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Abstract 

Oil and gas sector forms the backbone of Iraqi economy with more than 80 percent of all businesses in Iraq 
related to oil and gas. The sector also employs a bulk of the workforce, playing a crucial part in economic and 
social development in Iraq. Therefore, the health of this vital sector is very important to up keep the health of the 
overall economy. However, for the past two decades, this sector has shown a sluggish growth and performance in 
achieving the expected goals. Many businesses seem to have gone out of business due to various reasons but 
mainly due to lack of competent workforce. The firms entering into businesses are much less as compared to 
firms going out of business. One of the reasons for the high rate of business failures among oil & gas sector is 
due to its lack of attention on the human resource aspects. Therefore, the broader objective of this study is to 
review the role of Strategic Human Resource Management (SHRM) practices in oil & gas related firms in Iraq. 
Specifically, this study attempts to review the relationship between recruiting and selection practices and firm 
performance in oil & gas sector Search depends in test hypotheses on the theoretical analysis in the study of the 
relationship between recruitment and selection and organizational performance in the Iraqi oil and gas sector. 
Based on the literature review, a strong relationship between recruitment & selection and firm performance of oil 
and gas sector in Iraq is found. Therefore, the researchers hereby recommends future research in the field of 
study to deeply look into the role HRM practices in iraqi oil and gas sector. 

Keywords: organizational performance, labour productivity, customer satisfaction, organizational innovation, 
product quality, recruitment and selection, oil & gas, Iraq 

1. Introduction 

Oil and Gas sector forms the backbone of Iraqi economy and have been playing a crucial part in economic and 
social development in Iraq. The crucial role of this sector in the economic and social development of Iraq can be 
seen from the fact that 94 percent of all enterprises and accounting for 75 percent of all employment are related 
to oil & gas (UIA, 2013). Although, most people are familiar with large oil companies, such as Iraq National Oil 
Company, Iraq Petroleum Company, and Iraqi Oil Tankers Company, etc., it is the oil sector that drives Iraqi 
economy. Therefore, the health of this vital sub-sector is very important to up keep the health of the overall Iraqi 
economy. Although, the relative importance as a share of the number of enterprises and the number of employees 
is declining as compared to the situation at the beginning of the 2000s, there is no change in the fact that the 
sector still accounts for the vast majority of enterprises and employees in Iraq. Many of the large oil companies, 
such as Iraq National Oil Company, Iraq Petroleum Company, and Iraqi Oil Tankers Company began as small 
family businesses (Al-Sabah, 2007) and turned into mega corporations. The resurgence of oil sector would not 
only encourage competition in the market and but can be the thrust in making new industries and translating the 
existing industrial structure. 

Most of the products of the sector are made up of crude oil products made by firm subcontractors, and hence, the 
availability and reliability of Iraqi products is backed by the fundamental strength of oil sector. Local economies 
are supported by the activities of the firms especially those which are involved in the service industry, the retail 
industry, and the construction industry helping to revitalize the local economy and increasing employment 
opportunities (Al-Sabah, 2007). Since the oil sector has been driving the economic growth, the last decade has 
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seen a sluggish growth in the oil sector. Further, the profitability and investment of oil firms have not increased 
significantly and the entry of new businesses in the sector has been on the decline. The main reason for such a 
state of affairs of Iraqi oil & gas sector is attributed to severe lack of investment, poor management, lack of 
skilled human resources and destruction of infrastructure due to two decades of war and sanctions (Hanna et al., 
2014). The Iraqi government has made the oil production contracts with various multinational companies. The 
principal element behind this seems to be the trend in performance, which explicate a big number of enterprises. 
This development, however, should not be regarded entirely as a problem of performance because they have the 
potential to grow and employ more people or companies. To meet the timetable, Iraq has been facing many 
challenges. Iraqi refining and export, both infrastructures are at bottlenecks, which are supposed to be upgraded 
so that they can process much more oil. In Southern Iraq, oil exporters are utilizing their full capacities, whereas 
in North Iraq, the export capacity has been restricted, which needs to be expanded. 

