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ABSTRACT 

 

Problem Statement, Background, and Rationale: The successful implementation of IT 

systems in the UAE oil and gas sector is influenced by management mindset. However, the 

role of internal and external management mindset factors in determining IT system 

effectiveness remains an underexplored area. This research problem centres on investigating 

how a supportive management mindset facilitates IT implementation through dynamic 

capabilities and IT quality standards. Current literature inadequately addresses the inverse 

relationship between management mindset and IT system adoption in the UAE oil and gas 

industry, necessitating an in-depth investigation to address this research gap. This study fills 

this research gap by identifying key internal (IT competencies, leadership, systems awareness) 

and external (PESTLE, competition, customer demands) factors influencing IT system 

implementation. It examines how these factors affect organisational dynamic capabilities and 

IT quality standards, thereby ensuring technological effectiveness. The study is envisaged to 

be beneficial and particularly relevant as the UAE oil and gas sector faces increasing digital 

transformation pressures, requiring structured and adaptive management strategies. 

Research Aims, Objectives, and Conceptual Framework: The overarching aim of this 

research is to develop a supportive management mindset model that enhances IT system 

implementation in the oil and gas sector. To achieve this aim, the study is designed to establish 

the following objectives: (1) identify the practices of a supportive management mindset and 

their influence on IT system implementation, (2) analyse the impact of these practices, and (3) 

develop an applicable model for IT system adoption in the UAE oil and gas industry. The 

research is guided by the following questions: How do internal and external management 

mindset factors influence IT system implementation? How does management mindset affect 

technology adoption through dynamic capabilities and IT quality standards? The study 

employs a conceptual framework integrating Dynamic Capabilities Theory and IT quality 

standards to explore these relationships systematically. 

Data Collection, Analysis, and Key Findings: A quantitative research methodology was 

employed, involving the distribution of 382 questionnaires to employees across the UAE oil 

and gas sector, with 172 valid responses (45% response rate). Data analysis was conducted 

using SPSS, employing regression analysis to test the proposed hypotheses. Findings confirm 

that a supportive management mindset significantly influences IT system implementation. 

Internal factors such as IT competencies, leadership, and systems awareness, along with 
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external factors like PESTLE conditions, competition, and customer demands, positively 

impact IT system adoption. Additionally, dynamic capabilities and IT quality standards were 

found to mediate the relationship between management mindset and IT system success. The 

study supports all proposed hypotheses, reinforcing the critical role of management mindset in 

fostering successful technology implementation. However, the hypotheses are considered in 

the context of this research design 

Research Discussion and Contributions to Knowledge: This research makes significant 

academic and practical contributions. Academically, it develops a comprehensive framework 

integrating management mindset characteristics with IT system implementation, bridging gaps 

in existing literature. The study contributes by (1) identifying key internal and external factors 

influencing IT adoption, (2) integrating Dynamic Capabilities Theory to contextualize IT 

system adaptation, (3) incorporating IT quality standards for enhanced technological 

effectiveness, and (4) applying the framework to a real-world context, specifically ADNOC. 

Practically, the research proposes a structured model that aids organisations in improving IT 

system implementation. The findings emphasize the need for management to align leadership 

practices with technological needs, foster a culture of continuous learning, and actively engage 

employees in IT transformation initiatives. The proposed model offers oil and gas sector 

stakeholders a strategic approach to enhancing IT project success rates, improving customer 

satisfaction, and aligning with international IT quality standards. As the UAE's oil and gas 

industry continues its digital transformation, this study contributes towards a foundational 

framework to guide effective IT system adoption and sustain competitive advantage. 
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CHAPTER 1: INTRODUCTION 

1.1 Introduction and Research Context 

Supportive management mindset has been associated with a variety of contemporary issues 

related to individuals and organisational performance, and its enhancement for organisational 

goals and strategies (Abubakar et al., 2019). Several empirical studies (e.g. Mikalef and Pateli, 

2017; Abubakar et al., 2019; Pidduck et al., 2023) have contributed to arguments that 

supportive management mindset is associated with individuals and organisational performance, 

and its enhancement for organisational goals and strategies in the context of various business 

sectors. The multidimensional implications of supportive management mindset will be further 

investigated in the current research in terms of its direct and indirect effects on IT system 

implementation. This essential relationship will be holistically investigated through technology 

system implementation as a significant mediator in this relationship. The research will be 

applied to the UAE oil and gas sector through proposing a holistic model that reflects the 

optimal practices and relationship between supportive management mindset and IT system 

implementation. 

The concept of a supportive management mindset is considered as a reflection of massive 

psychological, behavioural, and distinctive practices that can be transformed into 

organisational practice (Hall, 2016). The practices can involve a variety of tasks such as 

personal management (the reflective mindset), organisation management (the analytical 

mindset), relationships management (the collaborative mindset) and change management (the 

mind set of action). The association of management minds with technological development and 

practices, specifically in IT system implementation, pose significant challenges in terms of 

requiring a clear and in-depth understanding of system analysis, while deploying effective 

leadership capabilities (Pidduck et al., 2023). The project will examine this linkage in the UAE 

oil and gas sector. In this context, choosing an appropriate and effective IT system can be relied 

on various factors such as supportive management mindset, organisation's dynamic capabilities 

(Mikalef and Pateli, 2017), and IT quality standards (Lloyd, 2020).  

The contemporary organisational practices derived from management mindset can be 

influenced by both internal and external factors, which can shape the approach to selecting an 

IT system. The organisation's ability to adapt to change is significant, as it requires the 

allocation of necessary resources and the establishment of a conducive culture to support the 
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implementation of the new systems. Furthermore, the technical aspects of IT, specifically the 

established standards for selecting systems, can play a key role in ensuring the success of the 

system implementation process. These standards encompass various stages such as gathering 

user requirements, planning, analysis, user acceptance, implementation, and continuous 

improvements.  

A supportive management mindset is essential for organisations to create an organisational 

culture that is both effective and efficient. It is based on recognition that the organisation's 

long-term success relies on its ability to develop and implement sustainable practices 

(Rimanoczy, 2020). Supportive management mindset is an important factor in promoting IT 

system implementation practices. It involves creating an environment where organisational 

development is seen as a priority, and where employees are encouraged to take initiative in 

developing and implementing IT system implementation. It also involves providing the 

necessary resources and guidance to ensure that these practices are implemented effectively. 

Investigating the relationship between supportive management mindset and IT system 

implementation needs to be conducted to fill the existing gap especially in the UAE work 

environment. IT system implementation is critically associated with dynamic capabilities and 

implementation of IT quality standards. In this context, managing and operationalising IT 

quality standards remains fundamental to organisational process success (Hickman and Silva, 

2018). This assertion is originally based on the increased adoption of technology systems in 

key sectors to overcome persistent challenges of environmental volatility (Nainaar and Masson, 

2018). Therefore, there is a growing complexity of organisational systems through the adoption 

of technology systems (Mitreva et al. 2015). Kunz and Stephanow (2017) and Sarafrazi et al. 

(2016) add that these systems are useful in different scopes of performance improvement and 

organisational efficiencies. IT systems help maintain quality and overcome complex 

organisational decisions within the organisation, making operations more efficient and helping 

manage organisational processes beyond the traditional capacities of the human mind.   

The benefits of technology implementation have been realised in key areas such as safety, 

health, environment, and employee welfare (Mitreva et al. 2015). In the oil and gas sector, the 

adoption and implementation of technology systems is instrumental to organisational success. 

Shuen et al. (2015) argue that technology has become a necessary element of dynamic 

capabilities in the oil and gas sector. Dynamic capabilities and performance efficiency have a 

growing attention in volatile sectors where business strategies are surrounded by uncertainty, 
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ambiguity, and complexity (Kinsinger and Walch, 2012). The oil and gas sector has been 

considered as a leader in how dynamic sectors may be managed using technology systems 

(Giones et al., 2018). Albrecht et al. (2015) stated that to maintain effective organisational 

processes, technology systems must conform to quality standards. IT systems implementation 

as a research moderating variable refers to the process of creating and deploying an IT system 

within an organisation (Abu-AlSondos, 2023). This includes the design, development, testing, 

deployment, and maintenance of the system. 

Implementing an IT system as another moderating variable is a complex and critical process 

that requires proper planning, resources, and expertise. IT quality standards refer to the 

benchmarks and guidelines that define the level of quality expected from IT systems and 

services. Despite the emphasised need for IT systems implementation and IT quality standards 

implementation, and understanding the environmental factors (internal and external), dynamic 

organisations in some cases reduce IT budgets and ignore IT quality systems (Nainaar and 

Masson, 2018; Gunasekaran et al., 2017; Miseviciene et al., 2018). These determinants affect 

mainly management decisions on whether or not to implement a given technology system. 

Despite these developments, IT systems have been re-emphasised as the means through which 

oil and gas businesses may overcome environmental turbulence and remain competitive 

(Brynjolfsson et al., 2017). The significance of proposing and establishing a comprehensive 

model of management or leadership mindset in IT systems implementation, quality 

implementation, and dynamic capabilities in the oil and gas performance should be considered. 

1.2 Research Gap 

The oil and gas industry is one of the critical industries, and technology has been playing a 

major role in its operations, efficiency, and overall success. Technology adoption and 

implementation research in this industry has been on the rise in recent years, most of which 

focus on the adoption of Information Technology systems. However, there is still a gap in the 

literature with respect to how supportive management influences the effective implementation 

and continuous use of IT systems, particularly within the context of the UAE oil and gas sector. 

While different studies have focused on the role of technology in bringing about improved 

operational performance, internal and external management factors that lead to successful IT 

system implementation remain scantily explored in the studies of Shuen et al. (2015), Giones 

et al. (2018), and Brynjolfsson et al. (2017). 



 

4 

 

One of the most profound gaps in the literature has been the absence of a comprehensive 

framework for underlining the importance of management mindset in successful technology 

integration and implementation. An enabling mindset is fundamental since it underlines 

attitudes and behavior as well as organizational culture regarding the successful 

implementation of new technology. This research consequently tries to fill this gap by 

developing and testing a model that stresses management mindset in implementing IT systems 

in the UAE oil and gas sector. More specifically, this research will explain internal 

management factors that relate to successful implementation of IT systems, particularly the 

relationship between IT competencies, leadership, and awareness of the system and operation. 

Much focus has been placed on how technology supports the implementation of Quality 

Management Systems (QMS), while the opposite direction is how quality management 

influences IT system implementation receives scant attention. Various works show that QMS 

is important in ensuring IT systems function effectively (Kuo, 2018; Pérez-Aróstegui et al., 

2015). On the other hand, the relationship that exists between QMS and IT systems 

implementation, which maintains that successful implementation of quality standards is a 

prerequisite for successful adoption of IT systems, has been largely ignored. Previous literature 

has focused mostly on how technology enables the implementation of quality management 

practices rather than how the quality management system itself plays an enabling role in 

technology adoption. Pérez-Aróstegui et al. (2015) further emphasised that quality 

implementation acts as the backbone of successful integration of technology systems, a factor 

that has great implications for the oil and gas industry, where technology and quality 

management are the basis of operational success. 

This research, therefore, seeks to fill this gap in existing literature by investigating how the 

principles of QMS influence IT system adoption in the UAE oil and gas sector. Such an 

understanding of this relationship will provide a framework that can guide organizations in 

implementing technology systems in a manner that supports both operational quality and 

strategic objectives. This study will, therefore, add new knowledge on how organizations in 

the UAE can enhance the performance of their IT systems and, hence, their operational 

performance by focusing on the interplay between quality management and technology 

systems. Moreover, there is not enough research regarding management mindset, especially on 

how it impacts organizational development. Araujo et al. (2021) raise the issue that more 

research is needed on how different approaches to management mindset lead to successful 

organizations, especially in the context of technology adoption. While studies have focused on 
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different aspects of management mindset, such as leadership and decision-making, how 

management mindset influences the implementation of technology systems remains 

understudied. The present study would, therefore, attempt to fill this gap by exploring how 

factors of management mindset, comprising strategic thinking, leadership support, and 

decision-making processes, ultimately influence successful implementation of IT systems in 

the UAE oil and gas industry. 

Another related gap in literature is that on how risk management practices are coupled with the 

management mindset. Eastburn and Sharland (2017) added that management mindset certainly 

drives the kind of approaches for risk management in a few empirical research pieces which 

connect the former with the latter in an IT system implementation context. Those highly 

complex industries, such as oil and gas, have considerably depended on risk management in 

the cases of technology adoption and system implementation. But how management's attitudes 

and approaches to risk affect the decision processes associated with the adoption of 

technologies remains a mystery. In researching this link, the current research will add to an in-

depth understanding of how management mindset, especially with respect to management 

practices, influences the successful implementation of IT systems. 

Furthermore, Ramachandran et al. (2013) add that research into management practices, 

especially those studies with large samples and involving diverse organizational contexts, 

becomes necessary in understanding the full scope of managerial influences on technology 

adoption. Most prior studies were limited either by small samples or specific organizational 

contexts, often failing to capture the broader and more complex nature of management 

practices in large-scale industries. This present study overcame that limitation by adopting a 

large-scale survey research strategy to acquire data from a wide variation of organizations 

within the UAE oil and gas sector. That will widen one's appreciation of how practices like 

management communication, decision-making, and leadership styles provide a backdrop upon 

which companies and organizations of varied structure implement IT systems. 

Alameeri et al. (2018) also argue that the sustainable management of the UAE has not been 

adequately researched, especially regarding its impact on the mentality of managers. The UAE 

is a fast-growing economy with a multi-cultural labour force a context different from others 

where other investigations on management practices have taken place. Local conditions feature 

prominently in the oil and gas industry of the UAE, especially under the continuous 

implementation of new technologies designed to meet emerging market needs and legislative 
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demands. This means that the link between management mindset and IT implementation within 

the UAE oil and gas sector has to be explored in more detail especially, companies are under 

increased pressure to integrate both technological innovation and sustainable practices within 

their operations. The knowledge of how management mindset influences both technology 

adoption and IT implementation efforts will provide the necessary insights for organizations to 

remain competitive in a globalized market. 

The last section where more research should be conducted is the aspects of knowledge 

management practices on management mindset. According to Alrawi and Elkhatib (2009) 

knowledge management is interlinked to the management mindset, few research works have 

been carried on this issue regarding IT system implementation. This in essence underpins the 

significance of knowledge management practices, in making sure that there is seamless 

integration of new technologies while ensuring that employees are properly equipped with the 

skills and expertise in operating such systems. Therefore, this research will determine the 

relationship of knowledge management practices in interlinking with management mindset in 

ensuring successful implementation of IT systems in the UAE oil and gas sector, while 

developing this particular inchoate gap in literature. 

Therefore, this research tries to fill some of the pivotal gaps that exist in the literature with 

respect to how management mindset and IT system implementation are related within the UAE 

oil and gas sector. This study explores how internal factors such as leadership, IT competencies, 

and awareness of systems interact with external factors such as risk management, and 

knowledge management to influence the success of technology adoption. This research will 

focus on areas not well researched in the past, thus making a contribution to both scholars and 

practitioners in the development of a comprehensive framework for successful implementation 

of IT systems in the UAE oil and gas sector. 

1.3 The Aims of the Research 

The research aims to develop a supportive management mindset model for IT system 

implementation in the oil and gas sector.  

1.4 Research Objectives 

To achieve the main aim of the study, the following research objectives are established: 

1- To identify practices of supportive management mindset and their influence on IT 

system implementation in oil and gas sector 
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2- To analyse the impact of the identified practices of supportive management mindset on 

IT system implementation in oil and gas sector. 

3- To develop an applicable model for supportive management mindset in the IT system 

implementation in oil and gas sector 

1.5 Research Questions 

To reflect the core and interrelated issues and relationships derived from the research problem, 

the research questions are addressed in a way to provide a robust research design and to 

contribute to theoretical and practical knowledge. These questions are formulated into main 

and sub-variables of the research and link these relationships with the conceptual framework 

of the study. 

Question 1: To what extent do practices of supportive management mindset influence 

IT system  implementation in the UAE oil and gas sector 

Question 1.1: To what extent do the internal factors of management mindset including IT 

competencies, the awareness of systems and operations and leadership determine and support 

effective technology system implementation in the UAE oil and gas sector? 

Question 1.2: To what extent do the external factors of management mindset including 

PESTLE factors, competition and customers determine and support effective technology 

system implementation in the UAE oil and gas sector? 

Question 2: To what extent does management mindset affect technology system 

implementation through dynamic capabilities and IT quality standards in the UAE oil 

and gas sector? 

Question 2.1: To what extent does management mindset affect dynamic capabilities in the UAE 

oil and gas sector? 

Question 2.2: To what extent does management mindset affect the implementation of IT quality 

standards in the UAE oil and gas sector? 
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1.6 Research Hypotheses 

The research sets out a number of relevant provisional ideas that represent the initial answers 

of the research questions. These hypotheses will be involved in the data collection instrument 

and examined in the empirical study in detail. 

Hypothesis 1: Management mindset has a high positive support on technology system 

implementation through internal and external factors in the UAE oil and gas sector. 

Hypothesis 1.1: The internal factors of management mindset including IT competencies, the 

awareness of systems and operations and leadership have high positive determination and 

support for technology system implementation in the UAE oil and gas sector. 

Hypothesis 1.2: The external factors of management mindset including PESTLE factors, 

competition and customers have high positive determination and support for technology system 

implementation in the UAE oil and gas sector. 

Hypothesis 2: Management mindset has a high positive effect on the IT system 

implementation through the dynamic capabilities and IT quality standards in the UAE 

oil and gas sector. 

Hypothesis 2.1: Management mindset has a high positive effect on the organisational dynamic 

capabilities in the UAE oil and gas sector. 

Hypothesis 2.2: Management mindset has a high positive effect on the implementation of IT 

quality standards in the UAE oil and gas sector. 

1.7 Rationale and Contribution to Knowledge and Practice 

Research rationale and contributions are divided into academic and practical contributions to 

knowledge and practices. 

