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CHAPTER V: DISCUSSION, CONCLUSION AND RECOMMENDA‘QEE

5.1 Introduction Vz

This chapter concludes based on the results found in chap E; Tt'e main objective of

this study was to investigate the role of HRM practices rdg inc o} sq&_al skills

and labour productivity of Libyan oil and gas @S This r arlh_‘é?rts with a

comprehensive literature review on strategic H ctic r product|V|ty
describing major transitions. This chapt rts sﬁbg tha& M practices and
social skills of managers and employees nc Iab l@/lty by utilising high
performance work practices. The taﬂ /\ﬁces for the managers and
employees was positively a |f| gd 3" labour productivity gains.

-ill-

Following the introductig se n 5 2 ghll tf t capltulatlon of the study whereas
in section 5.3, the rese rch q t p d f‘ fie first chapter were answered with the
statistical findings o&terf ppo. by previous studies. In addition, sections

O

|
5.4 and 5.5 highl thel(:(fnt gon %‘Dthe thesis to the body of knowledge and

&
managei @”So‘ f Y'
S
S

&
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Section 5.6 concludes the major findings of the thesis, while section 5.7 highlights the

research limitations. The study concludes with recommends for future stu&z section

5.8. s )
5.2  Recapitulation of the Study \3

This section highlights the essence of the study b evztlng its key findings. It
identifies various perspectives that is believed enhanc our pr, |n the oil and
gas companies of Libya. It is important for the man and gcade ic’a@ examine

the key HRM practices identified towards influe bour u S. \T

Yv

Based on the findings of the @e i '1) pork[o the hypothesised

relationship between staffing and lagour pféd W _lle company conduct the
% AN

staffing practices including enrolme ctigity, an soua@tlon was found to have no

relationship with labour prod IS th&%ngomg process and labour

productivity is the outpu d by t‘;ﬁldy@he result is satisfied with having

no relationship betweew %
& NS
The se [of }l rzédces was on-the-job training, and it was

hypothesrsed re M}tr e r@aXionship between on-the-job training and labour
product onees 0 rec v trarnrng are more productive as compared to those
not r ng Thus, it was expeR:d to have positive influence of on-the-job training on

roductrvrty for the employees working in oil and gas companies of Libya.
er the result contradicted with the theoretical assumption. This may be due to a

lack of training activities experienced by the employees in their job or lack of linkage
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between training and employee appraisals. The third variable of HRM practices
(decentralised decisions) was having positive relationship with labour pro% jty. Due
to high sensitivity and riskiness in the process of operations in the oil a ga&ompanies,

it is very important that the employees perform their tasks as per pervisor’s and
top management requirements. Thus, the decentralised decision op management to
the employees is crucial, especially in the oil and gas @gcto® The forth variable i.e.
employee motivation was found to have no relation abour rWy. Libya as a

(3
developing country and Libyan oil and gas companie tributipg to G,c ’s GDP

must be able to motivate their employees by corr?g ng_bade eir% ormance.

N \X

o

The finding of the study also shov@s

between HRM practices and labour hiv' Th _({social skills aggregate
performance along with individ@onﬁﬂ%ﬂ t@ the direct link between
HRM practices and labour produ%&g’ Mifig\ﬁt‘,’ with the appropriate usage of
social skills i.e. collab@ nelor ':g @)yees are able to contribute to

’
enhance labour producw 8 \;C"
& Q NS
Employe WaIger?/?lhazégbod cooperative skills and work in the field

as a team in 0 ov co?e e lems and increase productivity. Furthermore,
bo

s’
managersﬁ&msider cdlla :rga@ﬁ' and networking as a strategy to get the work done

in zﬁve manner without ER/ conflicts among the employees. Social skills was also
P

