant graduates in
certain cases, which might constrain the ability of T&H firms to fill skill gaps. Policy choices
that do not facilitate the integration of diverse skills in the sector appear to be inconsistent with
current social and economic trends regarding migration and globalisation. For instance,
Omanisation initiatives could discourage international investment by limiting access to diverse

aspects of HC, including talents and skills in the labour market.

In Chapter Six, I observed that Omanisation is seen by demand side representatives (Omani
and migrant employers and managers) as promoting the labour market entry of local Omanis
while restricting that of migrants, with the primary objective of averting social tensions among
these two categories that might negatively affect their employment patterns. Omanisation
policies limit both the employment potential of migrants and the T&H sector’s access to

specific job skills that are associated with migrant workers.
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Prior studies have indicated that Oman relies on migrants to achieve its economic®
development and economic diversification goals, as the country has become one of the leading
destinations for migrants arriving in the Gulf Cooperation Council over the last five decades
(Pew Research Center, 2016; European Commission, 2010; Hvidt, 2019; Walsh, 2014). In the
Omani labour market in general and the T&H sector in particular, skill gaps have required and

still demand migrant graduates to fulfil emerging skill and competitiveness requirements.

How could Omanisation policies be modified to increase the participation of Omani

graduates in the T&H sector?

Omanisation initiatives could be appropriately modified by taking into consideration all
demand- and supply-side perspectives in the T&H sector. The data collected for this study
shows that the attitudes of Omani graduates towards the T&H sector have begun to change,
and more Omanis have become interested in working in the sector. In coordination with T&H
sector employers, the government could modify its policies by being more transparent about
the mismatch between Omani graduates’ expectations and the real characteristics of the T&H
sector. By addressing unrealistic expectations among Omani graduates, Omani graduates could
be encouraged to gain additional skills, qualifications and experience to ensure promotion over
time, which could increase their participation in the T&H sector. The government, in
cooperation with employers in the T&H sector, could emphasise job security in the T&H
sector, in social media campaigns, to increase the participation of Omani graduates in the
sector. For instance, participants informed me that job security was an essential factor shaping

their attitudes towards the sector. Due to fluctuations in the labour market and the economy

94 See the background of the Omani labour market and Omanisation policies (Chapter Two, especially section
2.3.2) about the role of migrants in the economies of Oman and other GCC countries.
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that might affect careers in the T&H sector, job security seems to be a significant concern for

Omani graduates (see Chapter Five, section 5.2.6).

In Chapter Six I determined that, to fill the pool of skills the T&H sector demands, Omanisation
should allow for an inflow of migrant workers while still ensuring that Omani graduates are
also employable in the sector. International investment in T&H in Oman could be negatively
affected if the government of Oman were to force employers to hire Omani graduates just to
satisfy policy requirements. Some of the interviews with employers reported in Chapter Six
support this concern. Nevertheless, a balanced and phased approach to Omanisation might
better mitigate the economic risks associated with skill deficiencies, as the potential of
Omanisation initiatives to fulfil such expectations has not been supported by a body of research
as discussed in Chapter Two. In Chapter Six (section 6.3), I present my participants’
perceptions about the relevance of Omanisation to current economic and social changes to

address this research gap.

As discussed in the background of the Omani labour market and Omanisation policies (Chapter
Two), Omanisation policies have failed to achieve their objectives over the last three decades
(Burns, 1997; Khan and Krishnamurthy, 2016; Ministry of Manpower — Oman, 2020;
Winckler, 2007). T found this policy direction ill-suited to the current situation, in which
globalisation has shaped migration trends. I also determined that the policy environment should
afford fairer treatment to migrants when it comes to access to employment. I observed that
Oman’s economic development strategy could more appropriately pursue a balance in the
employment of Omanis and migrant workers as the T&H sector grows, although until now it

has primarily been promoted and understood as replacing migrants with Omanis.

The failure of Omanisation policies may have come about when policymakers failed to

incorporate the concerns of diverse stakeholders within the Omani economy, leading to their
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overlooking of critical issues that key actors in the Omani labour market presently face. Such
policies tend to limit the employability of certain workers, limiting access to diverse work

opportunities.

From a theoretical standpoint, my research has revealed that migrant graduates with high levels
of HC have played a significant role in diversifying the labour force in the host country — Oman
— through their accumulation of needed skills. The perspectives of some participants suggest
that a new labour force development policy would be practical if policymakers were first to

recognise the roles that variety of skills and talent play in the Omani labour market®.

In addition, this thesis has shown that employers (representing the demand side of the labour
market) are concerned that Omanisation policies have hindered their corporate goals, limiting
their ability to attract a pool of skilled and qualified migrant graduates. Employers mainly
reported that Omanisation is irrelevant to their current economic concerns, as it limits
competition among migrant and Omani employees: they see such competition as healthy in

improving the pool of skills available on the job market.

In the following section, I stress messages for key social actors arising from the thesis,

concerning suggestions and recommendation about Omanisation policies.

8.4 Policy recommendations for key actors

The Omani government has tried to address the developing social problem of unemployment
among Omani graduates through Omanisation initiatives for almost three decades. Repeated
government efforts to address this issue to date have failed, as discussed in the background of
the Omani labour market and Omanisation policies (Chapter Two). In the 1980s, policy makers
did not take into account the perspectives of key actors in the T&H sector, including employers,

Omani and migrant graduates, academic staff and other government and private sector actors.

95 See Chapter Two.
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The decision to go ahead with Omanisation was issued by the Ministry of Manpower and was
initially circulated to all actors without consulting them (Ministry of Manpower — Oman, 2020).
With hindsight, the launch of this policy direction was a mistake and has caused considerable
problems. Many participants in this study expressed the view that Omanisation initiatives have
failed to integrate the social and economic concerns and views of diverse stakeholders and
actors in the Omani economy (see Section 6.2 and associated subsections of Chapter Six for
further discussion on the subject). Also, a body of scholarship provides support to this argument
about various failures of Omanisation, related to different aspects and sectors (NCSI, 2015; Al-
Barwani, 2014; Burns, 1997; Khan and Krishnamurthy, 2016; Ministry of Manpower — Oman,
2020; Winckler, 2007; Fargues, 2011) as discussed in detail in the background of the Omani
labour market and Omanisation policies (Chapter Two). For example, as discussed in Chapter
Six, some participants in the hotel sector argued that Omanisation policies prevented them from
reaching out to a diverse pool of skilled graduates, especially migrants, which caused them

financial and administrative problems in relation to their business objectives.

The implementation of any new social policy, whether in a national labour market or more
generally, has negative and positive effects and is therefore a double-edged sword. As
explained in Chapter Six, an evaluation of the policy is therefore required first: an effective
policy in this domain must take into account all social and economic variables, especially
current trends relating to migration and globalisation. Oman is part of a changing world;
therefore, Omanisation policies must be flexible and change accordingly, being updated to

respond to these changing dynamics.

Second, Oman’s social policy makers and other government policy actors must substantially
rethink the existing state and non-state social protection agenda, to respond to the concerns of
graduates about job insecurity, casual work or temporary jobs and low income within the T&H

sector (See Chapter Five, in particular section 5.2.6 providing graduates’ perspectives on job
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security in the T&H sector, for more details). This initiative should start from Muscat, the
capital of Oman, as a first phase and be introduced in other provinces in subsequent phases.
Building on the apparent successes attained through fair work policies, as indicated by
Bornstein (2019) and Mayer and colleagues (2013) in their respective studies, I believe that
Oman should consider passing similar policies to encourage job security, job autonomy and
improved welfare for employees (Burgoon and Dekker, 2010; Alberti et al. 2018; Broad, 1995;

Hudson-Sharp and Runge, 2017; Quinlan, 2016).

Third, I also believe that social policy makers should encourage employers in Oman to provide
supportive work environments. The previous discussion (in Chapter Five) pointed out Omani
graduates’ concerns about the barriers to T&H sector employment that could be overcome
through more supportive work environments and finding meaning in work (see Chapter Five,
section 5.2.6, for more details). Previous research in the context of Southeast Asia, particularly
Thailand, has shown that employees in the hospitality industry are more likely to have positive
attitudes towards work in the industry when provided with a supportive work environment,
which contributes to employee satisfaction (Moen et al., 2016; Marshall et al., 2015; Kantor
and Weisberg, 2002). In such circumstances, international studies have shown that self-
reinforcing biases may exist when the work environment is supportive, such as when employers
in the sector provide employees with fair wages, work benefits and job security (Emmenegger,
2009; Saloniemi et al., 2004; Arai and Vilhelmsson, 2004; Marshall et al., 2015; Kantor and

Weisberg, 2002).

Fourth, social policy makers in Oman could build on the attraction of working with people
from diverse backgrounds in encouraging Omanis to join the T&H sector. A balance between
Islamic principles and sectoral policies would be needed so as to project a more attractive
image, capable of generating significant interest in the T&H sector among Omani students and

job seekers. For instance, during my fieldwork in Oman, I had the opportunity to visit many
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hotels; I observed that the majority of them — particularly in Muscat — provide alcohol and pork
to guests. This state of affairs seems to differ substantially from the situation in the Kingdom
of Saudi Arabia (KSA), which completely prohibits alcohol and pork consumption
(Cacciottolo, 2015; Engel, 2018; Thistlethwaite, 2015). In general, Oman seems to be more

liberal than the KSA.

However, the negative attitudes expressed by some of the participants in this study seem to
reflect a perception rooted in Islam and the Qur’an regarding the morality of working in hotels
that offer alcohol and pork. In Oman, such stereotypes primarily concern international hotels,
which represent the most dynamic element of the T&H sector. Armed with this understanding,
I could not help but wonder whether making Omani hotels halal-compliant could increase the
number of Omanis interested in joining the T&H sector. At the same time, I also wondered
whether this option would be viable, given that some of the tourists who frequent Oman come
from Western countries. Such competing perspectives clearly show that the sector’s future
prosperity is contingent on the extent to which Islamic principles affect Omani workers’
decisions about participation in the sector. For instance, Dubai is the best example of a
successful global city in the Gulf region; like Malaysia in Asia, Dubai has provided Halal hotels
to attract bookings from Muslim families and to increase the number of Muslim workers
interested in working in such hotels but who reject working in international hotels (Stephenson
et al., 2010; Olmedo, 2015). Also, International Sociology of Islam and gender scholarships
argued that Muslim graduates are naturally influenced by Islamic and cultural ideology, which
then shapes their attitudes to work in the T&H sector in many countries. (Alberti and lannuzzi,
2020; Wood and Keskin, 2013; Ram et al., 2001). See Data Chapter Five - Section 5.3 for more

details about my participants views.