Nevertheless, productive business management of firms mostly relies upon the quality of human resource that 
supports companies (Anthony et al., 2002). Abundant studies exist that the significant relationship between 
human resource management practices and organizational performance. (e.g. Guest, 2002; Wright et al., 2003; 
Tessama & Soeters, 2006; Quresh et al.,2010; Chen and Huang, 2009; Lorg et al., 2013; Tangthorg et al., 2014). 
To secure and train the high quality personnel is fundamental factor for firms’ growth, which frequently has 
specified opportunities to employ managerial resources. But, it is argued that small firms pay less attention to 
human resource management (HRM) practices as compared to large enterprises (Kok, 2003; Wong, Marshall, 
Alderman, & Thwaites, 1997). Therefore, the prime objective of this study is to develop and test a conceptual 
model linking recruitment and selection function to firm performance that fit oil sector firms. This study 
specifically, attempts to examine the relationship of selection and recruitment practices with firm performance. 
Lynch and Smith (2010) is the recruitment and selection process for the initial evaluation of staff. This is 
concerned with identifying and attracting and selecting the right person to meet the needs of the organization of 
human resources. It is an important process for the implementation of business performance, the results of the 
recruitment and selection of appropriate help the organization in achieving its goals. According to Qureshi and 
Ramay (2006) HR practices in the recruitment and selection associated positively with the employee’s 
performance while training is the most factor impact performance of the organization from other practices. 

Marquez (2007) Post HRM in the recruitment process helps to enhance the knowledge of the workforce and the 
skills required. It is also useful to know to raise the level of staff skill requirements. 

2. Literature Review 

2.1 Role of HRM in Organizations 

HRM as an organizational function focuses on effective and efficient utilization of the human resources through 
recruitment, management and providing direction to the employees to achieve organizational objectives (Opatha, 
2010). This indicates that HRM is responsible for attracting and selecting appropriate workforce, providing them 
with the training to enhance their capabilities, assessing their performance and rewarding them for their 
performance in achieving organizational goals. Organizational objectives are dependent upon the productivity of 
employees as Stone (2005) highlights that HRM is concerned with the productive use of people in the 
organization to achieve desired objectives. The effective use of HRM practices would not only enhance 
organizational performance but would also help in managing the human resources more effectively (Farnham, 
2010). In order to accurately measure human resource practices, a number of HR functions may need to be 
evaluated. However, the importance and priority of such practices differ across firms depending upon their 
circumstances and resource availability. 

Reservations have been expressed about the concept of HRM by many academics mainly due to the fact that 
there is no universally agreed upon concept of HRM or the practices it involves. Researchers agree that bundle of 
mutually compatible HR practices have a positive effect on organizational performance (Farnham, 2010; 
Lengnick-Hall et al., 2009). The most widely used practices that are normally followed by firms are related to 
recruitment and selection, training and development, performance evaluation and compensation (Dessler, 2008; 
Fisher, Schoenfeldt, & Shaw, 2006). 

The key to survive in today’s business is to properly manage the human resources of the company. The 
efficiency of a firm (Huselid, 1995; Terpstra & Rozell, 1993) and its capability to construct a sustainable 
advantage to compete (Pfeffer, 1994; Prahalad, 1983) may depend upon whether the practices related to HRM 
are successfully and properly implemented (Jackson et al., 2003; Adnan & Izzat, 2012). A company’s human 
potentials are very hard to duplicate than duplicating equipment, plant and any product (Flanagan & Despanade, 
1996). Accordingly, existence of a company in the industry may depend upon the well being of its employees. 
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The research shows that insufficient and inadequate management of employees in a company has ensued in high 
turnover rates and low productivity (Mathis & Jackson, 1991) and is an important cause of business failure 
(McEvoy, 1984). The generic purpose of HRM is to generate and retain an appropriate and contended workforce 
who gives the maximum contribution to the organizational success (Opatha, 2010). 