0 have direct relationship with labour productivity. This indicates that the
riate usage of social skills can enable the employees to improve their professional

knowledge and increase the relationship with other colleagues and managers.
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In addition to the factors internal to the organisation influencing the HRM
processes, several factors external to the organisation affect the way HRM ices are
organised. The fluid and dynamic environment of the oil and gas inQustry’ presents a
particularly problematic context for effective employee resourcing. ry wide, recent

governmental initiatives within the industry's performance im ent agenda (have

recognised the importance and business case for advance &;raciices. As a response

they have developed a set of toolkits to assist orga ons i W good people
(3

management practices. These may form a useful start int, hpwevgr, Pe@ ecemeal

they seem to neglect the importance of the st?. ationéhi tW%mhe different

NN
HRM functions. V 0‘
S WS

5.3  Review of Research Questio \ AL
\
N

o S

There is growing evidence that racticeg_are Ié‘ced‘@»'organizational Performance

though weakly in some cases,Y-ﬁtle etnpir' atte@n has been paid to exploring the

(
path through which these%ces im ahi@%nal outcomes, such as productivity

NN

and profitability. Hm are'most base@h a common underlying assumption that

4

. o B . .
HR practices aff Man agondy Perf ce through HR outcomes, like changes in
their work re ituded angf bghavidQrs which determine the extent of usage of their
s’

skills a&ms by th em[J).I%)@)Ks' for the benefit of the organization (Wright and
Nishi'w; Macky and Boxau,}m).

Structural relationship between HRM practices, social skills and labour
Qtivity was investigated and the findings were consistent with those of previous

studies concerning the relationship that appeared in contemporary literature. As provided
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earlier, the main issue related to enhance labour productivity is the lack of standard HR
practices that decreases petroleum production. Libyan oil and gas compaﬁﬁ ruggled
with many difficulties due to this issues resulting in a negative impact oN productivity. In
order to overcome this issue, four HRM practices constructs were yjonalised in this

study. In total, thirty-five questions based on HRM practices dimWs were used in this

sged \fith nine questions.

The findings for each research question is presented as \d
Y

\
Research Questi@ ’ %
4 VY’

What is the relationship between HR@;S?n our uctivity?
5 &

Findings indicated that three construc m ticgp 1.8. stgffing, on-the-job training
5 174
and employee motivation were no ingy any_s mfic&%" relationship with labour
&
productivity whereas only de(fN ST yohs v‘{a\ found to have a significant

relationship with Iabour%izivity p Ille\bf’. .042 i.e. less than 0.05. When
' 3
supervisors treat emplw |rl)‘, sal €xch r@%’and the reciprocity norms dictate that
employees also recjproChie.

YIS

(—) .-
Qe &
<</ ? S

study in order to measure labour productivity that was r

Staffing

4
"N &

Confj My factor analysis was examined for the construct staffing of HRM practices

labour productivity. The result provided in Table 4.36 having standardised
\:ﬁz

ient of -0.062 at p level of 0.233 (p>0.05) confirmed that there is no influence of

staffing selection of HRM practices on labour productivity in the Libyan oil and gas
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companies. Managers can use the findings of this study to enhance the positive attitudes
of their employees, as this study proposes that positive attitudes of em mn be
enhanced when their organization commits resources to human resoufge a@tivities and
programs (Agarwala 2003). It is implied that if a company’s man t supports the
human resource department in continuously using innovative Wactices to develop
their employees, then employees are likely to perceive a gr:% i)f commitment and
support from the organization. Moreover, this positiv ressio anender more
(3

positive employee attitudes, which in turn would havelgfyynpact pn e I(’ye-&%'avior.

Eskildesn & Nussler (2000) highlighted qe Im

failed to prioritize the importance of ta@tio
Organizations needs to bear both dir ta*wd' coT eQ\reOplacing the loss due to
staff turnover which includes a@im% r@ment benchmarked with
market rate salary, cost of hiring Sspm ew taﬁft, and the indirect cost of lost

\
productivity, customer sclsfgczn, Ios‘ of }tqll@ capital and negative effect on

'3
reputation. Therefore, grganiZati \hQ dp

4
\aﬂg ctor VQ\reﬁ organization

cont{ig ed to talent cost.

ay{_cdreful attention on the importance of

effective employeegfeteMgon wh'cigfo(mill help them to be the market leader by
&

sustaining the %in rlar't c‘:l
N
m re, the dir{]s eported may have some interesting implications for
man First, the positive fi$gs regarding staffing and productivity only describe
t@loyees who are satisfied with how performance appraisal and training and

pment is conducted are indulge in higher commitment and have lower turnover

intentions. Thus, in order to obtain such positive outcomes, organization should provide a
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performance appraisal and training and development platform where employees must
report satisfaction with HRM practices. Prior studies have examined N pact of
individual HRM practices or combination of selective HRM tic;, such as

performance appraisal, training and development, and career adva nt (Hemdi and

Nasurdin 2006). V

Datta et al (2005) investigating in Greece, stated , “stafgn somgtion r‘eﬁuces labour

is resz\a(ch contradicts

S thg.\r al sub hypothesis

cost and increase their productivity”. However, ie fi N

previous studies perhaps due to differen@o
between staffing and labour productivj M&Y
>