The policy environment encouraging such supportive work environments should also facilitate

women’s participation in the labour market. Sociological studies undertaken in Australia,
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Ireland, Iceland and the US have indicated that providing a supportive environment for both
male and female employees can change attitudes towards work and encourage greater
participation, particularly for women (Baxter, 2000; Kalev et al., 2006; Mennino et al., 2005;
Schieman et al., 2009; Russell et al., 2009; Stainback et al., 2011). Good incomes for graduates,
internal and external scholarships to allow them to study abroad, and flexible work schedules
that take family and religious responsibilities into consideration would fulfil the main demands

expressed by male and female Omani graduates concerning work in the T&H sector.

To ensure that more locals are encouraged to join the T&H sector, it appears to me that more
motivating aspects of the work in the sector should be integrated into and encouraged; this
approach could also be productively extended to migrant employees as well. Employers who
make more pronounced efforts to ensure a supportive work environment for their migrant staff
would thereby facilitate their investment in multicultural competencies. Migrant graduates are
typically ready to familiarise themselves with Omani culture and language, as a form of HC;
integration into Omani society then encourages them to stay longer in Oman and possibly to
bring their families (as discussed in Chapter Seven). However, Omanisation policies and the
kafala system counteract this potential, as both policies restrict the entry of migrant workers to
Oman (and even more so their families), as discussed in Chapter Two. At the same time, in the
context of Oman’s growing economy, government, employers and other key actors stated that
they still need migrant graduates in short- and long-term employment to fill the skills gaps and
contribute to developing and building Oman® (Kamrava and Babar, 2012; Wickramasekara,

2016; European Commission, 2010; Hvidt, 2019; Walsh, 2014).

Studies, both in Oman and internationally, have found that migrant graduates have the potential

to play a significant role in economic development both in Oman and other Gulf states (as

9 See Chapter Two, section 2.3.2, concerning the role of migrant workers in the economies of Oman and other
GCC countries.
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discussed in the background of the Omani labour market and Omanisation policies, Chapter
Two). A policy framework encouraging supportive work environments would help realise this

potential among migrant as well as Omani employees, and among men as well as women.

In the next section, I present some reflections that have arisen in carrying out this thesis, discuss
the limitations of this study and make suggestions for future research based on my journey over

five years of doctoral studies.

8.5 Limitations of this research project and suggestions for future studies

First of all, I should admit how much I have learnt throughout the five years of my journey of
doctoral research. When I began my studies in 2016, I was confused and anxious, because the
direction of my research was unclear to me. After the first year, my knowledge about the
research process gradually developed; I learnt how to narrow and focus my research topic after
receiving extensive constructive and valuable comments from my supervisory team, from the
confirmation review team panel and from another members of academic staff involved in my
first year biannual review. I collected these comments and tried to address them. Through this
feedback, I also realised the importance of including HC as a theoretical framework to guide
my study. Ultimately this led to my serious attempt to address a number of significant gaps in
the accumulated evidence on the employment and employability of Omani and migrant

graduates in the T&H sector, through this thesis.

I cannot argue that the present study has covered all aspects of its field of research without
limitations. First of all, certain limitations arise out of the selected research methodology and
data analysis strategy, essentially from the reflexivity and positionality required by the
qualitative interview approach. (I have discussed reflexivity and positionality in Chapter Four,
in terms of the general methodology of the thesis, and in greater detail in Chapter Five, Chapter

Six and Chapter Seven in relation to particular issues). The quality of findings and
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interpretations offered in this study depend on such reflexivity and positionality. For instance,
my experience of conducting face-to-face social qualitative interviews with participants from
diverse backgrounds — in terms of gender, age, ethnicity or nationality, language, religion,
language, parental status and other factors — points to a number of challenges. Through my
experience of sharing personal perspectives, negotiating various standpoints, beliefs and
experiences and engaging with ongoing debates about such topics as Omanisation policies,
employer practices, labour laws and other Omani government policies, the dynamics of power
relations and the interaction between the positionality of an Omani researcher and migrant
participants influenced my results dramatically. Some migrant graduates tended to tell positive
stories to an Omani researcher working in the public service (an insider). Meanwhile, it was
not always easy for volunteer participants like migrant graduates to share their negative
perceptions towards government policies, religion or the culture of the host country. I
understand that migrant graduates might be worried about their futures and afraid of saying

something negative about their employers or their host society.

A second limitation arises from the research aims and design of the study. While focused on
the T&H sector, other sectors under the umbrella of Omanisation policies, such as the oil and
gas sector, the financial and banking sector, the logistics sector, the mining industry and other
economic sectors in Oman, are excluded. Therefore, my study is unable to provide an
overarching or complete picture of the labour market. This study has demonstrated a wide-

open terrain for other researchers to examine and compare employment in these sectors.

Third, this study focused on a critical examination and evaluation of Omanisation policies in
terms of their perceived relevance to current economic and social changes and their suitability
with regard to the employment and employability patterns of Omani and migrant graduates.
Consequently, the study has not included any systematic comparisons with other similar

policies in the GCC, for instance, examining Omanisation in relation to other similar initiatives
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in the region with regard to their effect on employment and employability of local and migrant

graduates.

Fourth, my thesis has emphasised how gendered perspectives condition the attitudes of Omani
graduates towards the T&H sector in relation to income and job security, as discussed in
Chapter Five. Chapter Seven points out how earning a better income serves as a pull factor,
shaping migrant graduates attitudes towards the sector; however, this study does not explore in
any depth the precarisation of work in the private sector in Oman. Once I complete my PhD
studies, I aim to conduct research about this topic, as this concept seems crucial to
contemporary sociological debate in contexts like that of Oman. Precarious work consists of
non-standard forms of employment and is characterised by low pay, job insecurity, self-
employment, lack of protection, temporary work and unpredictable income, as well as any type
of work associated with poor employee welfare (Kalleberg, 2009; Shin et al., 2020; Hira-

Friesen, 2018; Vosko et al., 2009).

Fifth, migrant informants have mentioned the importance of building interpersonal
relationships based on a person’s status within a particular society; this broader concept
includes strategic alliances within and between families in pursuit of a common purpose, such
as searching for employment and employability in the specific sector through social networks
and personal relationships without engaging in a more formal process (McDonald, 2011;
Yeung and Rauscher, 2014; Dietz and Bozeman, 2005; Bao et al., 2018). In Chapter Seven
(section 7.2.2), I found only limited support for the importance of friendship and social contacts
for migrant workers to enable them to become more employable in the T&H sector. Some
migrant graduates did discuss the importance of their friends and social contacts as they learned
about Omani culture and the Arabic language, which would encourage them to stay longer in
Oman and to obtain high-paying jobs in the T&H sector as a form of social capital. Exploring

the relationship between informal social capital and HC would offer an opportunity for
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researchers to explore further the role of interpersonal relationships and social networks in
terms of employment and employability. In addition, using other theoretical and conceptual
perspectives or frames (such as occupational niches and labour market segmentation, and
gender-based analysis) to supplement HC theory and to compensate for its weaknesses might
be helpful to address each issue within the scope of this research project (as discussed in
Chapter Three). In addition, a further potential area for future research is the longer-term
experiences of migrants in Oman, including for the children of migrants. For instance, migrant
students informed me, against my expectations, that they had not come to Oman to study but
rather were the children of migrant workers in Oman. This group is poorly understood, and
deserves further investigation if migrants are largely constructed as temporary, this obscures

those who stay for decades and whose children are born or grow up in Oman.

Finally, the current study has focused on Omanisation policies, while migration policy in Oman
—notably the kafala sponsorship system — has not been explored in depth. It was discussed only
in the background of the Omani labour market and Omanisation policies, in Chapter Two, and
then briefly in Chapter Six. Given the sensitivity of the topic for such vulnerable participants
as migrant graduates, an investigation of kafala from an interpretive perspective would have
required a very different research design and a longer research timeline. In addition, as the
kafala system can be expected to have different impacts on people working in different sectors
with different degrees of skill and experience, presumably a whole new set of research

questions would emerge from any attempt to confront these complexities.

However, establishing the possible connections between Omanisation and the kafala
sponsorship system, in terms of the employment patterns of graduates, would provide
additional context and give rise to additional themes that could address some of the current
study’s limitations. Migrant workers are typically not allowed to work for a new employer

without the express consent of their current employer, and this demands further research in
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terms of its impact on employment patterns. At the same time, some migrant workers do not
have the right to bring their families to live with them in Oman because the kafala and
employers’ contracts may not allow this. However, some migrant participants were able to
bring their families to Oman, because of their own contracts with employers. The complex
relationship between what migration policy proscribes and what happens on the ground

because of individual decisions will be a subject for future research in future.

8.6 Concluding remarks

Chapter Two and Chapter Six have described the decades of debate surrounding the
implementation of Omanisation, as part of the framework of government policy to help Omanis
overcome social problems and economic challenges through employment and social transfers.
I would argue that Omanisation policies need to be revisited again to shape a new social policy
that takes into account the shifting relationship between social needs and economic trends. For
instance, the world’s economic future now appears totally different than it did before the
COVID-19 pandemic, with particular implications for tourism and international travel. In
December 2020, the Omani government announced that the T&H sector lost half a billion Rials
about ($1.3 billion) due to the impact of COVID-19 (WAF, 2020; Al Nasseri, 2020). To date,
the government has not announced how many Omani and migrant graduates lost their jobs
because of this crisis and whether the government will offer subsidies to support the T&H
sector. The idea that the government could sustain welfare programmes forever, such as the
guarantee of employment in the public service sector and unemployment compensation, might
not survive the economic and social changes going on at the moment. Discussions and
evaluations of Omanisation reflect a number of intersections and paradoxes among the interests
of employers, graduates, employees, government experts and academic researchers. After my
a comprehensive review of the body of literature and my analysis of the primary data, I have

become increasingly convinced of the importance of research on these apparent contradictions,
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particularly the tensions between the government’s social policies, the interests of T&H sector

employers and the needs of workers (Omani and migrant graduates).

