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Abstract 
The Competency model is vitally essential for the protection of petroleum companies 
workforce during operations, commissioning, shutdown, troubleshooting, maintenance and 
any lack of the core competencies of employees would lead to production interruption, 
damage assets, environments and company reputation, likewise this research focused on 
several aspects including intensive training, quality assessment to identify the core 
competency level in term of competency model, wherefore purposive sample was employed 
and 350 technical employees from operation, maintenance, and safety division ,meanwhile  
qualitative and quantitative study conducted among expertise and oil and gas employees , 
and collected data analyzed and interpreted  by statistical methods (SPSS and SEM ). The 
result of data interpretation provides affirmation of significant positive effect of intensive 
training on employees' core competence with limited specific gaps in safety issues and 
troubleshooting and recommending action plan to bridge such gaps. The impact of this factor 
resulted into 60% of core competency success 
Keyword: Intensive Training, Quality Assessment, Competency Models; International 
Petroleum Companies, Core Competence, Safety  
 
Introduction 
The significance of the competency model, integrated with the identification gaps has been 
improved since the year 2000 by understanding and abilities of the wide hydrocarbon 
industries. Similarly, the priority of O&G managers and employees to be competent and 
productive can be achieved by a competency-based development program, which 
understands and meets its particular task criteria for each position (Connor et al., 2014). 
Intensive training and quality assessment are typically based on competency approaches to 
identify various abilities, methods, attitudes, and knowledge gaps for effective processing. 
The competency model concentrates on functional and technical needs with immense 
courtesy of skills and knowledge required in performing a particular job (J. Connor, Mark, 
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Casey, Karen, Eddon, , 2014) However, the smooth running of a factory requires professional 
abilities that can only be attained in long-term employment. According to (P. D. Walker, 
Cammy, Ellis, & Seibert, 2011), the lack of operational abilities can restrict the plant’s 
efficiency. (Sugarindra, Suryoputro, & Novitasari, 2017) highlighted the gap in the 
identification of workplace hazards resulting in accidents and their main causes including the 
absence of understanding and abilities during new technology processing. Additionally, 
compliance with health, safety and environment (HSE) instructions and regulations is an 
important component in the mitigating or removal of accidents; because otherwise, staff 
refers to events in the absence of attention to security processes, hence risk evaluation plays 
a crucial role in the HSE system (Aven, 2016).  
 
Organizational deficiencies and skills gaps in plant operations have affected the O&G sector 
in the Yemen republic. The absence of long-term strategic planning to reduce deficiencies led 
to the instability of the Business World (WorldBank, 2015) Yemen has less than 50% of its 
complete human capital potential in the World Economic Forum, which measures the gaps in 
the nation’s economies and optimizing their potential as human capital through schooling and 
skills development World Economic (Leopold, Ratcheva, & Zahidi, 2017).  According to 
Gannah Hunt's operations engineer, stated that  troubleshooting, plant shutdown, human 
errors, damaged properties, and presence of a gap in knowledge, skills, and behavior among 
Yemeni operators and technicians are the root causes of inadequate training and evaluation 
(Ali et al., 2020) 
 
In the recent conferences of Chevron's industry specialists and the University of Houston 
Energy, preparing future leaders in the energy sector has been discussed. John Colborn, 
director of “Skills for America’s Future, found discontinuation among higher education 
institutions and businesses. He revealed that while the university students consider that they 
are fully prepared for the job, the employees would say no (Jones|, 2015) . Therefore, 
intensive training represent in field technical   training, health, safety and environment 
training, advance specific training, and quality assessment in stages is required   to meet 
international standard of oil and gas companies 
 