Therefore, a motivated, highly qualified and happy staff is the main factor for the success of firms. And also, an 
effective HRM system helps organization attract and hire suitably qualified people and keep their knowledge, 
skills and attitudes updated. Therefore, they become capable of performing what they are supposed to perform. 
On the other hand, an effective HRM system helps the organization to retain a contended work force. It means 
that the HRM system helps keep employees motivated (Lockwood, 2007). A motivated workforce brings many 
benefits to the firm. For example, if the work force is happy, they always give their maximum contribution to the 
organization by means of producing quality products or services. If the product or service is good in terms of its 
quality, customers buy these products or service and are satisfied. Services lead to co-creation of value based on 
the competencies of the company and customers (Vargo & Lusch, 2008). A long-term and sustainable 
competitive advantage can be attained through customer service yielding customer satisfaction (Gebauer et al., 
2011). In the short run, it will be difficult to duplicate this service, and will be surpassed by the competitors. Any 
good service cannot reach quickly; it may take months of investing in training and sincere dedication to 
accomplish it. 

It is suggested by the research that customers are well satisfied with a company they raise their firm loyalty 
which results in reducing price elasticity, lowering market costs, and decreasing transaction costs, thereby 
improving overall financial performance (Tarasi et al., 2013). Nevertheless, firms may rely upon their employees 
to enhance customer satisfaction. Particularly, dealing with this issue, literature pertaining to management 
discovers a direct linkage between attitudes of employees and customer satisfaction (Evanschitzky et al., 2012; 
Jeon & Choi, 2012). Better interactions are provided by employees to the customers when they are well satisfied 
with the firm. Drawing upon these findings, it is intuitive to understand that employees play a crucial part in their 
organizations and are able to decide even the fate of the organization. Therefore, the organization should ensure 
that they have got the right people with right skills at the right time for the right jobs in right numbers. In order to 
fulfill these requirements, the intensification of recruitment and selection function of the business has a lot to do 
with. 

Hanna et al. (2014) in their study on foreign direct investment in Iraqi oil and electricity sectors has highlighted 
that there is dearth of qualified and skilled human capital which is needed for the development of the sector and 
the country. In its report, World Bank (2006) highlighted that Iraq needs to strengthen its labor market conditions 
that require massive retraining programs and incentive schemes to build and encourage the private sector to play 
its role in the development of the country. The report further highlights that the Iraqi public sector, which is the 
biggest employer in the country needs to adjust its wage according to the productivity rather than on education 
and number of years of service. Furthermore, recruitment to public sector jobs must be based on appraisal of 
future performance. Hendrix (2013) has also highlighted that for Iraq to develop and be competitive it requires 
skilled human resources that are well trained in various areas such as finance, project management, human 
resources, information technology, strategic planning and leadership etc. 

2.2 Recruitment and Selection Practices in Organizations 

Recruitment and selection are vital functions of human resource management for any type of business 
organization. These are terms that refer to the process of attracting and choosing candidates for employment. The 
quality of the human resource the firm has heavily depends on the effectiveness of these two functions. Selecting 
and recruiting the wrong candidates who are not capable of fitting in the culture of an organization may not be 
cost effective strategy. Within an oil and gas sector, the purpose of selection and recruitment is to get the efficient 
and dedicated employees that help achieving the objectives of an organization at the lowest cost (Ofori & 
Aryeetey, 2011). 

Recruitment is the process of finding and appealing suitably qualified people to apply for job vacancies in the 
organization (Opatha, 2010). It is a set of activities an organization uses to attract job candidates who have the 
needed abilities and attitudes. Recruitment is the process of generating a pool of qualified applicants for 
organizational job vacancies. According to Ofori and Aryeetey (2011), recruitment is the procedure of generating 
competent individuals’ pool to apply for employment within an organization. The general purpose of recruitment 
is to provide the organization with a pool of potentially qualified job candidates. The quality of human resource 
in an organization highly depends on the quality of applicants attracted because organization is going to select 
employees from those who were attracted. Recruitment is an entrance of human capital into an organization 
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(Henry & Temtime, 2009). In order to make sure, an organization must follow the steps to monitor that they have 
inducted the right individuals who can fit in their environment to achieve the goals (Henry & Temtime, 2009). 

