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ABSTRACT

Localization has encountered substantial focus in academia as well
as practice; however, scarce studies have empirically examined
this theme within tourism-related sectors in Oman, including the
aviation sector. That is why the purpose of this paper is to develop
and test an integrated model of the key predictors and outcomes
of successful localization within the aviation industry. It also
evaluates the mediating role of knowledge sharing ability between
human resources development (HRD) practices and localization
as well as the moderating effect of organizational commitment on
the link between localization and firm performance. This paper is
based on primary data collected from 194 employees operating in
the national aviation sector in Oman. Based on PLS-SEM, the
results indicated that HRD practices (i.e., training, performance
appraisal, and rewards) have a positive impact on expatriates’
ability to share knowledge with national staff, and thus positively
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impact the localization success. Additionally, the firm's
performance is positively influenced by successful localization.
Knowledge sharing does not mediate the link between HRD
practices and successful localization, but the results confirmed the
interactive impact of organizational commitment on the direct
connection between localization and performance. The findings
contribute significantly to the research community and provide
practical guidelines and managerial implications.

INTRODUCTION

Recent decades have experienced some economic and financial crises that
substantially influenced the aviation industry in global regions including
the Middle East region (Harvey & Turnbull, 2009). The Gulf Cooperation
Council (GCC), a sub-region of the Middle East comprising 6 nations (i.e.,
Saudi Arabia, Oman, Kuwait, the UAE, Qatar and Bahrain), are considered
one of the hardest-hit regions affected by such crises, as their economies
depend heavily on oil (Alaref et al., 2018; Alkathiri & Soliman, 2020). For
instance, the economies of the GCC countries encountered a significant
decline due to the sharp collapse in oil prices in 2015 (GCC-STAT, 2018).
Unexpectedly, the GCC nations have experienced a binary shock due to the
outbreak of Covid-19 pandemic, which markedly affected economic and
socio-cultural systems around the world (Hassan & Soliman, 2021; Sigala,
2020), as well as the new breakdown in oil prices in 2020. Therefore,
governments in these countries are challenged to take the necessary actions
linked to the economic recession and the incessant slump in oil prices
(Arezki et al., 2020).

One the contrary, the labour market in the GCC nations is
characterized by a huge number of expatriates working in various
industries and sectors (Harry, 2007; National Center for Statistics and
Information, 2019), along with a high unemployment rate for national
labour (Karam, 2017). In addition, compensation packages and wages of
expatriates are much higher and costly compared to those of national
workers (Wong & Law, 1999), and the success rate of expatriates in tasks
and responsibilities they undertake is not usually higher (Toh & DeNisi,
2007). This represents a further decisive challenge to these countries,
especially in times of financial and economic crises.

With the escalating concern related to these challenges, there is a
crucial call to effectively implement crisis response policies and strategies
to overcome these economic difficulties and manage them in a proper
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manner. With regard to localization, it refers to the replacement of
expatriate workforce with host country nationals (Potter, 1989), and is
considered a suitable strategic approach for many reasons (Wong & Law,
1999). One of the most important reasons is that salaries and compensation
packages of citizens are lower and less costly than expatriates” payments
(Wong & Law, 1999). Moreover, localization can enhance the decision
making-power of the locals and grants them greater job advancement
chances (Hitotsuyanagi-Hansel et al., 2016).

The current paper especially investigates the localization subject
within the context of tourism in Oman. The country has its own policy of
localization, called ‘Omanization’, deployed in several industries and sectors
including the tourism sectors, as a suitable policy to face the economic
challenges and to empower the local employment (Al-Lamki, 2005).
Consequently, Omanization has experienced a growing attention and
consideration in academia in various domains and contexts in Oman.
However, limited studies have yet explored the Omanization topic among
tourism-related sectors. To be more precise, there is no study examining the
key issues concerning the Omanization policy within the Omani aviation
sector.

With respect to this limitation, two major questions are raised: 1)
What are the most crucial determinants of successful localization in the
Omani aviation industry? 2) What are the main benefits of successful
localization among the aviation sector in Oman? As a result, the present
paper developed and examined an integrated framework of the essential
predictors and outcomes of Omanization within the aviation sector in Oman,
as one of the leading GCC countries. The proposed framework combines
some crucial constructs that are closely interrelated with the Omanization
context as follows: human resources development (HRD) practices
(predictors); knowledge sharing (predictor and mediator variable);
organizational commitment (moderator variable); and firm performance
(outcome variable).

Due to the aforementioned issues, the current research focuses on
five main objectives: (a) to examine the impact of HRD practices (i.e.,
training, performance evaluation, and rewards) on expatriates’ ability to
share knowledge with local staff; (b) to investigate the effect of knowledge
sharing on successful localization; (c) to test the influence of successful
localization on firm performance; (d) to evaluate the mediation role of
knowledge dissemination on the connection between HRD practices and
localization; and (e) to assess the moderation impact of organizational
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commitment on the direct path between successful localization and firm
performance.