Components in Major Oil Companies  
The competency factors outcomes of literature and industries are summarized in Table 1. The 
selection of most variables or factors has been made to construct a theoretical, conceptual 
model and achieve the current study's objectives. With the selection of intensive training, 
quality assessment, and motivation in attaining competent operators and technicians, I ran a 
preliminary study to justify selecting the above constructs,  
Table: 1. demonstrates the essential components of the competency framework in 
international major O&G companies globally. Almost all oil companies have a comparative 
framework related to training and assessment. However, they are distinguished in some 
aspects, including the training program, management policy regarding disciplinary action 
against failed trainees, assessment way, gap processing or treatment, career management, 
reporting, and computer software.  
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Table 1 
Critical components in major oil companies 

Competency Components Companies Reference 

Competency Intelligence Solution 

Gaps define 

Training Development Plan 

Capability Assessment Method 

On job Practice  

Management Reporting 

(Matteo, 2019) 

Competency Assurance Management System 

Training  

Basic training 

On-the-job training 

Personal development plan PDP  

Gate assessment (4), 

(Almatroushi, 2006) 

Competency Development Framework 

Process standardization 

Self/supervisor assessment 

Verification process 

Identify the gap  

Competency content program 

Learning and development 

Application in the field 

Gap analysis and planning 

(J. Connor, 2014) 

Strategic Competency Management  

Competency assurance 

Identifying  risk 

Position  

Task and  role 

(Kedzierski, 2016) 
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Training 

Assessment 

Learning Management System (LMS)  

Training needs analysis and evaluation. 

Development and delivery of instructor-led training courses 

Process safety training solutions 

Personnel develop skills  

Experiential setting  

Assessment 

(McKinley & Huebner, 

2018) 

Petronas Competency-Based Assessment System (PECAS)  

Standard 

Assessment,  

Quality assurance   

Certification 

(Hashim, Ahmad, & 

Rohiza, 2010) 
 

Competency-Based People Strategy  

Recruitment and selection 

Performance management 

Career management 

Reward management 

Training and development 

(McKinley & Huebner, 

2018) 

Competency Development 

Recruitment and selection 

Induction 

Foundation  

Technical training  

Workplace learning  

(Al-Marri, Al-Habaibeh, & 

Watkins, 2018) 

 
Intensive Training  
The first selected component was intensive training, which addresses the challenges the O&G 
companies faced, providing suitable matching for industry requirements (Rui et al., 2018). 
Employees' knowledge, skill, behavior, and experience are significant elements in advancing 
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a high performance/high skill workforce to face challenges in risky operations (Figgis & 
Standen, 2005). (Figgis & Standen, 2005) pointed out that adhering to safety, health, and 
environment, delivering questions, and aspiration in learning is a decent landmark in behavior 
essential for O&G organizations (Figgis & Standen, 2005). Alternatively, they plan an effective 
training program based on initial assessments in identifying gaps and weaknesses and 
designing a training program for each role and position also important for O&G companies (P. 
D. Walker et al., 2011). The essential factor in the competency model is training, which should 
be aligned with trainees' needs and effectively interact with the training program. These 
practical trainings are efficiently suitable in gaining knowledge, skills, behavior, and 
experience as they are linked with the existing experience of employees and coach 
supervision (Matteo, 2019).  
However, the best topics for trainees are related to risks and safety issues, plant 
troubleshooting, start-up/shutdown activities, and emergency events, while the literature 
review did not adequately discuss this issue (Williams & Turnbull, 2015). Although technical 
training focuses on risk assessment and risk management to control accidents to extent limits, 
yet unsafe acts are risen by technicians (Al-Awai, Samir, & Binthabet, 2002; Capp, Lazarewicz, 
& Rojas, 2010). The priority of O&G companies is safety, sustainability, assets' observation, 
and employee protection. Therefore, the O&G companies designed a competency model to 
achieve the abovementioned goals (Blanchard, 2006). According to (P. Lee, Allen, & Daly, 
2012), safety awareness is a priority in the petroleum industry. (Sahinidis & Bouris, 2008) 
conducted a study that linked the employee's competency and attitude with the training 
received.  They claimed a significant relationship between the employees' competence and 
commitment, job satisfaction, and motivation.  
Alternatively, the training program objectives should be linked with the class's learning 
process and on-job practices in the field (Tello Rueda, 2006). To induce practical training, 
(Schmidt, 2007) suggested the following essential steps; 
a. Finding out the current competency level of employees.   
b. Conducting an initial assessment to identify the gaps.    
c. Identifying the required competency level for a particular position.  
d. Setting out the appropriate training and personnel development program. 
e. Assessing within the training cycle. 
f. Final assessment   
g. Verification and integration 
h. Gap identification  
 