Barber et al. (1999) in their research of 171 U.S firms found that most of the recruitment practices rely on 
referrals and advertising. They found that there were few organizations which had formal brochures available for 
applicants. Cassell et al. (2002) found that the referrals played effective role in hiring employees. They already 
had some dedication to the organization and the manager/owner was able to discover some information before 
the new employee started. Word of mouth has no financial outlay which is very beneficial for firms as they often 
suffer from resource scarcity and is also considered as an effective method of recruitment (Greenidge et al., 
2012). Selection is the process of making the choice of the most suitable applicant from the pool of applicants 
recruited to fill the relevant job vacancy (Opatha, 2010). According to Ofori and Aryeetey (2011), selection is a 
procedure in which particular instruments are utilized to select the best people from the pool of individuals that 
are suitable for the jobs. Selection involves the use of one or more methods to assess applicant’s suitability in 
order to make the correct selection decision. Selection can be alternatively seen as a process of rejection as it 
rejects a number of applicants and select only a few applicants to fill the vacancy. Thus, selection function may 
be a negative function rather than a positive function. The objectives of selection function are to get the right 
person to the right job, establish and maintain a good image as a good employer, and maintain the selection 
process as cost effective as possible. 

As explained by Henry and Temtime (2009) to fill an available vacancy, selection is a systematic procedure of 
decisions about an individual. During this process, it is very important to consider about a firm for a numerous 
reasons. According to Henry and Temtime (2009), firm’s performance usually relates to the people who work in 
it, meaning firm needs to hire those people whose objectives and ambition matches with the firm. Similarly, 
hiring someone new is also an expensive process for an organization. Henry and Temtime (2009) highlights that 
hiring a new individual might be a difficult job, but ultimately it will benefit the organization. It has been argued 
by Priyanath (2006), hiring someone with the correct and required qualifications is a challenging task. He further 
explains that the problem increases when there is deficiency of systematic method for selecting and recruiting 
new people. A systematic recruitment procedure requires identification of vacancies, analysis of job, description 
of job, specification of a person and advertising. It also requires process of recruitment, gathering information, 
evaluation of qualifications and making decisions about employing someone.  

Odiorne (1984) indicated that hiring practices depends on quality of the contender in the organization and the 
nature of the selection phase of relative effectiveness depends on attracting talented candidates. Smith et al. 
(1989) argued that when the effective recruitment phase is performed, the definite assortment procedure becomes 
less important. When an organization hires to fill existing vacancies, the decision in the first stage of this process 
includes the detailed analysis done by the human resource management through different evaluations and 
looking at different technical and administrative skills. This may have been through the planning process of 
human resources especially in recruitment which is relatively common occurrence. 

According to Odiorne (1984), actual recruitment and assortment is the result of reduced morale and good labor 
mobility. Recruitment is expensive so ineffective or poor recruits may not work well and/or leave their jobs, so 
the need for greater engagement. Hiring practices among national studies show that in fact, recruitment involves 
petite or no effort to authenticate the approach. Workers often rely on line manager’s response and probation and 
disciplinary procedures to clear the error. The company has higher quit rates of smoking and they lived together, 
and often in their hiring practices, they do not scrutinize their structure of job. Modern trainings obligated that 
certain approaches are extra effective than hiring someone else to calculate the value of employee engagement. 

