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Question 1: Termination of a fixed contract after expiry. 
It is important for Chris to understand that he was under a fixed-term contract whose validity ends on the agreed date which was 1st 0f March 2018. According to the labor laws in Oman, there is no legal obligation that requires the company to renew his contract (Elliott and Quinn, 2017). There is no need for Chris to be dissatisfied with that decision because he was working under contract. So far as I can tell none of his rights as an employee has been violated and, therefore, no case can be filed to extend his contract. There are two options for him, either to accept the quit notice issues or request for reconsideration but that cannot be guaranteed at all. The second option is better for him now that he is not happy with the decision to terminate his contract. The company respected the contract terms and it’s only not interested in extending his contract. 
Now that Chris was not under permanent employment as defined in Oman labor laws, he can only plead with the company without imposing legal threats at all. Oman labor laws allow workers under contract to be employed permanently if they have worked for a period exceeding four years. Chris has only worked for two years and that leaves him with very little to bargain for.  However, the law of expectation allows him to be reconsidered if there is still room for his re-application. The fact that the company kept him working for the last two years without terminating his contract means that his service was good. Terminating his contract or failing to extend may be due to some factors such as business not doing well or having got a more qualified employee than him for the position (Michigan, 1949). 
All he first needs to do is to enquire from the company the reason for not extending his contract and inquire if there is still a chance for him to do so. His contract was extended a day later after the official date has passed and that would mean there was a chance of renewal or a major change pushed for the termination. This is why he needs to hear from the company’s management the reason for their action. Terminating the contract does not mean that the company does not need his services anymore but it might mean that it considers reviewing terms of the contract. The position he was serving under still remains. It might be occupied by a new employee or another employee who can serve in the same position can be promoted from junior positions. This can be crowned by his contract terms, did the contract terms give a window for an extension? If yes then it means he can seek an extension. Some contracts are clear that an employee will only serve for one term and leave the company and that means no other term or position can be allocated for that employee. If the contract was silent on that, then it means he can reapply for consideration under new or the existing contract terms. 
This can be treated as an extension of the original contract or can be treated entirely as a new contract with new terms. Now that his contract has ended and a termination notice served in accordance with the law, this means that he can negotiate afresh for consideration depending on his performance record in his previous term (Michigan, 1949). For him to be reconsidered for a second term, he must prove beyond any reasonable doubts that based on his performance record in the company he has done exemplary well. He must have achieved his goals as well as the company’s objectives. If he did not perform well, it is not advisable to seek for an extension because it is not likely that he would get it. Renewing a contract based on performance is one of the most challenging things to do under company law. This is because he must have surpassed the company’s expectation if his record(s) are to be considered.
The position of the CEO is the highest and, therefore, he cannot be promoted to a better position than that. There is no other position the company might be willing to offer him unless he is willing to serve a lower position than that. If the company intends to offer his position to a junior employee, he can file a claim that he needs to retain his job giving enough reasons to believe that he is still fit to hold that office. If the company prefers to bring in a purely new employee to take his position, it might be very difficult to context against that since such a decision must have considered all available employees and found none capable of holding that office. In this case, Chris will only be in a position either to leave the company or serve at a lower position under his new boss. That way, he will be required to apply afresh for any other available position that the company might be willing to offer him.
Now that he feels unfairly treated and not satisfied with the decision, he can seek legal grounds for his dissatisfaction. This may not be fruitful under a competent court of law because there are no contract terms violated under the Oman labor laws. He may argue his case based on the late notification of termination of his contract. The law requires that a termination notice is served in term and not to be dismissed with immediate effect as it was the case. Under the law, the company should them award him full compensation for that month (Michigan, 1949). Full compensation would not extend to allowances but his basic salary only. The termination notice was served one day late, he should be considered to have worked for the entire month and should receive his monthly salary of RO 500 only with no other allowances. He will also be entitled to other benefits that come with the expiry of a contract but that would depend on what the contract terms were. 
Chris feels unfairly dismissed not that the company has terminated his contract. If all or the above options fails to bear fruits, he may claim unfair dismissal. The labor laws in Oman allows an employee working under contract to file a case if he feels he or she was unfairly dismissed. This is a challenging case to argue in a court of law but Chris can try his luck. Statistics show that more than 80% of such cases in Oman do not go through but employees end up being disappointed. It is difficult to prove to the court that you deserve a second chance even when your contract has expired. It is impossible for the court to award a second chance but it might award some benefits. 
Filing a case of unfair dismissal should be the last option for Chris since it might augur well to his employee if he considers it as his first option. Unfair dismissal is when your employer fails to extend your contract and you still feel that you deserved to continue serving. This will always take us back to performance record and major achievements in the company. If Chris feels that he has performed better than his predecessors then he can proceed. If he has failed to achieve the company’s objectives even if it’s just one, the company might consider him a failure and no benefits awarded. 