The above steps are necessary to meet trainees' requirements to ensure employee 
competency and incorporate them into the work (Antariksa, 2009). Conversely, the initial 
assessment is a critical factor in gap identification before the start of the training program 
intended to meet the training program's commencement 2011). (Fassihi, 2005) claimed that 
competency-based training plays a vital role in perceived competence differs from traditional 
training. Based on this theory, material and extensive hours as course requirements prepared 
by internal coach, decreasing the role of competency approach resulting in commonality 
useful material (Fassihi, 2005). Likewise, (Figgis & Standen, 2005) proved that training-based 
on the competency system produces professional workers in the world's real sense.  Hence, 
conventional training does not satisfy the employees to gain cognitive knowledge, practical 
skills, attitude, and experience (Abder & Thomas, 2003). Consequently, core competency is 
the goal to which training and development are aligned.  
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Concerns have been raised by Finegold et al. (1988) that competency-based training is needed 
to meet the industrialized economy. Similarly, lacking skilled employees adversely influences 
economic development (Finegold & Soskice, 1988).  Therefore, the O&G organizations set out 
appropriate plans to clear this concern, create the competency assurance management 
system, and recruit experts in specific fields, including leadership, skill management staff, an 
expert in competency system (Andersen & Mostue, 2012). Because of the high risks in the 
O&G industry, curiosity developed to avoid or mitigate them to the minimum limit. Therefore, 
a competency system has been constructed to prepare competent employees to face the 
challenges of safety issues and achieve organizational targets (Figgis & Standen, 2005). 
However, (Andersen & Mostue, 2012) paid attention to developing a flexibility-based model 
in operational risk to promote the hazard management process. Therefore, training 
should focus on the risk associated with the work area. The main goal of training is to achieve 
core competence (Abder & Thomas, 2003), which justifies why training is vital in structuring 
a competency model. The International Human Resources Development Corporation (IHRDC) 
set out a learning and development plan, where employees are evaluated to identify the gaps 
and develop a learning plan to fill the gaps to meet the contenders' needs (Naburi, 2014). 
While selecting the approach required for new abilities, more profound technology, staff 
training should be high on the organization's action agenda (Vathanophas, 2007).However, 
(Schmidt, 2007) manifested that a competency-based training program for fresh graduates 
has been started with familiarization of employees' current competency level to identify a gap 
and set the training development program and assessment process (Wang, 2018). A suitable 
training program and personal development plan significantly influence core competence 
(Farr, Hofmann, & Ringenbach, 1993), justifying the selection of intensive training in 
organizational attempts to create skill-based competence (Vathanophas & Liang, 2007).  
 
Basic Technical Training   
According to competency specialists in the oil and gas fields, technical training incorporates 
the plant's classroom and practices (Al-Awai et al., 2002; Almatroushi, 2006; Koç, 2017). Based 
on literature related to technical training in O&G companies, the class training is significant in 
knowledge acquisition and skills needed before moving to on-job training in the plant 
(Almatroushi, 2006; Arneson, Rothwell, & Naughton, 2013; Naburi, 2014). The contents and 
material prepared to deliver in the class and on-job tasks should meet the organization's 
requirements (Bosch & Charest, 2009). According to (W. J. Rothwell, Graber, James M,Graber, 
Jim M, 2010), competency-based training maximizes the performance level among 
employees. It has been shown that the necessary technical training phase enables fresh 
employees to realize and identify the process's different features. Although, through the 
competency model, trainees acknowledge their requirements and practice (Lucia & 
Lepsinger, 1999), an effective training program can also be negatively affected by the 
repetition of the contents (S. H. Lee & Ming, 1999).  
 