On-the-job training \

Training is claimed as %ce \‘
'3
future success (Zeithm% n

lploy@'/productivity, especially as it depends on

¢
their skill, the wfte nQlo &a@ , and effective management.
Q— Y

>

For
‘ Usigg; ombination of training types may be

the most effective gray W inc

0 S
In n to better pé?;?:tivity, organizations that emphasize employee
devel nt make a lasting impression and earn lasting loyalty. Reducing skill gaps in

& tions has long been regarded a major and ongoing challenge for people working

an resources and talent management. Showing training delivers a positive, tangible

effect on staff performance is increasingly required. This is particularly true among
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operations and finance teams who want to see improvements and efficiencies so that

productivity can be increased. \z

The result of confirmatory factor analysis provided in Tableﬂkndicated that
there is 0.095 i.e. 9.5% influence of on-the-job training with labour %ductivity, but the
result was not significant at p level of 0.05. Thus, the real s theses investigating

the relationship between on-the-job training and labour C i\,‘ty in the selected

Libyan oil and gas companies was rejected. According to rig and enmaqﬂ-(2013),
training enhances individual performance throug anned ingerveption w\ere the role

Y.
h%'apacity of the

ut ge Fesult addressed by

of training in imperative. In order to achieve oNganisati als,
employees are improved through effectiye @ob

s_t@ned did not statistically

Barrett & O'Connell (2001) found thatthe n f O
&

improve labour productivity. Thus al h hem@tween on-the-job training
and labour productivity is reject%

? , N

NG
Decentralised Decisp@ns ' %
N
NN (?(J
The third vari cen{ali d&is@ of HRM practices was hypothesised with
% Y

labour pro% : Tho‘!ﬁdZs re\léTed that there is positive and significant influence
of deceﬁ&d decisions on Iab@}’productivity. Decentralization is claimed to improve
allocat fficiency, in the sense that the goods provided by governments in localities

wi better matched to the preferences of the residents of those localities. This is

sometimes known as the preference-matching argument. Second, decentralization is
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argued to increase the efficiency of delivery of the oil and gas industry. Decentralization
also lead to a decrease in lobbying by interest groups, which both distorts&mmice
and increases waste of public funds. Here, a small number of contribum ardhan &
Mookherjee (2003), Bordignon, Colombo, & Galmarini (2003), eﬂ?ﬂze that the link
between decentralization and lobbying is ambiguous. Indeed,w some conditions,

there can be more lobbying and distortion of policy icg undfr decentralization,
confirming the belief. \d

| &
Approval from the supervisor is crucial f empl:)y es orkn@in the risky
S it

and challenging environment in oil and gas Qmpa & l%’rucial for the
employees to get the opinion from their sws i le ﬁatter (Van Thuyet,

Ogunlana, & Dey, 2007). Due to ﬁhe chellegmi
velocity settings and fast action is rewglired wpecialé int

Sm

®)

dmmlc environment, high

AN

H’e})il and gas sector. Further

u Q-
studies like mentioned that, “TN age egat;n;it‘ﬁe low level management and
employees for major fg€us g; i i d )@improving labour productivity”

'3
¥ Thus (h‘}'finding of the study showing positive

Employe

The fo\?ariable of HRM practice i.e. employee motivation investigating relationship

wi our productivity showed that there is no significant relationship between them.

Furthermore, theoretically the findings contradict as if the employees are highly
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motivated the productivity per labour hour is likely to increase. Li & Butler (2004) noted
that this can be achieved by having performance appraisal process which i%¢QaMgcterized
by autonomy support, in which employees are provided with reaso@hoices for
doing tasks. Moreover, participation or self-reported performance Yss may increase

employees’ satisfaction with the process. V

Previous studies also mentioned that, “employees a ;iv t‘d with an effective
compensation and reward process that also helps to eghanceproductivg (At&@@d etal.,
om’peﬁﬁve rewards

and compensation structure improves employee r§gentio M Ir w r@gsed functions.
eg