1.7.1 Academic Rationale and Contribution 

The academic rationale of the study is to contribute to the filling of the identified research gap 

whilst adding to the literature a holistic critical framework of the supportive management 

mindset characteristics that can be interacted with the role of technology in the oil and gas 

sector. These characteristics have to be critically and reliably investigated in terms of their 

multidimensional implications that can be occurred on technology and IT system 
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implementation (Gadenne et al., 2012). The proposed model will serve foundations for future 

research into how management mindset can be improved mainly in technology-related projects 

(Nainaar and Masson, 2018). The research study will critically provide an association between 

management mindset characteristics and IT system implementation in the oil and gas sector by 

providing crucial knowledge in this area for organisational development in volatile sectors. 

The research makes significant academic contributions to the field of management mindset and 

IT system implementation. The study provides a comprehensive and holistic framework that 

takes into consideration various internal and external factors that influence the success of IT 

system implementation in the oil and gas sector. These academic contributions can be 

categorized into the following: 

A) Identification of key factors influencing IT system implementation 

The research investigates a combination of factors that influence the successful implementation 

of IT systems within ADNOC. This combination has not been investigated in the relevant 

literature in one framework which enhances this addictiveness. These factors include internal 

factors such as IT competencies, awareness of systems and operations, and leadership, and 

external factors such as PESTLE factors, competition, and customers. This identification of 

factors provides a clear understanding of the complex environment in which IT systems are 

implemented and helps in devising effective strategies to overcome challenges. 

B) Integration of Dynamic Capabilities theory 

The study integrates the Dynamic Capabilities theory in the proposed framework, which helps 

to bridge the gap between theory and practice. The model provides a dynamic approach to IT 

system implementation that is tailored to organisations’ unique needs and capabilities by 

considering an organisation's internal capabilities to adapt and respond to external changes. 

This adds to the existing body of knowledge especially in the oil and gas industry where similar 

managerial and operational practices are performed. 

C) Incorporation of IT Quality Standards 

The research also highlights the importance of incorporating IT quality standards in the 

implementation process. The study emphasizes the need for oil and gas organisations to adhere 

to international IT quality standards to ensure efficient and effective IT system implementation. 

This not only improves the overall quality of the implementation process but also enhances 

organisational performance and customer satisfaction. 
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D) Application of the framework in a real-world context 

The research provides a practical demonstration of the framework’s effectiveness and its 

applicability in addressing the challenges and complexities faced by ADNOC. The empirical 

evidence gathered from the case study adds value to the academic contributions of the research. 

1.7.2 Practical Rationale and Contribution 

The essence of the practical contribution stems from the practical investigation that will take 

place in the UAE oil and gas sector focusing on how the supportive management mindset can 

affect IT system implementation. The present study's underlying rationale is to propose a model 

for adoption and implementation in the oil and gas sector towards improving IT system 

implementation. The study's conceptual foundations are formulated on the practical rationale 

on the need to model how management decisions may be supported to drive technology 

projects in the oil and gas sector. Management and organisational leadership often face 

difficulties in technology projects necessary for organisational operations. These technological 

aspects play in many cases a significant role in generating profits and achieving sustainable 

competitive advantage (Nainaar and Masson, 2018). For this purpose, the contribution to 

knowledge through the present study will be instrumental in establishing a model that can be 

used to gain IT system implementation in the oil and gas sector through technology systems.  

The proposed model will be critical considering the oil and gas sector continues to experience 

turmoil in today's socio-economic era, and technology has been cited as vital to performance 

efficiency and competitiveness (Heim et al., 2023; Al-Hajri et al., 2024; Adams et al., 2019). 

To the UAE, the model will be used to guide technology systems implementation, whilst 

focusing on quality standards implementation. Important players in the industry that may 

benefit from the present study include ADNOC Group. ADNOC Group remains the largest 

company in the UAE in terms of revenue and employees. The group is made up of 16 

subsidiaries covering all levels of upstream, midstream, and downstream, oil and gas 

production and distribution. Some of the practical contributions of this research are: 

A) Enhanced IT system implementation success 

The framework provides a comprehensive and structured approach to management mindset 

and IT system implementation, which can significantly increase the chances of success. 
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ADNOC and oil and gas companies can benefit from this framework by implementing it in its 

IT projects, resulting in improved implementation success rates. 

B) Improved customer satisfaction 

The study provides a customer-centric approach to IT system implementation by considering 

external factors such as customer needs and preferences. The framework ensures that IT 

systems are implemented according to customer requirements, resulting in improved customer 

satisfaction by incorporating these factors. This is especially important in the oil and gas sector, 

where customer satisfaction plays a crucial role in maintaining a competitive edge. 

C) Alignment with international IT quality standards 

The research highlights the importance of adhering to international IT quality standards. Oil 

and gas organisations can ensure the reliability, efficiency, and security of their IT systems. 

This not only adds value to the implementation process but also enhances the organisation's 

reputation and credibility. 

1.7.3 Theoretical Mapping of Hypotheses 

The hypothesised propositions are sufficiently grounded within grounded theory. Hypothesis 

1, which suggests that management attitude positively enables IT system implementation 

through internal and external dimensions, is based on Dynamic Capabilities Theory (Teece et 

al., 2018). The theory explains how managers' IT know-how, leadership, and awareness (H1.1) 

are internal capabilities for reconfiguring resources and sensitivity to PESTLE forces, 

competition, and customers (H1.2) as external sensing and adaptation capabilities. 

Hypothesis 2, relating management attitude with IT system deployment using dynamic 

capabilities and IT quality norms, integrates Dynamic Capabilities Theory and Quality 

Management Theory. Hypothesis 2.1 aligns with the presumption that leadership-led dynamic 

capabilities enhance organisational flexibility and innovation within unpredictable situations, 

particularly in the oil and gas sector. Meanwhile, Hypothesis 2.2 is connected to Quality 

Management Theory in that it suggests that managerial commitment to IT standards of quality 

enhances effective implementation and sustained system performance. The overall framework 

combines General Systems Theory (Teece, 2018), and Information Systems Continuance 

Theory (Mishra et al., 2023), which position IT system implementation as an ongoing process 
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of alignment, feedback, and adjustment, supported by a proactive and adaptive management 

style. 

1.8 Novelty and Significance of the Study 

The research offers a new and original perspective in the existing literature on IT system 

adoption by highlighting management mindset as a key success factor in the UAE oil and gas 

sector. While earlier studies have extensively examined technical, infrastructural, or 

organizational factors influencing IT adoption (Salazar et al., 2021; Roberts et al., 2021), few 

have focused on how managers' cognitive orientation, awareness, and strategic vision impact 

implementation outcomes. This study introduces a novel conceptualization that considers 

mindset as an integrative driver connecting internal competencies and external pressures to IT 

implementation performance through the development and empirical testing of the Supportive 

Management Mindset Model. 

The significance of this research lies in the two-level framing of internal and external variables. 

Unlike traditional models that restrict the assessment of IT readiness, the present study 

incorporates managerial competencies, leadership, and system awareness alongside external 

PESTLE, competition, and customer forces. This multivariate consideration encapsulates the 

unique complexities of the oil and gas sector in the UAE, where geopolitical, regulatory, and 

environmental factors dynamically engage with organisational practice. 

The study breaks new ground by establishing an open link between management mindset and 

dynamic capabilities and IT quality norms, two relatively unexplored concepts within this 

sectoral context. Such links highlight the processes through which mindset is translated into 

tangible outcomes such as adaptability, compliance, and system sustainability in the long term. 

This research is novel in its conception, unprecedented in its empirical focus on the UAE oil 

and gas sector, and worthwhile in offering actionable suggestions to policymakers and business 

executives concerned with leveraging IT-facilitated change. 

1.9 Proposed Research Design and Methodology 

The research will be designed in a comprehensive and coherent methodological framework 

that consists of the following elements. 

1.9.1 Research Methodology 

The research methodological part consists of a set of research philosophies, methods, tools, 

data collection instruments and analytical framework. These elements are chosen to carry out 
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the current research based on the most appropriate elements that ensure the coherence, 

reliability and validity of the research. 

The research employs the quantitative research method which is based on numerical and source 

data in which data collection methods such as experiments, surveys and archive documents are 

used (See: Goertzen, 2017). The quantitative approach can be based on positivist, objectivist 

and realist paradigms. With the application of positivist philosophy to scientific research, the 

objective feature of science is emerged. The researcher, who investigates a subject with an 

objective understanding, attempts to add persuasive and rational judgments and comments to 

the process while collecting and analysing data with research methods. Statistical methods will 

be used to find the relationships between management mindset practices and IT system 

implementation through a number of mediating factors and the results are expressed 

numerically. The aim of the objectivist view is to explain individuals’ attitudes in a 

deterministic framework by putting it into an analytical framework. In this regard, the survey 

method that will be used in order to gather the required data is based on an objectivist 

understanding and the findings obtained from the survey are put into a regular pattern after 

being analysed (Salminen et al., 2020). 

Qualitative method as another alternative can be used in many studies in the field of social and 

human sciences. Since many concepts are naturally expressed in numerical values in the 

discipline of management, quantitative research methods are most commonly preferred in 

studies close to the discipline of management as argued by Queirós et al. (2017). Although the 

phenomenon or concept that is the subject of research in other social science disciplines and 

psychology is not directly numerically measurable, it can be made indirectly measurable with 

numerical values during the research processes. Therefore, the field of application of 

quantitative research can be extended with the preferences and predispositions of the researcher 

during the implementation of the concepts. Even concepts that are not suitable for numerical 

measurement at first glance can be made the subject of quantitative method with an appropriate 

strategy.  

Quantitative method covers all processes of reaching, collecting, compiling and analysing data 

that can be measured numerically (De Villiers et al., 2019). In this section, variables, which are 

the conceptual tools of the quantitative method, are first defined. Then, the data collection and 

analysis tools used to reach information with the quantitative method, and the quantitative 

research techniques will be discussed. The aim of the research in this context is to observe and 
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examine the variables, evaluate their changes and reveal the relationships between them. It is 

important to classify the variables according to their properties.  

In some cases, if the data collection process is not given sufficient attention after the research 

design is completed perfectly, it can affect the quality and reliability of the research (Abdalla 

et al., 2018). However, it should be noted that the results of the research will be based on the 

collected data. Therefore, design and data collection are of equal importance. Especially in 

quantitative research, implementation and data collection processes are intertwined. Data 

collection is the most important stage of all scientific research. It directly affects the reliability 

and quality of the research. For this reason, it should be ensured that the data is collected as 

accurately as possible.  

During the empirical study that will take place within the UAE oil and gas sector, defining the 

concepts in a way that highlights the different dimensions of that phenomenon, defining the 

important features of each dimension and determining the appropriate indicators for each 

feature will make the data collection process seamless. First, the feature to be measured will be 

defined, and the indicators that allow the research to make inferences about this feature will be 

clearly defined. The relationship between the feature and the indicator that will serve to 

measure that feature should be clearly stated. More than one indicator will be used to measure 

a feature. If more indicators are defined for the same feature, the inferences will be more 

accurate. These indicators should then be classified according to their similarities. Finally, 

indicators that can equally describe a feature are interchangeable. 

1.9.2 Research Philosophy and Strategy 

The study considers the positivist ontology to scientific inquiry. This philosophy explains that 

evidence in the social world can be as objective and scientific as evidence in the natural science 

setting (Saunders and Rojon 2014; Morato, 2013; Sekaran, 2003). This philosophy explains 

that a singular form of reality exists within social spaces, and this truth can be obtained using 

scientific metrics and benchmarks. The use of benchmarks and approved criteria ensures that 

evidence in these criteria can be competed or compared across contexts (Sekaran, 2003). The 

positivist philosophy also supports objectivist epistemology, which argues that evidence in any 

field of study may be established as objective to the knowledge known to this field of study.  
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1.9.3 Quantitative Methodology 

The quantitative research methodology will be implemented. This methodology has a high 

inclination to the use of numbers in all aspects of data collection and analysis. The quantitative 

methodology predominantly involves the use of the survey questionnaire to collect the needed 

data. The quantitative methodology also supports a structural, and replicable methodology in 

support of the positivist philosophy (Sekaran, 2003). These methods are justified as evidence 

and are structural and objectively established. 

1.9.4 Survey Research 

The survey design entails the observation through the collection and analysis of new primary 

data for the sole purpose of testing identified research hypotheses. The survey research will 

collect data with the help of the survey questionnaire, also in a quantitative manner and in 

support of the positivist ontology (Sekaran, 2003). The survey research will help collate a 

holistic view of results or evidence as it exists within the UAE oil and gas sector. As opposed 

to the use of interviews and other qualitative methods, the survey research strategy helps collect 

data from a a purposive sample of respondents and also permits quantitative analysis as 

recommended by Saunders and Rojon (2014). The survey also ensures that the sampling efforts 

meet the criteria of representativeness and generalisability. 

1.9.5 Population and Sampling 

The population of the study consists of top, middle, and lower levels of management’s directors 

and employees in the UAE oil and gas companies. All oil and gas companies within the UAE 

will be first sampled to reach a credible sampling frame. The researcher will reach out to 

participants in the UAE oil and gas sector through various channels, including LinkedIn, 

professional social communities, and work-related networking platforms. These methods will 

help facilitate efficient data collection from sample. The population of the research will be 

introduced, and the sample will be statistically determined. Given this population, the Slovin’s 

formula will be used to arrive at the needed sample (Sekaran, 2003). 

1.9.6 Data Collection Procedures 

Data collection will be carried out through determining data collection instruments and other 

procedures. 
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1.9.6.1 Tool for Data Collection and Measurement of Variables 

The questionnaire will be employed as the primary tool for data collection. The justification 

for choosing the questionnaire as the primary data collection tool is that it efficiently gathers 

quantitative data from a large, diverse sample, which is essential for the research’s broad scope. 

The use of established measurement items and a Likert scale ensures reliability and validity, 

enabling consistent measurement of management mindset, internal and external factors, and 

technology implementation variables. The questionnaire is justified in support of the survey 

research strategy to collect quantitative data from a large group of audience (Saunders and 

Rojon, 2014). The dimensions within the framework will be measured using specific items 

selected from the existing literature sources. This will help gather statistical data from a large 

audience. Data on these items will be mainly gathered with the help of the five-point Likert 

scale. The questionnaire will have a section on demographics and bio-data. Data will be 

collected on the online platform. For a management mindset, Dunn et al. (2016) and 

Wielkiewicz (2002) hierarchical and systemic thinking will be employed. The external and 

internal tension factors will be adopted from different literature sources. 

1.9.6.2 Procedures for Data Collection 

Data will be collected over a period of 3 months or 12 weeks. All members within the scope of 

the study must be within an oil and gas company within the UAE or other offshore fields. The 

online survey will permit that respondents complete the survey at their convenience and speed 

up the overall data collection process. No physical or face-to-face interventions will be 

employed to gather the needed data. 

1.9.7 Research Credibility (Reliability and Validity) 

To maintain research credibility, the criteria of validity and reliability will be considered. Some 

validity benchmarks that will be implemented include content validity, construct validity, and 

discriminant validity. These validity benchmarks will ensure that the data collected with the 

help of the survey questionnaire adopt the use of scales in the broader literature (Saunders and 

Rojon, 2014; Sekaran, 2003). Sekaran (2003) also mentions the need for reliability in research; 

some reliability benchmarks that will be implemented include composite reliability and 

Cronbach's Alpha.  

As part of efforts directed at research credibility, the pilot study will be conducted prior to the 

main data collection event. Five expert reviews will be conducted for the present study to 
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ensure that the study is suitable for the intended audience; these experts will involve at least 

one academic and one professional expert. Other measures of central tendency and normality 

and preliminary analysis will be conducted as part of the presentation of findings. 

1.9.8 Data Analysis 

Data analysis is strict, quantitative-based, supported by high-order statistical tests in analysing 

the relationships among the criteria and testing the hypotheses identified in previous sections. 

The statistical analysis will be conducted according to guidelines from previous studies which 

used quantitative methods research to objectively generate outcome based on empirical facts. 

The quantitative approach will be, meaning the research findings are strictly based on 

numerical data and the statistical analysis conducted (Bourne et al., 2021). Its nature, as a 

methodological approach, ensures such results are free from probable biases that come up in 

qualitative data interpretation and further enhances the study's replicability. 

Main instrument of statistical analysis-IBM SPSS Statistics, version 27, will be used because 

it is the most well-known software package for data management and the analyses of data. 

SPSS will be used because of its strengths in manipulating large datasets, undertaking complex 

analyses, and creating detailed reports that may show relationships among variables. The wide 

recognition it holds in circles of both academic and professional contexts adds weight to the 

research through its transparency and the possibility of replication. The use of SPSS in 

analysing ensures such analysis is efficiently and effectively conducted, thus giving an in-depth 

look into the various hypotheses put across by this research (Sallis et al., 2021). 

Regression statistical technique is a useful technique in predictive analysis. It is suited to the 

research because it focuses more on the prediction and exploration of relationships rather than 

on testing theory (Montgomery et al., 2021). Therefore, the objective of this study is to develop 

a predictive model which would indicate the supportive management mindset in implementing 

IT systems in the UAE oil and gas sector. Therefore, the choice of regression analysis befits 

the objectives of the study through the explication of complex relationships which may exist 

among latent variables, with a view to identifying key predictors for successful IT 

implementation. 

Regression is especially useful in cases when the research model is complex and involves 

several constructs and indicators (Hoffmann, 2021). The foundation of this research study will 

be to identify those factors that facilitate a supportive mindset for management, such as 

leadership behaviour, organisational culture, and employee engagement, and to identify how 
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these factors can predict the success of an IT system implementation. In addition, regression 

enables the researcher to estimate the paths between structures of these and provide insight into 

strength and direction of their relationships. Moreover, compared to other approaches, 

regression has fewer restrictions regarding data normality and sample size. It also presents the 

most appropriate approach when the dataset is at a moderate level of size, as it happens in this 

study. 