The training program's total duration depends on the developer how swiftly he can match a 
personal development program (PDP) (Al-Awai et al., 2002; Jarossová, 2018; Saadawi & Al 
Olama, 2005). Some companies take 2–5 years to join the team and carry full responsibility 
during work without supervision (Almatroushi, 2006; Naburi, 2014; Tarrant et al., 2014). An 
important subject related to basic technical training in O&G companies is job-related safety 
and health. Safety, health, and environments are the priority in the O&G industry (Henley, 
Pinheiro, & Daly, 2011).  Several studies have recommended that knowledge acquisition and 
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skills be near behavioral shift and productivity (Rouiller, Capt, Dolivo, & De Ribaupierre, 1989; 
Rouiller & Goldstein, 1993; Xiao, 1996). The trainees' feedback toward the training program 
helps update and improve the program (Al-Awai et al., 2002; Almatroushi, 2006; Koç, 2017). 
According to (Alvarez, Salas, & Garofano, 2004), a training program's design reflects the 
essential objectives of the personal development plan where the content structure and the 
material are used (Abdullah & Suring, 2011). Improper training design can result in the 
unfertile transfer of training, as trainees would not have gained proper knowledge and skill 
(Holton III, Bates, & Ruona, 2000; Yasin & Ali, 2016). Recent literature has recommended a 
design program that matches the trainee job with practical exercises and a similar 
environment, which will help improve the learning process (Rodríguez & Gregory, 2005). 
However, as part of the competency design, the content should be straightforward and easy 
to understand (Tello Rueda, 2006). (Gegenfurtner, 2011) noted that trainees’ satisfaction 
toward training content enhances motivation, resulting in increased training conveyance.  
Therefore, to boost motivation in a training program, it should be relevant to the trainees’ job 
tasks (Gegenfurtner, 2011).  
 
On-Job training (OJT) 
On-the-job training (OJT) is a field practice, in which trainees’ knowledge acquisition in the 
class should be fit with the workplace (Al-Awai et al., 2002). Trainees learn activities from the 
trainers and managers through thoroughly observing their work (Saeed et al., 2013). 
Supervision and practical training by skilled pool experts contribute direct support to the 
workers (Matteo, 2019), justifying the importance of job practice on core competence in the 
competency model. According to (Noe, Hollenbeck, Gerhart, & Wright, 2017b), OJT is a 
standard training method, which should not be a part of the training approach, regardless of 
its positive impacts. Alternatively, (Anane, 2013) stated that on-job training is a useful method 
that can improve employees' job performance and competence more than lectures. 
The Illinois Department of Human Services (Matteo, 2019) points out those OJT activities 
should be matched with competencies key components attained in the schoolroom. The OJT 
program is an efficient way to change unemployment into employment and provides 
accessible abilities and a cost-effective means to local businesses to grow and maintain the 
workers they needed (Van Haitsma et al., 2018). OJT is a productive means for employees, 
enabling them to improve their abilities they needed in real work conditions (Jargons, 2018). 
Absenteeism of OJT negatively affects employees' core competence, leading to production 
disruption, damage of assets, and the environment (Holton III et al., 2000; Yasin & Ali, 2016). 
According to the literature relevant to ADNOC petroleum companies, the developers are well-
educated about the job description, equipment function, permit to work system, process flow 
diagram (PFD), a process instrumentation diagram (PID) troubleshooting, emergency 
response, risks and hazards of plant, firefighting, control system, day-to-day activities,  
logbook, and drill activities (Al-Awai et al., 2002; Matteo, 2019; Saadawi & Al Olama, 2005).  
One of the essential technical training elements is focusing on risks during the initial start-
up/shutdown of the factory, malfunction of equipment, control system, permit to work 
system, and emergency conditions. Consequently, the theoretical and practical training on 
risk assessment and management is essential in raising the employee's competence (Al-Awai 
et al., 2002; Capp et al., 2010; Wang, 2018). Additionally, the e-learning system, simulator, 
videos, external short courses, skills, conducts, and experiences are essential to achieve core 
competence (Naburi, 2014). According to (Warwick, 2014), e-learning training supports the 
individual who searches for gaining knowledge and skills, rather than show off (Wilson, 2015). 
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Therefore, training support is a tool that enables the trainees to understand the subject 
effortlessly and perform their tasks proficiently (Walker et al., 2011).  
 