From my personal experience, HC appears as a significant theoretical element to apply in any
social or public policy. As a researcher investing in higher education, training and unique skills
in the UK, I expect to achieve my social needs including marriage, social stability, home
ownership, better employment and a better life for my children away from poverty. Migrant
graduates typically have the same dreams as I do and will invest in HC along with their
migration process, learning about the host country’s language and culture and earning
qualifications to achieve their social needs and economic goals (part of the pull factors of
migration discussed in Chapter Two and Chapter Seven). Any country needs to invest in
education as a part of its social policy framework to address its social problems. The integration
and assimilation of migrant graduates in a host country like Oman can be achieved through
flexible and fair policies towards the migrant graduates who have built Oman’s economy over
several decades; policymakers cannot blame migrants for their own failure to address
socioeconomic issues in Oman. Oman can achieve success in its development goals if qualified
labour is allowed to enter the national labour market appropriately, with more flexible
Omanisation policies and a less rigid kafala system to take into account global migration trends
and other contemporary economic and social changes (as discussed in Chapter Six). Already
the private sector, and especially the T&H sector, is struggling to survive a series of economic
challenges, the latest of which is the COVID-19 crisis. Therefore, it will be impossible to
impose strict migration and employment policies to regulate the labour market, for example,
by imposing strict Omanisation directives. A solution can be developed only by understanding

the attitudes and perspectives about both sides of the labour market in the T&H sector.

However, I want to signal to social policy makers that the Omani labour market can

accommodate the social and economic integration of migrant graduates without harming
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employment prospects for Omani graduates. Conventional and social media need to raise
awareness among graduates about the reality of work in T&H and other sectors, to avoid job
mismatches and employment shocks when graduates look for work in the T&H sector. The
current issues may lead to resignations by Omani workers from jobs in the sector, as discussed
in Chapter Five. Finally, I expect investment in HC in Oman to give Omani and migrant
graduates better opportunities to work in higher quality jobs and to achieve social and economic

goals for themselves and for their families.
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APPENDICES

Appendix 1: Letter Of Authorisation To Conduct Research Interviews/Request For
Access

Date: 1/02/2018

Subject: Letter of Authorisation to Conduct Research Interviews/Request for Access

To Whom It May Concern:

Mr. Fahad Al Jahwari is a registered PhD researcher in the Department of Sociology at the
University of Sheffield. He is currently enrolled in a four year doctoral programme in the field
of social policy, undertaking research on ‘Exploring evidence concerning Omani and migrant
graduates’ employment and employability in the Tourism and Hospitality (T&H) sector in
Oman’. Broadly, this research project aims to reach evidence-based conclusions about the
employment and employability of Omani and migrant graduates in the T&H sector.

Specifically, the objectives of this study are as follows:

a) Tounderstand why so few Omani graduates are employed in the T&H sector, compared
to migrant graduates.

b) To identify what modifications to Omanisation policies, including changes seen
through the lens of gender, that might increase the participation of Omanis both male

and female graduates in the T&H sector.

As part of his PhD degree requirements, Fahad is expected to complete a research project in
the field. We are kindly requesting your assistance in providing access to facilities for him to

conduct his research, including access to participants and data, pass cards to enable him to enter
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relevant buildings and departments and support with required documentation, reports and

responses to questions relevant to his research.

The methods for collecting research data will be as follows:

a) Qualitative semi-structured interviews across a variety of categories of participants (the
duration of these interviews will each be approximately one hour) at a date, time and
location convenient for the participant.

b) Qualitative elite interviews across a variety of participants with special expertise (the
duration of these interviews will also each be approximately one hour) at a date, time

and location convenient for the participant.

All information provided to the researcher will be treated with rigorous confidentiality and
used only for academic purposes. Participants’ names and workplaces will be altered and thus
anonymised in the thesis; in this regard, Fahad has taken into consideration the university’s
code of ethics as well as the General Data Protection Regulation (GDPR). Also, these research
activities are voluntary in nature; participants have complete freedom either to participate or
withdraw from the study, at any point. Research interviews will be recorded using a SONY
sound recorder and an iPad tablet, after obtaining permission from the participant. This
approach to documentation will be valuable for data collection and analysis. The data, audio,
transcription files and other data will be kept securely in Fahad’s desk in the research office at
the University of Sheffield — Elmfield Building. Only Fahad and his joint supervisors will have
access to the data. The transcriptions and all related documentation will be destroyed after the

Viva (oral defence of the thesis).

However, Fahad seeks to send a number of separate research invitations and a request for
access/permission to each potential respondent, belonging to government authorities, hotels,

colleges and firms.
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For further information, please do not hesitate to contact Fahad directly. His contact

information is provided below.

Your permission to assist Fahad in his research will be much appreciated.

Sincerely,

Mrs Yusra Al Ismaily

Academic Advisor

Oman Embassy - Cultural Attaché

London

Contact details of researcher:

Fahad Al Jahwari

Email address: frsaljahwaril @sheffield.ac.uk

Telephone in Oman: 0096895661008

Attachments:

1- A copy of an ethics approval letter issued by the University of Sheffield.

2- A copy of the participant’s information sheet, interview topic guide, demographic

questionnaires and consent form.
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Appendix 2: Letter To A Hotel Manager To Conduct Research Interviews

The University of Sheffield
Department of Sociological Studies
Elmfiled Building
Northumberland Road
Sheftfield S10 2TU, UK

Hotel General Manager
X hotel

Muscat

Date: 05/02/2018

Dear Mr/Ms XXXXXXX,

Study title: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the Tourism and Hospitality sector in Oman.

Subject: Request for Access/ Permission

My name is Fahad Al Jahwari and I work for the Supreme Council for Planning in Muscat, Oman,
as Head of the Councils and Committees Department in the HE Secretary General’s Office; I am also
a PhD student in Social Policy at the University of Sheffield, UK. I am writing to request access to
your hotel and to invite you, other managers and employees specialising in the Tourism and
Hospitality (T&H) field to take part in a research interview as part of my doctoral fieldwork in the
Department of Sociological Studies at the University of Sheffield. This research falls under the joint
supervision of Professor Majella Kilkey (m.kilkey@sheffield.ac.uk) and Professor Louise Ryan
(louise.ryan@sheffield.ac.uk). My supervisors may be reached by email, should any questions or

concerns arise about the research.

The Omani Embassy in London, with the collaboration of the Ministry of Higher Education in Oman

and the University of Sheffield, has granted permission to carry out this research in your hotel (find
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attached a copy of the official letter and a copy of an ethics approval letter issued by the university

97).

However, as the study is voluntary in nature, some managers and employees may decide not to

participate in the research project.

Broadly, my study aims to reach evidence-based conclusions about the employment and

employability of Omani and migrant graduates in the T&H sector. In particular, the objectives of this

research are as follows:

a.

To understand why so few Omani graduates are employed in the T&H sector, compared
to migrant graduates.

To identify what modifications to Omanisation policies, including changes seen
through the lens of gender, that might increase the participation of Omanis both male

and female graduates in the T&H sector.

In pursuit of these objectives:

ii.

I would like to conduct an elite interview with you as a general manager. In addition, I
wish to schedule in-depth, elite interviews with other Omani and managers of migrant
origin who have worked in the T&H sector for more than five years (the duration of
these interviews will be between 45 minutes and one hour) at the time, date and location
most convenient for the participants.

I would also like to conduct research in the form of in-depth, semi-structured interviews

with selected Omani and employees of migrant origin, in the same format described

above.

As a hotel general manager, I would appreciate it very much if you could kindly introduce me as a

researcher to managers and employees at your hotel.

97 A copy of the letter of authorisation to conduct research interviews/request for access issued by the Oman
Embassy London with the collaboration of the Ministry of Higher Education in Oman and the University of
Sheffield.
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Please inform the prospective participants that they are free to choose whether or not to participate
in this study, and they need not provide any justifications or reasons, should they decide to withdraw
from the study at any time. The research interviews will be recorded using a SONY sound recorder
and an iPad tablet after obtaining consent and permission from each participant.

All responses will be coded via NVivo Pro 12 software and anonymised so that participants’ names
cannot be recognised. This approach to documentation will be valuable for data collection and
analysis. The audio file, transcription files and other data will be kept securely in my desk in the
research office at the university. Only myself and my supervisors will be able to access the data. The
transcriptions and all related documentation will be destroyed after my Viva (oral defence of the
thesis). All information provided to the researcher will be treated with rigorous confidentiality and
used only for academic purposes. Participants’ names and their workplaces will be changed and
anonymised in the thesis; I have taken into consideration the university code of ethics as well as the
latest updates of General Data Protection Regulation (GDPR). I would also like to assure you that
this study has been reviewed and approved by the University Research Ethics Committee (UREC) at
the University of Sheffield.

I very much look forward to meeting with you to discuss my plan, the attached documentation and
my timeline for collecting the research data. Thank you in advance for your support in this research

project.

Kind regards,

FMN/%&WL

Fahad Al Jahwari

Email address: frsaljahwaril @sheffield.ac.uk
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Telephone in Oman: 0096895661008

Attachments

1- A copy of an ethics approval letter issued by the university.

2- A copy of the participant’s information sheet, interview topic guide, demographic questionnaires

and consent form.

3- A copy of the letter of authorisation to conduct research interviews/request for access issued by
the Omani Embassy, London with a collaboration with the Ministry of Higher Education in Oman

and University of Sheffield.
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Appendix 3: Letter To The Public Authority Of ‘X’
To Conduct Research Interviews With Omani Graduates Who Are Unemployed

The University of Sheffield
Department of Sociological Studies
Elmfiled Building
Northumberland Road
Sheffield S10 2TU, UK

Government official

The Public Authority of X
Muscat

Date: 05/02/2018

Dear Mr/Ms XXXXXXX,

Study title: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the Tourism and Hospitality sector in Oman.

Subject: Request for Access/ Permission

My name is Fahad Al Jahwari and I work for the Supreme Council for Planning in Muscat, Oman,
as Head of the Councils and Committees Department in the HE Secretary General’s Office; I am also
a PhD student in Social Policy at the University of Sheffield, UK. I am writing to request access to
your Authority and to consult with you about access to Omani Tourism and Hospitality (T&H)
graduates within Oman who are unemployed; | would kindly request that you identify some of these
graduates to take part in a research interview as part of my doctoral fieldwork in the Department of
Sociological Studies at the University of Sheffield. This research falls under the joint supervision of
Professor Majella Kilkey (m.kilkey@sheffield.ac.uk) and Professor Louise Ryan
(louise.ryan@sheffield.ac.uk). My supervisors may be reached by email, should any questions or

concerns arise about the research.
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The Omani Embassy in London, with the collaboration of the Ministry of Higher Education in Oman
and the University of Sheffield, has granted permission to carry out this research with the above-
mentioned participants (find attached a copy of the official letter and a copy of an ethics approval
letter issued by the university®®). However, as the study is voluntary in nature, prospective
participants may decide not to participate in the research project.
Broadly, my study aims to reach evidence-based conclusions about the employment and
employability of Omani and migrant graduates in the T&H sector. In particular, the objectives of this
research are as follows:
a. To understand why so few Omani graduates are employed in the T&H sector, compared to
migrant graduates.
b. To identify what modifications to the Omanisation policies, including changes seen through
the lens of gender, that might increase the participation of Omanis both male and female

graduates in the T&H sector.