Other statistical approaches, besides regression, have been used in the analysis, especially in 

Chapter 4, through regression analyses, ANOVA, and other so-called inferential statistics to 

conduct tests of research hypotheses. Regression analysis will be used to test direct 

relationships among independent and dependent variables, enabling the researcher to quantify 

the impact of supportive management behaviour on the outcomes of IT system implementation. 

Regression analysis will show the magnitude to which management practices in aspects like 

communication, resource allocation, and decision support influence the success of IT projects. 

On the other hand, ANOVA will be employed in comparing the differences between groups in 

the dataset, particularly with regard to demographic variables: age, gender, and experience 

level. Through ANOVA, the study checks whether such demographic variables influence 

perceptions about management support and the success of IT implementations. The importance 

of this analysis, therefore, rests on the establishment of how different individual characteristics 

could be acting as moderators of the relationships between management support and IT 

outcomes. The implication of the results from ANOVA provides insight into whether different 

groups within the organisation experience varying levels of management support, which could 

have implications for how IT systems are implemented and received. 

Other major techniques, apart from the foregoing, include frequency analysis and simple linear 

analysis, meant to present an overview of the data in detail. Frequency analysis describes basic 

characteristics of the sample, which means distribution by categories of respondents into 

different demographic groups, while simple linear analysis establishes the first signs of trends 

and patterns in data. These descriptive analyses thus form the foundational structure for more 

sophisticated inferential analyses that will follow in later sections of the chapter. 

The combination of regression with ANOVA, among other statistical techniques, helps assure 

comprehensiveness with a high degree of reliability in the research outcomes. These methods 

will, therefore, test the relationships not only between the variables under study but also attempt 

to find out moderators and mediators of these relationships and hence can provide a holistic 
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understanding of the factors that constitute a supportive managerial mindset in implementing 

IT systems. These findings are of course important in terms of actionable recommendations to 

managers in the UAE oil and gas industry, given that they have identified those behaviours and 

practices which may help successful IT implementation. 

1.9.9 Ethical Considerations 

Prior to data collection, full ethical approval must be obtained from the University of Derby. 

The university’s laid down processes of ethics compliance will be followed. Following these 

protocols is the first step to ensuring that the study is conducted ethically. As part of the 

university's ethics, protocols, regional laws governing research activity must be considered as 

well. Since the university is in the UK, the General Data Protection Regulation which 

supersedes the UK Data Protection Act of 1998 and will be strictly considered in all aspects of 

the data collection process. In addition, the ethical areas of confidentiality and anonymity of 

all respondents will be strictly maintained. Permission to gather data will be accompanied by 

an informed consent form. Full debriefing will also be done after each person's participation in 

the study. 
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CHAPTER 2: LITERATURE REVIEW 

2.1 Introduction 

This chapter provides a comprehensive review of the literature relevant to the study of 

supportive management mindsets for IT system implementation within the context of the UAE 

oil and gas sector. The literature review is structured to explore the multifaceted nature of 

management mindsets and their influence on organisational performance, particularly in the 

adoption and implementation of information systems. 

The chapter begins with an exploration of the concept of management mindset, outlining its 

background and global perspectives, before delving into the internal and external factors that 

shape this mindset. Internal factors, including IT competences, systems operations, and 

leadership, are pivotal to understanding how management approaches IT systems 

implementation. External influences such as PESTLE (Political, Economic, Social, 

Technological, Legal, and Environmental) analysis, competition, and customer expectations 

further contextualize how management must adapt to a dynamic and evolving environment. 

Various management approaches, such as fostering interactive relationships with subordinates 

and enhancing human resources, are discussed for their role in cultivating a supportive mindset. 

The review also investigates the intersection of management and technology, with a focus on 

information management and the critical role of information technology in achieving 

organisational objectives. Theoretical frameworks, including Information Systems 

Continuance Theory, General Systems Theory, and Quality Management Theory, are 

considered to provide a conceptual foundation for understanding the dynamics between 

management and IT systems. 

The chapter addresses the specific needs of the oil and gas industry, particularly in the UAE, 

where dynamic capabilities, IT quality standards, and the economic, social, and environmental 

dimensions of the sector are crucial for sustainable growth. The significance of software 

systems, such as ERP, exploration, and production software, highlights the importance of 

technology in driving operational efficiency in the oil and gas sector. 

2.2 The Concept of Management Mindset 

According to Arocas and Morley (2015), Management mindset is a concept that refers to a set 

of competences, beliefs and characteristics resulting in distinctive performance to achieve 

excellence within organisations and understanding the organisational goals that organisations 
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aim to achieve. Management mindset competency is a concept associated with value and 

objective alignment with the organisational goals managers’ mentality, talent behaviours, and 

talent development (Luna–Arocas and Morley, 2015). 

Araujo et al. (2021) pointed out that management mindset represents a complementary 

approach of thinking that aims to achieve effective IT system implementation. They 

emphasised that management mindset practices are based on continuous processes including 

recognising, interacting, understanding and translating these practices into actions. Kouzes and 

Posner (2019) stated that management mindset is a representation of entity’s theorists, which 

deals with traits of intelligence and skills and abilities that can be learned and developed. 

In another context, global mindset related to management has been conceptualised by Javidan 

and Walker (2012) as a term which comprises particular knowledge, skills and competences 

that have been associated with intellectual capital, global business savvy, cognitive complexity 

and cosmopolitan outlook. According to Ungson and Wong (2014), the concept of global 

mindset was provided in management discipline in the early 1990s which is based on a 

comprehensive vision that generates an integrated strategic framework that enhances 

organisational development and increasing individuals’ capabilities through a set of strategies 

and processes. 

From these definitions, the research defines management mindset as a set of interactive 

behaviours and practices performed by managers, leaders and decision-makers based on a 

variety of competences, experiences, psychological and behavioural attitudes and beliefs which 

result in communications, performing different assigned tasks at the internal and external 

levels. 

2.3 Management Mindset Background 

Tavanti and Davis (2018) argue that leadership with a high level mindset and competencies 

can make a positive impact on organisational visions and future trends. In this context, many 

studies have been carried out on the relationships between management mindset and other 

dimensions including the psychosocial framework of the collective mind (Yolles and Fink, 

2013), human resources management and open innovation (Engelsberger et al., 2021) and 

managers’ growth mindset and resource management practices (Abernethy et al., 2021), 
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The integration between management mindset and IT system implementation has been 

investigated in a variety of studies that have been criticising the interactive relationships 

between the contemporary practices of management and the sustainable organisational 

development (Tollin and Vej, 2012), effective mindset using the matrix map for strategic 

decisions (Zimmerman and Bell, 2015) and creating global leaders with effective mindsets 

(Gretzel et al., 2014). 

The managers’ approaches in the UAE companies have been developed in terms of 

understanding the diversity of leadership styles, management techniques and adopting 

managerial competencies and capabilities that lead to excellent approach strategies (Abou 

Assali and Troudi, 2019). Nair et al. (2019) argue that leadership practices performed by 

different positions within the private and public sector institutions in the UAE have significant 

associations with the organisational culture, reputation, decision-making processes, and human 

resource competences. The diversity of leadership styles based on the management mindset 

becomes an enormous challenge for institutions to select the appropriate characteristics and 

styles of leadership. 

The increasing literature on management mindset approaches and their multidimensional 

relationships with IT system implementation leads to enhancing the awareness of this 

integration association that can be positively reflected in organisational performance.  Cseh et 

al. (2013) investigated different elements of management mindset including transcendence, 

plasticity of the mind, flexibility, openness, mindfulness, curiosity, and humility, and they 

associate such characteristics with global environment. 

Jamieson and Donald (2020) provide an association between management mindset and 

leadership competencies. The authors applied their study to educational institutions and 

engineering programmes. Eastburn and Sharland (2017) investigated the relationship between 

management mindset and risk management. They found that management mindset capabilities 

can provide crucial solution for mitigating risk stage as it based on predictable business process.  

In a relevant perspective, Allen (2020) critically investigated the managerial mindset from a 

technological perspective. They focused on the digital mindset as a main research pillar and 

demonstrated that such technological factor has a direct association with industry 4.0 and other 

critical concepts that should be integrated into a business management. Hildebrandt and 

Beimborn (2021) pointed out that there is a lack in the literature of an unambiguous and 
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theoretic conceptualisation of digital mindset that is characterised by various psychological 

perspectives. 

Management mindset has been a controversial area of study due to the complexity and 

interrelationships in the managerial contexts. In the UAE context, the growing contributions to 

knowledge of leadership and management practices have been increasingly developed 

(Alkheyi et al. 2020; Alnuaimi, 2020). In this context, investigating specific relationships in 

terms of the relationships between management mindset and IT system implementation is an 

essential justification. Recently, sustainable development has become a topic in the Middle 

East, where effective reports are one of the effective tools for assessing the commitment of 

institutions in the field of sustainable development, and the extent of their contribution and 

cooperation with the relevant authorities in this field (Gerged et al., 2018).  

Issuing effective reports for institutions has positive repercussions on making accurate and 

informed decisions, managing risks and crises, enhancing the values and reputation of the 

institution, improving the relationship with the government and local communities, and 

strengthening the association between the institution and society in the long term.  Although 

the objectives of the oil and gas sector in the UAE are compatible with each other, each 

company plays a separate and critical role in the core business of the sector (Shqairat and 

Sundarakani, 2018). Most developing countries depend on natural resources as their main 

source of income, and face many major challenges (internally and externally) in order to 

achieve economic diversification. Among the factors that prevent this is the rapid growth in 

export earnings resulting from resource extraction, which is accompanied by high exchange 

rate pressures which reduces the competitiveness of other commercial sectors in the economy. 

This makes the diversification of resource-rich economies inevitable to reduce the risks 

associated with heavy dependence on the growth framework of raw materials exports, and to 

avoid the impact of fluctuations in commodity prices on national economies. 

The Arab economies are a clear model for resource-rich countries that depend on oil and gas 

as their highest financial resource, which has led to a significant decline in the contribution of 

other sectors to economic activity (Abdel-Latif and El-Gamal, 2020). In this regard, the UAE 

government sought over years to provide a diversity of economic resources and to increase the 

financial investment and other strategies that can enhance the general economic resources. 
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2.4 Global Management Mindset 

The global mindset concept has been explored through different standpoints at the strategic, 

cultural and multidimensional perspectives levels (Yari et al. 2020). Global mindset is 

associated with management processes including decision-making style and managerial 

experience (Jiang et al., 2018), management education (Pathak, 2018), and cultural intelligence 

(Andresen and Bergdolt, 2017). It prioritises dimensions of strategic and organisational 

complexity generated by globalisation (Perez, 2017). 

A premise that influences the concept of global mindset, from a strategic perspective is that 

managing multinationals implies having, among other skills, the ability to integrate and 

coordinate geographically distant operations and respond to demands in different locations 

(Goxe and Belhoste, 2019). Therefore, the strategic perspective emphasises an orientation 

towards global business, the vision of an interconnected world, the perception that there are 

opportunities in many places and the ability to understand and adjust to specific local issues, 

in the markets where organisations operate. The complexity of global mindset has been 

increased in terms of the international expansion of SMEs and the relationship between global 

mindset, decision-making and SME performance (Torkkeli et al., 2018). 

The cultural perspective, in turn, prioritises issues related to national and cultural diversity, 

associated with the globalisation of business. These cultural perspectives have been integrated 

in the academic practice to develop the global mindset for learning and research purposes (Cseh 

and Crocco, 2020). This line of thinking reinforces the challenges faced by organisational 

managements as the business expands around. As a result, it becomes necessary to review 

ethnocentric positions, in order to adapt to new cultural realities. Therefore, the cultural 

perspective of the global mindset emphasises intercultural and relational dimensions, and the 

organisational and managerial competencies needed to understand other cultures, to increase 

the communication skills and effectiveness and interact with others, establishing and nurturing 

global interactions. 

The multidimensional perspective of global mindset, in turn, integrates other aspects such as 

cultural and strategic perspectives. It can also include other dimensions, such as knowledge, 

individual competences and psychological dimension. On the other hand, Yin et al. (2008) 

propose a multidimensional approach based on the following dimensions: global orientation, 

global knowledge and global competences. Global orientation refers to presenting an intention 
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towards systematic and continuous international expansion (commitment to 

internationalisation) and it adheres to the elements of the strategic perspective (Fernandes et 

al., 2020). 

Global skills involve having skills to build and manage multicultural relationships. 

Consequently, and aligned with the cultural perspective (Bourn, 2018). Global knowledge 

refers to having knowledge about foreign countries and industries and also involves the ability 

to detect global opportunities. It is being related to both perspectives (strategic and cultural). 

Thus, these three dimensions encompass elements of the aforementioned perspectives 

(strategic and cultural). 

The UAE organisations intensified their internationalisation in recent decades (Madichie and 

Kolo, 2013). It is important for managers to develop a global mindset, in order to facilitate the 

understanding of the diversity of the various operating environments with regard to local 

culture, legislation relevant to each country, knowledge of the customer and competition, the 

prices charged, and the distribution.  

Levy (2000) carried out an empirical study on the global mindset which aimed to verify the 

relationship between global mindset, team heterogeneity and global strategic posture. She 

found a significant relationship between the global mindset and global strategy and concluded 

that the senior management team's global mindset drives globalisation. Nummela, Saarenketo 

and Puumalainen (2004) conducted a survey of 385 companies in which the main focus was to 

identify what drives the global mindset and its relationship to company performance. The 

authors created a model and tested it in companies in the information and communication 

technology segment. They used as a concept for global mentality. To measure global mindset, 

they asked some questions on a seven-point Likert scale. They assumed two drivers for the 

global mindset: managerial experience and market characteristics. Managerial experience was 

measured using two items: percentage of managers with international experience and 

percentage of managers with international education. 

The concept of global mindset should incorporate cultural (Vuong, 2016), strategic and 

multidimensional perspectives (Nielsen, 2018) and behavioural skills. Other relevant 

characteristics are associated with global mindset such as flexibility, sensitivity and interest in 

other cultures, appreciation of diversity, ease of managing conflicts, analysis and solutions of 
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complex problems, ease of dealing with uncertainty and complexity, interest in the new and in 

challenges, emotional and psychological stability, and ease of interpersonal relationships. 

2.5 Internal Factors Related to Management Mindset 

Internal factors are divided in this research to IT competences, systems and operations and 

leadership. 

2.5.1 IT Competences 

Information technology competencies are considered a valuable element in contemporary 

organisations (Al-Shami et al., 2021). In this aspect, without an understanding of the 

organisational processes by which information is transformed into perception, knowledge and 

action, organisations are not able to understand the relevance of their sources and of 

information and communication technologies (ICT) (Caputo et al., 2019). In this sense, it can 

be considered that the management and strategic organisation of information are objects linked 

to knowledge and, therefore, inseparable for the organisation that intends to stand out, as the 

way it uses and disseminates information plays a strategic role in its ability to adapt and react 

to market changes. 

The absence of a sensitive organisational structure attentive to information management 

prevents synergy between the various departments that make up any organisation in the excess 

and in the lack of information. Moreover, the lack of IT competences can affect the inadequate 

access to informational content that can lead to organisation members to work with high 

degrees of tension and imprecision. 

IT competences reflect how organisations can deal with information and knowledge 

management in their environment and how the decision-making process in organisations is 

influenced by information (Turulja and Bajgoric, 2018). 

In order to manage all the information that permeates the organisation, it is essential that its 

employees have the qualifications, in particular, the necessary skills to select, filter, access and 

use information in an intelligent way, contributing to the construction of knowledge individual 

as well as organisations (Allal-Chérif et al., 2021). The importance of IT competences can be 

seen, as an area of studies and applications that, in the UAE, still needs deeper discussions and 

research involving the organisational context (Alzaabi et al., 2020). Therefore, observing this 

relevance of information and knowledge as key elements in the construction of a competitive 
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intelligence system for organisations based on information competence that needs to be 

investigated further in order to reach a sustainable work conditions. 

The information technology competences of individuals are highly demanded to perform the 

organisations’ activities, which can range from adaptations and incremental improvements in 

existing processes and products, to the development of new products, new production processes 

or new technologies. Investigating the IT competences area of the UAE organisations can 

reveal aspects related to the use of information technology to develop specific organisational 

skills for a particular business segment, taking into account, mainly, diversification strategies 

that can lead to better sustainable work conditions (Singh and Shaurya, 2021).  

It is necessary that, in addition to knowledge, other tools are used, such as Competitive 

Intelligence (CI), which can be understood as the process that manages information flows, 

whether formal or informal, and through multiple integrated and developed information, with 

the objective of creating an organisational culture focused on CI (Cekuls, 2018). The IT 

competencies can be related to intelligence instruments including different processes such as 

prospecting and monitoring, selection and filtering, treatment and aggregation of value, 

dissemination and transfer, generation and use of data, information and knowledge, the 

informational asset and intellectual of the organisation. 

Management competencies in the IT area become relevant for the organisations, as they are 

able to align investments in the area with the organisational objective, generating strong 

alignment between strategy and IT, which can positively impact different organisations 

(Tanriverdi and Du, 2020). In this sense, managing the integration between IT and the business 

involves appointing the right individuals in the right positions (and with direct responsibility 

for their decisions), in order to ensure that the investments made in IT are aligned with the 

strategic objectives of the organisation, considering that the data obtained by IT can provide 

information necessary for managers to make strategic and efficient decisions. 

Entrepreneurial competence is treated as the competence of the individual when related to 

administrative practice (in the sense of managing any organisation), due to the different tasks 

that he can perform (Lyver and Lu, 2018). Entrepreneurial actions are associated with 

competencies as they represent the following aspects: sense of identifying opportunities, 

networking capability, conceptual skills, management skills, readability, positioning in 

emergency scenarios and organisational commitment (Hwang et al., 2020; Hashim et al., 2018). 
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Skilled human resources enable organisations to conceive and develop IT practices faster than 

the competitors. A focus on IT-enabled intangible resources enables organisations to leverage 

and exploit pre-existing intangible resources such as customer knowledge and synergy through 

the coexistence and complementarity of resources and capabilities (Khan et al., 2019). In order 

to articulate the development of IT competencies in an analytical framework that would allow 

describing the different stages of combining IT resources and capabilities, the IT competences 

should be enhanced by a set of practices that should be integrated in the organisational systems, 

structure, and training and development strategies. 