In the event Chris wins the unfair dismissal claim, he might be awarded benefits such as some amount of money as an early retirement benefit. If the company is convinced that he deserves to be given another chance, he might be considered for an extension either under the existing terms or under new contract terms. If it is considered as an extension of the existing contract, then the contract terms would remain and no major changes would be made. An extension can go for another two years or less depending on how the company wants it to be. If the company decides to sign a new contract with him, then it would mean that the new contracts would have entire new terms including salary though it is not a must to have changed. The new contract can be longer or shorter than the previous one.
Question 2. The demotion of a non-performing employee.
Demoting an employee is not an easy task as many employers think although sometimes it is considered as the only option the employer has. Golden start LLC has acted correctly in demoting the non-performing employee and reducing her salary to suit her new position. My advice is based on the assumption that the decision to demote Amna can be justified under the current labor laws. If Amna was not performing in her previous position, then it would be to be in the best interest of the company to get a competent individual for that position. The labor laws in Oman allows employers to safeguard their investments by taking the necessary actions such as demoting an employee (Elliott & Quinn, F. (2017).
If the company is justified that Amna could not undertake her duties as expected, then its action is justified under a competent court of law. Amna cannot continue to enjoy her huge salary despite her incompetence but she should receive a salary that suits her new position (PricewaterhouseCoopers, 2002). Each position in a company has a salary allocated for it depending on the nature of work to be carried out and the influence of that position. This is what justifies the decision by the company to reduce her salary. It is also for purposes of ensuring equity among all employees. It is not legally acceptable for a single employee to earn more than others when serving in the same category. 
The fact that she had not signed any contrast but was just appointed, this means she should work to please her appointee and she can be promoted or demoted depending on her performance. Her appointment might have been based on her performance in her previous position or job but now that her new position is proving challenging, it is not wrong for her to be demoted. The same channel used in her appointment should be the same that is used to demote her. Employers have the right to make key decisions relating to promotion and demotion of employees so long as the process is fair to all. An employer can decide which employee to promote based or performance or which one to demote. This decisions at times are hard for the employer to make but employees have to accept even if they do not favor them. 
If Amna feels that she has not been fairly treated, she should be allowed to present her case before a neutral team for consideration. The employer should be open-minded and ready for corrections where necessary. A demotion is not an easy thing for an employee to accept and many do not go down without a fight. However, if an employee is given a chance to be heard and their questions answered it can be friendly. Amna can find it difficult to work under a once junior employee or to work at the same level with those she once led but if the decision was fair she just has to accept. For example, it is not advisable to demote a supervisor and expect him or her to work with the same people he or she once supervised. 
There is an accepted procedure to demote an employee to avoid legal battles as a company and also to avoid affecting the performance of the company. Several factors should have been considered before demoting Amna and this include; the influence of the position she was working under to other employees. The nature of work she was supposed to do should also be considered. Some duties cannot be managed by an individual and at times an assistant is required. The procedure of demoting an employee include; giving the employee in question enough reasons to do so. There must be a justifiable reason to demote an employee like poor performance in this case. This was a good reason but the employee must be convinced that she was actually underperforming. 
Reasonably, the company should not allow Amna to continue serving in that position if it has proved difficult for her. Many employees do not accept a demotion and that is allowed but she cannot dictate which position to serve if she is incompetent. The company only needs to follow the legal procedure of demoting an employee and if she does not agree with the company’s decisions, then she may consider leaving the company entirely. The legal way might be difficult in this case considering she was not completely fired but only given the task that best suits her. The courts in many cases consider unfair dismissal where an employee has been dismissed without a company following the due process. In this case, the company has not dismissed Amna but have done the right thing. If the company’s claim that Amna was underperforming can be justified, then the company’s decision cannot be overturned. 
The company should hold a private conversation with Amna about the demotion before her position is declared vacant. If she accepts to settle for a junior position then she can be given her new job description. The demoted employee should be well trained on her new position and the company should help her perform in her new position. Now that the new position comes with lower pay rate, it is also good to explain to her the reason behind the pay cut and ensure that she accepts her new salary. All the details and more especially the changes should be made clear before any new deal is arrived at. Amna should also be given reasonable time as required by the law to weigh her options and consider if she can work in her new position. The company should not force her to take her new position but only give it as an option of not being fired. 
The next step is to facilitate a smooth transition plan. Some people do not respond to change that quickly and may take some time to adapt to new positions or environment. The company should allocate a transition expert to help her camouflage in her new position. For purposes of employee confidentiality, it is only the necessary people who should know about the demotion and not necessarily the entire workforce (Elliott and Quinn, 2017). This is one of the reasons employees prefer to quit their jobs than to take lower positions. Some employee finds it difficult to undergo the humiliation of a demotion especially if everyone in the company knows about it. Each employee has a right to privacy and this extends to such matters as a demotion. It is not possible to keep it from everyone but not everybody should know about it. 
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