The findings of the current paper have substantial contributions
concerning both academic as well as practical aspects. First, this research
contributes to the literature on tourism by assessing the main antecedents
and consequences of effective localization in the aviation sector, specifically
in the Middle East region as well as GCC countries. Secondly, it extends to
the few prior studies that investigated the issue of localization in the field
of tourism in the GCC countries, especially in Oman. Third, this paper
analysed the indirect effect of knowledge sharing between HRD practices
and localization, which will provide a clear view of the suitable HR
strategies and procedures required to transfer knowledge from expatriates
to the local workforces to successfully complete the process of localization.
Fourth, this article evaluates the moderating impact of organizational
commitment between localization and firm performance, which will
present solid outlines on how the direct impact of localization on
performance can be affected under different situations of organisational
commitment in the aviation industry in Oman. Finally, it produces practical
guidelines and managerial implications for concerned policymakers and
managers of tourism-related businesses (i.e., airlines) in Oman concerning
the key issues connected with the deployment of localization (Omanization)
in an effective way.

The remainder of the paper has been structured as follows: A brief
account of the existing literature related to the topic, is presented in section
2 followed by an illustration of the conceptual framework and hypothesis
in section 3. Section 4 describes the methodology adopted in the paper,
while the results and discussion are presented in section 5. The conclusion
is demonstrated in section 6 with some policy implications.

LITERATURE REVIEW

Localization is an emerging issue which is defined in the literature from
various perspectives. Potter (1989) defined localization as the practice of
replacing expatriates with locals who have the capabilities to perform as
efficient as expatriate staff (Law et al., 2009). According to Pegram et al.
(2018), localization within the HR literature refers to the replacement of
expatriate management staff by competent local people. Governments in
some countries have employed several strategies and policies to replace
expatriates with nationals (Mellahi & Al-Hinai, 2000) including education
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and training of the native workforce coupled with government tools of
quotas, incentives, and partnership programs for private sector
organisations (Williams, 2014). Consequently, localization is considered a
great challenge for many governments and international companies, as the
number of expatriate employees has increased with the global business
expansion, and thus replacing them with local staff is a major concern for
multinational companies (Harry, 2007) including international tourism
enterprises (Liu, 2004; Wang, 2016; Wong & Law, 1999). For example, Chan
et al. (2016a) reported that the high payments and rewards to expatriate
employees in China’s tourism and hospitality industry have forced these
companies to localise their workforce. Lasserre and Ching (1997) also
argued that cost reduction is one of the main objectives of localization.

Localization is an important approach from a long-term perspective,
in which local staff influences strategic decisions regarding products,
operations, marketing, structure, human resource management and
overseas venture success (Gomez & Sanchez, 2005). Law et al. (2004)
reported that local managers have a deep understanding of the people and
culture of the host country. Bartlett and Ghosal (2002) stated that
localization helps an organisation to adapt their respective services to a
particular language, culture and desired local look-and feel. However, the
major problem in achieving a successful localization is the lack of skills and
experience of natives. In this vein, Suliman and Al-Junaibi (2010) indicated
that nationals do not have experience or skills to effectively replace the
expatriate workforce in terms of productivity and performance. Therefore,
it is the expatriates drive to transfer knowledge to the local staff is the main
antecedent in achieving successful localization (Selmer, 2004). Law et al.
(2004) studied four practices of HR (training, evaluation, rewards, and
repatriation) as key elements that lead to successful localization. Previous
studies have focussed on the antecedents of localization (Al-Hamadi et al.,
2007; Budhwar et al., 2002; Law et al., 2009). However, the literature on such
links remains inconclusive.

The literature on localization has focussed primarily on two main
areas: the importance of localization in relation to global multinational
enterprises (Selmer, 2004) and factors that contribute to achieving
successful localization (Fryxell et al., 2004). In this vein, some researchers
examined the factors affecting localization in various domains and contexts.
The findings of Selmer (2004) demonstrated that Western expatriate
managers’ willingness to train national managers is a principal antecedent
of successful localization in China, whereas Fryxell et al. (2004) indicated
that planning and expatriates’ choice are major predictors of localization
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success in Chinese multinational companies. In addition, Law et al. (2009)
investigated the impact of human resources management (HRM) practices
on localization of multinational enterprises in China. Nonetheless, there is
a conspicuous lack of empirical investigation of tourism organizations with
respect to HRD practices on knowledge sharing and localization. In
addition, the literature on aviation industry is still limited (Bandeira et al.,
2014; Correia et al, 2008). More particularly, there are few studies
concerning HRD practices within the aviation industry (Appelbaum &
Fewster, 2003). Furthermore, as far as the authors are concerned, there is no
research examining the causal relationships between HRD practices
(training, performance appraisal, and rewards), knowledge sharing and
localization in the aviation industry in the Middle East region, especially in
Oman.

Moreover, the connection between effective localization and
organization performance has been studied in previous studies (e.g.,
Hitotsuyanagi-Hansel et al, 2016, Law et al, 2009; Reiche, 2007),
nonetheless, the impact of localization of performance from the perspective
of tourism organizations has not been investigated. To be more precise, the
influence of Omanization on the performance of the aviation sector has yet
to be studied. Furthermore, some scholars tested the relationship between
organizational commitment and performance. For instance, Jaramillo et al.
(2005) conducted a meta-analysis on prior studies of fourteen nations and
revealed that organizational commitment positively and significantly
impacted job performance of sales staff. In addition, job performance is
significantly = influenced by organizational commitment, which
consequently moderates the link between job stress and performance
(Jamal, 2011). According to Hitotsuyanagi-Hansel et al. (2016), few studies
examined the connection between localization and work attitudes of local
employees. Additionally, no research work assessed the moderation role of
organizational commitment on the direct association between localization
and firm performance in the aviation sector.