Individuals should have a set of information technology solutions that provide a differentiated 

infrastructure. Based on these competences, the organisation can achieve a level of strategic IT 

alignment that allows it both to preserve global standards and to enable local differences, with 

cost, time and quality gains. IT competence refers to the extent to which a firm is able to know 

and use technologies to manage information about the market and customers (Devece, 2013). 

The trajectory of IT competence development in some organisations should be analysed in the 

light of specific methodological structure. This structure distinguishes two types of learning 

processes: those of acquisition and those of knowledge conversion (Van Grinsven and Visser, 

2011). Some key characteristics of these processes (variety, intensity, functioning and 

interaction) are identified and their implications for the development of competences should 

be analysed. 

In an unstable environment, IT strategic alignment initiatives can end up thwarted due to the 

brevity of product and business cycles. This dynamic can reinforce a managerial perspective 

from the strategic conflict, whose focus insists on the rationality of decision makers and 

privileges the external environment to the companies, to the detriment of aspects of their 

internal environment. The identification and analysis of learning processes in the organisation 

can constitute an intermediate or complementary competitive advantage and elucidate the 

company's qualification process (Namada, 2018). The relationship between competence 

development and learning processes has been addressed in different research traditions 

including research that focuses on companies operating in advanced economies (Wilhelm et 

al., 2019) and research that deals with companies in countries of recent industrialization or in 

development. 

2.5.1.1 Multidimensional IT Competencies 

The following elements are related to the IT competencies. 
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English Language for IT Competencies 

English can be considered as an essential language for IT, as the most information of the 

contemporary IT systems are designed and explained through this language. In this regard, 

having the essentials of English is necessary for understanding the IT systems and applications 

(Khasawneh, 2021). 

Familiarity with Apps 

The professionals who work with IT should have the capability in dealing with different 

applications and know how to deal with them (Chen and Allman-Farinelli, 2019). They should 

know how to program them, as this is a significant differential, regardless of the function to be 

performed. For example, working with networking and databases can use their knowledge of 

app programming to bring more scalability and automation. In other words, familiarity with 

these items helps improve processes and achieve better results. 

Data Analysis 

The Internet of Things (IoT) has brought a new vision to IT and this has generated many 

security implications (Kelly et al., 2020). This context requires professionals to be able to apply 

analysis techniques. Another fundamental requirement is the interpretation of the collected data 

so that they become strategic information. It is also worth emphasising that data analysis serves 

the security of devices, as this is an increasing need in a technological and integrated world, in 

which information is in the cloud and requires companies to adopt solutions for prevention. 

Creativity 

The IT professionals should be creative in order to have effective strategic IT role. More than 

knowing how to develop technologies, they must find different ways to apply the solutions and 

tools and improve the business in creative approaches (Cropley, 2020). 

Proactivity 

Proactivity helps to resolve the risky situations that might occur and cause problems in the IT 

systems, privacy and other difficulties (Wu et al., 2018). In this regard, establishing a set of 

proactive systems and mechanisms can prevent further risks. 

Adaptability 
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IT is constantly being renewed and professionals need to adjust to new contexts to achieve 

better results (Monteiro et al., 2020). This means being open to different working methods to 

face the challenges that arise on a daily basis. This skill is highly valued by companies, as 

employees with difficulty adapting are resistant to change and can generate conflicts. 

Communicability 

Communication is essential for professionals, including IT. By providing support to all 

departments and having a centralised performance. The interactive relationship between 

individuals and their leaders and managers is significant in this context which encourage 

individuals to communicate with confidence and help organisations to create new work vision 

and participate in significant processes such as decision-making processes and strategic plans 

(Brunton et al., 2019). 

Flexibility 

This is the competence needed to work in a team and deal with individuals of different profiles. 

The goal in this context is to have a collaborative attitude and empathy to understand others’ 

attitudes. 

2.5.2 Systems and Operations 

Organisational systems and operations can be designed and adopted depending on the nature 

and characteristics of organisations. Designing management, financial and operational systems 

need technical and effective competences can reflect the organisational practices into outcomes 

that meet their strategic goals (Fatimah et al., 2020). There are different types of systems that 

serve different organisational levels: operational level systems, which support operational 

managers in transactions such as sales, accounts, warehouses, and raw material flow. 

Management level systems serve the monitoring, control, decision-making and administrative 

procedures activities of middle managers and the strategic level systems, which help senior 

management to face issues and trends, both in the external and internal environment of the 

company (Tortorella et al., 2019). In addition to enterprise-level systems features, they also 

serve multiple functional areas such as sales, marketing, manufacturing, finance, accounting, 

and human resources. 
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2.5.2.1 Decision Support Systems (DSS) 

Decision Support Systems (DSS) are designed and used to help in making unusual decisions 

based on contingent and constructive support approaches in advance in order to solve non-

predefined problems using internal information (Kitsios, and Kamariotou, 2018). They have 

higher analytical power than other systems, built on different models to analyse and store data, 

make daily decisions, so they have an accessible interface and user service, they are interactive, 

being able to change and include data through menus that facilitate their entry and obtain 

information processed. 

2.5.2.2 Human Resource Systems 

Human resource systems are responsible for attracting, improving and maintaining the 

company's workforce (Ishak et al., 2021). They help to identify potential employees and select 

new individuals, develop talent and potential. At the strategic level, they identify skills, 

education and job types that meet the business plans. The management section monitors the 

recruitment, allocation and compensation of employees. The knowledge section describes 

functions related to training, the development of career plans and hierarchical relationships 

between employees and the operational section records the recruitment and placement of the 

company's employees. 

2.5.2.3 Supply Chain Management (SCM) 

Supply Chain Management (SCM) is the association and coordination of the activities of 

purchasing, manufacturing and moving a product to deliver it to the consumer more quickly at 

low cost. The supply chains are business processes to select raw materials and transform them 

into intermediate and finished products, interconnecting suppliers, industries, transport, retail, 

customers, with raw material selection, inventory control, delivery, providing services from the 

source to the consumer (Sarkar et al., 2021) . These processes are performed by operations 

management which aims to plan, execute and monitor all processes that are part of a company 

to ensure assertive decision-making and actions that generate real results. By covering all 

sectors and activities of a company, operational management offers a complete overview of the 

entire business scenario. 

To ensure performing effective supply chain management systems, chain members need to 

work in a cooperative manner to achieve the mutual goals and better coordinate business 
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processes (Mardani et al., 2020). In the contemporary practices, many different systems are 

established to enable organisations to develop, assemble and manage products throughout their 

lifecycle. Supply chain operations have been significantly designed and adopted by 

organisations which are responsible for their own network, which reduces costs and facilitates 

the sharing of information, and having some access restrictions.  

2.5.3 Leadership  

Leadership characteristics have been considered as one of the most significant determinants in 

directing organisations to achieve their sustainable goals (Nor-Aishah et al., 2020). Hadi and 

Tola (2019) point out that leadership is the process by which a leader influences, inspires and 

motivates others that they are directed towards the achievement of common objectives. It 

implies an interpersonal relationship, where not only the aptitude of the leader plays, but also 

the predisposition of the followers and the conditions of the situation. Leadership practices are 

associated with motivation, power, management by objectives, and empowerment. Leadership 

deals with change and in turn complements management. The real challenge consists in 

combining strong leadership with management to provide an integrated set of effective 

practice.  

In the contemporary leadership practices, the exceptional work circumstances occurred as a 

result of the outbreak of Covid-19 pandemic pose significant challenges on the compatibility 

between management mindset and leadership practices. As a result of these conditions, the 

virtual and online interaction has been increased to replace the traditional face-to-face 

interaction. From a critical perspective, Contreras et al. (2020) pointed out that organisations 

with effective e-leadership have the competences on operating telecommuting work to increase 

the productivity and performance of its employees. The authors stated that the traditional 

leadership practices could pose advanced risks due to the lack of control as the telecommuting 

work can be monitored on technological based system. In this context, the contemporary virtual 

work based on the management mindset competences can increase the effectiveness and 

appropriateness in working with leaders. 

Vahdat (2021) examined the role of IT-based technology on managing the HR in the Covid-19 

era. She found that the authentic leadership has a significant impact on IT system 

implementation under the current conditions that characterised by online interactions based on 

the IT- based technology. Lamprinou et al. (2021) found that the perceived organisational 
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support play a mediator role in the association between leadership practices and teleworkers 

and non-teleworkers. They investigated this association in terms of the underlying implications 

of the Covid-19 pandemic and the challenges that face the organisations in how to employ their 

leadership practices based on technological means. 

Contemporary studies suggest that companies accelerate the process of acquiring knowledge 

about different leadership styles that can be compatible with their business nature and markets 

in different ways (Shamim et al., 2019). Leadership mentality has been associated with 

organisation's global business strategy (Cohen, 2010). In fact, this way would be through 

formal education, offering programs to develop skills in other languages and increase 

knowledge in different cultures and markets. A significant number of organisations around the 

world seek to establish policies to integrate and disseminate universal principles in different 

areas, associating sustainable principles and values with leadership practices in various sectors 

and small, medium or large scale (Rasche et al., 2013). 

2.6 External Factors Related to Management Mindset 

The external factors of this research are PESTLE, competition and customers. 

2.6.1 PESTLE 

PESTLE analysis is included to assess the external factors—Political, Economic, Social, 

Technological, Legal, and Environmental—that influence IT system implementation in the 

UAE oil and gas sector. This framework helps understand the broader context in which 

management mindset and technology adoption occur. To achieve multidimensional analytical 

results, it is significant to have an analytical approach that leads to relevant information that 

allows offering the client or the organisation, discoveries and data that contribute to their 

management and organisational efforts. In this context, PESTLE analysis is a tool used to 

obtain a macro image of the internal and external environmental factors (Simões, 2020). 

PESTLE integrates political, economic, social, technological, legal and environmental factors 

and allows an organisation to form an impression of the variables that could affect its business 

or industry (Debnath et al., 2021). 

The PESTLE has been developed from being a tool only for industries, to become a useful 

instrument for management and strategic decision-makers, since it offers a high understanding 

level of the internal and external factors that affect a business or a brand. It allows identifying 

and discovering trends and situations that can positively or negatively impact the course of a 

business or brand. 
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It is common in public relations practice to use the SWOT analysis as a formula that can help 

assess the strengths, weaknesses, opportunities and threats of a company to understand its 

position in the market (Koshesh and Jafari, 2019). However, in the PESTLE analysis, a more 

complete way to understand and evaluate external factors can be provided. The application of 

this technique, being an analysis technique, consists of identifying and reflecting, in a 

systematic way, on the different study factors to analyse the organisational external 

environment, and subsequently to act consequently and strategically. 

2.6.1.1 Political 

Those factors associated with the political practices that may determine and influence the 

activity of an organisation in the future. The policies of the country where the organisation 

operates, government stability and changes in international agreements are analysed in this 

dimension. The different policies of local, national, continental and global governments are 

involved and analysed in this factor.  

2.6.1.2 Economic 

It consists of analysing and studying the current and future economic issues that may affect 

organisations in the execution of their strategies. This factor is associated with the economic 

cycles of the countries, the government's economic policies interest rates, inflation and income 

levels, tax regulations, economic crises, the segmentation into economic classes of the 

population and possible changes, macroeconomic factors specific to each country, the 

exchange rates or the level of inflation that must be taken into account for the definition of the 

economic objectives of the company and the unemployment rate (Mihailova, 2020; Yusop, 

2018). 

2.6.1.3 Social 

Social factor represents the social activities, relations, individuals’ attitudes and behaviours 

that can affect the internal relationships within organisations. These social practices should be 

controlled and monitored through effective leadership styles that can guide and direct their 

practices and performances through positive impact, motivation and inspiration. Different 

social dimensions are related to this factor including changes in income level, health awareness, 

changes in the employees’ relations and team work, and changes in the population level. 



 

35 

 

2.6.1.4 Technological 

This factor is more complex, since, although technological changes have existed, the speed 

with which they occur today is complex (Widya et al., 2018). This complexity is related to 

innovation, the appearance of new technologies related to the activity of the company that may 

cause some type of innovation, the emergence of disruptive technologies that change the rules 

in many sectors, the promotion of technological development that will lead the company to 

integrate these variables into its competitive strategy, changes in energy uses and 

consequences, new forms of production and distribution. 

2.6.1.5 Legal 

This factor refers to all those changes in the legal regulations related to organisations’ projects, 

which can affect them positively or negatively. The legal context is associated with countries’ 

laws and legislations, organisations’ regulations, licenses, employment laws, intellectual 

property rights, occupational health and safety laws, and protected or regulated sectors. 

2.6.1.6 Environmental 

The environmental dimension is related to the external circumstances that occur and have 

associations with organisations. This factor can be associated with environmental protection 

laws, regulation on energy consumption and waste recycling concern about global warming, 

current and future ecological social awareness, and concern about pollution and climate 

change. 

2.6.2 Competition 

The economic, social and environmental changes of the organisational practices have 

witnessed considerable challenges related to the outbreak of Covid-19 pandemic and its 

multidimensional implications (Barouki et al., 2021). This pandemic needs to be considered 

more carefully in terms of how companies interact in the competitive scenario. At the same 

time, significant themes such as organisational development have emerged as factors that need 

to be integrated into this discussion. Both constructs “business competitiveness and 

organisational development” as strategic instruments for public and private managers' decision 

making (Danso et al., 2019), must be considered as fundamentally important in the 

contemporary practices to the new challenges brought by these discussions. 
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The incorporation of the concern with the integration of these constructs to the organisational 

management leads to the development of competences that can incur in gaining competitive 

advantages in the market in which the organisation is inserted. Considering, however, that the 

market structure is composed of different social actors, it is relevant that these actors also 

integrate the same concern into their practices. These actors, being those who can influence or 

be influenced by the organisation are so-called stakeholders (Danso et al., 2020) and can exert 

pressure on the organisation so that it adopts certain behaviours as a result of its interests, such 

as, for example , responses to environmental challenges, characteristic of the discussion. 

Operationally, companies have incorporated these discussions through corporate socio-

environmental responsibility (Tres et al., 2022), presenting it as the answer to the challenges 

brought about by the need to align strategic practice with the new context of competition. 

Considering the existence of a relationship between organisational responsibilities and 

competitiveness, organisations can acquire a competitive differential, given the dynamics of 

their market, by incorporating socio-environmental responsibility practices in their 

management (Dos Santos et al., 2019). From this perspective, it is understood that 

competitiveness is related to the ability to formulate and implement strategies, which can be 

reflected in organisational results when an organisation presents an unidentified differential in 

its competitors. In this way, it is perceived the need for sustainable development to be aligned 

with the organisational strategy so that it brings the competitive differential in question. 

Corroborating this idea, El-Aidie et al. (2021) argue that an organisation can be competitive by 

taking advantage of opportunities identified by the demands arising from the discussion on 

organisational responsibilities. 

The short-term view and low knowledge on the subject of sustainable development on the part 

of managers are the main factors as an explanation for the fact that there is still limited 

agreement between the discourses of competitiveness. In this sense, not only managers, but 

also other actors involved in the competitive scenario would be losing market opportunities. 

Such actors, which may include competitors, suppliers, consumers, public authorities and civil 

society are also part of the market dynamics and, when considered together, form the so-called 

inter-organisational networks, characterised by the union between one or more companies and 

other organisations in the sense of cooperating to achieve better results in the market in which 

they operate. 
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2.6.3 Customers 

Customers have been considered as one of the most significant determinants of organisational 

marketing strategies and operative practices. As an external factor, customers’ needs should be 

considered and transformed into the organisational marketing processes that involve strategic 

goals and concentration of individual expectations. Although technology has brought benefits 

to the marketing environment, it also brought challenge as technology requires skills and 

sensitivity on the part of the project management and customers’ needs (Başyazicioğlu et al., 

2018; Barnwell et al., 2014). 

Customers represent a significant external factor that needs to be considered in terms of its 

association with the core trends in the contemporary organisational practices (Taherdangkoo 

et al., 2019). To increase the positivity of the relationship between management practices and 

customers, companies seek to develop research, creating new organisational environments, 

new strategies, new ways of providing services, and creating mechanisms that allow customer 

retention, and may make them loyal to the brand or to the product and/or service offered. 

However, in this increasingly competitive and demanding market, and in the efforts and 

mechanisms presented by companies to achieve certain results, concerns begin to guide this 

process. 

The customers as an external factor have become the essential actor in the business. According 

to this premise, the knowledge of the individual turns out to be an essential element in business 

development (Sivabagyam et al., 2018). In other words, the more the customer is known, the 

more the company's growth can be consolidated. This approach considers the role of the 

customers from anthropological, social, economic, administrative and communicational 

perspectives, to determine the way in which the characteristics of the client become a valuable 

input for the management of the organisation. In this context, at the managerial level, those 

responsible for the marketing departments must have data on its resources and capabilities, 

production capacity, objective quality of products, human resources, financial resources, 

organisational capacity, experience, and image within the market (Bae and Zamrudi, 2018). 

The external analysis has to provide information both on the macro environment and on aspects 

that are closer and have a direct influence on the organisation itself as customers, competitors 

or intermediaries. Once the external analysis has been carried out, the company will be in a 

position to determine which the closest threats are and which the opportunities that the 

environment offers them are. This stage of analysis opens the way to a next phase of the 



 

38 

 

marketing process and customers’ analysis in which the company is already in a position to 

define its strategy. Companies must determine the criteria they use to segment their market, 

ensuring that the segments obtained are accessible, measurable and homogeneous with respect 

to the characteristics considered. 