In pursuit of these objectives, I would also like to conduct research in the form of in-depth, semi-
structured interviews with five male and five female Omanis who are unemployed after having
graduated from a T&H programme. I would prefer those who obtained first and upper-second grades
in their degrees. The duration of these interviews will be between 45 minutes and one hour; they will

take place at the time, date and location most convenient for the participants.

Please inform the participants that they are free to choose whether or not to participate in this study,
and they need not provide any justifications or reasons, should they decide to withdraw from the
study at any time. The research interviews will be recorded using a SONY sound recorder and an

iPad tablet after obtaining consent and permission from each participant.

9 A copy of the letter of authorisation to conduct research interviews/request for access issued by the Oman
Embassy London with the collaboration of the Ministry of Higher Education in Oman and the University of
Sheffield.
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All responses will be coded via NVivo Pro 12 software and anonymised so that participants’ names
cannot be recognised. This approach to documentation will be valuable for data collection and
analysis. The audio file, transcription files and other data will be kept securely in my desk in the
research office at the university. Only myself and my supervisors will be able to access the data. The
transcriptions and all related documentation will be destroyed after my Viva (oral defence of the
thesis). All information provided to the researcher will be treated with rigorous confidentiality and
used only for academic purposes. Participants’ names and their workplaces will be changed and
anonymised in the thesis; I have taken into consideration the university code of ethics as well as the
latest updates of General Data Protection Regulation (GDPR). I would also like to assure you that
this study has been reviewed and approved by the University Research Ethics Committee (UREC) at
the University of Sheffield.

I very much look forward to meeting with you to discuss my plan, the attached documentation and
my timeline for collecting the research data. Thank you in advance for your support in this research

project.

Kind regards,

FMN/W'

Fahad Al Jahwari

Email address: frsaljahwaril @sheffield.ac.uk
Telephone in Oman: 0096895661008
Attachments

1- A copy of an ethics approval letter issued by the university.

331



2- A copy of the participant’s information sheet, interview topic guide, demographic questionnaires

and consent form.

3- A copy of the letter of authorisation to conduct research interviews/request for access issued by
the Omani Embassy, London with a collaboration with the Ministry of Higher Education in Oman

and University of Sheffield.

332



Appendix 4: Letter To The Deputy Dean For Academic Affairs
Of College ‘A’ To Conduct Research Interviews

The University of Sheffield
Department of Sociological Studies
Elmfiled Building
Northumberland Road
Sheffield S10 2TU, UK

The Deputy Dean for Academic Affairs
Muscat

Date: 1/02/2018

Dear Professor XXXXXXX,

Study title: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the Tourism and Hospitality sector in Oman.

Subject: Request for Access/ Permission

My name is Fahad Al Jahwari and I work for the Supreme Council for Planning in Muscat, Oman,
as Head of the Councils and Committees Department in the HE Secretary General’s Office; [ am also
a PhD student in Social Policy at the University of Sheffield, UK. I am writing to request access to
your college and to invite students and faculty members specialising in the Tourism and Hospitality
(T&H) field to take part in a research interview as part of my doctoral fieldwork in the Department
of Sociological Studies at the University of Sheffield. This research falls under the joint supervision
of Professor Majella Kilkey (m.kilkey@sheffield.ac.uk) and Professor Louise Ryan
(louise.ryan@sheffield.ac.uk). My supervisors may be reached by email, should any questions or

concerns arise about the research.

The Omani Embassy in London, with the collaboration of the Ministry of Higher Education in Oman

and the University of Sheffield, has granted permission to carry out this research in your college (find

333



attached a copy of the official letter and a copy of an ethics approval letter issued by the university®°).

However, as the study is voluntary in nature, some students and faculty may decide not to participate
in the research project.
Broadly, my study aims to reach evidence-based conclusions about the employment and
employability of Omani and migrant graduates in the T&H sector. In particular, the objectives of this
research are as follows:
a. To understand why so few Omani graduates are employed in the T&H sector, compared
to migrant graduates.
b. To identify what modifications to the Omanisation policies, including changes seen
through the lens of gender, that might increase the participation of Omanis both male

and female graduates in the T&H sector.

In pursuit of these objectives:
1. I will conduct in-depth, elite interviews with some of academic staff specialising in the
T&H field (the duration of these interviews will be between 45 minutes to one hour) at

the time, place and date most convenient for the participants.

ii. I would also like to conduct research in the form of in-depth, semi-structured
interviews with selected Omani and migrant/international students studying in T&H

programmes.

As Deputy Dean for Academic Affairs, I would appreciate it if you could kindly introduce me as a
researcher to the relevant members of your academic staff and student body.
Please inform the participants that they are free to choose whether or not to participate in this study,

and they need not provide any justifications or reasons, should they decide to withdraw from the

9 A copy of the letter of authorisation to conduct research interviews/request for access issued by the Oman
Embassy London with the collaboration of the Ministry of Higher Education in Oman and the Ministry of
Sheffield.
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study at any time. The research interviews will be recorded using a SONY sound recorder and an
iPad tablet after obtaining consent and permission from each participant.

All responses will be coded via Nvivo Pro 12 software and anonymised so that participants’ names
cannot be recognised. This approach to documentation will be valuable for data collection and
analysis. The data, audio, transcription files and other data will be kept securely in my desk in the
research office at the university. Only myself and my supervisors will be able to access the data. The
transcriptions and all related documentation will be destroyed after my Viva (oral defence of the
thesis). All information provided to the researcher will be treated with rigorous confidentiality and
used only for academic purposes. Participants’ names and their workplaces will be changed and
anonymised in the thesis; I have taken into consideration the university code of ethics as well as the
latest updates of General Data Protection Regulation (GDPR).

I would like to assure you that this study has been reviewed and approved by the University Research
Ethics Committee (UREC) from the University of Sheffield.

I very much look forward to meeting with you to discuss my plan, the attached documentation and
my timeline for collecting the research data. Thank you in advance for your support in this research

project.

Kind regards,

FMN/W'

Fahad Al Jahwari
Email address: frsaljahwaril @sheffield.ac.uk
Telephone in Oman: 0096895661008

Attachments
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1- A copy of an ethics approval letter issued by the university.

2- A copy of the participant’s information sheet, interview topic guide, demographic questionnaires

and consent form.

3- A copy of the letter of authorisation to conduct research interviews/request for access issued by
the Omani Embassy, London with a collaboration with the Ministry of Higher Education in Oman

and University of Sheffield.
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Appendix 5: Letter To A Tourism Development Firm To Conduct Research Interviews

The University of Sheffield
Department of Sociological Studies
Elmfiled Building
Northumberland Road
Sheffield S10 2TU, UK

The General Manager
Tourism development firm
Muscat

Date: 05/02/2018

Dear Mr/Ms XXXXXXX,

Study title: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the Tourism and Hospitality sector in Oman.

Subject: Request for Access/ Permission

My name is Fahad Al Jahwari and I work for the Supreme Council for Planning in Muscat, Oman,
as Head of the Councils and Committees Department in the HE Secretary General’s Office; I am also
a PhD student in Social Policy at the University of Sheffield, UK. I am writing to request access to
your company and to invite you — as a manager in the Tourism and Hospitality (T&H) field — to take
part in a research interview as part of my doctoral fieldwork in the Department of Sociological
Studies at the University of Sheffield. This research falls under the joint supervision of Professor
Majella Kilkey (m.kilkey@sheffield.ac.uk) and Professor Louise Ryan
(louise.ryan@sheffield.ac.uk). My supervisors may be reached by email, should any questions or

concerns arise about the research.

The Omani Embassy in London, with the collaboration of the Ministry of Higher Education in Oman

and the University of Sheffield, has granted permission to carry out this research in your company
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(find attached a copy of the official letter and a copy of an ethics approval letter issued by the
university'%%). However, as the study is voluntary in nature, you may decide not to participate in the
research project.
Broadly, my study aims to reach evidence-based conclusions about the employment and
employability of Omani and migrant graduates in the T&H sector. In particular, the objectives of this
research are as follows:
a. To understand why so few Omani graduates are employed in the T&H sector, compared to
migrant graduates.
b. To identify what modifications to the Omanisation policies, including changes seen through
the lens of gender, that might increase the participation of Omanis both male and female

graduates in the T&H sector.

In pursuit of these objectives, I would like to conduct an elite interview with you as a general manager
(the duration of this interview will be between 45 minutes and one hour) at the time, date and location

most convenient for you.

Please be aware that you are free to choose whether or not to participate in this study, and you need
not provide any justifications or reasons, should you decide to withdraw from the study at any time.
The research interviews would be recorded using a SONY sound recorder and an iPad tablet after
obtaining your consent and permission.

All responses will subsequently be coded via NVivo Pro 12 software and anonymised so that your
name cannot be recognised. This approach to documentation will be valuable for data collection and
analysis. The audio file, transcription files and other data will be kept securely in my desk in the

research office at the university. Only myself and my supervisors will be able to access the data. The

100 o copy of the letter of authorisation to conduct research interviews/request for access issued by the Omani
Embassy, London with the collaboration of the Ministry of Higher Education in Oman and the University of
Sheffield.
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transcriptions and all related documentation will be destroyed after my Viva (oral defence of the
thesis). All information provided to the researcher will be treated with rigorous confidentiality and
used only for academic purposes. Participants’ names and their workplaces will be changed and
anonymised in the thesis; I have taken into consideration the university code of ethics as well as the
latest updates of General Data Protection Regulation (GDPR). I would also like to assure you that
this study has been reviewed and approved by the University Research Ethics Committee (UREC) at
the University of Sheffield.

I very much look forward to meeting with you to discuss my plan, the attached documentation and
my timeline for collecting the research data. Thank you in advance for your support in this research

project.

Kind regards,

FM&/W'

Fahad Al Jahwari

Email address: frsaljahwaril @sheffield.ac.uk

Telephone in Oman: 0096895661008

Attachments

1- A copy of an ethics approval letter issued by the university.

2- A copy of the participant’s information sheet, interview topic guide, demographic questionnaires

and consent form.
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3- A copy of the letter of authorisation to conduct research interviews/request for access issued by
the Omani Embassy, London with a collaboration with the Ministry of Higher Education in Oman

and University of Sheffield.
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Appendix 6: Letter To A Government Tourism Expert To Conduct Research Interviews

The University of Sheffield
Department of Sociological Studies
Elmfiled Building
Northumberland Road
Sheffield S10 2TU, UK

Tourism Expert

A government ministry
Muscat

Date: 05/02/2018

Dear Mr/Ms XXXXXXX,

Study title: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the Tourism and Hospitality sector in Oman.