2009; Kanfer et al., 2012). Furthermore, accordin athis }2 4)

However, the result of the study found th flu '::‘a mpqu motivation is not

related to increase labour producti 'ty\u \&be\T y&%is investigating the
% N

relationship between employee motiagioh agel Tabo “pro@vity was rejected. Overall

the main first hypotheses invesﬁgtn ons{&%etween HRM practices and

labour productivity was ajffo r 'Zted. [ §
4 $ &
N

O

'&\ kesea hQL@on Two

\ ¢ | O
Wh % relfio Iétvcs(?HRM practices and social skills?
S 3
(&g ’ >
The secorfy re8garch question {083@3 on the relationship between HRM practices and
A S

socia, le of employees in the sampled oil and gas companies. This question was
cralin

‘«:

relation to the lack of efficient practices on tasks in the oilfields. Increased

&Jraﬁon, networking with strategic actions, and working as a team leads to perform

the task faster and that eventually enhances productivity. Thus, it was important to find
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the influence of HRM practices on social skills. The result provided in Table 4.39
revealed that all the dimensions of HRM practices have a significant% nce on

collaboration and networking of social skills. The standardised coeffﬂ:&%on-the-job
training had the highest beta of 0.367 at significant level of p an 0.001 with
collaboration. Similarly, decentralised decision has a beta coef&&ﬁ‘sw at p value
less than 0.001 with collaboration of social skills, followe@yitlB = ?.216, p < 0.001 for
staffing with collaboration and p = 0.118, p < 0.0%n IOyge gfbtivation with

collaboration. é ’ :{.)\‘z-
4 \’Y'

In addition to the relationship of HRM pralices N borjtivr, networking of
social skills also provided a result si ila}ﬁat

coefficient was experienced between %ﬂﬁ n&vorking by 0.458 at p <

% N
0.001. However, other HRM con s were h ing&}~E 0.201, p < 0.001 for
u
. A ! & .

decentralised decisions with ne in 0.\]-& at p <0.05 for staffing with
networking, f = 0.125 af p <5%5 for jmpl eé %ation with networking. Previous
; ? ’

studies like also conflrv&d I\1 )ot.k dep on social and technical skills of the

individuals and thQ@nui ar <‘aﬁl 2007; Deshopande and Golhar, 1994,

¢ I (-)
ThongsennheugpdyZQL2). s
|55

orath. The highest beta

O

A,

:
D %& Huselic.ln(19§‘6),g¢$gorized the human resource management practices
w
into t wors that improved employee skills, motivated and inspired the employees, and
amegment design of the workplace. They concluded that at least the following four
ﬁ resource management dimensions could be acknowledged in his work, these were,

employee feedback, their training and development, workplace design, and the employee
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pay system (Patterson et al., 1997, 2004) while discussing impact of people management
practices on business performance has argued that HR practices in selectl ntraining

influence performance by providing appropriate skills. Furthermore, ght)t al (2003)

F

have argued that an employee will exert discretionary effort |ler performance
management system is in place and is supported by compensatlo em linked with the
performance management system. Job definition is com ti of ob description and
job specification. It clearly outlines duties, respon ndltlons and

expected skills of an individual performing thatj statisicall tion and

this

' i

relationship was answered. Y. \,Y.
Y'

Research @ T Qé

What is the relationship bet 00|al *d Hm.xjr productivity?
0 °a
Social skills cannot be ut uﬁggrstandlng the importance of
collaboration and netwo in a hurrfn e ehe@. Furthermore, it was revealed by

’
Tsang (2003) that u rtal y ' redlct cannot be overcome without the
understanding on | orta Ilabédon and networking. The result from the

statistical anal ee sogi IJISGB structs and labour productivity revealed that
both collab&d h‘e%«) g hﬁ?robust relationship with labour productivity. The
beta co t for collaboratm@'fh labour productivity was 0.490 at p value less than

0. OOl arly, the beta coefficient for networking with labour productivity was 0.420 at

@E ess than 0.001. These significant statistics confirmed that employees working as
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a team without any conflicts with their colleagues enhance their problem solving skills

along with increased labour productivity. \z

Collaboration makes it easier to analyse problems using chartsa%raphs and to
objectively document goal of improving performance in current and Zure undertakings