Companies have redirected their strategies from a traditional approach (directed towards the 

product), towards one with which a sustainable competitive advantage is achieved over time as 

it is oriented towards the relationship and generation of value to the client and customers 

(Haseeb et al., 2019). Therefore, it is important to analyse the processes that constitute the 

fundamental bases when undertaking improvement actions in any type of company. However, 

effective customer relationship management involves optimizing information management to 

enhance customer acquisition, penetration and portfolio maintenance strategies (Anshari et al., 

2019). Customer management refers to the business strategy focused on knowing the client's 

needs, through the analysis of information supported by the application of information 

technologies (Nicuta et al., 2018). Therefore, the degree of satisfaction is increased, customer 

loyalty, it is a process with which the customer can be managed strategically. This process 

integrates different dimensions of the information related to the client. These are: customer 

contact operations, internal cross-office collaboration, external collaboration, customer 

representatives, sales performance management and market analysis. Customers’ management 

allows the company to develop and manage the knowledge of its customers, in relation to 

contact and service processes, to identify changes in the market from which to generate value 

offer (Kis et al., 2019). However, before considering the adoption of a customers’ management 

approach, it is necessary to assess if the organisation is already guided by a customers’ 

management philosophy. If the company is customer-centric, and if its culture and history show 

that collective efforts have been made to create and support long-term customer relationships. 

2.7 Management Mindset Approaches 

Management mindset is associated with different approaches including interactive 

relationships with subordinates and human resource enhancement. 

2.7.1 Interactive Relationships with Subordinates 

Creating a direct communication channel between employees and management (and between 

company departments) enables the sharing of insights, knowledge and experiences, in addition 

to keeping the team well-informed and integrated. This alignment is fundamental as an 
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excellent strategy that reflects management mindset to communicate the company's results with 

subordinates in order to have an interactive relationship that can be positively reflected in the 

organisational performance. 

Bradley et al. (2021) investigated the relationship between teamwork and growth mindset and 

team communication and their qualitative results revealed that groups reproduced positive 

reflection of team communication and cooperation, which was characterised by discussions of 

benefits and challenges that occur in working as teamwork. Neill (2018) emphasised that 

communication play a significant role in strategic relationships with subordinates at the internal 

communication level which can affect the current and potential employees. He stated that the 

effective communication characteristics can support organisational to the positive change and 

performance enhancement.  

Over the years, human resource departments of the UAE organisations have undergone 

considerable changes, acquiring increasingly strategic roles based on openness and 

interactivity (Rees et al., 2007). The evolution of management approaches has brought several 

important consequences, requiring adaptation, flexibility, and training (Waxin and Bateman, 

2016). Emotional intelligence is a fundamental requirement to manage adversity and reduce 

anxiety, factors that can hinder productivity. Thus, the leader needs to create an environment 

of dialogue and trust.  

2.7.2 Human Resource Enhancement 

Management mindset essentially is considered as the main driver for HR enhancement as that 

mentality mainly comes with a set of changes in society that come with the contemporaneity 

(Cooke, 2018). Globalisation, change in the production system, insertion of technologies, 

evolution of psychological knowledge and increased research in the area of organisational 

psychology are important changes for the formation of a new paradigm in HR. 

The evolution of management has an important impact on the human resource of organisations. 

Constructive relationships between management and subordinates lead to a humanisation of 

relationships. Another important issue as Usheva (2016) emphasised is the valuing of 

teamwork, which has brought a new dynamic to the organisational management. Studies 

related to learning, as well as conditioning schemes that facilitate the process of knowledge 

assimilation, become necessary to support human resource practices. 
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The insertion and adoption of new technologies pose challenges for human resources in terms 

of how to transform management mindest and strategies into human resource interaction. The 

role of management mindset in this context simplifies communication, facilitates file sharing 

and storage, and makes bureaucratic processes more streamlined. However, computerised 

solutions also provide access to programs that are often major distractions for professionals. 

This requires corporate education procedures that help employees know how to deal with these 

resources. Additional important impact on human resources is the formation of a culture of 

innovation in companies (Maier et al., 2014; Gil-Marques and Moreno-Luzon, 2013). This 

trend is advantageous, but it involves the challenge of preserving the internal culture of the 

business. 

Companies that seek to remain competitive must practice human capital management (Hossain 

and Roy, 2016). In addition, it is essential that they implement initiatives that facilitate the 

organisation of talent by objectives. In this way, employees have the opportunity to grow 

professionally and the old hierarchical models are put aside. HR departments rely on the use 

of management systems and digitisation. These programmes allow companies to define their 

strategy and objectives, increase individuals’ efficiency and accelerate the achievement of 

results. 

It is important to emphasise that the human resource constitutes a fundamental element that 

provides validity and use to the other resources. In this sense the personnel of the organisation 

can develop skills and competencies that allow the competitive advantage of the company to 

be sustained and lasting over time, thus making it possible to talk about the construction of an 

inimitable, unique and competitive human resource in the corporation. Human resource 

management is constituted in a “set of activities and concrete measures to operate the area and 

that have a direct effect on the behaviours, attitudes and aptitudes of individuals within the 

organisational scheme (Budhwar and Debrah, 2013). 

The relationship between management mindset and human resources is more complicated to 

manage in terms of engaging the workforce, attracting talent to the enterprise, talent retention, 

training and development strategies, managing relationships and diversity in the workplace. 

There may also be referring to human barriers to the awareness level of management strategies, 

lack of commitment and conflicts, as well as problems with inadequate leadership (Adeniran, 

2017). In order to avoid problems related to human resources, constructive strategies should be 

adopted such as establishing guidelines for work environment, clearly defining the roles and 
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responsibilities of individuals, as well as developing a sense of unity, trust, respect and 

cooperation. 

2.8 Supportive Determinants of Management Mindset 

Employees’ relationships and public relations are considered as supportive determinants of 

management mindset. 

2.8.1 Employees’ Relationships 

Employee relations represent a significant element of transforming management mindset 

strategies into cooperative and effective work environment. Employee relations can be 

considered as a study of relations between employees and employers, in order to find ways to 

resolve conflicts and help improve the organisation productivity, increasing the motivation and 

morale of individuals (Aboelmaged, 2018). This aspect is concerned with providing employees 

with information about the organisation's objectives so that they have a better understanding of 

management objectives and policies (Saeed et al., 2019). Through these relationships, 

employees can also be aware of their low performance and capabilities through effective 

relationships and mutual interactions which help them to correct performance. Employee 

relations also address employee complaints, concerns and inform employees of their rights and 

what to do in the event of discrimination. 

The importance of employees’ relationships as a social and organisational function is justified 

by the need for organisations to establish relationships or exchanges with other countries, 

organisations, groups and other individuals (Kang and Sung, 2017). Through these planned and 

effective relationships, organisations can be able to achieve their mission and achieve their 

goals.  

According to Ferguson (2018), public relations as the general form of employees’ internal 

relationships is a discipline whose research and literature have been increasingly consolidated 

since the 1980s and particularly in the 21st century, due to changing social, political and 

economic contexts. The debate about this profession has increased with: the expansion of the 

impact of employees’ participation on the relationship between Industry and operational 

performance improvement (Tortorella et al., 2020). In addition, according to Lee et al. (2019), 

the employees’ relationships have been associated with understanding the effects of employee 

and organisations relationships on employees’ problematic perceptions and communicative 

behaviours. 
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2.8.2 Public Relations 

The public relations function is the management of communication with different publics in 

organisations, with the purpose of creating an organisational identity and image that is well 

received by the general public opinion (Ferguson, 2018). According to Gilaninia et al. (2013), 

public relations can be defined as the management of communication between an organisation 

and its individuals. In a similar sense, public relations is a business function that contributes to 

the establishment and maintenance of lines of communication, understanding, acceptance and 

cooperation between the organisation and its employees (Lemon and Palenchar, 2018). It 

involves a series of programs designed to promote or protect the image of a company or its 

products in particular.  

Al Saifi (2015) stated founds that potential consequences of organisational culture for the 

establishment, sharing of knowledge are elaborated, and there is an effect of organisational 

culture on different knowledge management operations and their associations with 

organisational performance. The activity of public relations consists of creating relationship 

management processes that promote the evolution of the company from the perspective of its 

organisational culture, as this highlights the need and importance of effective relationships, 

which involve understanding and commitment from the public and the organisation.  

The employees relations function requires specific training to obtain the desired results and to 

the lead to decreasing the conflicts inherent within organisations in increasingly complex and 

demanding markets (Burke and Noumair, 2015). Without these trainings and human resource 

enhancement courses, understanding the rapid change and complexity of the information and 

communication society is compromised. 

2.9 Management and the Technological Dimension 

Contemporary trends in digital transformation have become more evident recently, such as the 

need for secure access to public and private networks (Sarker et al., 2018), competitive 

advantage in the age of Industry 4.0 (Adamik and Nowicki, 2018), endpoints, cloud backup, 

and a virtual work infrastructure that offers simplified management. Other digital 

transformation trends, on the other hand, are new to many managers, and they can be used to 

improve communication and productivity on a daily basis. 

Management development, based on strategy, is a consistent basis for proactivity, innovation, 

creativity and technological assimilation capacity to reach business development (Ogbeibu et 
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al., 2020). In technological terms, management can be conceived as the administration of 

knowledge to stimulate a production process through the systematic introduction of 

technological innovations and not only seen as the acquisition of equipment, machinery and 

other instruments. Technology can be described in multiple ways. It is conceived as a simple 

means to carry out a task, where what is needed is to convert resources into products or services. 

Technological dimension can be integrated with different practices associated with and resulted 

from management mindset.  These practices can enhance product development process for 

industrial manufactured products (Ahmed et al., 2019). By considering the characteristics of 

management mindset, technological management can be interpreted in terms of the scientific 

development of techniques for viable options for solving problems such as planning, project 

control, research on innovation-based processes, management of scientific and technological 

information, among others. 

Technological management is an interdisciplinary field that mixes knowledge, science and 

administration in order to plan, develop and implement technological solutions that tend to 

achieve the strategic and tactical objectives of an organisation (Su and Moaniba, 2017). If it is 

developed within a management framework that generates viability in the achievement of 

processes, it will allow an efficient interaction between technology, human resources and the 

knowledge obtained, which in turn leads to an increase in quality, productivity and 

competitiveness in the goods and services offered. In this sense, under the concept of 

technological management, science and technology are organised forms of knowledge that 

allow the application of new ways of assimilating processes, although each has a different 

objective (Vázquez-Ingelmo et al., 2019). 

Science seeks the why of phenomena, while technology aims to know how to satisfy a need to 

generate a process, goods or service as a result based on management mindset and 

programming practices. Business organisations have a vital and intangible resource that allows 

them to develop their essential activity, which is the technological management of knowledge. 

As with data, information and knowledge, there are multiple definitions of technology 

management. Indeed, information is composed of organised data and facts, while knowledge 

consists of the construction of truths, beliefs, perspectives, concepts, judgments and 

expectations (Lankshear et al., 2013). In this sense, the involvement in which the 

aforementioned concepts are found in relation to technology and its management. 
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Information has specific directed essence and purposes within organisations. In oil and gas 

companies, Grant (2013) associated the development of knowledge management in the oil and 

gas industry with the technological means that can determine the development of operation, 

production and other managerial procedures. The information is used and placed in specific 

contexts and for particular procedures and settings. In this regard, knowledge is the 

combination of information, context and experience. Therefore, its procedural execution 

constitutes the application of technology through management. 

Technological management refers to the competence to achieve the involvement of the 

concepts of data, information and knowledge and to assume a range of interests, perspectives 

and issues related to management approaches to improve the use of information in support of 

technology processes. According to Brownsword (2016), technological management is related 

to compatibility of the nature of rule of law and the way in which compliance with 

organisational regulations and policies. However, by proposing the applicability of a heuristic 

approach capable of encompassing all the elements, the technology management can be 

associated with two aspects. The first, as the application of scientific knowledge to obtain a 

practical result of science and management to the product, to the process, in terms of quality, 

effectiveness, value addition and competitiveness (García-Holgado et al., 2015) and, the 

second, as an organisational activity through which the necessary technology is defined and 

implemented to achieve the objectives and goals of the business due to managerial 

management. 

A number of studies recognise technology management as the instrumental knowledge to 

discover new opportunities, when acquired, classified, preserved and exploited the objectives 

of the organisation (Barros et al., 2020; Fernandes, 2018). It is part of the quality that companies 

apply to their key business processes, since it depends on the management, knowledge and 

technology available for planning, production, distribution and delivery (Colledani et al., 

2014). 

Different studies have revealed that there is an association between management and 

technological advancement (Carayannis, 2018; Afroz et al., 2017). The huge investment of 

companies in the IT has been considerably increased (Pomaquero et al., 2019). Technological 

management requires knowing the needs of consumers to establish new scientific discoveries, 

new technologies, and new markets. Applying technology through its own management creates 

challenging competitive advantages due to the market is increasingly competitive (Garrido 
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Azevedo et al., 2017), demanding higher innovation (Zhang et al., 2017), and companies are 

organising their businesses focusing their efforts on creating higher value for their customers 

(Ryssel et al., 2014). 

2.10 Information Management 

Flett 2020 (2020) emphasised that information management has multidimensional associations 

within organisations, which can be reflected in a variety of practices including the rational 

information processes, intuitive information, and global leadership mindset. Voronkova et al. 

(2017) found that information management has a direct with industrial practices and their 

strategic development pathways. The authors suggested that the resource planning mechanisms 

employment should be implemented in large multi-industry companies to develop their 

management structure. Khuntia et al. (2018) considers the effective use of IT to be vital to the 

competitive strategy of organisations as well as their presence in the market. With the growing 

demand of the oil and gas market, organisations expect individuals to produce more, with 

higher quality and at lower cost (Elhuni and Ahmad, 2017). One of the ways to achieve these 

goals is to increase productivity, through investment in IT. 

According to Hawash et al. (2019), the growing competitive advantages of oil and gas 

organisations, particularly in developing countries pose challenges in terms of the risk of 

traditional procedures of different managerial practices. In this regard, the authors stated that 

the successful implementation of Electronic Records Management System (ERMS) in these 

organisations can lead to an effective adoption of new technological approaches that can be 

positively reflected in the operations of these organisations. 

Mazorodze and Buckley (2019) considers the growing importance of knowledge for 

organisations, with this many theories have emerged about how to manage knowledge and 

about how to manage knowledge-intensive organisations. Managing these new structures is 

fundamental importance for individuals involved in the process: customers, employees, 

shareholders and suppliers. Knowledge is an intangible asset in contemporary administrations. 

Therefore, the construction of this knowledge is vital, as well as its transformation into an 

instrument for the success and growth of organisations, without neglecting the creation and 

adaptation of existing structures and systems for this new business. 
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2.11 The Importance of Information for Organisations 

The importance of information for organisations is undeniable and has increasingly been 

considered an important asset (Anggraeni, 2020). The difference between information and 

conventional tangible assets is its difficulty in management and evaluation. In this sense, in an 

increasingly competitive scenario, the search for information has provided alternatives for 

organisations to adapt to the management change created by the growing demand for new 

information technologies (Martins and Picoto, 2019). 

In most companies, information technologies face different challenges as they could be 

excessive, inconsistent, distorted, outdated and dispersed. It is imperative that the information 

is present, but up-to-date, accurate and with quality. The efficiency in the use of information 

resource is measured by the relation between the cost of obtaining it and the value of the benefit 

derived from its use. Therefore, the costs of information are directly related to the costs of its 

collection, processing and distribution. 

The effectiveness of information can be evaluated in terms of the information product, the use 

of information for organisational work, the use of information systems by users and their 

impact on the company, especially on organisational performance. Iyamu and Batyashe (2020) 

points out that information plays an indispensable role in enhancing the competitiveness, and 

business continuity. When information is well collected, manipulated and organised, 

knowledge about the business can be expanded, and with this, companies can benefit 

significantly. It also complements that information can be considered as one of the fundamental 

pillars or one of the basic premises for the efficient performance of any company. 

Characteristics such as accuracy, consistency and high availability of information become 

essential for its survival (Agerstrand and Rudén, 2010). Companies are convinced of the 

importance of information for the management and decision-making process, however they do 

not seem to realise that the highest value of information lies in its use and not its generation. 

It is important to select and organise information management and strategies in order to 

transform the gradual use in order to add value to organisations. Large companies spend 

massive amounts of money on IT to obtain information, but much of this money is invested in 

establishing a database with irrelevant or misused content (Stein, 2003). Brown and Harvey 

(2021) stated that the purpose of the information is to make the company reach its goals through 

the efficient and effective use of its human, material, technological and financial resources. 
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Therefore, even with all the technology available, it would also be necessary for companies to 

invest more resources in human resources, enabling them to make better use of the information 

and knowledge generated. Information can help companies to develop new products targeting 

new market needs, envision new investments and even increase their market share, and can 

help reduce the costs of their products in order to lead the company to greater competitiveness. 

2.12 Information Technology Management 

Contemporary management mindset approaches focus on technology management as a 

strategic tool to transform the organisational operations and processes into sufficient, effective 

procedures and mechanisms that can organisations in achieving their goals. Contrary to what 

usually occurs in many organisations, attention to the company's IT infrastructure must be 

constantly carried out in order to avoid problems. This proactivity and predictability are 

essential to anticipating IT incidents. Poor management results in reactive teams, leading to 

failures that compromise the continuity or performance of the business (Mntonintshi and 

Mtembu, 2018). These problems often result in customer dissatisfaction, lost time and money 

for equipment maintenance, and/or temporary systems inoperability. On the other hand, the 

correct monitoring of an infrastructure favours cost control, improves process efficiency and 

allows for a deep focus on the business. An excellent solution to achieve the best results is to 

use an IT infrastructure management software that has real-time monitoring (Sirkemaa, 2002). 

IT infrastructure management is important to identify which processes are suitable for the 

company's environment, as well as defining the employees responsible for handling each of the 

possible incidents. After identification and proper documentation, processes can be automated 

with the appropriate software. 