Omanization

Oman is a member of the GCC that is featured with a strong economy that
depends mainly on oil exports (Harry, 2007). According to Behrendt et al.
(2009), most of the financial markets in all regions have substantially
decreased because of the global financial crisis in 2008; however, the effect
on economies of the GCC nations has been comparatively limited due to the
huge part to surplus liquidity from the oil boom witnessed. This reflects the
fact that the states of GCC continued to import skilled and well-qualified
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expatriate employees (Harry, 2007). With regard to Oman, due to the huge
amount of oil revenue generated in seventies, the government initiated
mega infrastructure development programs for which expatriates were
recruited as the local labour market was lacking (Moideenkutty et al., 2016).
After two decades of oil exploration and massive oil enterprises, the
government took the initiative to promote localization plans (Al-Lamki,
2005). The localization plan called Omanization, was introduced in 1988
aimed to replace expatriate workforce with trained Omani personnel. This
policy is essentially deployed to overcome the low unemployment rates for
Omani nationals and to improve the level of self-reliant in human resources
in several fields. Successful localization should be considered as one of the
main challenges for many governments and international companies in the
GCC countries (Harry, 2007) including Oman. Therefore, the Omani
government set quotas for various industries to determine the percentage
of Omani to foreign workers (Goby & Alhadhrami, 2020). However, the
success of these plans was limited as 85% of the workforce in private sectors
is occupied by expatriates (Al-Lamki, 2005). Previous studies attributed the
failure of localization deployment to the lack of skilful local workers or the
local workers are more expensive (Al-Waqfi & Forstenlechner, 2010). To
cover the skill gap, the Omani government focused on training and
education (Fan et al., 2013; Kaltenborn et al., 2008). The other approach is to
establish a quota for local in the private sector job. Recently, Oman’s vision
for the future, “Oman 2040”, has been developed in which jobs target in the
private sector was set at 40% for Omanis (Vision 2040, n.d). "The tourism
sector is predicted to employ more than 500,000 people by 2040, with an
estimated 75 percent of those being Omani nationals” (Oman Observer,
2018). In addition, with the aim to decentralize the governmental decisions
and establish a leaner framework for the public sector that fits with the
governance aims of Oman's Vision 2040, the number of ministries was
reduced (Oliver, 2020). For instance, the Ministry of Manpower, the
Ministry of Civil Service, National Centre for Employment and National
Training Fund were merged into one Ministry named as the Ministry of
Labour. In this regard,_the Ministry of Labour in Oman announced a new
strategy to reduce expatriate work force by a significant increase in fees for
new licenses to recruit and to bring in expatriate manpower in some
professions (Oman Observer, 2021).

With respect to the tourism industry, the Omanization percentage in
tourism sector is remarkably high compared to other sectors of the Omani
Economy whereas the aviation sector is the second highest sector in
achieving successful localization (Khan & Krishnamurthy, 2016). The
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Omanization rate in the travel and tourism sector was 41.1 per cent in 2017,
42.2 per cent in 2018, and 43.1 per cent in 2019, while 44.1 per cent is the
target for 2020. The Omanization rate in the logistics sector was 14 percent
in 2017, 16 percent in 2018 and 18 percent in 2019. It has been pegged at 20
percent in 2020. Parallel to this, the Omanization target for the industrial
sector will be 35 percent in 2020, after reaching 34 percent in 2019, 33 percent
in 2018, and 32.5 percent in 2017 (Times of Oman, 2019).

CONCEPTUAL FRAMEWORK AND HYPOTHESES DEVELOPMENT

This study investigates the integrated conceptual model of the major
antecedents and the outcomes of localization in the Omani aviation sector
based on the resource dependence theory (Law et al., 2009), which aims to
expand the existing literature regarding localization by examining the effect
of the three practices of HRD (i.e., training, evaluation, and rewards) on
expatriates’ ability to share knowledge with local staff and using
knowledge sharing as a mediating variable between HRD practices and
localization. In addition to testing the influence of localization on firm
performance, along with the moderating role of organizational
commitment. The conceptual framework is shown in Figure 1.

HRD Practices

r-—=—======= A
EE—
Training Organizational
Expatriatesl commitment
—

Competencies

.
Evaluation

Localization/
Omanization

Knowledge
sharing

Firm
performance

~——

)
Rewards

Figure 1. The conceptual framework

HRD and expatriates’ ability to share knowledge

HRD practices towards localization refers to the efforts of internal resources
in the home firm in facilitating the processes of localization (Law et al.,
2009). More specifically, Moideenkutty et al. (2016) stated that it is a set of
integral practices that focus on attracting, hiring, developing, and managing
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the local employees. Previous studies related to human resource have
discussed both the importance of HRM as well as the issues related to
expatriate management, particularly the high failure rate of expatriates.
Moreover, some researchers have focussed on the impact of HRM practice
adaptation (Chen & Wilson, 2003). Garavan et al. (2001) demonstrated that
HRD plays a vital role in improving human capital which can pave the way
towards achieving a competitive advantage. In theory, this indicates the
influence of HRD practices on staff development and behaviour (Law et al.,
2009). These practices include, for instance; improving the skills of
employees via training, enhancing the motivation of employees through
rewards and employee selection and evaluation, which enables the
employees to develop new ways to perform their jobs in an effective and
innovative way (Moideenkutty et al., 2016). Thus, these practices have the
potential to facilitate the process of localization (Law et al., 2009). For
example, Harry (2007) reported that the essential method to achieving
successful localization is to develop appropriate HRM practices which
would promote localization. Chan et al. (2016a) stressed the importance of
training in the hotels industry due to the capability to enhance local
employees” understanding of the corporate cultures and strategies. Hence,
providing the appropriate training to local managers in the aviation sector
can cultivate the localization process (Chan et al., 2016b). In this context, the
Omani government has recognised the significance of developing an
effective training system to cope with the growing investment in the
country’s tourism sector (Bontenbal & Aziz, 2013).