Miyake (2002) indicated that through advertising or commonly job candidates occasionally enlisted over word of 
mouth by prevailing employees. Besides being cheap, “vine” that employees who stay longer (voluntary 
turnover low), which is less likely to be fired (low involuntary separations). People employed by word of mouth 
stay lengthier as they have a stronger awareness of what the job actually contains. It was claimed that individuals 
who were recommended by other workers were good and more convincingly knowledgeable about the job than 
persons who practically go over correspondents and agencies. Burack (1985) argues that staffing bases are 
knowingly related to alterations in workers performance, turnover, gratification and organizational promise. In a 
study of 201 large U.S companies, Burack asked respondents to rate the efficiency of nine employment bases in 
yielding high superiority, high execution workers. The three top hierarchical practicalities were employee 
recommendations, university employing and executive hunt companies. Though, Burack (1985) cautions that 
although these overall results are valuable, there is a necessity for better internal scrutiny of the relative 
excellence of workers produced by different foundations. 
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In measuring the employment of new graduates, Kersley et al. (1997) reiterated the preventive socialization 
phase for student’s preparing to enter occupations and in specific the effects of staffing and assortment 
experiences on career prospects and orientation. They highlighted that the nature of the search movement of 
student work will be with the relevant work knowledge and contact with bosses over recruitment activities. By 
understanding employer’s job search activities and literature and recruiting events, student goals, values, 
environment and work practices, organizations gather information that guide the final decision-making. Delery 
and Doty (1996) claimed that to provide individual’s with knowledge of employment chances, and equip them 
with skills to take the initiative to approach potential employers, will lead to more effective career and selection 
process. There is also evidence that employers prefer graduates with a broader range of skills and a greater 
appreciation of not only theoretical knowledge but also of business needs. 

While the proficiency of contender is determined by the employment process, the assortment/selection decision 
is a tough one. Gould (1984) contends that most of the errors in recruitment are caused by the fact that manager’s 
often give little thought in decision-making. Employers are surprised and disappointed when the reservation fails, 
and often point fingers to the person taking decision, rather than admit the weakness of the process and methods, 
even the soundness of technologies and best practices in selection contains a range error. Some are due to the 
method itself, but the main source is taking the fragile human decisions. Providing selection tools to the 
company can be characterized along a continuum from meetings, request forms and reference the more 
traditional method, the encapsulated history, aptitude exams, valuation centers, work trials, the sophisticated 
psychosomatic tests, techniques and so on. Each technique has its rewards and drawbacks based on its 
psychological characteristics and comparative advantages of each method. A selection technique is considered 
valid, perhaps because of the complexity of determining its reliability and efficiency (Miyake, 2002). 

In Iraqi, public sector is the major employer. Despite being the biggest employer, the recruitment and selection 
techniques are not up to the mark, as has been reported by the World Bank (2006). Nepotism and corruption mar 
the recruitment policy. World Bank (2006) highlighted that there is a need of more transparent recruitment and 
selection and the recruitment of employees should be tied to the future performance of an individual. BMI (2011) 
in their report on Iraqi oil & gas sector, have highlighted that the Iraqi labor and investment laws requires 
companies to recruit Iraqi nationals. The report also highlights that the companies are required to provide skills 
training to their employees along with provision of incentives and allowances for enhancing the efficiency of the 
employees. 

2.3 Organizational Performance 

Performance is an indication of efficiency and effectiveness for business leaders through which company 
provides services and products. Previous studies Previous studies (Btt, 2002; Chuang & Liao, 2010; MacDuffie, 
2009; Gong et al., 2009; Chang et al., 2011; Tiwari, 2012; Aajer & Yusot, 2013; Trehan & Setia, 2014) have used 
various variables to investigate operational measures such as labour productivity (LP), product quality (PQ), 
organizational innovations (OI), and customer satisfaction (CS). Every measure defines how performance of a 
company is related to the competitors. To measure an organization’s efficiency, labor productivity is utilized. 
Level of quality and service is measured by quality. The rate at which newly deployed service or product is 
measured is organizational innovation. Leaders of organizations face many different situations related to the 
performance of operations; this study has tried to address such issues. 