Over the years, information technology has become increasingly present in organisations and 

in the processes and tasks developed by its members, within this context; it is convenient to 

define IT. According to Olszak and Zurada (2015), IT is a set of methods and tools, mechanised 

or not, which aims to ensure the quality and timeliness of information within the business 

network. IT is a set of tools in search of the best treatment of information to maintain its flow 

at the right time for the best dynamics in the organisation. 

According to Lightfoot et al (2011), the IT tools available for its proper use include hardware, 

software, database management systems and data communication technologies. In monitoring 

the evolution of information systems, it is possible to verify the support system through mobile 
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computing, which allows employees outside the physical domain of an organisation to 

communicate with organisations and with other individuals through wired or wireless 

networks. 

Based on the information management function, it is then possible to raise the functions of a 

manager respecting the need for information in an organisational environment (Opoku, 2015). 

According to AlRawi et al. (2019), it is necessary for management to perform certain functions 

such as collecting information and monitoring the environment, making this collection in the 

external and internal environment of the organisation. Sharing information regarding the 

environment in which the organisation works, regarding trends, technological developments 

and market requirements, as well as sharing knowledge about the organisation through face-

to-face meetings, meetings or through electronic systems. 

Another function is to lead, motivate and guide employees, managers will deal with the 

formation of efficient teams by encouraging cooperation and conflict resolution, directing and 

motivating individuals in the organisation to achieve personal and organisational goals, 

managers will train, guide and assess the employees helping to develop their skills, knowledge, 

materials and equipment. The data must be characterised by high quality, and to be accurate, 

complete, timely, consistent, accessible, relevant and concise (Ghasemaghaei and Calic, 2019). 

They further claim that the main tools of document management systems are workflow 

software, auditing tools, scanners, scanning systems and databases. 

IT projects involve complex processes whose knowledge are dispersed among several 

individuals and is based on experience. IT and its advances bring stronger links between 

departments in an organisation and can help to make the organisation more horizontal. The 

organisation no longer depends on physical proximity to coordinate its activities, work teams 

that perform various functions are able to communicate and collaborate electronically 

(Eisenberg and DiTomaso, 2021). 

The new technologies arising from the advances in information technology allow for the 

electronic communication of richer and more complex information, in addition to removing 

limitations caused by time and distance. There is a special type of team that is the virtual, this 

type of team uses the contribution of technology to connect members who are geographically 

distant, but with a common work objective. Among the different ways organisations conduct 

their projects, given the intensification of IT presence, the development of remote actions by a 
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work team becomes common especially after the outbreak of Covid-19 pandemic (Galanti et 

al., 2021). Evidently, this establishes a new paradigm for coordinating actions and controlling 

goals and objectives. 

2.13 Information Systems Continuance Theory 

Information Systems Continuance Theory is chosen because it focuses on understanding the 

factors that influence the continued use of information systems, which is crucial for the 

sustainable implementation of IT systems in the UAE oil and gas sector. It helps in examining 

how management mindset, user satisfaction, and system success impact long-term adoption 

and effectiveness of technology systems. It is one of the key theories relevant to the present 

study is the information systems continuance theory (Mishra et al., 2023). This theory has 

gained popularity in explaining information systems management. The theory was originally 

developed based on the theory of expectation confirmation by Oliver (1980) and Bhattacherjee 

(2001). The information systems continuance theory posits that affective and cognitive beliefs 

have an influence on the individual or organisation's attempt to adopt and continue to use 

information systems. Conceptually different from the technology acceptance model (TAM), 

the information systems continuance theory looks at the post-adoption context and argues that 

the full implementation of technology systems depends on the level of satisfaction prior to the 

information systems usage, and the post-adoption expectations, and the overall usefulness of 

the information system (Mishra et al., 2023). TAM posits that perceived usefulness and 

perceived ease factors are the primary determinants of an individual's attitude towards using a 

new technology and ultimately their intention to use it. 

The information systems continuance theory has been applied to different aspects of 

technology systems implementation within the organisations; these include the implementation 

of clinical information systems (Mellikeche et al., 2020), re-appointment systems, and 

enterprises resource management systems (Rezvani et al., 2017). The theory also permits 

expansion to incorporate other contextual factors and the incorporation of other theories to 

serve the model needs of different researchers (Rezvani et al., 2017). In this view, the 

information systems continuance theory has also been adopted to explain different 

organisational outcomes, such as service quality and customer satisfaction. 
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2.14 General Systems Theory to Information Systems 

This theory is selected to provide a holistic view of the interrelated components within an 

organisation and how they affect the successful implementation of IT systems. This theory 

supports understanding the complexity of organisational structures, processes, and technology 

interactions in the UAE oil and gas sector, emphasizing the systemic approach to technology 

integration and management practices. The other theory that explains the underlying facets of 

the study is the general systems theory to information management systems. This theory was 

originally proposed in the 1960s and posits that information systems consist of key dimensions 

and parts that are often fragmented but required all parts to be managed coherently (Gregor, 

2006). This theory explains information systems from an advanced way of thinking and 

explains that the value of the phenomena is lost if the fragmented pieces are isolated. The 

information systems are separated from its environment where it is implemented (Mora et al., 

2003). As a system, the information system may be viewed as being of inter-related parts and 

as a system that interacts with its environment. 

General Systems Theory is a conceptual framework that has been widely used in various fields, 

including management information systems, to study complex systems and their behaviour 

(Teece, 2018). It is based on the idea that a system is a set of interdependent and interconnected 

elements that work together to achieve a specific goal (Patton and McMahon, 2021). The theory 

provides a holistic perspective, viewing a system rather than focusing on individual parts. In 

the context of information systems, General Systems Theory has been applied to understand 

the complexity of IT systems and their implementation in organisations. Information systems 

have become an integral part of contemporary organisations, and their successful 

implementation is crucial for the organisation's efficiency and effectiveness. However, the 

implementation of IT systems is a complex process that involves various stakeholders, 

including management, users, and technical teams. 

The supportive management mindset model is based on the principle of viewing the 

organisation as a system, with interdependent and interconnected elements (Sheffield et al., 

2012). This model emphasizes the importance of the management's role in the successful 

implementation of IT systems. The management needs to have a supportive mindset that 

encourages collaboration, communication, and coordination among different stakeholders. 

This supportive mindset creates a conducive environment for all involved parties to work 

together towards the common goal of implementing an effective IT system. Moreover, the 
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model recognizes the importance of feedback and adaptation in the implementation process. It 

emphasizes the need for continuous evaluation and improvement of the system to ensure its 

effectiveness and meet the changing needs of the organisation. This mindset focuses on 

building a learning organisation that can adapt to the changing environment and needs of the 

organisation (Cseh et al., 2013). 

The UAE oil and gas sector is a complex and dynamic environment that can benefit from 

adopting the supportive management mindset model for IT system implementation. 

Organisations in this sector can successfully navigate the challenges associated with IT system 

implementation by viewing the organisation as a whole system and fostering a collaborative 

and adaptive mindset. The model can also help in creating a culture of continuous improvement 

and innovation, which is crucial in such a competitive industry. 

The UAE oil and gas sector has been facing increasing complexities and changes over time. 

This can be attributed to various factors such as technological advancements, market 

fluctuations, and regulatory changes (Al Zaabi and Zamri, 2022). These changes have created 

a dynamic environment in which organisations in the sector must operate to remain 

competitive. To navigate this constantly evolving environment, organisations in the UAE oil 

and gas sector can benefit from adopting the supportive management mindset model for IT 

system implementation.  

2.15 Quality Management Theory 

This theory is used to explore how quality standards and continuous improvement impact IT 

systems implementation. This theory is relevant because it highlights the importance of quality 

management in achieving system effectiveness, ensuring that the technology aligns with 

organizational goals and supports efficient operations, which is vital for the UAE oil and gas 

sector’s technological advancement. The last theory of relevance to the present study is quality 

management theory. This theory explains that all aspects of quality management policymaking, 

quality management systems, and quality management methods are integrally linked 

(Jorgensen et al., 2006; Fonseca, 2015a; Fonseca, 2015b). In the context of the present study, 

this theory is justified on the grounds that quality systems play an important role in the actual 

and committed implementation of information systems. 
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2.16 The Need for Information Systems in the Oil and Gas industry 

As the sector continues to experience challenges, oil and gas businesses and their management 

usually consider the need to cut cost and ensure efficient operations with the intention of 

maximising operating profits (Nainaar and Masson, 2018; Gunasekaran et al., 2017; 

Miseviciene et al., 2018). Nonetheless, reducing cost structures has not proven effective as 

businesses in this sector continue to experience losses and being hit hard by these internal and 

external challenges. With no clear end in sight regarding the end or direction of these external 

tensions, oil and gas companies are called up to implement technology projects to achieve 

competitive performance (Ramchurn et al., 2012; Brynjolfsson et al., 2017). Despite these 

assertions, oil and gas companies continue to hold back technology project implementation and 

implementation in the effort to reduce cost and ensure efficiency (Miseviciene et al., 2018). 

Leadership are often sceptical about technology systems implementation. This dilemma is one 

that continues to face oil and gas sector businesses and anchors a high level of uncertainty 

within the future of the industry. 

2.17 Dynamic Capabilities 

The term dynamics refers to the ability to renew competencies to achieve consistency with the 

changing business environment, and the term capabilities emphasises the key role of strategic 

management in adapting, integrating and reconfiguring internal and external functional skills, 

resources, and competencies to match the requirements of a changing environment (Rengkung, 

2018). Having dynamic capabilities is relevant for companies that operate in environments 

characterised by the following conditions (Teece, 2009): (1) international trade exposed to 

opportunities and threats associated with rapid technological changes; (2) use of multiple 

inventions to create products or services that address customer needs; (3) well-developed 

global market for the exchange of goods and services, but poorly developed for the exchange 

of technological and managerial skills. 

Dynamic capabilities term refers to the company's ability to dynamically adapt to market 

changes, especially in a context of accelerated technological change (Schoemaker et al., 2018). 

This adaptation takes place through the renewal of their competences through innovative 

responses, integration and reconfiguration of resources, in order to achieve new forms of 

competitive advantage. Dynamic capabilities are related to the organisational processes that 

use resources - specifically the processes that integrate, reconfigure, acquire or release 

resources - to adapt or create changes in the market. 
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Zollo and Winter (2002) proposed the definition of dynamic capabilities as a pattern of stable 

and learned collective activity through which the organisation systematically generates and 

modifies its organisational routines in order to improve its effectiveness. This definition 

differentiates between dynamic capabilities and operational capabilities and indicates that the 

existence of dynamic capabilities does not necessarily imply superior performance. Based on 

these definitions, Helfat et al. (2007, p. 4) create a new conceptualisation that defines dynamic 

capabilities as the ability of an organisation to purposefully create, extend or modify its 

resource base. In this definition, it can be highlighted that: resource base includes tangible and 

intangible assets and human resources, as well as capacities that the organisation controls or to 

which it has access (through partnerships, for example). It can be emphasised that the different 

definitions have as a common point the reconfiguration, modification or transformation of 

resources in the face of rapid changes in the environment. 

The success of companies depends on discovering and developing opportunities; efficiently 

combine internal and external inventions; streamline technology transfer within and between 

firms; protect intellectual property; update good practices of business processes; invent new 

business models; make decisions without bias; protect against imitation and other forms of 

replication by rivals (Teece, 2009). In other words, the success of companies, in the domestic 

or foreign market, depends on having high levels of dynamic capabilities. 

Dynamic capabilities can be defined as the company's ability to integrate, build and reconfigure 

internal and external competencies to address rapidly changing environments. (Khan et al., 

2020). Therefore, intrinsically it is related to the growth of the company, at the same time that 

they represent necessary strategic capabilities for the organisation of business processes and 

routines. In the field of strategic management, dynamic capabilities refer to the capabilities of 

companies to be able to adapt to perceived changes or, at the same time, change their 

environments intentionally, so that they successfully achieve the expected objectives (Jantunen 

et al., 2018). 

Seeking competitive advantage, viability and growth in efficiency and effectiveness imposes 

changes in organisations in the way in which organisational management develops, reinforcing 

higher systemic responsibilities with the environment and society. Likewise, the adoption of 

environmental and/or sustainable practices is one of the ways in which companies can obtain 

competitive advantages (Soloducho-Pelc and Sulich, 2020). The contribution of the corporate 
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world to sustainable development is essential, and the companies that consider sustainable 

development might increase their competitive advantage over the market. 

According to Ebadi et al. (2020), companies are not isolated from the natural and social 

environment, they are part of it and, therefore, they do not exempt themselves from 

responsibility for the use and development of natural and social resources, compared to others 

in terms of environmental disasters, pollution and, mainly, scarcity of natural resources. In this 

way, companies should not just assess the impact of their supply chains on their financial 

results, but seek to maintain a responsible and ethical interaction with their internal 

collaborators - through an organisational culture that consideration of the satisfaction of the 

officials, transparency policies in the selection, payment, job security as well as with its 

stakeholders.  

The digital transformation has been considered one of the most significant challenges that 

companies currently face, with growing discussions in academic research and contemporary 

practices and dynamic capabilities. The literature highlights the need to develop new strategies 

and capabilities for digital transformation and suggests that companies inserted in an 

environment marked by rapid and deep transformations manage to better develop their dynamic 

capabilities, building and renewing skills to respond to changes. 

In the literature context, different studies aimed to contribute to the literature to include the 

perspective of dynamic capabilities for digital transformation, analysing different situational 

transformations to the new and contemporary practices (Matarazzo et al., 2020). In this regard, 

theoretical models were developed and some propositions were suggested, based on the 

literature, to assess the phenomenon. Subsequently, multiple case studies were carried out in 

different studies. 

2.17.1 Dynamic Capabilities Development 

To understand the development of IT dynamic capabilities based on the existing literature, the 

concept of dynamic capabilities and its approaches has been widely considered as essential 

factor in increasing individuals and organisational performance (Eikelenboom and de Jong, 

2019).  In this context, organisations seek to acquire and maintain competitive advantage 

through promoting and enhancing their individuals’ capabilities in IT applications (Ferreira et 

al., 2020). 
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Dynamic capabilities seek to fill this gap and lead to an understanding of competitive advantage 

beyond resources, including the routine variable as a relevant element in the process, in 

addition to the combination of environmental influences that drive organisational strategies 

(Fainshmidt et al., 2019). The term "dynamic" refers to the ability to renew skills in order to 

achieve congruence with the changing business environment, for that, innovative responses are 

needed as market time is relevant as well as the rate of technological change and the difficulty 

of understanding the nature of future competitions. 

The term capability emphasises the role of strategic management in properly adapting, 

integrating and reconfiguring the organisation's internal and external skills, as well as its 

resources and functional competencies to meet the demands of a changing environment 

(Tarigan et al., 2021). Dynamic capabilities result from the combination of management, 

learning and process reconfiguration processes (Jiang et al., 2020). Organisation must carefully 

analyse the environment to detect changes, spread knowledge and adjust according to what will 

generate competitive advantage in its environment. 

Capability enhancement should be planned and designed in a way that ensures exploiting the 

organisational capabilities which allow the awareness of environmental changes, in addition to 

adapting its activities according to information systems and management control (Elbashir et 

al., 2021). The capability enhancement processes is a result of the organisational trajectory, 

considering the technologies acquired and produced, the products created, the established 

prices, the partnerships made and how all these elements contributed to the organisation's 

positioning. Therefore, the set of these elements comprise the dynamic capabilities that, 

according to Salvato and Vassolo (2018), refer to organisation’s process that uses specific 

resources for integration, reconfiguration, acquisition and availability of resources to match 

and create a change in the market. Dynamic capabilities, therefore, are the organisational and 

strategic routines of companies to reach new resource configurations.  

2.17.2 Dynamic Capabilities in the Organisational Context 

In the organisational context, Khan et al. (2021) split dynamic capabilities into three main 

elements (Sensing, Seizing and Reconfiguring): 1) ability to detect opportunities and threats; 

2) ability to seize opportunities and 3) ability to remain competitive. The processes of 

identifying and modelling opportunities require constant mapping by the organisation through 

the choice and exploration of technologies. In addition, efforts should be directed towards the 
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development of products, processes or services that maintain and generate a competitive 

advantage. According to Ferreira (2020), this process, in addition to maintaining a competitive 

advantage, allows the development of products and processes to create viable business models. 

Ability to detect opportunities and threats in a highly dynamic market, the difficulty in 

understanding how it works makes companies develop mechanisms to discern the environment 

and create new methods through learning, which, in turn, requires investments in research to 

complement organisational activities. However, these issues are supported by the opportunity 

perceived by managers through differentiated information, and by new exogenous or 

endogenous knowledge, which must be constantly explored by organisations through new 

technologies and new markets (Michaelis et al., 2021). In this sense, the capabilities of 

individuals range from individual cognitive abilities to organisational research and 

development processes (Salvato and Vassolo, 2018). 

A relevant issue when discussing opportunities and threats is regarding access to information. 

Schoemaker et al. (2018) state that the individual's capabilities are directly associated with the 

amount of information existing in their context, which allows for higher progress in the search 

for solutions. This requires specific knowledge about the environment, in addition to quick 

decision-making based on the detected information. This activity requires learning, 

interpretation and creation of effective approaches to be adopted and implemented. The 

activities mentioned must be rooted in the organisational culture. A point that is relevant in this 

research is related to the decentralisation of companies. 

The dynamic capabilities represent the moderator in the context of this research. In dynamic 

markets, where the competitive environment is constantly changing, dynamic capabilities 

allow the company to create sustainable competitive advantage by integrating, building and 

reconfiguring internal and external competences in order to take into account the rapidly 

changing environment (Karman and Savanevičienė, 2020). 

The visible result of dynamic capabilities is the transformation of existing resources into new 

skills, and better adjusted to the market. Dynamic capabilities allow the organisation to renew 

and reconfigure itself in a creative approach (Ferreira et al., 2020) of existing resources and 

combination of new resources. Examples of these processes can be routines of product 

development, alliance and acquisition management capabilities, resource allocation routines 

and knowledge transfer. 
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Dynamic capabilities differ from operational (or functional) capacities, even though both have 

in common the fact that they are constituted by routines, defined there as repetitive patterns of 

activity. An operational capability can be defined as a high-level routine (or set of routines) 

that, together with its inputs, provides the organisation's management a set of options to 

produce outputs of a certain type (Lopez Hernandez et al., 2018). Therefore, operational 

capability is directly associated with the production of a good or service. 