Moideenkutty et al. (2016) have concluded in their study that HR
practices such as employee selection and recruitment, dedicated training for
locals, a clear career pathway and rewarding have the potential to
encourage successful localization. However, literature on the aviation
industry is still limited (Bandeira et al., 2014; Correia et al., 2008), and there
are very limited studies regarding HRD practices in the aviation industry
(Appelbaum & Fewster, 2003). Furthermore, Chan et al. (2016a) claimed
that the HRD practices in the tourism and aviation industry each have their
own characteristics. That is why Appelbaum and Fewster (2003)
demonstrated that companies in the aviation industry should adopt
effective HRD practices to manage the dynamic changes within the
industry. Therefore, there is a need to investigate the impact of HRD
practices such as appraisal, payments promotion and coaching in achieving
successful localization.

Previous studies have used the motivations of expatriates towards
localization as a key determinant factor for the success of localization
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(Selmer, 2004). This means that if expatriate employees are not motivated
to transfer the knowledge to local employees, localization may not be
successfully achieved. Tsang (1999) concluded that HR practices such as
recruiting the right expatriates and providing effective training have the
potential to enhance the ability of expatriates to share knowledge with the
local staff. Consequently, this may successfully lead to localization. In
addition, HR practices such as training, evaluations and rewards can be
used to improve the motivation of expatriates in transferring knowledge to
local employees (Hislop, 2002; Huselid, 1995). This means that the
expatriate motivations towards localization will be high when the
organisation provides the expatriates with rewards. Therefore, this study
developed the following hypothesises:

Hypothesis 1: Training has a positive impact on expatriates” knowledge
dissemination to local employees.

Hypothesis 2: Performance evaluation has a positive impact on expatriates’
knowledge dissemination to local employees.

Hypothesis 3: Rewards have a positive impact on expatriates’” knowledge
dissemination to local employees.

Expatriates” ability to share knowledge and localization

Previous studies utilized the ability of expatriates towards localization as
determining factors for successful localization (Selmer, 2010). This implies
that the localization process may not be effective if the expatriates are not
able or motivated to transfer their knowledge to local employees (Rogers,
1999; Wong & Law, 1999). The lack of ability or motivation attributed by
expatriates towards localization can be summarised in four reasons. First,
expatriates may lack the skills required to teach the local staff, as not
everyone has the ability to teach others (Chang et al., 2012). Second, even
though they possess the appropriate skills to teach the local staff,
expatriates might still be reluctant to share their knowledge with the local
staff due to their concerns of making redundancies (Selmer, 2004). In
contrast, Dutt et al. (2017) demonstrated that since expatriates view their
employments as temporary, their involvement will be limited and thus
reduce their motivations to share their knowledge. The fourth reason is
related to the absorptive capacity of the local staff as they may not be willing
or are not able to learn from the expatriates (Elbaz et al., 2018). Thus, this
paper proposes the following;:

Hypothesis 4: Expatriates” knowledge sharing to local employees enhances
localization success.
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Localization and firm performance

Moreover, this study aims to test the influence of successful localization on
the performance of the Omani aviation sector. In this regard, no research
work has empirically examined how localization affects performance in the
aviation sector. However, the relation between the two variables has been
investigated by some scholars in different disciplines. For example, Wong
and Law (1999) indicated that localization could be a proper business
objective in Chinese transnational corporations for many causes such as low
cost of nationals, effective business relationships by local employees,
enhancing the Chinese mangers’ morale, the active communication
between nationals” workers and managers and the significant contribution
to performance (Law et al., 2009). In addition, Reiche (2007) stated that
localization could decrease the bias of ethnocentric which strengthens the
disparity among expatriates and locals” employees. Law et al. (2009) argued
that effective localization could lead to better performance of the company.
Moreover, Hitotsuyanagi-Hansel et al. (2016) reported that enterprise
success can be achieved by local workers having a higher level of effective
localization. These workers are more likely to be loyal to their organisations
and consequently are more likely to avoid behaviours that would produce
costs for their employers. Based on the aforementioned discussion, we
made the following hypothesis:

Hypothesis 5: Successful localization has a positive impact on the firm's
performance.

The mediating role of expatriates’ ability to share knowledge

Including the debates of H1 to H5, the current study recognised direct
relationship between HRD practices and expatriates” ability to transfer
knowledge on the one hand, as well as the direct relationship between the
expatriates’ ability to transfer knowledge and localization. Thus,
expatriates” ability to share knowledge is likely to mediate the relationship
between HRD practices and successful localization. Therefore, this current
study posits that:

Hypothesis 6: Expatriates’ ability to share knowledge mediates the
relationship between HRD practices and localization success.