The association between the performance of an organization and High Performance Work Practices (HPWP) 
systems are broadly assessed by Huselid (1995). On the basis of the national sample of almost one thousand 
companies, findings designate that these practices assert statistically and an economically considerable effect on 
both intermediate operational results (productivity and turnover) and long-and-short-term measures of financial 
performance of business. It is revealed by Katz, Kochan, and Weber (1985) that extremely effectual systems 
related to industrial relations, termed as those having disciplinary actions, and fewer grievances, lower 
absenteeism rate, an increased quality of product and direct efficiency of labor. It is also shown by Katz, Kochan, 
and Keefe (1987) that numerous practices of innovative work make improvements in productivity. It is found by 
Katz, Kochan, and Gobeille (1983) and Schuster (1983) that labor-management teams, quality circles, and 
quality of work life (QWL) improved productivity. A relationship between the implementation of training plans 
and productivity augmentation is found by Bartel (1994) and Holzer (1987) illustrated that widespread efforts 
intended for recruiting improved productivity. It is expressed by Guzzo, Jette, and Katzell’s (1985) that socio 
technical system design, goal setting, and training had considerable and positive impacts over productivity. 

Much research has been conducted to find relation between HRM outcomes and product quality taking samples 
from big businesses. In one such study, having surveyed 1,243 employees in the 64 centers on the process of 
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service quality, as assessed by customer surveys; call handling time, revenues per call, and net revenues per call, 
Batt (2002) concluded that HRM practices emphasizing employee training, discretion, and rewards contribute to 
higher revenues per call, higher service quality, and higher net revenues. The extant literature on SHRM has 
shown that HR practices that enhance employees’ abilities, motivation and advancement opportunities are 
associated with higher employee commitment (Gong, Law, & Xin, 2009), lower turnover (Batt, 2002), higher 
productivity and quality (MacDuffie, 1995), better service performance (Chuang & Liao, 2010), enhanced safety 
performance (Zacharatos, Barling, & Iverson, 2005), and better financial performance (Huselid, 1995). 

Levels of organizational innovations are highest in firms where employees encompassed high commitment levels 
to their managers, high trust levels in administration and high cooperation levels amongst employees. An 
indication was also there that lower levels of intentions of turnover assert a definite influence over service 
development or new product. It can be concluded from these results that firms can foster high levels of 
commitment to managers, high cooperation levels, and higher levels of trust in management and, to a lesser 
degree, low intentions of turnover amongst workers are more probable to successfully develop new services or 
products. Similarly, firms hoping to improve their service development or new product ought to lay its attention 
on enhancing trust in management, cooperation amongst employees and commitment to managers 
(Aragon-Correa et al., 2007). 

Customer satisfaction is the degree of satisfaction provided by the goods or services of a company as measured 
by the number of repeat customers. It is extremely important for a business firm as they decide the fate of the 
business. If a company fails to satisfy their existing customers there are many other firms who would like the 
opportunity to win the business. The external customer satisfaction heavily depends on the satisfaction of 
internal customers, i.e., employees of the business firm. Therefore, employees’ job satisfaction is a crucial 
determinant of external customer satisfaction that has a lot to do with HRM to enhance internal customer 
satisfaction (Chang et al., 2011). Hajer and Yusof (2013) have highlighted that in Iraq organizations are facing 
many challenges in managing and improving business performances mainly due to poor human resource 
management practices. The authors are of the opinion that there is a need for the companies to restrategise their 
human resource practices to increase the performance. 