Advance Training 
Advance training is introduced to best performance operators and technician, who show 
credibility, and reliability, covering all material in efficient manner, and recommended by all 
staff of skill pool expert , so he nominated for special training in DCS, troubleshooting, vendor 
training inside and outside , Hazop training, operation procedures ,  emergency cases , 
simulator training , if he achieve the advance training and assessment process efficiently , he 
promoted to high position , the committee of skill pool expert with management 
recommended him to high position ,( Exon Mobile). However the advance training could be 
last for 5 years, depend of KPI (key performance indicator who issued monthly by skill pool 
expert, (Exxon Mobile). 
The advance training material  
The practical training program has been demonstrated in Figure 1.  

 
Figure 1. Effective training program (P. D. Walker et al., 2011) 
 
Personal Development Plan (PDP) 
The personal development plan (PDP) is a mandatory process to develop the employees’ 
careers through various learning programs (Al-Awai et al., 2002). The PDP is useful for career 
development as its contents and material are specified (Tello Rueda, 2006). (Alipour, Salehi, 
& Shahnavaz, 2009) stated that the preparation of the quality-training material is a core factor 
in the success of PDP improved worker's competence (Orser, 2001). According to, (James L. 
Farr, 1993) PDP influences the candidates' performance involving soft skills courses, including 
communication skills, interpersonal skills, leadership, effective involvement, decision-maker, 
critical thinking, and fair criticism (Walker, Cammy, Ellis, Seibert, Kelly, 2011).  These short 
courses enhance individuals' morale and encourage the employees to attain core competence 
(He, 2019) have demonstrated that PDPs should focus on specific works’ tasks and device 
efficient tools to determine the progress. Thus, works’ tasks determined by PDP should be 
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completed by the trainee before integration into the established post  (Samir, 2002). 
According to various literature, gaining knowledge, skills, and behavior involves an effective 
training program to meet training requirements after gap identification. This assurance 
employee’s involvement and job security, which results in higher performance and 
sustainability, company’s productivity, and profitability, 
 
Interpersonal Skills  
Interpersonal skills of trainees are the essential factors of a personal development plan that 
enhances the behavior and techniques used by an individual to connect virtually with others. 
Common examples of interpersonal skills are active listening, teamwork, responsibility, 
dependability, leadership flexibility. The interpersonal courses provide an intermittent period 
from the start of the training program to the end of the program within 2–5 years, depending 
on HR policy (Walker et al., 2011). The interpersonal courses motivate the trainees to achieve 
their organizational goals and acquire core competence (Fassihi, 2005). 
Effective Communication Skill  
(Hamza & Hahn, 2012) stated that useful communication skill in delivering training material 
is a significant factor in developing a practical training vision or mission and considered one 
of the main tools in the training's success. There are three tips for practical communication 
skills, including building trust with participants through effective engagement, covering the 
whole subject efficiently, and giving significant attention to a participant question. In training, 
communication skill is a significant element to cover the entire subject, building trust, and 
pay attention to participants (Hamza & Hahn, 2012). 
 