The moderating role of organisational commitment

The current paper further evaluates the interactive impact of organizational
commitment on the relation between successful localization and
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performance of the aviation sector in Oman. According to Mowday et al.
(1979), organizational commitment is the relative strength of an individuals’
identification with and involvement in a particular organization.
Organizational commitment has been widely investigated in a lot of
research concerning organizational behaviour due to its substantial impact
on beneficial behaviours of the company such as performance and turnover
of workers (Riketta, 2002). Therefore, the relationship between
organizational commitment and the performance of organizations in
different sectors has been examined in prior studies. For example, the study
of Shaw et al. (2003) investigated the association between organizational
commitment and two dimensions of job performance at two commercial
banks in the UAE and found that affective commitment was not
significantly correlated with the overall job performance. Additionally,
Chen et al. (2006) indicated that there is a positive connection between
organizational commitment and job performance of accounting
professionals in both Taiwan and the USA. Moreover, the findings of
Suliman and Al Kathairi (2013), illustrated that there is a significant
connection between both affective and continues organizational
commitment and performance of employees of three governmental
organizations in the UAE. Furthermore, Fu and Deshpande (2014) revealed
that performance of workers operating at a Chinese insurance company is
positively affected by organizational commitment. One the contrary,
Hitotsuyanagi-Hansel et al. (2016) indicated that localization positively
affects organizational commitment. They also revealed that organizational
commitment fully mediates the link between localization and employees’
turnover intention for Chinese white-collar working at manufacturing,
technology, and service sectors. However, the moderation role of
organizational commitment on the direct connection between successful
localization and firm's performance has not been investigated yet, within
the aviation industry in GCC countries and in Oman in particular.
Therefore, the following hypothesis is formulated:

Hypothesis 7: Organizational commitment moderates the link between
successful localization and firm's performance.

METHODOLOGY
Population, sample, and data collection

The Omani national aviation is the most prominent example of successful
Omanization (localization) besides banking (Al Lamki, 2005). Therefore, we
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selected Oman national aviation as a case study to test the current study
hypothesis. There were approximately 5,315 employees, out of which 3,152
were Omani and 2,163 were expatriate employees. We distributed 500
questionnaires to the frontline employees with the expectation of 35%
return. A total of 203 completed questionnaires were received, of which 194
found valid and used for this study while 9 questionnaires were found
incomplete and invalid to use. Paper-based surveys were administered in
November and December 2018 with the aid of two research assistants.
Nevertheless, the issue with generalisation associated with convenience
sampling remains accepted in contemporary literature where it is hard to
access the population (Baltes & Ralph, 2020). Based on Feild et al. (2006),
non-probability sampling can contribute to the quality of the data when
adequate participation levels are accomplished. Therefore, the current
study adopted non-probability convenience sampling due to the
fundamental features of the aviation sector and the pragmatism required to
entice their involvement.

Measurement instruments

To measure localization, the study adopted the seven items measures of Law
et al.’s (2009) study. We used four items of Chang et al. (2012) to measure
the expatriates” ability to disseminate knowledge. These four items
considered the knowledge dissemination to local staff. HRD practices were
divided into three groups measured by sixteen items adopted from Law et
al. (2009). The first group considers local staff training, which was measured
by eight items. The second group evaluation, which was measured by four
items. The third group considered rewards related to localization, which was
measured by adopting four items from Law et al. (2009). To measure the
firm performance, we have used Conger et al. (2000) five-item scale. Finally,
organisational commitment items were borrowed from Khan et al. (2014) and
Abdelhamied and Elbaz (2018).

Data analysis methods

To test the hypotheses, we used a PLS-SEM using WarpPLS 6.0 (Kock, 2017).
The choice of the PLS-SEM was deemed appropriate for three key reasons.
Hair et al. (2017) have recommended PLS-SEM method is used for
forecasting. This method mainly focuses on clarifying the variance in
variables by calculating the total disparity in the observed variables rather
than just the correlations between the variables (Sarstedt et al., 2014, 2016).
Moreover, Hair et al. (2011) demonstrated that the PLS-SEM enables the
researchers to assess the structural model relationships that increase the R?
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values of the measured variable while also enabling researchers to estimate
the outcome of the dependent latent variables’ items by measuring the
Stone-Geisser Q? values. These characteristics are significant for this study
due to the focus on (1) identifying the key HRD practices explaining
successful localization in the Omani context and (2) explaining employee
via the interventional role of the competency of expatriates.

Finally, the PLS-SEM is highly recommended for complex models
having different latent variables (Henseler et al., 2009). In the current paper,
the researchers proposed an integrative model that includes seven latent
variables, each with a number of indicators. Hence, PLS-SEM was used in
this study as it is better suited for complex settings. In addition, PLS-SEM
does not assume normality and takes into account the evaluation of two
main distinctive models, namely the measurement model and the structural
model. In short, Jarvis et al. (2003) indicated that the measurement model
considers the association between the latent variables and their indicators,
whereas the structural model considers the association between the latent
variables.

ANALYSIS AND RESULTS
Sample Profile

Total 194 valid questionnaires have been used in this study. The sample
characteristics (Table 1) illustrated that the employees who participated in
the survey were generally 26-35 years old (67.0%), followed by 36-45 years
old (20.2%). The majority of the participants were males (approx. 68%)
which is a common case in the Middle East and Arab countries where the
male workforce generally dominates the workplace. Finally, about half of
the participants hold a bachelor’s degree (43.8%).

