Running Head: HUMAN RESOURCE PRACTICES- SAUDI ARAMCO COMPANY
1
HUMAN RESOURCE PRACTICES- SAUDI ARAMCO COMPANY

7

Human Resource Practices- Saudi Aramco Company
Name
Institution

Abstract

This paper will aim at reviewing Aramco's current human resource practices for purposes of making recommendations on how to improve the overall effectiveness of the selection process at the company. The paper will look at the business overview of the company, its history, demographics, location, and culture. It will look at the SWOT analysis of the selection process at Aramco and from that, come up with recommendations for improvement.
Business Overview

Saudi Aramco is officially known as the Saudi Arabian Oil Company. It is a Saudi Arabian natural petroleum and gas firm, which is located in Dhahran, Saudi Arabia (Miller, 2017). Its market value is approximated to range from $2 to $10 trillion, and hence, it is the most valuable firm globally. Its revenue collection shows that it is the biggest company in the world. Its 2017 financial statements showed that it is the most profitable firm worldwide. In addition to being the second-largest daily oil producing company, it is also has crude oil reserves, which contain about 270 billion barrels, making it the second largest reserves in the world.

The company operates a single hydrocarbon network, known as the master gas system, which is the largest globally. It had a total of 3.4 billion barrels of crude oil production in 2013. The company manages more than 100 oil and gas fields, a figure which includes natural gas reserves approximating 288.4 trillion standard cubic feet (Miller, 2017). Among the oil fields that the company manages include the Ghawar Field, which is the largest onshore oil field in the world as well as Safaniya Field, which is the largest offshore oil field globally. 

Company History

Its origin can be traced back to the shortages of oil during the World War 1 as well as the barring of US companies by France and the UK under the San Remo Petroleum Agreement of 1920 from the Mesopotamia (Miller, 2017). SoCal discovered oil in Bahrain in May 1932 via Aramco's subsidiary, the Bahrain Petroleum company, thereby increasing oil projections of the Arabian mainland. SoCal was then permitted to explore for Oil in Saudi Arabia by the Saudi government in May 1933. SoCal granted California-Arabian Standard Oil firm this concession. However, after exploration, it was unsuccessful in the discovery of oil, and in 1936, Texas Oil Company bought 50% share of that concession. Despite four years of fruitless exploration, Texas Oil was eventually successful in 1938 with the seventh drill site in Dhahran. The site produced enough for more explorations, and that led to the discovery of Safaniya oil fields in 1951. Later in 1957, the Ghawar fields were discovered.

The government of Saudi Arabia acquired 25% shares in Aramco in 1973 and later in 1974, increased the shares to 60% (Miller, 2017). It took full control of the firm in 1980 via the acquisition of 100% stake. Its name was changed from the Arabian American Oil Company to Saudi Arabian Oil Company in 1988 via a royal decree. The management entirely went to the Saudi government. Later, high-quality oil and gas fields were discovered in three regions South of Riyadh. Its market value was $781 billion in 2005, making it the largest company globally.

Culture

The company has a culture, which aligns to their corporate values, and includes openness, knowledge sharing, and innovation. They pursue excellence in their operations, are accountable and aim at maintaining the highest levels of integrity in their operations. Its culture of openness and upholding integrity made me chose the company.

HR Function – Recruitment Process at Aramco
Employee recruitment is a duty of the human resources team. The process involves advertising for open positions, interviewing of the possible candidates and hiring the right candidates for the vacant position. 
The recruiter at Aramco Service Company receives CVs from applicants. Those with matching skills to the vacant post are redirected to complete an application form with customized information on what the company needs. The successful candidates are then notified for an interview. Those successful in the interview are given an offer. Relocation is then arranged for those who accept the offer and live in other regions or countries. Among the conditions for employment at Aramco include undergoing both a background check and a medical examination.

SWOT Analysis of the Recruitment Process at Aramco

Strengths and Weaknesses
The company has a strong network of recruiters, and its recruitment process is effective and easy to use for the applicants (Bratton & Gold, 2017). Its online platform where potential candidates submit their CVs is simple, easy and does not take a lot of time to complete the form. The interview, selection process, and conditions for employment are rigorous, and that is the reason the company gets the best candidates.
The policy of only recruiting people with at least degree qualifications and those with over five years of experience is a significant weakness. According to Bratton & Gold (2017), recruitment is effective when based on a company’s evaluation procedures rather than education and experience of candidates.
Opportunities and Threats
Some opportunities may be exploited to get the best possible candidates. The firm has advanced technology, and should be able to improve its recruitment by building a database of potential recruiters (Helms & Nixon, 2010). There are a lot of good candidates who are not selected at first interview due to competition; their data can be kept for future considerations. It should also take advantage of its excellent reputation to attract candidates globally.
The firm mostly looks for degree graduate candidates with over five years of experience. There are diploma graduate who can perform well but do not pass the first step in its application process, locking out some excellent minds. Some graduates can also be more productive than those with the over five years of experience (Stone, 2013). The company does not benefit from such candidates. There is the threat of missing out on excellent employees.

Recommendations on how to improve the current Practices

1. The company should scrap the minimum degree qualifications for potential candidates. Some people have no degrees but have proven to be great performers. Recruitment should be based on either minimum educational requirement or experience.

2. They should revise the minimum five years' experience that is on almost all of their vacant posts. The experience locks out good brains that may be of great value to the company. 

3. Aramco is a company that supplies its products globally; it is a global company. Therefore, it should have global recruitment centers to increase its talent pool.
4. The company should build a talent pipeline that includes people who may fill future positions, including those who may not have been previously selected.
5. Communication and feedback even to the candidates who were not selected is key to building a good relationship for future considerations. Sending regret messages can encourage a candidate to apply when another opportunity arises.

6. An internal evaluation process should be created regardless of education and experience. The company can customize it based on the needs of the job.
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