Relevant Theoretical of Proposed Competency Development Framework 
 

       
       

 
 
 
 
 
 
 
 
 

 
 
 
 
 

 
Figure 2. Intensive training related to competent employee 

Quality Assessment 
 
The recent literature defines the assessment as a regular assessment process and recording 
employee's performance against work (Lawler, 1984)  According to (Rothwell et al., 2010), 

            Intensive Training 

• Basic training program 

• On-job training 

• Advance training 

• Personal development plan 

• Interpersonal skills 

• Effective communication skill 

Core competence 
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addressing staff assessment in their organizations and all agreed with the competency 
model's assessment significance is to identify the gaps requirements and set out the optimum 
training program. Positive or negative performance assessment feedback is essential for 
employees to improve their level (Pulakos, Mueller-Hanson, & O’Leary, 2008). However, 
performance evaluation is a continuous process to ensure individual competence (Rothwell 
et al., 2010). The essential elements of assessments at the early stage of training to identify 
the gaps in knowledge, skills, and behavior can emerge as the trainee progresses through his 
competency development program (Samir, 2002). However, once employees learn new skills 
and apply them to the job, they reviewed to ensure that gaps are filled, updating their 
competency profiles to fill the gaps (Naburi, 2014). One criticism of quality assessment has 
been manifested by  (Pignot-Shahov, 2012) tolerance, range of information, radiance 
appearance impact, lack of experience, and discrimination lead to inadequate assessment or 
failure of appraisal, which is also known as Psychometric errors (Appelbaum et al., 2013). 
However, other researchers emphasize that self-performance appraisal is another tool that 
can help and support the multi-rater scheme to decrease psychometric errors. 
 
Assessment of Competence 
Assessment is made of the trainee's performance for each process he/she has been trained 
in. The skilled pool expert will use the activity reports completed by the trainee in making a 
decision.  The assessor can meet the trainee who operates the process along with reviewing 
the activity reports. For each assessment, the trainee should record the evidence in which 
he/she agrees with the assessor to be brought forward. This evidence should be listed in a 
register of supporting evidence assessment results recorded on the checklist. Similarly, in 
every case, the assessor should complete a feedback report (Karami, 2020). The trainees 
should understand how the process is performed. Both trainees and assessors should use this 
document to ensure no gap has been left in employees' competency.  
 
Before signing any assessment checklist sheets, the assessor should be confident that the 
trainee has proved himself in the operation of the process and all the standards and 
supporting knowledge requirements within various components. Assessment of competence 
should be done by direct observation, and evidence should be used to approve the 
assessment process/decision (Karami, 2020). Additional evidence sources will be as follows;  
a)    Written evidence in the form of activity reports. 
b)    It is supporting evidence in the form of additional documentation. 
c)    Direct questioning of the trainee to ensure that he/she has a sufficient understanding of 

the process and its supporting principles. 
d)    Witness statements from experienced and competent work colleagues. 
Once the assessor is satisfied with the candidate's evidence and confirms his/her competence 
standards, and knowledge, then signs the appropriate sections. 
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Figure 3. Assessment Checklist 
 

Register of Supporting Evidence 
The following document should be used to compile a register of all evidence you wish the 
assessor to consider in support of your competence. These shreds of evidence include work 
permits, authorization, written procedures, and code of practice, schedules, and other 
relevant documents. Copies of supporting evidence documentation should be included in the 
relevant sections of the 'logbook.' The originals of all such evidence should be stored at the 
location indicated by the location on your register (Appendix. 3). 
 