Table 1. Sample Profile Characteristics

Age 18-25 26-35 36-45 45-55 Above 55
10.3% 67.0% 20.2% 1.5% 0.8%
Male Female
Gender
67.8% 32.2%
Bachelor’s degree Diploma Master's degree  Doctorate Degree Others
Education
43.8% 38.1% 12.9% 1.5% 3.6%

Validity and Reliability

This study tested both the validity and reliability for all constructs, and this
was performed by assessing the measurement suitability of the constructs
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implemented in current paper (i.e., the measurement model). The reliability
of latent variables was tested through both composite and Cronbach’s
Alpha coefficients (Table 2). On the contrary, the validity of latent variables
was measured through the indicators” loading (see appendix); the Average
Variance Extracted (AVE) was tested to measure the convergent validity
and the square roots of AVE was tested to assess the discriminant validity
(Table 3). The Variance Extracted Factor (VIF) was also checked for all the
variables to examine collinearity issues (Table 2).

Table 2. Construct Coefficients

Variables Composite Reliability =~ Cronbach’s Alpha AVE VIF

Organizational commitment 0.889 0.923 0.666  3.495
Training 0.937 0.921 0.681 3.350
Performance evaluation 0.870 0.801 0.626  2.560
Rewards 0.897 0.847 0.686 1.589
Knowledge sharing 0.899 0.850 0.690 2.450
Firm performance 0.944 0.925 0.770 2150
Localization 0.912 0.883 0.633 2929

Table 3. Squared Roots of AVE

1 2 3 4 5 6 7
1. Organizational commitment (0.825)
2. Training 0.770  (0.852)
3. Performance evaluation 0546 0.593 (0.791)
4. Rewards 0266 0.326 0.533 (0.828)
5. Localization 0.704 0.693 0.684 0.427 (0.796)
6. Firm performance 0.632 0597 0556 0.470 0.618 (0.878)
7. Knowledge sharing 0316 0312 0432 0364 0.305 0.391  (0.831)

Based on Mackenzie et al.’s (2011) approach, a minimum value of 0.7
for both Composite Reliability and Cronbach’s Alpha coefficients were
found thus showing good reliability for constructs (Table 2).
Correspondingly, an appropriate level of validity and reliability for all
latent variables used in this current paper has been established (Tables 2
and 3). In this way, a suitable convergent validity was found as all AVEs
achieve a minimum value of 0.5 and all indicators’ loadings greater than a
threshold value of 0.5 (Hair et al., 2017).

Table 3 illustrates that the AVEs of all constructs are greater than that
of any other correlations involving the latent variable thus signifying
appropriate discriminant validity (Lowry & Gaskin, 2014). Ultimately,
Table 2 shows that the VIF values of all latent variables were less than 5,
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therefore demonstrating the absence of both common methods bias and
multicollinearity (Kock & Lynn, 2012).

Structural Relationship Model

With the assessment of the measurement model which established the
validity and reliability of latent variables used in the present study, the
analysis of the structural relationship model can subsequently be
undertaken. Therefore, Figure 2 presents both the path coefficients ([3) and
the p values of the present research model.
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Figure 2. Coefficients (B) and the p values of the model

Results showed that training had a significant influence on
knowledge sharing ability (3 =0.18 and P <0.01). Furthermore, performance
evaluation had a significant influence on knowledge sharing ability (3=0.24
and P <0.01), and finally we found rewards hold a moderate positive effect
on expatriates” ability to share knowledge with local employees (8 = 0.20
and P < 0.01). Hence, Hypotheses 1, 2, and 3 are accepted (see Figure 2).
Considering the direct influence of expatriates” ability to share knowledge
on successful localization, a strong positive influence was found (3 = 0.31
and P <0.01). Therefore, Hypothesis 4 is also accepted. Finally, the findings
revealed that localization holds a strong positive impact on firm
performance (3 = 0.55 and P < 0.01), supporting Hypothesis 5.

An indirect analysis was applied to determine the intervening role
of expatriates” ability to share knowledge in the relationship between the
HRD practices and localization success. The results of the present study
demonstrate that expatriates” ability has no mediating link between HRD
practices (training, performance evaluation and rewards) and localization
success. Thus, Hypotheses 6 is rejected.
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Table 4. Indirect Relationship Results

Paths Significance Outcome
Direct Indirect Effect via
effect Ability to share
knowledge
Training on Localization success via P=0.02 p<0.13 Not
expatriates’ ability to share knowledge Mediated
Performance evaluation on Localization success | p<0.01 p<0.07 Not
via expatriates’ ability to share knowledge Mediated
Rewards on Localization success via p<0.01 p<0.11 Not
expatriates’ ability to share knowledge Mediated
(Low ORG) (High ORG)
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Figure 3. The Moderating Role of Organizational Commitment

We assumed organizational commitment would have a moderating
effect on the association between successful localization and firm
performance. In order to assess the potential for moderating effect,
successful localization as a predictor and organizational commitment as a
moderator were multiplied to generate an interaction construct (successful
localization x organizational commitment) to predict firm performance. The
predicted standardized path coefficient for the impact of the moderator on
firm performance (3 = 0.25; p < 0.01) is significant (see Figure 2 and Figure
3). Thus, organizational commitment reinforced the positive link between
successful localization and firm performance (see Figure 2 and Figure 3) and
hence, Hypothesis 7 is accepted.