(Rytivaara & Kershner, 2012). This skill is a necessity in oil ¢ es since it enhances

productivity and enables employees to share a common e g‘e and. relates their

experiences in problem solving. Collaboration among empl®yeegand agerwelps to
S
develop a robust network and improve their nships gnd xperie}nes. Every

\ .

capabilities as being as social good, pelp iMdivigsals w @Omore employable and

attain higher earnings levels to im pr@ductivi an@rformance. Furthermore,
]

Y.
employee that get compensation is based on prchtlvit \qu rmoge%{entioned that
the organisational policy of the role of k@ e 3as db ir knowledge and
0
N
"
some studies have found that H n sociiﬁs%ills Aggarwal and Bhargava
g, and tf

e sogial could influence the productivity

=

\ lCh %ﬁion Four

¢ ’ %
What is iating effeft gf s skills between HRM practices and labour
&

productivity?
A &’

fourth and final research question investigated the mediating effect of social
\%;

(2009); Thongsennheuang@ (201
: ? ’ '3
(Ashkanasy, Hartel, f@s, o(iz\ &

I etween HRM practices and labour productivity. Studies suggested social skills as

mediating the relationship (Baron & Kenny, 1986; Tharenou et al., 2007). Thus, this
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study utilised social skills with collaboration and networking dimensions as mediating
effect between HRM practices and labour productivity. The statistical res med in
Table 4.39 revealed that the direct effect of HRM practices on labour mtlwty was
not significant whereas the indirect effect from HRM practices to swnls and social
skills to labour productivity was found to be statistically signiflc Thus, after reviewing

he%edlitlng effect, it was

confirmed that the social skills have robust positiv latin ecigetween HRM
(3

practices and labour productivity. é ’ _{.)\‘z-

Effective communication skills for the pon arjss are especially

the four steps of Baron & Kenny (1986) for confirmin

important during the initial stage of vent on 3( & Ijgy, 2007). According

to Markman & Baron (2003), socigl ski an r;:_aQt role toward financial
&
inghe liter ure

success. Numerous findings and pro i RM show that employees

with social skills can affect e @%j an dekj‘(écess Moreover, the previous

studies focused on releva e f quence in business and relevance

to work performed b y es s strong and performed to the best of

its ability. Accord ns o members across the companies did not

show any mals I ere e n (Jf knowledge, skills and abilities. However,

perceptions{fb Mfor ce varied across the four case organizations.
A \’

onees with robust aﬂaboration and networking skills with their colleagues

b ervisor are able to gain proficient knowledge and improve their own personal

along with enhancing labour productivity in the company.
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5.4  Contribution to the Body of Knowledge %\

As a contribution, this study is extended the HRM practices of the gas companies
by exploring its influence on the labour productivity. In the Lib Y\d gas industry,
the existing labour productivity is set to be enhanced thro %‘:rrr of the key factors
concluded in this thesis. The unreliability of labour pr IVity i Wmised by this
research with an effective usage of HRM practices ocial fkills f’e@x/_ees and
managers. Firms operating in a less dynamic irhmend’ oss%mack of high

nt ar@sgtivation of the

Is @kequired for a highly

performance practices and increase producﬁ'tw evﬁlop

employees including their collaboratioNatworking
competitive environment. These str t%ractice}\;e%c
? (|}

@ by other studies (Datta,
C‘)

Guthrie, & Wright, 2003; Datta 05; Rachmy, 201

4 3
gas companies and thei& pri1 gwe(fl;%nderstanding their skills and abilities
in the dynamic oil\ms sestQ ls, itt’}élieved that the inclusion of collaboration

¢
and networkin Wofd (jn né @g? productivity and reforming HRM practices

\
This research has also co%z towar‘i en%ntir@ understanding of Libyan oil and
R n

Y
performed haWindif 3 noYI"iaough. From the findings of the study and from

previouohes on the role of@al skills on productivity, this study confirmed both
theor@and practical contributions for explaining the issue of labour productivity.
@JS HRM studies have attempted to identify how the organisation managed

components of HRM (Bowen & Ostroff, 2004; Dhiman & Mohanty, 2012). Although
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these studies contributed by providing valuable information on the components of HRM

practices in the organisation contexts and enhancing employee’s role orking

“

environment, the importance of collaboration and networking in the foffp of&ocial skills

}Zr

had not been explored in the relationship between HRM s and labour

productivity. This study provides following contributions to the HRM practices.