2.17.3 Structure of Dynamic Capabilities 

Teece (2016) emphasises that an organisational capability is an inherent resource in individuals 

which emerges from learning, combining and acquiring assets that are used to produce positive 

results. As Teece points out, the understanding of dynamic capabilities can be improved by 

comparing them with ordinary capabilities. Ordinary capabilities serve to perform the activities 

necessary to achieve objectives, while dynamic capabilities serve to upgrade ordinary 

capabilities and direct common activities toward more beneficial efforts. 

2.17.4 Ordinary Capacities 

Winter (2003) defines ordinary or "zero-level" capabilities, as those that allow a firm to earn a 

living in the short term, and dynamic capabilities as those that operate to extend, modify, or 

create ordinary capabilities, allowing the development of a hierarchy of higher-order 

capabilities. From another perspective, ordinary capacities allow a degree of sufficiency in the 

performance of a well-defined task, and are made up of a combination of (1) expert personnel, 

including independent contractors; (2) facilities and equipment; (3) processes and routines, 

including any technical support manuals and; (4) the administrative coordination necessary to 

do the job. 

Ordinary capabilities are best described as enabling technical efficiency and obtaining task 

performed right in core governance, administrative, and business operations functions, and can 

be considered strong when the company has achieved best practices and its employee base 

includes to the right individuals (Teece, 2014). These capabilities can be measured by 

comparing a specific task, such as labour productivity or inventory returns, to industry best 

practices (Teece, 2016). But much of the knowledge behind these capabilities can be acquired 

from consultants or through investment in training. This makes them capabilities that are easy 

to acquire and imitate, meaning that their presence at high levels is not important in determining 

whether the strategy is on the right track (Teece, 2014; 2016). 
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2.17.5 Dynamic Transforming Capability 

This ability implies continuous renewal, continuously maintaining alignment and realignment 

of the specific tangible and intangible assets of the firm (Teece, 2016). According to Teece 

(2009), sustained and profitable growth depends on the ability to recombine and reconfigure 

assets and organisational structures as the company grows and markets and technologies 

change. This reconfiguration is necessary to maintain evolutionary fitness and try to escape 

unfavourable path dependencies. 

As Teece (2016) stated that the ability to transform requires decision makers to be able to 

spread the strategic vision at all levels of the organisation, in a way that allows new strategies 

to be executed effectively and periodically consider (or reconsider) the adjustment of the 

organisation with the opportunity to be exploited. Therefore, transformation requires not only 

leadership skills, but also workforce commitment so that decision makers are able to weather 

resistance without affecting morale, thus gaining support among stakeholders. 

2.17.6 IT Capabilities 

IT Capabilities can be defined as the ability to mobilise and deploy IT-based resources in 

combination with other organisational capabilities and resources (Chen et al., 2014). 

Information is power in the case of organisations, industrialisation and strategic management 

brought with it an enormous amount of data that in the strict sense is humanly impossible to 

handle. In a world increasingly governed by information, having the correct information, just 

in time and in an adequate context is a key aspect in organisations, especially when they 

compete in highly technological sectors. 

It is necessary to emphasise that computing is not just devices and integrated circuits, but a 

whole set of electronic and intangible devices (strategy, good practices, software) that allow 

information to be exchanged through a protocol. In addition, organisations have as a 

characteristic a high ownership of intangible assets, which brings higher accounting risks, 

because the destruction of their wealth can be faster (Saunders and Brynjolfsson, 2016).  

IT resources can be considered as resources that allow generating a sustainable competitive 

advantage due to a certain period of time, because despite the different criticisms, it is 

empirically demonstrated the value of technology and its application in the field of IT. 

Consequently, under this premise and in accordance with other research, it can be estimated 
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that it is the most appropriate theory, considering that it has the necessary elements to evaluate 

the strategic value of IT resources and relate them to organisational performance.  

The IT quality has multidimensional benefits within organisations due to different advantages 

that can be derived from integrating IT systems into many tasks and procedures. Currently 

there are growing IT systems and applications in different areas, mainly for information 

systems in companies. Dynamic capabilities of the IT systems have been associated with IT 

system implementation in different dimensions. In this regard, Junior et al. (2018) focused on 

the IT quality for development purposes. They found that implementation of specific IT 

practices can affect the effectiveness and the quality of the IT can significantly enhance the 

organisational development. 

Companies seek to increase the quality of IT capabilities to be positively reflected in different 

management and operational processes. In this context, it is necessary that the IT systems are 

well designed and have their development with precepts of quality and productivity. The 

competitiveness in the IT practices should necessarily reach standards and norms that regulate 

the quality and productivity of its products and services (Mauerhoefer et al., 2017).  

The quality of IT systems is paramount importance as it helps to minimise the expected errors 

and if errors do occur it has the ability to be detected faster and their correction will occur with 

more precision and accuracy. The purpose of carrying out a series of tests in the IT systems is 

to detect the occurrence of errors prevention. IT quality can contain functional requirements, 

explicitly stated performances, clearly documented development standards. 

According to Zahra et al. (2019), IT capability has a significant impact on organisational 

performance as it can be associated with the level of organisational values, organisational 

performance and IT capability. It is a set of systems that transmit, manipulate, analyse or use 

information through digital mans as a complementary tool to information processing and which 

are necessary in communication tasks and in customer decision support. This definition is 

focused on computer equipment only. 

IT is a complex dimension in terms of the appropriate capabilities required to perform 

organisational tasks to be in accordance with management mindset. It involves the ability to 

deal effectively with computers, software, public and private electronic communication 

networks, digital telecommunications services network, data transmission protocols and other 

services. It is the term that encompasses all technology used to create, store, exchange and use 



 

60 

 

information in its various formats (corporate data, audio, images, video, multimedia 

presentations and other media, including those that have not yet been created (Rajaraman, 

2018). 

IT has become the generally accepted term to encompass the rapidly expanding spectrum of 

equipment (computers, data storage devices, networks and communication devices), 

applications and services such as end-user computing, user service, application development 

used by organisations to provide data, information and knowledge. These are technological and 

computational resources for the generation and use of information. It is a set of components 

technologies, usually organised in computer-based information systems based on computing 

and communication to collect, process, store, transmit and use information. 

There is a broader concept of IT, including the use of "hardware" and "software", 

telecommunications, automation, multimedia resources and all other resources and personnel 

dedicated to IT, whether centralised or decentralised, without neglecting to consider 

information systems, services, businesses, users and the complex relationships involved 

(Sharma and Sharma, 2013). IT is all technological and computational resources for collecting, 

processing, storing and transmitting data necessary for the generation of information and its 

use. 

2.18 IT Quality Standards Implementation to Support Information Systems 

Implementation 

The quality management theory provides a vivid explanation of how information systems may 

be effectively implemented to realise such systems (Hickman and Silva, 2018). Implementing 

information systems without proper implementation of quality standards to support systems 

implementation may lead to futile results. It must be added that beyond the certifications, 

Quality Management Systems (QMS) have gained roots in global enterprises to improve 

overall company performance (Kunz and Stephanow, 2017; Sarafrazi et al., 2016). The 

connection between QMS and performance must, therefore, be clearly highlighted (Sarafrazi 

et al., 2016). Despite the need to support information systems with IT systems implementation, 

the lack of continuity or management dedication to quality management continues performance 

has been argued as one of the main challenges that inhibit technology project successes (Al 

Ibrahim, 2014).  
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As seen in Figure 2, IT systems operations and implementation are linked, and quality 

management systems help ensure "proper integration [of IT systems] into the organisation and 

guarantee that obtained results support the strategic decisions" (Lopez-Ortega, 2004). 

Figure 2.1 IT Systems Operations and Implementation  

 

 

 

 

 

 

 

 

Source: Lopez-Ortega (2004) 

2.18.1 Unfavourable Management Mindset in Technology Systems Implementation and 

Quality Implementation 

Ultimately, top management is often faced with the dilemma of quality assurance in key aspects 

of organisations such as technology projects. According to Liu and Chua (2019), top 

management support is the single most important factor in technology project implementation. 

This is based on the assertion that their approval is essential for the implementation of 

information systems. Management often seeks to be convinced beyond any reasonable doubt 

that such projects hold the needed potential to boost performance or competitiveness which is 

not easily proven, especially in high-risk projects (Sadeh et al., 2019). Given the lack of 

management commitment of technology project implementation and information technology 

(IT) quality standards implementation, technology projects' embedded benefits are severely 

jeopardised (Nainaar and Masson, 2018; Gunasekaran et al., 2017; Miseviciene et al., 2018). 

2.18.2 IT Quality Standards Implementation 
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the alignment of IT functions with internationally recognised quality frameworks (such as 

ISO/IEC 25010 and ISO/IEC 27001) to ensure consistency, effectiveness, and value delivery 

to stakeholders (Estdale and Georgiadou, 2018). The quality has been considered as a 

competitive advantage for organisations which is related to many technological practices 

including Machine learning (ML) platforms, Artificial intelligence (AI) optimised hardware, 

and decision management (Zonnenshain and Kenett, 2020). To guarantee this quality, 

guidelines are used to measure its quality control, in addition to prolonging the life of the IT 

systems. The correlation between engagement, quality assurance, quality control, and software 

testing is often complicated in the IT systems. Quality assurance is the set of tasks that serve 

as support to provide adequate security where each of the processes created is permanently 

optimised, trying to ensure that the products meet the requirements and specifications of the 

product or software (Rejeb et al., 2019). It is also necessary that meet the ideal conditions for 

use. 

Quality management is a set of actions and tools that aim to prevent possible errors or 

deviations in the production process and in the products or services obtained through it (Tigre 

et al., 2019). Quality management brings together a set of actions and procedures that seek to 

guarantee the quality, not of the products themselves, but of the process for which these 

products are obtained. Currently, there is no product that is not described as high quality 

because organisations know this is a specification that customers are looking for. Quality is not 

just about having a finished product efficiently, what is behind it all is total quality 

management. The IT quality is defined as a set of characteristics or factors that determine the 

level of efficiency of the information systems in use, in relation to meeting the expectations of 

its users (Lee et al., 2018). Quality software is one that perfectly meets, reliably, accessible, 

securely and on time to the different needs of the client.  

Due to the growing investment in IT quality, a number of recent approaches have been 

emerged, adopted and applied in organisations including Fintech (Lee and Shiz, 2018), 

performance of telecommunication companies (Sobhani et al., 2021) and management 

innovation (Cai, 2021). Analysing the standard methodologies is widely implemented not only 

in IT, but also in other sectors such as ISO standards (promoting the development of 

standardisation). Behind these methodologies, many quality enhancement organisations have 

established specific standards of quality enhancement such as the ISO and BSI (Song and 

Wang, 2018). These leading bodies aim not only to establish quality standards, but also to 
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promote their essential applicability, through the knowledge acquired by the application of 

these techniques in the real world. However, companies have increasingly focused on the 

practice of hiring qualified and certified individuals who can comply with these standards and 

to transform the benefits derived from such bodies into beneficial practices.  

With the dissemination of the use of IT, its importance in helping to increase the 

competitiveness of organisations can be noticed in the most competitive organisations. One of 

the areas most related to this assistance is the area of support services. By becoming an 

important area within organisations, it is also necessary to increase its performance and, 

therefore, it is essential to use management practices to align it with the organisations' 

strategies. The most used management practices are COBIT and ITIL (Suryawan, 2018; 

Moeller, 2013). In order to contribute to filling the gap in the assessment of the quality of IT 

support services, some studies presented models to assess and classify the quality of IT support 

services in light of relevant dimensions and criteria, based on assessment models of quality in 

services most used in scientific literature and in IT service management practices. 

Numerous studies have been seeking to assess the quality of services according to the 

customer's perception, but the literature has reference to studies on the assessment of the quality 

of information technology services (Prakash, 2018), mainly with its subdivisions in support 

services, software development and/or networks. There is also a lack of reference to works that 

define the dimensions to be evaluated, the assessment itself and the attribution of importance 

of these services from the perspective of users, as well as the classification of services for a 

possible contextualization aimed at identifying weaknesses and potential to provide actions to 

be taken to continuously improve the quality of the IT services. IT and data processing, 

information systems, software engineering, information technology and the set of hardware 

and software involve human and administrative aspects (Hoda et al., 2018). 

2.18.3 IT Working Standards 

It is a set of rules that products, procedures or investigations that claim to be compatible with 

the same product must comply with (Masters, 2020). The standards offer many benefits, 

reducing the differences between the products and generating an environment of stability, 

maturity and quality for the benefit of consumers and investors. The efforts that are being made 

and those already made have pursued different objectives that range from the definition of API 

(Application Programming Interface), the formats of the files with the biometric parameter 
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information, the encryption of the biometric information, and the interaction between different 

biometric devices. 

2.18.4 The Role of Information Technology and its Importance 

Information technology has an important role in the organisational environment, as it offers 

tools that help increase competitiveness by changing variables such as cost, productivity, 

quality, flexibility. IT has proven to be an indispensable tool for organisational survival, as it 

provides higher speed to internal processes and allows managers to have a broad 

knowledge/relationship with their influence environment. 

According to Prajogo and Olhager (2012), the adoption of IT enables individuals to perform 

more in a shorter amount of time, so that efficiency results in time savings that, in turn, can be 

reinvested in personal effectiveness. IT is generated and explained due to individuals’ 

knowledge that has been increasingly used as an instrument for the most diverse purposes. It 

is used as a communication and business management tool, so that organisations and people 

remain operative and competitive in the markets in which they operate. IT has evolved rapidly 

and the perception that information and communication technology cannot be dissociated from 

any activity is increasingly intense, as an important instrument to support the incorporation of 

knowledge as the main value aggregator to products, processes and services delivered by 

organisations to their customers 

2.18.5 Green Information Technology 

One of the most important and pervasive technologies in today's world is the green IT (Bai and 

Sarkis, 2013). Computers and all kinds of communication and information devices occupy a 

large share of resources and energy of communities, which from this perspective is an 

important problem for communities and organisations to have an environmentally friendly 

development. Green information technology in this context is an effort to solve this problem to 

try to introduce this technology as a solution and on the other hand to help organisations 

towards economic, social and environmental factors (Dao et al., 2011). 

Green information technology helps in making information technology decisions with all the 

green technology, with strict technological measures and soft instructions and management 

measures. Experts have presented green information technology as a technical solution to 

support the goals of environmentally friendly business (Dastbaz et al., 2015). Examining the 

green information technology as one of the components of organisational development is 
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crucial (Anthony et al.,  2019). In this regard, the experience of developing countries shows 

that small and medium enterprises can play a pivotal role in economic and industrial 

development for various reasons. 

Cotemporary organisations have become more aware of the necessity of creating green 

information technologies that can be resulted in prosperity and poverty alleviation due to the 

collection of financial resources at the national level. It also facilitates the participation of 

groups who are less able to work in the economy of their country. In addition, the oil and gas 

sector can play an important role in realising the privatisation process due to its ability to attract 

surplus labour (Waterworth Bradshaw, 2018). Therefore, one of the ways to achieve 

development is to use the capability of small and medium industries for the UAE (Ahmad et 

al., 2018). 

An organisation that seeks to be sustainable must meet current needs without compromising 

the ability of future four generations to meet their own needs. This widely accepted definition 

strikes a balance between short-term decision-making and long-term aspiration in relation to 

small and medium-sized enterprises, and corporate sustainable. There are many reasons to 

believe that this trend will continue and will lead in an unpredictable and unimaginable 

direction. The definition of small and medium industries is different in different countries and 

depends on the prevailing economic and industrial conditions. Some of the criteria used to 

determine the type of industry (small, medium and large) are: number of employees, capital, 

total assets, sales volume and production capacity. 

2.19 Social, Environmental and Economic Dimensions 

Organisational ability (social, environmental and economic) must be related in an integrated 

way to achieve sustainable development (Epstein et al., 2018). From the integration between 

social and economic development, social inclusion is promoted, understood as the engagement 

of the population (or organisation) in favour of the collective. As the interrelationship between 

economic development and environmental preservation takes place, the concept of eco-

efficiency emerges (Ren et al., 2018). 

Social and environmental justice, on the other hand, occurs when the organisation manages to 

simultaneously integrate social development with natural capital, and begins to deal with the 

equalisation of the distribution of benefits and constraints imposed by environmental 

legislation, or by environmental problems, between different social groups (Pezzullo, 2007). 
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Schaltegger and Wagner (2017) argue that the social, environmental and economic framework 

captures the essence of organisational development by measuring the impact of companies' 

operational activities. When the result is positive, it reflects an increase in the company's value, 

in terms of profitability and contribution to shareholder wealth, as well as in terms of its social, 

human and environmental capital. 

Kaplan-Hallam and Bennett (2018) argue that environmental management practices are 

conceptualised as an adaptive and dynamic process in which productive strategies and activities 

are guided in accordance with the corporation's environmental policy, through constant 

assessment of its interaction with the environment. In this context, academic literature 

investigates the relationship between environmental and financial performance. As 

disseminated by the World Business Council for Sustainable Development (wbcsd.org, 2021), 

eco-efficiency is a management philosophy that encourages business to search for 

environmental improvements and it is achieved through the provision of goods and/or services 

at competitive prices, which satisfy the needs of consumers and, at the same time, provide 

quality of life and reduce the environmental impact as well as the consumption of natural 

resources. 

The incorporation of discussions that surround organisational development and sustainability 

in the main academic and business debates is increasingly evident (Feil and Schreiber, 2017). 

The prominence of oil and gas requirements during the technological development has been 

increased in the last decades. Organisations focus their orientations to new technological 

development approaches, attitudes and social norms into transformed practices. 