2.4 Recruitment & Selection and Firm Performance 

The fundamental reason behind recruitment is to generate a cluster of duly eligible candidates to facilitate the 
best candidates’ selection for the organization, by means of drawing closer more and more workers to submit an 
application in the firm while the fundamental reason behind selection procedure is to pick the suitable candidate 
to fill up the range of vacant positions in the firm. As stated by Montana and Charnov (2000), recruitment and 
selection incorporate sourcing candidates through advertising or various different techniques screening of 
potential candidates by means of employing interviews and tests, the selection of candidates based upon the 
interviews or tests results, and on-boarding to make sure that the candidates have the ability to perform their new 
jobs efficiently. Recruitment and selection outline the main component of the overall resourcing stratagems of an 
organization, which recognizes and obtains people required in an organization to last and be successful in the 
short term to medium term (Elwood & James, 1996). In addition, there is a significant and positive association 
between the firm’s performance and recruitment and selection. A positive relationship is also found by Sang 
(2005) between the performance of business and recruitment and selection. Wright et al. (2005), Husien (2012), 
Katou and Budhwar (2006), and Ichniowski and Shaw (1999) also highlighted related positive findings between 
performance and recruitment and selection in Iraq, New Zealand, Finland and Canada. 

According to Husien (2012), process of recruitment provides a large pool of individuals, who apply for the job 
vacancies with a valid and reliable selection regime, may have a significant influence over the type and quality a 
new employee possesses. To shape an employee’s behavior and attitude, human resource policies of an 
organization represent important forces. Selection procedures actually determine that who is rejected and who is 
hired. If the policies are properly designed, it will assist in induction of right individuals who match the job 
specifications. Productivity increases when best candidates are inducted. Positive relation was found by Terpstra 
and Rozell (1993) between selection test validation, extensiveness of recruiting and use of formal selection 
processes and firm profits. Some researchers concluded that there is a positive relation between organizational 
performance and effective staffing. Similarly, Rauf (2007) also concluded that selection processes and 
sophisticated recruitment are positively related to labor productivity. 

The following propositions are put forth based on the literature and proposed model of the study. 

P1: Recruitment & selection practices followed by organizations would have a significant relationship with the 
organizational performance. 
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P1.1: Recruitment & selection practices followed by organizations would have a significant relationship with the 
labor productivity. 

P1.2: Recruitment & selection practices followed by organizations would have a significant relationship with the 
product quality. 

P1.3: Recruitment & selection practices followed by organizations would have a significant relationship with the 
organizational innovation. 

P1.4: Recruitment & selection practices followed by organizations would have a significant relationship with the 
customer satisfaction. 

2.5 Conceptual Framework 

Based on the literature review, a conceptual model which is assumed to be fit for firms has been developed. For 
the purpose of this study, labor productivity (LP), product quality (PQ) organizational innovation (OI) and 
customer satisfaction (CS) have been taken into consideration as operational variables to indicate organizational 
performance. 

The conceptual framework is proposed above to explain the relationship between HRM practices and firm 
performance, in Iraq’s oil and gas sector through a direct relationship, HRM practices (attraction and selection) 
have been identified on the basis of a review of the previous literature related to the subject. The model shows 
that the Iraqi oil and gas sector should adopt the practices of HRM (attraction and selection), which would 
enhance the performance of the employee and therefore the performance of the organization. 

3. Conclusion 

The prior research studies results offer several key implications for owners/managers of organizations interested 
in improving business performance. Effective recruitment and selection practices lead to positive increase in 
organizational performance. The effective use of recruitment and selection practices in firms has shown to be 
related to performance which represents labour productivity, product quality, organizational innovations, and 
customer satisfaction. Therefore, the study highlights the importance of HRM practices to achieve and sustain 
superior performance in changing business environment and need for an integrated approach toward formulation 
and implementation of HRM practices. In addition, this study was based on the literature review, a powerful 
relation between recruitment & selection and organizational performance of oil and gas sector in Iraq is found. 
The present study has provided a model that could be used for testing the propositions outlined in the study and 
to empirically test the model for its validity and robustness. 

It is recommended that in-depth research applied to the study of recruitment and selection practices in its 
relationship with organizational performance in other sectors as well as in conducting field research to figure out 
the relationship practices of human resource management and organizational performance in the Iraqi oil and gas 
to the importance of the sector and its role in the Iraqi economy and the importance of the practices of human 
resource management which has achieved a qualitative leap in the style of human resources management as the 
most important assets of the organization, a resource that can achieve a sustainable competitive advantage. 
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