Subject: Request for Access/ Permission

My name is Fahad Al Jahwari and I work for the Supreme Council for Planning in Muscat, Oman,
as Head of the Councils and Committees Department in the HE Secretary General’s Office; I am
also a PhD student in Social Policy at the University of Sheffield, UK. I am writing to request access
to your ministry and to invite you — as an expert in the Tourism and Hospitality (T&H) field — to
take part in a research interview as part of my doctoral fieldwork in the Department of Sociological
Studies at the University of Sheffield. This research falls under the joint supervision of Professor
Majella Kilkey (m.kilkey@sheffield.ac.uk) and Professor Louise Ryan
(louise.ryan@sheffield.ac.uk). My supervisors may be reached by email, should any questions or

concerns arise about the research.

The Omani Embassy in London, with the collaboration of the Ministry of Higher Education in
Oman and the University of Sheffield, has granted permission to carry out this research in your

ministry (find attached a copy of the official letter from the Omani Embassy in London and a copy
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of an ethics approval letter issued by the university '°"). However, as the study is voluntary in nature,
you may decide not to participate in the research project.
Broadly, my study aims to reach evidence-based conclusions about the employment and
employability of Omani and migrant graduates in the T&H sector. In particular, the objectives of
this research are as follows:
a. To understand why so few Omani graduates are employed in the T&H sector, compared
to migrant graduates.
b. To identify what modifications to the Omanisation policies, including changes seen
through the lens of gender, that might increase the participation of Omanis both male and

female graduates in the T&H sector.

In pursuit of these objectives, I would like to conduct an elite interview with you as a government
tourism expert (the duration of this interview will be between 45 minutes and one hour) at the time,

date and location most convenient for you.

Please be aware that you are free to choose whether or not to participate in this study, and you need
not provide any justifications or reasons, should you decide to withdraw from the study at any time.
The research interviews would be recorded using a SONY sound recorder and an iPad tablet, after
obtaining your consent and permission.

All responses will subsequently be coded via NVivo Pro 12 software and anonymised so that your
name cannot be recognised. This approach to documentation will be valuable for data collection
and analysis. The audio file, transcription files and other data will be kept securely in my desk in
the research office at the university. Only myself and my supervisors will be able to access the data.

The transcriptions and all related documentation will be destroyed after my Viva (oral defence of

101 A copy of the letter of authorisation to conduct research interviews/request for access issued by the Omani
Embassy, London with the collaboration of the Ministry of Higher Education in Oman and the University of
Sheffield.
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the thesis). All information provided to the researcher will be treated with rigorous confidentiality
and used only for academic purposes. Participants’ names and their workplaces will be changed
and anonymised in the thesis; I have taken into consideration the university code of ethics as well
as the latest updates of General Data Protection Regulation (GDPR). I would also like to assure you
that this study has been reviewed and approved by the University Research Ethics Committee
(UREC) at the University of Sheffield.

I very much look forward to meeting with you to discuss my plan, the attached documentation and
my timeline for collecting the research data. Thank you in advance for your support in this research

project.

Kind regards,

Fata ¢ %&m

Fahad Al Jahwari

Email address: frsaljahwaril@sheffield.ac.uk

Telephone in Oman: 0096895661008

Attachments

1- A copy of an ethics approval letter issued by the university.

2- A copy of the participant’s information sheet, interview topic guide, demographic questionnaires

and consent form.

3- A copy of the letter of authorisation to conduct research interviews/request for access issued by
the Omani Embassy, London with a collaboration with the Ministry of Higher Education in Oman

and the University of Sheffield.
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Appendix 7: Demographic Questionnaire — Academic Staff of Migrant Origin

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male O Female [ (Please tick the appropriate box.)

2. How old are you?................ years

3. What level of education or training have you completed?

4. What are you teaching at your COIlege?........coouiriiriiiiiiiiiiieeeee e
5. How long have you worked for your employer?...........cccovveeiiiviiieeciieeeee e,
6. Marital Status: Married O Single [

7. Do you have children?

No O Yes 0O If yes, how old are they?..........ccoevveeviennnnen.

Contact details:

Residential Postcode...........c.ccccveeueennee.
Telephone number..............cccceeeveennnnne.

E-mail address.......cooovvveeveveeeeeeeeieeeeaen.
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Appendix 8: Demographic Questionnaire — Employees of Migrant Origin

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 0 Female [ (Please tick the appropriate box.)
2. How old are you?.................... years

3. What level of education or training did you complete in your country of origin?

4. Have you completed any education or specialised training in Oman?

No O Yes [0 Ifyes, please state what training you have completed.....................

What is your position in your organiSation?............cceecveeeveereeerieereesireeseeesseenseessseesesssseennns
How many years of experience do you have in your profession?

In what year did you first come to Oman?.........cc.cccccvveevveeeciieenreeennee.

° > =2

Did you travel to Oman with a relative?

No O  Yes[ Ifyes, please specify Who......ccecvevieiiieiiinieiicieceee e

10. Since you came to Oman, have any relatives joined you?

No O Yes[ Ifyes, please specify Who......coocevieiieiiniiniieieceeeceeee e

11. Marital Status: Married L1 Single [
12. Do you have children?
No [ Yes [ If yes, how old are they?.......................
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13. Where do your children live: in Oman 0 Elsewhere [...........cccccoeeennee.

Contact details:

Residential Postcode.............c.c.........
Telephone number.............cccccuveeenee.

E-mail address......coooveeeeeeeeeeeeeeeeeennn.
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Appendix 9: Demographic Questionnaire — Managers of Migrant Origin

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Maled Female [J (Please tick the appropriate box.)
2. How old are you?................... years

3. What level of education or training have you completed in your country of origin?

4. Have you completed any education or specialised training in Oman?

No O Yes [ Ifyes, please state what training you have completed....................

What is your position in your organiSation?............c.eeceerrveeniieeieeniesieeseeeeeeseeesseesieesveenes
How many years of experience do you have in your profession?

In what year did you first come to Oman?............ccceevuieriieiieiiieiieeie et

A S

Did you travel to Oman with a relative?

No OO  Yes[O [Ifyes, please Specify Who.......cccoeieviieiiinieiieieeiee e

10. Since you came to Oman, have any relatives joined you?

No [  Yes Ifyes, please Specify Who........ccoovevuiiiiiiiiiiiiiiiieccieceeeeee e

11. Marital Status: Married [ Single O
12. Do you have children?
No [ Yes 0O If yes, how old are they?..........cccoccveevrenenn.
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13. Where do your children live: in Oman [0 Elsewhere [

Contact details:

Telephone number.............ccccveeenee.

E-mail address......cooeeeeeeeeeeeeeeeeeeeeen.
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Appendix 10: Demographic Questionnaire — Students of Migrant Origin

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 0  Female O (Please tick the appropriate box.)

2. How old are you?................. years

3. What programme are you studying at university?

4. Are you currently working?

No O Yes O

If yes, please identify your occupation and pOSItiON............ceeveeeeieeriiieercieeeeiieeeieeeevee e

5. Marital Status: ~ Married O Single [

Contact details:

Telephone number............ccccoeeeeveenneee.

E-mail address.....coeeeeeeeeeeeeeeeeeeeeeaen,
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Appendix 11: Demographic Questionnaire — Omani Students

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 0  Female [ (Please tick the appropriate box.)

2. How old are you?................. years

3. What programme are you studying at university?

4. Are you currently working?

No O Yes O

If yes, please identify your occupation and poSTtiON............ceevuveeeciieeriiieenciieeeiee e e

5. Marital Status: ~ Married [0 Single [

Contact details:

Telephone number.............ccccuveenenne.

E-mail address.....ooeeeeeeeeeeeeeeeeeeeeeaen,
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Appendix 12: Demographic Questionnaire — Omani Employees

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 00 Female [ (Please tick the appropriate box.)

2. How old are you?..................... years

3. What level of education or training have you completed?

4. Have you enrolled in any other job-related training in Oman?

No [ Yes [ Ifyes, please state what training you have completed....................

What was your occupation in Oman?..........cc.ccceceeeriieeiireeiieeeieeeieeeesieeesneeesseeesseeessseeensns
What is your position in your organiSation?............cceecveeeveereeeieereesireeneeesseenseessseeseessseennns

How many years of experience do you have in your profession?................

® N @

Marital Status:  Married [ Single [

o

Do you have children?

No [ Yes 0O If yes, how old are they?.......................

10. Have you rented or purchased your residential property in Oman?
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Contact details:

Telephone number.............ccccuveeeene.

E-mail address......coooeveveeeeeeeeeeeeeeennn.

352



Appendix 13: Demographic Questionnaire — Omani Graduates Who Are Unemployed

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 0 Female [ (Please tick the appropriate box.)

2. How old are you?.................... years

3. What level of education or training have you completed?

4. Have you enrolled in any education or training in Oman?

No O Yes [ Ifyes, please state what training you have completed....................

5. Have you previously worked in any organisation in Oman?............cccceccervereeneneeneeniennenn

If yes, then state the occupation and number of years worked............cccovviiiiiiiiniiiniennenn,

6. How long have you been unemployed?...........cccoevieiiiniinciieniieieenen.
7. Marital Status: Married [ Single [
8. Do you have children?

No 0O Yes 0O If yes, how old are they?.........cccooovievieeiieniinieeee,

Contact details:
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Telephone number............cccceueeeunenee.

E-mail address.....ceeeeeeeeeeeeeeeeeeeeeeennn.
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Appendix 15: Demographic Questionnaire — Omani Managers

Topic: Exploring evidence concerning Omani and migrant graduates’ employment and
employability in the tourism and hospitality sector in Oman.

Researcher:

1. Gender: Male 0 Female [0 (Please tick the appropriate box.)

2. How old are you?..........c......... years

3. What level of education or training have you completed?

4. Have you enrolled in any specialised training in Oman?

No O Yes [ Ifyes, please state what training you have completed...................

What was your occupation in Oman?..........c.cceccueeeiieeerieeeiieeeieeesiieesieeesaeeesveeesseeessseeenns
What is your position in your organisation?............c.eecueerveerieereeesreenvesireeseeeseessnessseensneenne

How many years of experience do you have in your profession?..........c.cccccevevereeeennne.

® N @

Marital Status: Married [ Single O

©

Do you have children?

No [ Yes 0O If yes, how old are they?.......................