‘3%

First, the study reveals that in order to enhan l)roductlwty in the

employee context, social skills are believed to influgnce Taourfpro ny Qere than
(.)

that of HRM practices. This study therefore co tes to th rov’enﬁnt of HRM

2

literature by extending the views of prewoRst

commitment (Keng Boon, Arumugam, Sa%\élfa,
earning links connecting social skills e
leads to workforce performance (Da

Second, at a highly fundamen I, t H om@(llls offers insights for managers

58
2-&"

and practitioners to mcr&%e suppl f m @ ton disclosure along with increased

N\ O
productivity and one ya® 40%
'\

|
Third, t &@y |s;n 5 chastand the influence of HRM practices, social

skills and uf¥proddfotiyi :by @ung up a debate on the importance of HRM

practlce&khe development Q@Bour productivity. The importance of social skills
am@loyees and managers need to be areas of focus rather than HRM practices

oln order to build organisational performance and labour productivity. The
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combination of HRM practices and social skills can add value to organisational
This research offers important insights for HRM pra(w;y identifying the

importance of social skills towards enhanced labour pro ix. The main managerial

implication is that the strategic role of the manager in anisltiWnclude social

commitment.

55  Implication for Managerial Practice

skills in order to increase the relationship between

(3
ers agd e IQy‘e_{s)x-rom the

n @dance with

. objsﬁtiv For i@‘n::e, Schuler and
Jackson (2005) stated that, “HRM pMaeads to eas@siness capabilities”.

Linking HRM practices with bugi |ssuesJ}"kT‘u

validation of the framework, all the HRM

increasing productivity to best meet organi

A
éannmg and management

_ _ A o
strategies and skills can enhance\o Icies\and p cﬂcﬁ agreed by (York, 2009).
\
Empirical facts support ffhe_aRglysis, ghat ctices can manipulate perceived

'3
perf(ﬂ}ﬁnce plays a mediation role between

organisational performq{a d

HRM practices a@ive '

their developm % groi/th ht&o@ t transparent procedures for recruitment and
Y

selection o&res&rﬁj co@ency basis. Similarly for creating high level of

organisa'h commitment an %mpany ownership with high quality service and

atio@%)erformance. Organisations interested in

productndiV/, the comprehensive training and development programs need to be arranged

@te employee skills for meeting the challenges of contemporary competitiveness.

Organisational performance needs appropriate employee handling so that they stay in the
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company. It needs a suitable career planning system. For making effective decision-

making the employees should be given adequate chances of participatio cision-

making, because sometimes, employees know, what the management Qes Qt. Most of

the organisations in Y.

Libya do not see employee participation as a cataM better employee

performance and thereby lower labor turnover. This reseaE isidica ing that it is one of

the major contributory tools towards performance. Co sationyissQe rgfard for which

(3
majority of the people work. % ’ _{.)\‘z-
Thus, operating in a stable and dynami nmenf, gers\’m employees

a | \
need to work as a team in order to deve)&rﬁwle e an&plete tasks for
effective productivity. It is crucial for twagers to ¥

star®1e estimated value of
labour productivity so as to identify %anag%
0
m\ [

Khan, 2010). Since labour prod s chqpgea e,"th@ﬂy covered several values of

AN
labour productivity which is ﬁ?mtion,l. Regl rim@data on the opinion of managers

(
not only focused on the %Iabour.o d t'mi% t also contributed to enhance their

O

body of knowledge j Mnal Jis, myasure and estimation of labour productivity.

Supporting the oemlo with ?IH ractices including social skills for qualities
trained and d errlyes a&érﬁance the communication, negotiation and the
b 4

4
Y.

process o Mation.
X &’

@vermore, the regression analysis through SEM suggested that the four HRM

pr es including staffing selection, on-the-job training, decentralised decisions and

@e allocation (Moselhi &
&

employee motivation along with social skills contribute significantly to labour
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productivity. However, it is a debatable issue of formalising HRM practices as it might be
costly, but in the future, it would add value to the organisation and |tswzmance

Managers interested in enhancing skills among their employees can wn&)w growing

literature on increasing labour productivity. Y.