Knowledge Assessment Checklist  
In addition to attaining competence in the various processes' tasks, the trainee working with 
the competency, the team should be satisfied that he understands the principles that support 
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them. The competency expert team should assess knowledge in certain key areas across the 
standards. He should achieve the following knowledge items, and check each candidate's 
performance after demonstrating full competence in that area (Appendix 4, Appendix 5). 
Through the training and assessment process, the trainees know the point of strength or 
weakness and level of required performance-critical even through a competency 
management model designed for tracking the employees' development progress level ( 
Rothwell et al., 2010). According to (Perry, 2006) the personal development training 
program's strengths and weaknesses can be evaluated as planned objectives for updating the 
confidence rate (Warner, 2009). According to previous literature, inadequate assessment 
refers to the employer's aim rather than employees' needs (Bates, 2014).The literature points 
out that the assessment method is all-inclusive and should cover all competency-based 
training assignments  (Al Matroushi, 2004)  
An accurate assessment is a function of a competency framework that measures all significant 
dimensions of the program (Leuro & Kruger, 2014). The skilled pool expert offers trainees 
generous support to overcome any difficulties. According to the competency program, the 
trainee-supporting tools include an e-learning system, CBT, a simulation system, and external 
training (Saadawi & Al Olama, 2005) 
 
Performance Criteria  
Performance-based competency standards are used to enhance the training and 
development of a competent coach (Lo, Macky, & Pio, 2015).The aptitude of each element's 
performance level can be expressed in its four levels, including awareness, knowledge, skill, 
and mastery. Measuring competencies is a critical element of evaluating the trainees' 
performance to define the job specification and determine the required competencies.  
According to (Howland & Moore, 2002) competency can be measured in terms of awareness, 
knowledge, skill, and mastery. Thus, the performance estimation is a reply to any queries 
related to the required assignments, which evaluate the trainee's levels .(Borch & Kjerstad, 
2018) 
 

Figure 4: Training and assessment method (Almatroushi, 2006) 
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Competence Software (CS) 
Recently, most of the companies assessed internet-based competence software, which is 
designed to meet the needs of the O&G industry. Alternatively, the old assessment methods 
are typically paper tests using pen and interviews (Pulakos et al., 2008). Referring to the 
recent literature, assessment quality is a vital tool to control various activities, including 
managing workforce competency, audits, monitoring performances, operating activities, 
training evaluation, and E-learning management .Naburi (2014) Omar, Al Hosani, & Moore 
(2008) 
 
Dummy Assessment (DS) 
Although (Omar et al., 2008) conduct dummy assessments one-month before the official 
competency assurance (CA) verification, DS's primary purpose is to prepare the trainee for 
the final verification test. The assessment is conducted by the discipline instructor and line 
supervisor relevant to the post-job audit form (PJAF)  (Samir, 2002). The dummy assessment 
has roughly the same questions in the content as given by an external verifier. The questions 
cover the contents of both essential pieces of training and OJT tasks. The simulated 
assessment evaluates technical ability and knowledge and simulates the atmosphere for 
actual assessment with the external verifier  
 
Final Assessment  
The final assessment is a scale for trainee future; to join an organization or go back home   
(Howland & Moore, 2002) noted that final assessment is a decisive step since it is correlated 
with the required core competency of the personal development program, covering the last 
stage of the training cycle including troubleshooting, start-up/shut down activities, 
emergency events, safety, fire, equipment malfunctioning. The final assessment is conducted 
before external verification in which the future work of the trainee is determined (Bain et al., 
2019). As claimed by competency experts, employee competence comes under crucial 
performance indicators   (Rothwell, Arneson, & Naughton, 2013) noted that the employee's 
competence is estimated against organizations' implementation principles. Nevertheless, 
various estimates should be considered while implementing the competency model.  
 