10. Have you rented or purchased your residential property in Oman?

Contact details:
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Telephone number.............ccceeuveunenee.

E-mail address......coooeveveeeeeeeeeeeeeeennn.
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Appendix 16: Elite Interview Guide — Academic Staff of Migrant Origin

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

How long have you worked in the Tourism and Hospitality (T&H) department?
What are your major responsibilities?

What do you like best about your position?

What motivated you to pursue a career in the T&H sector?

Questions (~30 — 40 min)

1) Experience working with Omani graduates

What proportion of your students are men and what proportion are women?

What has your experience been, working with male and female Omani students? Which
of the two groups demonstrates stronger motivation to work in the sector? Please
explain.

What job-related challenges do you face when teaching Omani students? Please give
an example of how you handle them.

Do you think Omani universities are providing the requisite skills for graduates to work
in the T&H sector? Why or why not?

2) Attitudes towards work among Omani graduates

What proportion of those graduating from your programme goes on to work in T&H?
What sorts of jobs do they obtain after they graduate?

In your opinion, what factors affect graduates’ attitudes towards working in the sector?
Explain what you think might be the source of these attitudes.

How would you describe the differences between male and female Omani students’
attitudes towards the T&H sector?

What do you think motivates Omani students to pursue a career in the T&H sector?
What factors do Omani graduates primarily consider when looking for employment in
the sector and outside the sector? Please explain.

What aspects do you think Omani graduates focus on when looking for employment in
the sector? Please explain.

Do expectations differ for female and male students in your department? How are these
expectations communicated?

Do you believe that your current male and female students will be treated equally in
their future workplaces, in the areas of allocation of (a) tasks, (b) scheduling, (c) salaries
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and benefits and (d) promotions? How might their treatment in these areas affect their
attitudes towards work?

3) Factors affecting employment patterns in the sector

Do you think that the government is doing enough to ensure the participation of local
graduates in the T&H sector? Please explain.

Please describe some changes in workplace or labour relations policies that would
increase the participation of Omani graduates in the sector.

What do you think employers look for when hiring in the T&H sector? Please explain.
Do you view your gender to be an advantage or a disadvantage when working with
Omani students? Please explain.

What factors do you feel would facilitate or bar an Omani student’s advancement in
their career?

Ending (~3- 5 min)

Ask for any relevant additions or comments from the respondent.

Make inquiries about responses where I may not fully understand the respondent’s
explanation.

Conclude with a brief summary thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.

358



Appendix 17: Elite Interview Guide — Managers of Migrant Origin

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Please tell me about your current position.

What did you study for your degree?

How long have you worked in the Tourism and Hospitality (T&H) sector?
What motivated you to work in the sector?

Have you worked in other sectors before?

Questions (~30 — 40 min)

1) Experience working with Omani and migrant graduates

What proportion of your current staff are migrants, and what proportion are Omani?
What proportion of your current staff are male, and what proportion are female?

Do you perceive a large skills gap in the T&H sector? Please explain.

What kinds of experiences have you had working with Omani or migrant graduates?
How do you handle those situations? Please give an example.

Please tell me about a time when you made an intentional effort to monitor or evaluate
the performance of an Omani or a migrant graduate.

Have you ever had an Omani or a migrant subordinate whose work has fallen below
your expectations? What happened? How did you deal with the individual?

2) Attitudes towards work among Omani and migrant graduates

In your opinion, what factors affect the attitudes of Omani and migrant graduates
towards working in the T&H sector? Do you consider the attitudes of new workers in
the sector to be positive or negative, overall?

Have you noticed any difference in attitude towards the sector between Omani and
migrant graduates? Please explain.

Do you view your gender to be an advantage or a disadvantage for your job? Please
explain.

If you wanted to advance in your career, what factors do you feel would facilitate or
bar your advancement in your career?

Do any of the expectations differ for female or male employees at your workplace? -
How are these expectations communicated?

Do you believe that male and female employees are treated equally in the allocation of
(a) tasks, (b) scheduling, (c) salaries and benefits and (d) promotions? How does their
treatment in these areas affect their attitudes towards work?
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Have you ever had difficulty getting Omani or migrant graduates to accept your ideas?
What approach did you use? What were the results?

Have you ever been on a team where Omani or migrant members did not work
effectively because of their attitudes towards work and the work environment? What
happened?

What factors do you consider at when hiring Omani or migrant graduates?

3) Employment patterns of Omani and migrant graduates?

What factors do you perceive to motivates or de-motivates Omani and migrant
graduates to work in the sector?

Have you noticed any differences in the attitudes of Omani men and women and of
migrant men and women?

Of Omani and migrant graduates, which group do you think is more attractive to recruit
into the T&H sector in Oman? Please explain.

In general, what kinds of skills and qualifications do you think Omani and non-Omani
employers look for when recruiting Omani or migrant graduates?

Do you think Omani universities are providing the right skills for students to fit into the
T&H sector? Why or why not?

Have you ever met resistance to workplace or labour policies among your subordinates?
How did you handle the situation?

What changes do you think should be made in workplace or labour policies to attract
groups that seem reluctant to join the sector?

Do you think the government is doing enough to encourage the employability of local
graduates? Please explain.

Ending (~3- 5 min)

Ask for any relevant additions or comments from the respondent.

Make inquiries about responses where I might not fully understand the respondent’s
explanation.

Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 18: Interview Guide — Employees of Migrant Origin

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Please tell me about your current position.

How long have you worked in Tourism and Hospitality (T&H)?
Who is your present or most recent employer?

How long have you worked in Oman?

What motivated you to come to Oman?

Where did you study for your degree?

Did you work in hotels in other countries before you came here?

Questions (~30 — 40 min)

1) Experiences working in the T&H sector?

On average, how many hours do you work in a day?

Please tell me briefly about your background and how you attained your current
position at the workplace.

What was your experience on your way to your current position? (e.g. Did you
encounter any opportunities or barriers?) Please explain.

What are your major responsibilities in your current job? Do you find them satisfying?
Why or why not?

What factors inspire or motivate you to participate in the T&H sector?

2) Attitudes towards work

Which accomplishments in your current position are you most proud of? Why?

How would you describe the attitudes of your colleagues towards work? Please explain.
What do you find inspiring or motivating about working in this sector?

It i1s important always to have a positive attitude at work even when you have other
things on your mind. Please give an example of when you were able to do that.

Are you planning to leave your position? Why or why not?

Do you view your gender to be an advantage or a disadvantage? Please explain.

What factors do you feel would facilitate or bar your advancement in your career?

Do any of the expectations differ for female or male employees at your workplace?
How are these expectations communicated?

3) Patterns of employment

Why did you decide to work in the T&H sector?
What factors do you think hiring managers consider hiring migrant graduates?
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What have you done to become better qualified for your career?

What proportion of your colleagues are migrants?

Which countries do they come from?

What proportion of your colleagues are Omanis?

Are there differences in the jobs that Omanis do and that migrant graduates do in your

workplace?

What factors do you think influenced your employer to hire you?

e Do you believe that male and female employees are treated equally in the areas of
allocation of (a) tasks, (b) scheduling, (c) salaries and benefits and (d) promotions?
How does their treatment in these areas affect their attitudes towards work?

¢ In your organisation and in general, do you think it is easier for a female employee to

achieve promotion and access senior positions than for a male employee or vice versa?

Please explain.

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

e Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 19: Interview Guide — Omani Employees

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Why did you decide to work in the Tourism and Hospitality (T&H) sector?

Who is your present or most recent employer?

Please tell me about your current position.

Have you ever worked in other sectors? If yes, what made that experience different
from your current sector?

Questions (~30 — 40 min)

1) Experiences working in the T&H sector?

On average, how many hours do you work in a day?

Please tell me briefly about your background and how you attained your current
position at the workplace.

What are your major responsibilities in your current job? Do you find them satisfying?
Why or why not?

What was your experience on your way to your current position? (e.g. Did you
encounter any opportunities or barriers?) Explain.

What factors inspire/motivate you to participate in the labour sector?

What kinds of projects have you generated that required you to go beyond your job
description? Were they challenging or not?

2) Attitudes towards work

Which accomplishments in your current position are you proud of? Why?

What challenges do you face at your current job? How do you handle them?

What do you think is so inspiring about working in the sector?

It is important to always have a positive attitude at work even when you have other
things on your mind. Please give an example of when you were able to do that.

Are you planning to leave the position? Why or why not?

3) Patterns of employment

What proportion of your colleagues are migrants?

What proportion of your colleagues are Omanis?

Are there differences in the jobs that Omanis do and that migrant graduates do in your
workplace?

What do you think influenced your employer to hire you? What do you think employers
look for when hiring Omani graduates?

Do you view your gender to be an advantage or a disadvantage for your job? Explain.

363



e What factors do you feel would facilitate or bar your advancement in your career?

e Do you believe that male and female employees are treated equally in the areas of
allocation of (a) tasks, (b) scheduling, (c) salaries and benefits and (d) promotions?
How does their treatment in these areas affect their attitudes towards work?

¢ In your organisation and in general, do you think it is easier for a female employee to
achieve promotion and access senior positions than for a male employee or vice versa?
Please explain.

e What have you done to become better qualified for your career?

e Are there some workplace or labour market policies you agree or disagree with? Please
explain.

e If you were to recommend some changes to those policies, what changes would you
suggest?

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent.

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

¢ Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 20: Interview Guide — Omani Graduates Who Are Unemployed

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 — 10 min)

Why did you decide to study Tourism and Hospitality (T&H)?

Where did you study for your degree?

Are you planning to work in the sector?

What is the highest level of education that you have completed or attained?

Questions (~30 — 40 min)

1) Experience working in the T&H sector

What problems are you facing in obtaining employment in the sector?

What are you doing to become better qualified for a career in the sector?

Do you think Omani universities are providing the requisite skills for graduates to work
in the T&H sector? Why or why not?

2) Attitudes towards work in the sector

What inspires or motivates you about working in the sector?

Have you considered working in other sectors? Please give an example and explain why
you see that sector as different from the T&H sector.

What do you perceive Omani graduates’ attitudes to be towards working in the sector?
Explain what you think is the source of their attitudes.

What do you think Omani graduates focus on when looking for employment in the
T&H sector and outside it? Please explain.

Do you believe that prospective employers treat male and female job seekers equally
during recruitment processes?

Between male and female graduates, who do you think can find work more easily in
the sector? Please explain.

3) Work patterns

Do you feel that the government is doing enough to ensure employment for graduates
in the T&H sector? Please explain.

What changes would you recommend to the government to ensure rapid employment
of graduates in the sector?

What factors do you think Omani employers prioritise when recruiting Omani
graduates?