In general, the HRD practices in the present study explains 27% of
the expatriates’ ability to transfer knowledge, 9% of the ability for successful
localizations, whereas 24% for firm performance. In accordance with
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Sarstedt et al (2014) for the assessment of the predictive validity of the
present model, a blindfolding method with an omission distance of 7 was
implemented. This generated cross-validated redundancy (Q? Stone-
Geisser) values for the four dependent variables that are greater than zero
(expatriates” ability: 0.27; localization success: 0.10; firm performance 0.24),
thereby indicating the predictive validity of the research model.

DISCUSSION OF FINDINGS

Results show that training had a significant influence on the dissemination
of knowledge followed by performance evaluation. Rewards had a
moderately low effect. This signifies that all the three indicators successfully
enhance expatriates’ competencies to transfer knowledge to local
employees. These results are consistent with prior studies. Salim et al. (2011)
claimed that in order to improve expatriate managers’ knowledge
dissemination to local employees, the firm needs to maintain a high level of
support. Furthermore, HRD practices such as training, evaluation and
rewards enrich the expatriates’ knowledge dissemination to local
employees (Hislop, 2002; Huselid, 1995; Moideenkutty et al., 2016). In
addition, training had a significant impact on the ability of expatriates to
transfer knowledge. This aligns with the findings of Tsang (1999) and
Moideenkutty et al. (2016) where a significant association between training
and the competency of expatriates has been found. We argued that with the
increase in training, the capabilities of expatriates in transferring
knowledge to local employees becomes higher, thus it is likely to conclude
that training has a positive impact on expatriates” ability.

Considering the direct influence of the expatriates’ ability in
transferring knowledge on the success for localization, results suggested
that expatriates” ability was found to have a positive influence on successful
localization. This implies that if expatriates do not disseminate knowledge
to local employees, localization may not succeed in the Omani aviation
sector (Chang et al., 2012).

The results show that expatriates’ ability to transfer knowledge had
no meditating role in the association between HRD practices and
localization. Therefore, it can be claimed that HRD practices may not
necessarily increase the expatriates’ knowledge dissemination to local
employees and the firm performance, unless it results in the achievement of
successful localization. As for the moderating role of organisational
commitment, the results of the current study indicated that the relationship
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between localization and firm performance is higher when the organisation
has high commitment towards localization. This result indicates that
originations that are supportive with enhancing their local staff
effectiveness, have clear goals for localization and have detailed and
concrete plans for localization, would help to achieve high performance.

CONCLUSION

The main aim of the current paper is to investigate the impact of HRD
practices on the abilities of expatriates in transferring knowledge and firm
performance. To achieve this, an integrated model was developed and
tested to oversee the simultaneous influence of three diverse firm
characteristics (training, performance evaluation and rewards) on the
competency of expatriates” ability to transfer knowledge. The model was
tested by using primary data collected from the staff of the aviation sector
operating in the Sultanate of Oman. Finally, it was found that
organizational commitment plays a moderating role in the direct
connection between localization and performance.

These results hold significant theoretical and practical implications.
Unlike numerous previous studies, not all human resource practices were
relevant to the Omani aviation sector, from a theoretical perspective. This
study argues that such results are due to the high percentage of successful
localization that has been achieved (Khan & Krishnamurthy, 2016).
Moreover, these inconclusive findings could be related to the high
frequency of training in the aviation sector which made the local employees
active in seeking knowledge from expatriates, and thus positively
influences the ability of expatriates to share their knowledge (Elbaz et al.,
2018).

The current article contributes to the tourism literature by
investigating the key predictors and outcomes of localization in tourism-
related sectors (i.e., the aviation sector) within the MENA region. This is one
of the limited studies that examines the Omanization subject, particularly
within the aviation sector in Oman. In addition, this study is considered the
first attempt to empirically examine a comprehensive structural model,
incorporating such latent constructs (HRD practices, knowledge sharing,
localization, organizational commitment, and firm performance), in the
MENA region, especially in Oman. Another theoretical contribution of the
current paper is to evaluate the intervening impact of knowledge sharing
between HRD practices and localization, within the aviation context in the
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GCC nations. Furthermore, unlike the previous studies that employed
organisational commitment as an independent variable, this study
investigated its moderating effect. In this regard, it confirms the positive
interaction impact of organizational commitment on the direct relation
between localization and performance.

In practice, these results hold significant implications for the
decision-makers in air transportation in Oman, GCC, the MENA and other
similar countries. Evaluation, and rewards are important antecedents
towards the achievement of successful localization, which would in turn
improve the overall of the aviation sector. Decision-makers are therefore
urged to pay attention to such practices in order to drive the firm
performance and localization success. This can be achieved by establishing
effective teamwork, encouraging open communication between employers
and their subordinates and building mutual trust. Moreover, it is very
important to value and recognize the employees who are committed to
knowledge _transfer.

Furthermore, this study considered the vital role of achieving
localization in enhancing the Omani aviation sector. In this regard, the
present study proved that the positive impact of HRD practices and
expatriates” knowledge dissemination is attributed to the achievement of
successful localization and the enhancement of firm performance.
Consequently, this raises awareness of the inevitable positive impact that
HRD practices should have in achieving localization as well as improving
the firm performance. Furthermore, it is important for countries which have
adopted the localization process to use and encourage HRD practices
effectively in order to achieve localization.