Verification Process 
The verification process (VP) is intended to verify the quality assurance of the candidates' 
knowledge acquisition and skills aligned with international authorities of accreditation and 
certification (Almatroushi, 2006; Naburi, 2014). The internal verifier (IV) and external verifier 
(EV), who monitor consistency and quality assessment activities, conduct the verification 
process. In qualitative assessment, IVs' primary responsibility is how the assessment activities 
are applied in the sector related to the EV's satisfaction. Most of the companies performing 
the verification process (IV, EV) should be accredited and integrated into the plant. The IVs 
should know and experience in the facilities (Almatroushi, 2006)  (Naburi, 2014)                                                
 
Specific Gap Elimination Program  
It has been demonstrated that knowledge gaps during the assessment were cleared proved 
where trainees had not explained particular tasks, as they did not get a chance when they 
were being supervised (Taber & McGarr, 2013). According to a competency specialist, as long 
as a competency gap is determined after the essential evaluation, the employee should be 
offered assessment and reappraisal chances. Chances for evolution include on-job 



INTERNATIONAL JOURNAL OF ACADEMIC RESEARCH IN BUSINESS AND SOCIAL SCIENCES 
Vol. 1 1 , No. 4, 2021, E-ISSN: 2222-6990 © 2021 

683 

experience, schoolroom coaching, application, computer-based framework, and hands-
on/simulator actions. A policy and timeline for appraising the employee should be 
documented (Almatroushi, 2006). Upon completion of IDP/CA campaigns, each candidate 
identified gaps scored less than 100%, converted into a program known as the Specific Gap 
Elimination Program (SGEP), which has a period and responsibilities gap elimination.  
 
Relevant Theoretical of Proposed Competency Development Model 

Figure 5. Relationship of quality assessment and competent employee 
 
Benefits to Yemeni Workers 
Employees know the standards expected of them and their achievements, training are 
recorded, and recognised, in addition their performance can be compared to KPI of 
international companies(Al-Awai, 2002) 
The employees achieve a sense of security in running the job, and improve moral emanating 
from sense competency and recognition of that competency by their supervisors and peers 
(Almatroushi, 2006; Noe et al., 2017a) 
 
Finding 
The summary of the regression results shows that four sub-dimensions of intensive training, 
quality assessment, motivation, and skill pool expert explained 23.9 percent of the variance 
in the dependent variable (core competence), but the results of the ANOVA analysis to test 
the significance of the regression show that the value of significant is zero, which is less than 
0.01. As a result, the null hypothesis is dismissed and the alternative hypothesis is accepted; 
so the   independent variables have an effect on the dependent variable, even if the 
independent variable can estimate the dependent variable, on the other hand, the coefficient 
analysis reveals that intensive training [b=0.042, t=0.588, p0.05] and motivation [b=0.570, 
t=9.601, p0.05] have important effects on core competences, according to the coefficient 
study. However, several dimensions, such as quality assessment [b=0.055, t=0.734, p>0.05] 
and skill pool expert [b=0.079, t=1.044, p0.05], showed no correlation with core competence. 

Core competence 

 

            Quality Assessment 

• Assessment of competence 

• Performance criteria 

• Competency software 

• Dummy assessment 

• Final assessment 

• Verification process 

• Specific gap elimination 
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Table 3 
Multiple Regression Result 

Dependent 

Factor 

Independent  R R 

Square 

   F Sig. 

  F 

B     t Sig. 

   t 

Core 

Competence 

Intensive 

Training 

 

.488a .239 27.016 0.00 0.042 

 

0.588 0.00 

Quality 

Assessment 

 

 

-0.055 −0.734 .464 

Motivation 

 

0.570 9.601 .000 

SPE -O.O79 −1.044 .297 

 
Conclusion  
In the oil and gas sector, the need for competent employees continues to be perceived. The 
implementation of competency-based models is a tool for developing competent workers. 
The methodology leverages the five primary factors influence the core competence as 
outlined by industrial literature and preliminary study that intensive training, quality 
assessment, are playing a significant role to achieve a successful competency model and 
competent employees. The study recommend examining the role of disciplinary action 
against employees who fails more than 3 times in final assessment and verification and 
recommend manpower development specialist to study the social status of individual failed 
employees  
Furthermore, the current study defined the factors that render the competency model 
proficient in trainees’ perspectives. 
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