Do you think there is a large skills gap in the T&H sector? Why or why not?
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e What factors determine the proportion of male to female graduates employed in the
sector? Please explain.

e What factors do you feel would facilitate or bar a male or female employee’s
advancement in his or her career?

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent.

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

e Conclude with a summary; thank the respondent for cooperating and affirm that I may
contact the respondent further in case there is a need for additional clarification.

e Inform the respondent about how I will present my feedback to him or her.

366



Appendix 21: Elite Interview Guide — Omani Managers

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Please tell me about your current position.

What did you study for your degree?

How long have you worked in Tourism and Hospitality (T&H)?
What motivated you to work in this sector?

Have you worked in other sectors before?

Questions (~30 — 40 min)

1) Experience working with Omani and migrant graduates

What proportion of your current staff are Omani and migrant graduates?

What proportion of your current staff are men and what proportion are women?

On average, how many hours do members of your staff work in a day? Does this vary
depending on gender or nationality? Please explain.

Do you think there is a large skills gap in the T&H sector? Please explain.

What is your experience of working with Omani and migrant graduates?

2) Attitudes towards work among Omani and migrant graduates

In your opinion, what factors affect the attitudes of Omani and migrant graduates
towards working in the sector? Do you consider their attitudes to be positive or
negative?

What is your take on the difference in attitude towards the sector between Omani and
migrant graduates?

Are there any different expectations for female and male employees at your workplace?
How are these expectations communicated?

Are there any different expectations for Omani and migrant graduates at your
workplace? How are these expectations communicated?

Have you ever had difficulty getting Omani or migrant graduates to accept your ideas?
What approach did you take? Did it work?

Have you ever been on a team where Omani or migrant members did not work
effectively because of their attitudes towards work and the work environment? What
happened?

What factors do you consider when hiring Omani or migrant graduates?

3) Employment patterns of Omani and migrant graduates?
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e What do you think motivates or de-motivates Omani and migrant graduates to work in
the T&H sector?

e Comparing Omani and migrant graduates, which group do you think is more attractive
to recruit into the sector? Please explain.

e What factors do you feel would facilitate or bar a male or female employee’s
advancement in his or her career?

e In general, what skills and qualifications do you think Omani and non-Omani
employers look for when recruiting Omani or migrant graduates?

¢ Do you think Omani universities are providing the right skills for students to fit into the
T&H sector? Why or why not?

e Have you ever met resistance to workplace or labour policies among your subordinates?
How did you handle the situation?

e What changes do you think should be made in workplace or labour policies to attract
groups that seem reluctant to join the sector?

¢ Do you think the government is doing enough to encourage the employability of local
graduates? Please explain.

e Do you believe that male and female employees are treated equally in the areas of
allocation of (a) tasks, (b) scheduling, (c) salaries and benefits and (d) promotions?
Please elaborate. How does their treatment in these areas affect their attitudes towards
work?

¢ In your organisation and in general, do you think it is easier for a female employee to
achieve promotions and access senior positions than for a male employee and vice
versa? Please explain.

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent.

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

e Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 22: Interview Guide — Omani Students

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Why did you decide to study Tourism and Hospitality (T&H) sector?
Are you planning to work in the sector once you graduate?
What is the highest level of education that you have completed or attained?

Questions (~30 — 40 min)

1) Experience in the T&H sector

What is the proportion of male to female students in your class?

What are you doing to become better qualified for your career in future?

Do you think Omani universities are providing the requisite skills to work in the T&H
sector? Why or why not?

2) Attitudes towards work

From your own experience of gender, do you perceive T&H to be a good sector for
women?

How did your family react to you studying for a job in T&H? Did they have any
concerns about your working in this sector? Please explain.

What work-related challenges do you expect to meet in your future employment? How
do you plan to address them?

Would you describe your attitudes towards the sector as positive or negative? Please
explain.

What affects your attitudes towards working in the sector? Explain what you think is
the source of these attitudes.

What factors do you think Omani graduates focus on when considering employment in
the sector? Please explain.

3) Employment patterns

What factors do you think hiring managers consider when hiring Omani and migrant
graduates?

Which skills do you hope to acquire that you believe will make you competitive for
positions in the future?

Do you think that Omani students and students of migrant origin have good prospects
for working in the sector in future? Please explain.

Do you anticipate any barriers or facilitating factors concerning work in the T&H
sector? Please explain.
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e Do you think the government is doing enough to encourage students to join the T&H
sector? Please explain.

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent.

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

e Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 23: Interview Guide — Students of Migrant Origin

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 - 10 min)

Why did you decide to study Tourism and Hospitality (T&H) sector?
Are you planning to work in the sector once you graduate?
What is the highest level of education that you have completed or attained?

Questions (~30 — 40 min)

1) Experience in the T&H sector

What is the proportion of male to female students in your class?

What are you doing to become better qualified for your career in future?

Do you think Omani universities are providing the requisite skills to work in the T&H
sector? Why or why not?

2) Attitudes towards work

From your own experience of gender, do you perceive T&H to be a good sector for
women?

How did your family react to you studying for a job in T&H? Did they have any
concerns about your working in this sector? Please explain.

What work-related challenges do you expect to meet in your future employment? How
do you plan to address them?

Would you describe your attitudes towards the sector as positive or negative? Please
explain.

What affects your attitudes towards working in the sector? Explain what you think is
the source of these attitudes.

What factors do you think Omani graduates focus on when considering employment in
the sector? Please explain.

3) Employment patterns

What factors do you think hiring managers consider when hiring Omani and migrant
graduates?

Which skills do you hope to acquire that you believe will make you competitive for
positions in the future?

Do you think that Omani students and students of migrant origin have good prospects
for working in the sector in future? Please explain.

Do you anticipate any barriers or facilitating factors concerning work in the T&H
sector? Please explain.
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e Do you think the government is doing enough to encourage students to join the T&H
sector? Please explain.

Ending (~3- 5 min)

e Ask for any relevant additions or comments from the respondent.

e Make inquiries about responses where I may not fully understand the respondent’s
explanation.

e Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 24: Elite Interview Guide — Tourism Experts

Name of Interviewer

Name of Interviewee

Place of Interview

Date of Interview

General (~ 5 — 10 min)

How long have you worked in the Tourism and Hospitality (T&H) sector?

What are your major responsibilities?

What do you like best about your position?

Have you worked in other sectors before? If so, what did you like about your previous
sector of employment? What motivated your shift to the T&H sector?

Questions (~30 — 40 min)

1) Experience working with Omani and migrant graduates

Please tell me briefly about your background and how you attained your current
position.

Please tell me about a time you enjoyed working with Omani and migrant graduates.
What was the experience working with the two groups?

What is your rough estimate of the proportion of male to female graduates in the T&H
sector?

What is your rough estimate of the proportion of Omani to migrant graduates in the
sector?

Can you remember any competitive job or promotion situation/ or some other kind of
competition you have experienced working with Omani and migrant graduates? What
was the result? What differences can you make regarding their proficiency and
commitment?

Do you have a negative work experience you can relate? Please describe the situation.
What is your perspective about the participation of male and female graduates in the
sector?

In a recent task in your workplace, what steps have you taken to ensure you work
effectively with male and female graduates?

2) Attitudes towards work among Omani and migrant graduates

What is the toughest group that you have had to obtain cooperation from? Describe how
you handled the situation. What was the outcome?

What do you think motivates Omani and migrant graduates to work in the sector?
Which of the two groups (Omani graduates or migrant graduates) is showing greater
levels of positive or negative attitudes towards working in the sector?

Do you perceive nationality to affect the level of job satisfaction among the two groups?
Why or why not?

Which of the two groups (male or female graduates) is showing greater levels of
positive or negative attitudes towards working in the sector?
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What factors do you perceive to facilitate or hinder the participation of male or female
graduates in the sector?

3) Factors affecting employment patterns in the sector

What do you perceive to be the impacts of Omanisation policy on the level of
employment of Omani and migrant graduates?

Please describe some changes to the policy that would increase the participation of
Omani or migrant graduates in the sector.

What factors do you think employers consider when hiring Omani or migrant
graduates? Please explain.

What factors determine the proportion of male to female employees in the sector?
Please explain.

What factors determine the proportion of Omani to migrant graduates in the sector?
Please explain.

What factors do you feel would facilitate or bar an Omani or migrant graduate’s
advancement in their career?

What factors do you feel would facilitate or bar a male or female employee’s
advancement in his or her career?

Ending (~3- 5 min)

Ask for any relevant additions or comments from the respondent.

Make inquiries about responses where I may not fully understand the respondent’s
explanation.

Conclude with a brief summary; thank the respondent for cooperating and affirm that I
may contact the respondent further in case there is a need for additional clarification.
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Appendix 25: Participant Information Sheet — Omani Employees

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as an Omani employee working at the hotel, I would like to invite you to
participate in a research study. Please read the following information carefully and discuss it
with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the (T&H) sector.

4. Why have I been chosen?

As you are an Omani employee at the hotel, I believe you are in a position to provide
information that could help understand the employability of Omani graduates and migrant
graduates and promote the realisation of Omanisation objectives in the T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 26: Participant Information Sheet — Omani Managers

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as an Omani manager working at a tourism development firm, I would like
to invite you to participate in a research study. Please read the following information carefully
and discuss it with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the (T&H) sector.

4. Why have I been chosen?

As you are an Omani manager working at a tourism development firm, I believe you are in a
position to provide information that could help understand the employability of Omani
graduates and migrant graduates and promote the realisation of Omanisation objectives in the
T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 27: Participant Information Sheet — Employees of Migrant Origin

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as an employee of migrant origin working at the hotel, I would like to
invite you to participate in a research study. Please read the following information carefully
and discuss it with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the Tourism and Hospitality (T&H) sector.

4. Why have I been chosen?

As you are an employee of migrant origin, I believe you are in a position to provide information
that could help understand the employability of Omani graduates and migrant graduates and
promote balanced labour markets in Oman’s T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation policies relate to employment outcomes in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 28: Participant Information Sheet — Omani Managers

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as an Omani manager working at the hotel, I would like to invite you to
participate in a research study. Please read the following information carefully and discuss it
with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the (T&H) sector.

4. Why have I been chosen?

As you are an Omani manager at the hotel, I believe you are in a position to provide information
that could help understand the employability of Omani graduates and migrant graduates and
promote the realisation of Omanisation objectives in the T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 29: Participant Information Sheet — Academic Staff of Migrant Origin

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as a member of academic staff of migrant origin teaching in Tourism and
Hospitality (T&H) at the college, I would like to invite you to participate in a research study.
Please read the following information carefully and discuss it with others if you wish. If there
is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector.