Like any other studies, this paper has a number of limitations that
can be handled in future studies. First, the current study did not consider
the role of local employees towards achieving successful localization.
Therefore, further studies are required in order to investigate the
moderating role of local employees” opportunity between the competency
of expatriates and localization success. In addition, due to the unavailability
of expatriate percentage in each firm, this study uses subjective measures to
measure localization, thus, future studies are recommended to use the
objective measures for localization as in Law et al. (2009). Furthermore, this
current study investigates the role of expatriate ability in knowledge
dissemination, and future studies may investigate other competencies of
expatriates such as their motivation and seeking opportunity (Chang et al.,
2012).
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APPENDIX
Confirmatory Factor Analysis (PLS Approach)

Construct T. Confidence P. Loadings

Test intervals Value

2.5% 97.5%

Knowledge Dissemination
Expatriates’ managers have a lot of good ideas worth sharing 13.847 | 0.724 0.963 | 0.000 (0.843)
Expatriates’ managers are capable to share important information 13.311 | 0.695 0935 | 0.000 (0.815)
Expatriates’ managers have the ability to communicate good ideas about your job (e.g., | 14.042 | 0.734 0.973 | 0.000 (0.853)
Knowledge, skills, and experience) to solve difficulties in the knowledge transfer process.
Expatriates” managers possess superior functional competencies (knowledge, skills, and | 13.204 | 0.689 0.930 | 0.000 (0.809)
experience) to solve difficulties in the knowledge transfer process
Training
My company works hard to develop local employees. 13.825 | 0.723 0962 | 0.000 (0.842)
My company works hard to train our local employees to accept the managerial concepts and | 14.009 | 0.733 0.971 0.000 (0.852)
methods of our company.
My company works hard to train our local employees so that they have better communication | 14.242 | 0.745 0.983 0.000 (0.864)
with our company.
My company gives local employees overseas assignments to help them to understand our | 13.241 0.691 0932 | 0.000 (0.811)
overseas business and management culture.
My company assigns expatriate managers to coach and train local managers. 13.741 0.718 0.957 0.000 (0.838)
My company encourages expatriate managers to coach and train local managers. N/A N/A N/A N/A N/A
My company provides a lot of technical and business training to local managers. 11915 [ 0.701 0.941 0.000 (0.821)
My company provides a lot of managerial training to local manager 13.825 | 0.619 0.862 | 0.000 (0.740)
Performance Evaluation
In my company, if expatriate managers cannot develop local replacements, their performance | 12.183 | 0.633 0.876 | 0.000 (0.755)
evaluations will be affected.
In my company, expatriate managers who are unable to develop local managers will be | 13.370 | 0.698 0.938 0.000 (0.818)
transferred or replaced.
In my company, successful development of local talent is an important dimension of expatriate | 12.763 | 0.665 0.907 0.000 (0.786)
managers’ performance.
In my company, inability to develop local managers will have serious negative impact on | 13.109 | 0.684 0.925 0.000 (0.804)
expatriate managers’ performance evaluations.
Rewards
My company provides financial rewards (e.g., bonuses) to expatriate managers who develop local | 12.595 | 0.656 0.898 0.000 (0.777)
talent successfully.
My company provides non-financial rewards (e.g., public recognition, prizes) to expatriate | 13.949 | 0.729 0968 | 0.000 (0.849)
managers who develop local talent successfully.
My company provides financial incentives (e.g., bonuses) to local managers who learn from | 14.259 | 0.746 0.984 | 0.000 (0.865)
expatriate managers and become good managers.
My company provides non-financial incentives (e.g., prizes and training opportunities) to local | 13.403 | 0.700 0940 | 0.000 (0.820)
managers who leam from expatriate managers and become good managers.
Successful Localization
The progress of localization in my company is very successful. 11.628 | 0.603 0.847 0.000 (0.725)
In my company, many local managers have successfully replaced expatriate managers. 12575 | 0.655 0.897 0.000 (0.776)
In my company, many local managers have participated in making important strategic decisions. | 13.651 0.713 0.953 0.000 (0.833)
With respect to the current number of expatriate managers in my company, I am satisfied with | 12.882 | 0.672 0.913 0.000 (0.792)
our localization progress.
My company has developed a group of competent local managers who are ready to replace | 12.620 | 0.657 0.899 | 0.000 (0.778)
expatriate managers.
My company has developed a sufficient number of local managers to replace expatriate | 14.237 | 0.745 0982 | 0.000 (0.864)
managers.
Organizational Commitment
The top management of my company implements localization aggressively. 12,102 | 0.629 0.872 | 0.000 (0.751)
My company has clear goals for localization. 14.166 | 0.741 0.979 | 0.000 (0.860)
My company has clear, detailed, and concrete plans for localization. 14.137 0.739 0.977 0.000 (0.858)
Localization is an important strategic goal of my company. 13.993 | 0.732 0970 | 0.000 (0.851)
The top management of my company is willing to commit time, effort, and financial resources to | 12.974 | 0.677 0.918 0.000 (0.797)
achieve localization goals.
Overall, my company tries hard to develop local managers and hopes that it can replace expatriate N/A N/A N/A N/A N/A
managers.

Note: N/A. Not Applicable.
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