5.6  Research Limitations and Suggestions for Future R

In this study, the assessment of labour productivit ysis Wcted through

L ]
a wasfcolle te’jﬁ on the

nent #& y ﬁaﬁce the body
\ )

an Q@X;ational level, it

stic@/kouring both the firm

primary data using survey questionnaires. Since th

opinions of managers, utilisation of field data a

of knowledge for managers to evaluate lab

is crucial for managers to understand dMD—IR charac

and the employees. Thus, efforts sh l% undM it r\vﬁr\ecase studies linking the
a -y

relationship between managers ployees towngrds t@'ﬁportance of HRM practices

A\

for labour productivity in theYQd ga secipry Fe k that is more objective would

have been recovered with%al ti% a]!o@a collection method. However, this

kind of method is tl& mlrlg, as Yere |i<1,?reed to work as an observer tracking the

N
activities of the %5 t ﬂem_ée&ees

&
Fut grpo a‘!& al time tracking technique for the collection of
data |n to improve eff|0| and effective of labour productivity analysis. The
surve od was only applied to confirm the influence of HRM practices and social

On labour productivity, and the informal HRM practices have not been covered by

the study and thus it may be worthwhile to quantify the effect of informal HRM practices



260

using a large sample. The respondents in this survey method were the

managers/supervisor/top management of oil and gas companies and thus % ence of

employees may limit the significance of the study results. s )

Numerous acts have been performed to identify the HRM [§actices in various

sectors including oil and gas sector influencing organisatio Yormance, and they

ar&?ncing labour
productivity. A number of issues have been provided by ™e fipdin the ?udy that
o | &

could make for further investigation. The HRM also suggested that 0o of the four
cis'oqs- and employee

motivation), only decentralised decisi@ [ x{tg explain  labour

productivity. This study suggests thatﬁ%%' I_lfé In the strategic models

and enables the HRM policies to be | e @ 4 ‘53~

In future research, instead of Ivuq thi;:rzy ot vel management, it is suggested

(
to focus on the opinion fr%plog

h‘o% e oil and gas industry and perform a
comparison of the reglllts. W is Sngges for @nanagers to make a checklist in order to
. ; N . . .
target their prodLemQWTkgess ?4d @@’-ﬁpt to fulfil such weaknesses in an effective
way. Q— Y
(Q g b')f $
5 N

| dy investigated the influence of HRM practices and social skills on enhancement
0

ur productivity in selected Libyan oil and gas companies. Based on the empirical

further stressed on the importance of HRM practice

4,

findings, social skills along with decentralised decisions have a significant influence on
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labour productivity except staffing selection, on-the-job training and employee
motivation. This study revealed that HRM practices are more significa t jncrease

labour productivity with the inclusion of social skills like collaboration amorkmg.

The analysis supports the arguments and previous studies sugesting that labour

productivity is enhanced by social skills and HRM practices ( al., 2005). From the

findings it is evident that encouraging greater HRM practigeSWicl dlng sqcial skills for

increasing labour productivity. Employee skills that gge in
practices offering supporting practices to tr : car‘e;er la&flers, ‘ﬁb security,

M cant i@ence on their
productivity. The importance of coIIabo at networki skillgﬁ

tlg&Qor enhancing labour
N

b}

performance appraisals and organisational suppq th

the employees are

of more importance as compared tha of

productivity. Thus, it is conclude th@y respo ents @rkmg in the oil and gas

industry of Libya must be ablew n otlvati%elr employees including the

process of encouraging ghn vzon The man skills as intangible assets
'

strategically would leadyo m |v ployeé}énd yield to competitive advantage. In

order to understand' th@elath

¢
productivity w % beclm

?mph?l&ntary internal fit for high performance structure.

etw&éfHRM practices, social skills and labour
'(?ortant is that in the area of HRM practices,
firms WiII 0 pd8
The H ctices can be takeﬁ@é step ahead in the process of reforms and innovation
encour ent with a more dynamic motivational approach. One of the important aspects

evmg labour productivity is concentrating on human resource system practices and

communlcatlon skills along with networking and collaboration system.
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Organisations having transparent selection systems, adequately scheduled training
programs and employee participation in decision-making are high perf% . These
organisations become attractive for local and foreign investors for furth mtment that
contributes considerable growth in the economic activities in Libya \8#p&g the social skill
is contributing the mediating role between HRM practices and Wroductivity, hence

the motivating HRM practices can enhance their perfo ”R that, increase company

performance. \d
Y