4. Why have I been chosen?

As you are a member of academic staff of migrant origin working at the college, I believe you
are in a position to provide information that could help understand the employability of Omani
graduates and migrant graduates and promote balanced labour markets in Oman’s T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation policies relate to employment outcomes in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 30: Participant Information Sheet — Managers of Migrant Origin

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as a manager of migrant origin working at the hotel, I would like to invite
you to participate in a research study. Please read the following information carefully and
discuss it with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the (T&H) sector.

4. Why have I been chosen?

As you are a manager of migrant origin working at the hotel, I believe you are in a position to
provide information that could help understand the employability of Omani graduates and
migrant graduates and promote balanced labour markets in Oman’s T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation policies relate to employment outcomes in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 31: Participant Information Sheet — Tourism Experts

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your position as an expert at a government ministry, I would like to invite you to
participate in a research study. Please read the following information carefully and discuss it
with others if you wish. If there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector.

4. Why have I been chosen?

As you are an expert working at a government ministry, I believe you are in a position to
provide information that could help explain the employability of Omani graduates, Omani
women and migrant employees and promote the realisation of Omanisation objectives in the
T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, then you may withdraw at any
time. The research has been carefully planned with the hope of mitigating all possible risks.
Should you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 32: Participant Information Sheet — Unemployed Omani Graduates

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your status as an Omani Tourism and Hospitality (T&H) graduate who is unemployed,
registered at the public authority of ‘X’, I would like to invite you to participate in a research
study. Please read the following information carefully and discuss it with others if you wish. If
there is anything you wish to clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector.

4. Why have I been chosen?

As you are an Omani graduate who is currently unemployed, I believe you are in a position to
provide information that could help understand the employability of Omani graduates and
migrant graduates and promote the realisation of Omanisation objectives in the T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 33: Participant Information Sheet — Students of Migrant Origin

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your status as a student of migrant origin studying Tourism and Hospitality (T&H) at
college, I would like to invite you to participate in a research study. Please read the following
information carefully, and discuss it with others if you wish. If there is anything you wish to
clarify, please ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector.

4. Why have I been chosen?

As you are a student of migrant origin studying at college, I believe you are in a position to
provide information that could help understand the employability of Omani graduates and
migrant graduates and promote balanced labour markets in Oman’s T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes to 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation policies relate to employment outcomes in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 34: Participant Information Sheet — Omani Students

1. Research Project Title:

Exploring evidence concerning Omani and migrant graduates’ employment and employability
in the Tourism and Hospitality (T&H) sector in Oman.

2. Invitation Paragraph

Given your status as an Omani student studying Tourism and Hospitality (T&H) at college, I
would like to invite you to participate in a research study. Please read the following information
carefully and discuss it with others if you wish. If there is anything you wish to clarify, please
ask me.

3. What is the project’s purpose?

The project aims to reach evidence-based conclusions about the employment and employability
of Omani and migrant graduates in the T&H sector.

4. Why have I been chosen?

As you are an Omani student studying T&H at college, I believe you are in a position to provide
information that could help understand the employability of Omani graduates and migrant
graduates and promote the realisation of Omanisation objectives in the T&H sector.

5. Do I have to take part?

No. It is up to you to decide whether or not to take part. If you do choose to participate, you
may still withdraw at any time without providing a reason.

6. What will happen to me if I take part?

You will be interviewed to collect information relevant to the goals of this study. The interview
will last between 45 minutes and 1 hour.

7. What are the possible benefits of taking part?

While there is no direct individual benefit to participation, the research will shed light on how
Omanisation might be better achieved with regard to employment in the T&H sector.

8. What are the possible disadvantages or risks of taking part?

You will have to commit time to be available for the interview (45—60 minutes). There are no
known risks involved in your participation.

9. What if something goes wrong?

If you are uncomfortable with any of the questions presented, you may withdraw at any time.
The research has been carefully planned with the hope of mitigating all possible risks. Should
you personally perceive any risk, however, you are at liberty to withhold your answer.

10. Will my participation in this project remain confidential?

All the responses you provide will be kept strictly confidential. Your name will be anonymised.
The data collected will be maintained on a password-protected hard drive accessible only by
the researcher.

11. What will happen to the results of the research project?
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The findings established from the study will be published as a PhD thesis.
12. Who is organising and funding the research?

The research project is entirely organised under the supervision of the University of Sheffield
and is funded by the Ministry of Higher Education in Muscat — Government of Oman.

13. Who has performed an ethics review of the project?

The research design has been approved by the Research Ethics Committee in the Department
of Sociological Studies at the University of Sheffield.

14. Contact for further information
Supervisors:

* Professor Majella Kilkey

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
00441142226459
m.kilkey@sheffield.ac.uk

* Professor Louise Ryan

The University of Sheffield

Department of Sociological Studies
Elmfield Building, Northumberland Road
Sheffield S10 2TU, UK

00441142226413
louise.ryan@sheftield.ac.uk

Director of Postgraduate Affairs and Research
* Dr Lorna Warren

The University of Sheffield

Department of Sociological Studies

Elmfield Building, Northumberland Road
00441142226468

i.warren@sheffield.ac.uk

Researcher:
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Thank you very much for your consent to take part in the study. You will receive a copy of this

information sheet, interview topic guide, demographic questionnaires and consent form.
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Appendix 35: Participant Consent Form

University of Sheffield

Title of research project: Exploring evidence concerning Omani and migrant graduates’ employment and

employability in the Tourism and Hospitality sector in Oman.

Name of Researcher: Fahad Al Jahwari

Institution: University of Sheffield

Please fill in the boxes with your initials, if you consent to the following statements:

1) I confirm that I have read and understood the information sheet

dated ......... explaining the above research project and I have

had the opportunity to ask questions about the project.

2) I realise that my participation is a voluntary exercise and that

I am free to withdraw at any point without having to provide a

reason and without there being any negative consequences.

3) Should I not wish to answer any particular question or questions,

I am free to leave these questions unanswered.

4) I accept that my responses will be recorded with a digital

voice recorder.
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5) I understand that my responses will be kept highly confidential.
I acknowledge that the research team will have access to my anonymised

responses. I understand that my name will not be linked with

the research materials, and I will not be identified or identifiable in the

report or reports that result from the research, upon my request.

6) I agree that the data collected from me may be used in future research.

7) I consent to take part in the above research project.

Name of Participant Date Signature

(or legal representative)

Lead Researcher Date Signature

To be signed and dated in the presence of the participant.

Copies:
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Once all parties have signed this participant consent form, the participant should receive a copy of the signed
and dated form, the participant information sheet and any other written information provided to the participants.
A copy of the signed and dated consent form should be placed in the project’s main record (e.g. a site file),

which must be kept in a secure location.

Note by Researcher:

I have taken into consideration the rules, regulations and code of ethics issued by the University of Sheffield
and also the latest updates on the General Data Protection Regulation (GDPR), which came into effect on May
25, 2018. I have been given approval by the University Research Ethics Committee (UREC) of the University
of Sheffield to undertake this research. All data documentation and voice recordings will be kept at my desk in
the Elmfield Building, Department of Sociological Studies, University of Sheffield; these documents and
recordings will be destroyed after my PhD Viva defence.
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The

University
, Of

Sheffield.

Downloaded: 23/03/2018
Approved: 30/01/2018 Appendix 36: A Copy of An Ethics Approval Letter Issued By The University

Fahad Al Jahwari

Registration number: 160216783
Sociological Studies
Programme: Sociological Studies

Dear Fahad

PROJECT TITLE: Exploring Evidence for Omani Graduates and Migrant Graduates Employment and Employability in the Tourism and
Hospitality Sector in Oman.
APPLICATION: Reference Number 015960

On behalf of the University ethics reviewers who reviewed your project, | am pleased to inform you that on 30/01/2018 the above-named
project was approved on ethics grounds, on the basis that you will adhere to the following documentation that you submitted for ethics review:

e University research ethics application form 015960 (dated 22/01/2018).
e Participant information sheet 1035105 version 30 (17/01/2018).
e Participant consent form 1035106 version 4 (17/01/2018).

If during the course of the project you need to deviate significantly from the above-approved documentation please inform me since written
approval will be required.

Yours sincerely

Sally Midgley
Ethics Administrator
Sociological Studies
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Appendix 37: Hierarchy Chart: Data Analysis Using NVivo — 1
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Appendix 38: Hierarchy Chart: Data Analysis Using NVivo — 2
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Appendix 39: Coding Percentages: Data Analysis Using NVivo

+ il Csafeaions

A Eytemals

i 0 (odes
() Mo
o eltiongip

0 Reletorshi ypes

£ (e Clseaons
b Notes
) (| Searh

i }EC Maps
4 Vaps

b Outt

g
£
7
0
v

Ml and female Cman

(manis &Mgrans

Colural aclors

Religiaus facos

Roleof educafiond

Sutabilty ofOmn

Maleand femaleigr

Socil etudes

Raleaf qovemment0

Work stfudes

Mgrans

(manis

Rolecfemplover ol

0k

Unemployed Oman Graduats - Fema 13- Cading

% 12 16 itk 2t L

Percemagecoverage

T

ALl s

411



Appendix 40: Explore Diagram of Codes and Cluster Analysis of Themes — NVivo
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Appendix 41: Creating a Hierarchy: Chart of Themes — NVivo
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Appendix 42: Qualitative Data Analysis: The NVivo Pro 12 Workspace
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Appendix 43: Opening a New Project in Nvivo and Transcribing Audio and Video
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Appendix 44: Creating a Hierarchy Chart: Tree Map — NVivo

i Ve
0 Hodes

A ELL L

+ Hle Clafctons

A Eitenal

i O(odes
() Motk
3 et

f Retiongh Types

1) CeeCasfctins
) N
) ] Seath

i bgd Maps
) Mg

) Ou

AP0 e

416



Appendix 45: Project Map — NVivo
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Appendix 46: Concept Maps — NVivo
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Appendix 47: Using NVivo for the three data chapters (Chapters Five, Six and Seven) by
adding links to relevant literature and theoretical concepts (Chapter Two and
Three)
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Embassy of the Sultanate of Oman

The Office of the Cultural Attaché

Appendix 48: Official Letters From The Embassy

05/03/2021
To Whom It May Concern

Subject: Authorisation to conduct a PhD research

The purpose of this letter is to endorse Mr. Fahad Al Jahwari, a PhD researcher at
University of Sheffield (Department of Sociology) in his current pursue of data collection in

the Sultanate of Oman.

His research will be focusing on the area