2.19.1 Economic Diversification 

Sustainable development, in essence, is the process of change in the exploitation of resources, 

the direction of investments, the direction of technological development, and institutional 

change, all in coordination and enhancement of all current and future capabilities to meet 

human needs and aspirations (Silvestre and Ţîrcă, 2019). Economic diversification is 

considered from the perspective of sustainable development as a guarantee of economic 

stability in the long term. It is the process of expanding the scope of economic activities through 

the production and distribution of goods and services and it increases and enhances the stability 

of economies by diversifying their economic base. It also to enhance the economy's ability to 

adapt and ensure long-term prospects in the face of the depletion of basic natural resources and 
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economic fluctuations under the pressure of competition, especially in the stage of 

contemporary globalisation. 

Economic diversification has the tendency to meet the basic needs of sustainable development 

(Feliciano, 2019). Economic diversification works to expand the ability of the environment to 

meet individuals’ needs through improved technology, social organisation, and diversification 

of areas of economic activity rather than on the exploitation of one aspect of the natural 

resources threatened with extinction and environmental degradation. The diversification 

establishes an economy based on abundance and securing justice within and between 

generations. 

The Arab oil-producing and exporting countries depend in a large scale on a single resource 

that dominates the entire course of the economy (Elbanna and Abdel-Maksoud, 2020). Oil and 

gas, with their current revenues, represent the main element of economy to many Arab 

countries. The problem is that this is the main and almost the only element of revenues on 

which the financing of current expenditures depends, and there are many factors, some internal 

and some external, overlapping in it, and the external factors are stronger in determining the 

volume of production and prices of oil, and thus the determination of revenues from this 

resource. 

2.19.2 Using Oil and Gas Revenues to Achieve Economic Diversification 

The Arab oil economies suffer from the deterioration of the traditional sector in favour of the 

primary (extractive) commodity sector and the non-traded commodity sector, with the 

availability of physical capital and large oil resources that generate income and foreign 

currencies that are supposed to achieve economic diversification. However, the huge oil 

revenues of those countries, which resulted from the high and excessive production rates, led 

to the natural expansion of consumption, as the society in most of these countries turned into 

an excessive consumer society with all the associated negatives, damages and risks to 

production structures (Devarajan, 2019). The importance of raising the efficiency of human 

energy and its production, which led to a decrease in labour productivity in some countries, 

and the cost, quality and size of the produced goods reduced, which weakened their ability to 

compete with imported goods and services. 

The role of the human element in the process of diversifying the production structure, and with 

the passage of oil prices and its export revenues during the past four decades with several 
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fluctuations, the Arab oil countries have faced an important task, which is how to use the 

increasing oil revenues to strengthen and diversify the national economy in a way that achieves 

the shortest return (Shahbaz et al., 2019). However, a reading of the economic data and the 

policies adopted in these countries leads to a set of conclusions, which indicate that the process 

of using oil revenues in consumer and investment spending is an obvious trend. 

Arab oil countries should consider the need for organisational development of their incomes 

that can be represented in alternative future resources. GCC (Bahrain, Kuwait, Oman, Qatar, 

Saudi Arabia, and the United Arab Emirates (UAE)) countries are characterised by the reliance 

on exporting of oil and gas as the primary resource (Zaidan et al., 2019). In this context, 

adopting new strategies and resources is crucial in order to establish alternative strategic 

solutions such as increasing the effectiveness of investment and industry development. 

Therefore, it can be stated that the success of these countries in using oil revenues does not 

depend on the size of those revenues as much as it depends on the existing institutions that can 

control public spending and associate its use to the development of the manufacturing sector, 

which has the ability to move the rest of the sectors. KSA, UAE and Kuwait were ranked in 

the world’s top 10 oil exporters with $133.6 billion, $49.3 billion and $38.2 billion, respectively 

(OPEC, 2018). These investments were distributed in the form of economic diversification as 

a strategic option to achieve sustainable development in the oil countries. These countries also 

established investment or hedging funds aimed at isolating the impact of fluctuations in oil 

revenues from the local economy. 

2.20 The Significance of Software Systems and Operations in Oil and Gas Sector 

Software systems and operations are essential to the UAE oil and gas sector as they provide 

the data and information needed to make informed decisions on production, safety, and 

environmental sustainability (Al-Ali et al., 2018). Software systems provide the tools to 

monitor and analyse the data, while operations allow for efficient and effective execution of 

production and logistics processes. Software systems and operations are critical for tracking, 

analysing, and optimising the operations of the sector, as well as for ensuring safety and 

compliance with government regulations. Additionally, software systems and operations are 

necessary for forecasting and managing risk, ensuring reliable and secure access to data, and 

improving the overall efficiency and effectiveness of the sector. 
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2.20.1 Exploration, Geology and Seismic Software 

The UAE oil and gas sector is heavily reliant on exploration, geology, and seismic software for 

exploration and production (Thurley et al., 2022). These software tools are used to analyse data 

from seismic techniques, as well as to design and analyse oil and gas wells. An example of 

most widely used exploration, geology, and seismic software used in the oil and gas sector is 

Petrel from Schlumberger (Mohan et al., 2020). This software is used to analyse seismic data, 

to create geological models, and to design and analyse oil and gas wells. Other examples of 

exploration geology and seismic software include Petrel, Kingdom, Open Source Geophysical 

Toolbox (OSGEO), and Landmark Seisworks Other popular software includes Kingdom Suite 

from IHS Markit, GeoGraphix from Halliburton, and Petrosys from Petro-Canada (Coetzee et 

al., 2020). These software packages provide a comprehensive suite of tools for exploration and 

production, and allow oil and gas companies to analyse and interpret data quickly and 

accurately. The software can be used to identify potential oil and gas reserves, as well as to 

optimise production and reduce costs. They are essential tools for any oil and gas company 

operating in the UAE. 

Exploration geology and seismic software are used to analyse geological and seismic data in 

the oil and gas industry (Huang et al., 2017). These software packages provide tools to analyse, 

interpret, and visualize geological and seismic data. These software packages can be used to 

identify geological features such as faults, stratigraphic layers, and structures, and to analyse 

seismic data to identify subsurface structures and deposits of hydrocarbons. 

2.20.2 Production and Engineering Software in the UAE Oil and Gas Sector 

The UAE oil and gas sector has embraced the use of technological solutions, offering software 

solutions that facilitate the production and engineering processes (Shqairat and Sundarakani, 

2018). These solutions can help to improve the efficiency, safety and cost-effectiveness of the 

industry. Some of the software solutions available in this sector include oil and gas production 

software which provides solutions of data gathering, modelling, and analysis to optimize 

production operations. These software solutions are used to monitor production levels, assess 

production potential, and identify trends and areas of improvement. 

Petroleum Engineering is another software which is used to design drilling plans, assess 

reservoir characteristics, and analyse production data (Davarpanah et al., 2018). It can also be 

used to optimize production operations, identify potential problems, and reduce environmental 



 

70 

 

risks. Reservoir Simulation Software is used to simulate the flow of fluids in reservoirs and 

calculate the properties of the fluids. It is used to assess production potential, optimise 

production operations, and identify areas of potential improvement. Geoscience Software is 

used to analyse geological data and develop 3D images of the subsurface. It can be used to 

study subsurface rock formations and identify areas of potential oil and gas production 

(Buckley et al., 2019). Asset Management Software is used to manage and monitor the 

performance of assets in the oil and gas sector. It helps to streamline operations, identify areas 

of improvement, and 

2.20.3 ERP (Enterprise Resource Planning) Software 

ERP (Enterprise Resource Planning) software is a suite of integrated applications that automate 

and streamline business processes (Alsharari, 2022). It is designed to help companies manage 

their day-to-day operations, such as inventory management, financial accounting, human 

resources, customer relationship management (CRM), and supply chain management 

(Aljawarneh and Al-Omari, 2018). By automating and integrating these processes, ERP 

systems can provide organisations with more accurate, up-to-date information and enable them 

to make better decisions. Moreover, ERP systems can help reduce costs and improve 

operational efficiency. 

ERP software is an important tool for the oil and gas sector in the UAE, as it helps to manage 

and unify the various aspects of the business. ERP solutions can provide an integrated view of 

the entire value chain, from exploration and production, to refining and distribution, to retail 

sales and customer service (Nkasu, 2020). ERP systems also allow for better decision making 

and resource optimisation, as well as providing real-time visibility into the financial 

performance of the business. Additionally, ERP solutions deliver insights into customer 

relationships, supply chain management and operations, and enable the oil and gas sector to 

collaborate and share information across the organisation (Nkasu et al., 2022). 

2.21 Summary of the chapter 

This chapter provides a comprehensive review of the literature relevant to the study of 

supportive management mindsets for IT system implementation within the context of the UAE 

oil and gas sector. The literature review is structured to explore the multifaceted nature of 

management mindsets and their influence on organisational performance, particularly in the 

adoption and implementation of information systems.  
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The chapter provided a critical discussion and an exploration of the concept of management 

mindset, outlining its background and global perspectives, before delving into the internal and 

external factors that shape this mindset. Internal factors, including IT competences, systems 

operations, and leadership, are pivotal to understanding how management approaches IT 

systems implementation. External influences such as PESTLE (Political, Economic, Social, 

Technological, Legal, and Environmental) analysis, competition, and customer expectations 

further contextualize how management must adapt to a dynamic and evolving environment.  

Various management approaches, such as fostering interactive relationships with subordinates 

and enhancing human resources, are discussed for their role in cultivating a supportive mindset. 

The review also investigates the intersection of management and technology, with a focus on 

information management and the critical role of information technology in achieving 

organisational objectives. Theoretical frameworks, including Information Systems 

Continuance Theory, General Systems Theory, and Quality Management Theory, are 

considered to provide a conceptual foundation for understanding the dynamics between 

management and IT systems. 

The chapter addresses the specific needs of the oil and gas industry, particularly in the UAE, 

where dynamic capabilities, IT quality standards, and the economic, social, and environmental 

dimensions of the sector are crucial for sustainable growth. The significance of software 

systems, such as ERP, exploration, and production software, highlights the importance of 

technology in driving operational efficiency in the oil and gas sector. This chapter sets the 

foundation for the next chapter which will focus on the methodological part of the research. 

2.22 Summary of Hypothesis Development 

The building of hypotheses in this study is based on the premise that management mindset is 

one of the critical propellers of the success of IT system implementation for complex and huge 

industries such as oil and gas (Trindade et al., 2023). A facilitating mindset includes managerial 

attitudes, values, and capabilities that collectively influence how technology is accepted, 

utilized, and integrated into organizational processes (Nielsen, 2018). In sectors where 

technology is a core driver of operational efficiency and excellence, it is essential to know the 

mechanisms through which management mindset affects system implementation. The 

hypotheses developed in this research rely on theoretical foundations, e.g., dynamic capabilities 

theory (Kuuluvainen, 2012), and business–IT alignment (Aversano et al., 2012), and are 

supplemented by recent empirical data from equivalent environments. 
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Management Mindset and System Implementation 

The first broad hypothesis (H1) is that an enabling attitude in management has a strong and 

positive impact on the implementation of IT systems through both intra-organizational and 

extra-organizational variables. It has consistently been shown through prior studies that the 

mental attitude and style of leadership of management has a direct bearing on the pace and 

success of digital transformation initiatives (Kazim, 2019). In the oil and gas sector, which is 

characterized by high implementation costs and high failure rates, a facilitative managerial 

mindset for new technologies ensures resource allocation, risk minimization, and worker 

acceptance (Akpe et al., 2024). 

Internal Factors in IT Competencies, Awareness and Leadership 

H1.1 indicates this relationship to internal determinants such as IT skills, awareness and 

leadership. Researchers argue that while senior managers might not necessarily need deep 

technical IT competencies, they must have sufficient technological literacy in order to 

understand the business significance of IT systems (Rajadhyaksha, 2005). Such IT 

competencies makes leaders capable of explaining the value of IT systems, placing them within 

strategic objectives, and inspiring organizational members to embrace change. Research proves 

that engaged leaders not only increase system usage rates but also build trust and innovation 

cultures that drive long-term system usage (Laufer et al., 2025). This is particularly important 

in the oil and gas industry, where front-line employees typically operate legacy systems and 

can first react against digitization. 

External Factors: PESTLE, Competition, and Customers 

H1.2 broadens the hypothesis to external drivers including PESTLE factors, competition and 

customers. IT system adoption is not only an organizational internal decision but is often 

necessitated by external drivers. For example, regulatory architecture within the UAE energy 

sector increasingly targets digital reporting, environmental concerns, and cybersecurity that all 

necessitate companies adopting sophisticated IT systems (Chaterera-Zambuko, 2025). 

Similarly, global competition in oil and gas has increased, pushing firms to employ digital 

means such as predictive analytics and ERP software to remain competitive. Consumers are 

also requiring higher efficiency and transparency in business processes, further emphasizing 

the trend towards management mentality to account for and mitigate external pressures through 

efficient use of IT systems (Merlo et al., 2018). Encouraging managerial attitude is thus a 

mediating variable between external pressures and organizational performance. 
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Dynamic Capabilities and Implementation of IT System 

The second overarching hypothesis (H2) emphasizes that management attitude has a positive 

effect on IT system implementation through dynamic capabilities and quality standards of IT. 

Dynamic capabilities, as defined by Teece et al. (2018), is relate to the ability of an organization 

to integrate, build, and reconfigure internal and external resources to adapt to changing 

environments. For oil and gas companies operating in volatile energy markets, dynamic 

capabilities are no option but necessity (Shuen et al., 2014). A positive management mindset 

complements such capabilities by promoting learning, flexibility, and strategic rejuvenation. 

Academic research in the energy sector reiterates that firms with more robust IT-facilitated 

dynamic capabilities have higher efficiency, innovation, and resilience in their performance. 

H2.1 argues that management attitude has a positive effect on the development of dynamic 

capabilities. Managerial adaptability and proactiveness enable them to sense opportunities, 

mobilization of resources, and organizational transformation, which are the cornerstones of 

building dynamic capabilities (Salvato and Vassolo, 2018). This relationship is particularly 

critical in IT system implementation, given the accelerated pace of technological change and 

the need for continuous reconfiguration and updating of resources. Without managerial 

direction towards experimentation and transformation, dynamic capabilities are 

underdeveloped, and IT systems fail or remain stagnant. 

IT Quality Standards and System Sustainability 

H2.2 highlights the role of IT quality standards in assuring system implementation 

sustainability. IT quality standards encompass practices such as structured project 

management, standard procedures, information security, and system integration procedures 

(Barafort et al., 2017). It is more likely that governance and quality-oriented managers will 

make IT audit investments, encourage standard compliance such as ISO/IEC 27001, and 

monitor performance measures. Such alignment between management mindset and IT quality 

has been identified to enhance short-term project success and long-term sustainability of IT 

investment (Maleh and Sahid, 2024). In the UAE oil and gas sector, where systems often 

underpin safety-critical activities, managerial emphasis on IT quality is especially important. 

Generally, hypotheses presented in this study logically follow from theoretical frameworks and 

empirical truth. A supportive management mindset facilitates IT system implementation 

through internal (IT capabilities, systems awareness, leadership) and external (PESTLE, 

competition, customers) drivers (H1, H1.1, H1.2). It also affects the development of dynamic 
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capabilities (H2.1) and ensures IT quality compliance (H2.2). These hypotheses highlight the 

central position of managerial orientation in enabling organizational, environmental, and 

technological aspects of system implementation. 

2.23 Conceptual Framework 

The conceptual framework reflects the distinctiveness of the current study that investigates the 

influential relationships between management mindset and IT System Implementation (H1). In 

this framework, the supportive management mindset is categorised into internal (IT 

competences, the awareness of systems and operations, and leadership) factors (H1.1), and 

external (PESTLE factors, competition and customers) (H1.2). In this context, Nielsen (2014) 

emphasised that management mindset represents the core motivational element for individuals’ 

competences. Kouzes and Posner (2019) investigated the impact of managers’ mindset on 

leadership behaviour and they recommended for further research. In addition, Javidan and 

Bowen (2013) emphasised that management mindset can determine and enhance the 

competitive advantages as an external factor. Moreover, Hilton et al. (2020) investigated the 

interaction between customer success management and managerial practices which consider 

customers as an essential part of the success. These studies implicitly link management mindset 

with the internal and external factors in controversial and individual investigations without 

making a combination in one study, and most of them recommended for further research 

needed. 

The impact of these factors will be investigated in terms of the IT systems implementation 

within the oil and gas industry. In addition, management mindset is hypothesised to influence 

IT systems implementation including dynamic capabilities and implementation of IT quality 

standards (H2.1 and H2.2). Konlechner et al. (2018) investigated how dynamic capabilities 

facilitate technological change through strategic managerial practices and how these 

capabilities support the management of technological change. They provided future directions 

of the need of further research in order to be investigated in new research settings. Barafort et 

al. (2017) highlights the importance of a centralized and integrated risk management approach 

based on ISO standards in strengthening organisational capabilities in IT settings. They 

identified key management activities and their integration with process-based activities by 

analysing various ISO standards such as ISO 9001, ISO 21500, and ISO/IEC 27001. This 

integration is significant for developing a management mindset that prioritizes risk-based 

thinking, leadership and commitment, and a process approach in IT settings. 
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These constructs represented in technology systems implementation are also hypothesised to 

be moderators in the relationship between supportive management mindset and IT systems 

implementation. In the oil and gas industry, investigating the technological advancement needs 

to be carried out from different perspectives taking different variables that have not been 

investigated in the literature (George et al., 2016). These relationships represent the essence of 

this research which are central to the research gap under observation. The uniqueness is derived 

from the combination of the independent (management mindset), dependent (IT System 

Implementation) and moderators factors including dynamic capabilities of the organisation, 

and IT quality standards implementation which have not investigated in the UAE oil and gas 

context with such integration. 

The framework is proposed with special attention to the implementation of information 

technology systems in the oil and gas sector. Mainly, the UAE oil and gas sector is drawn into 

context. Considering the framework focuses on information technology systems, it is important 

that the respondents and participants are restricted to this domain. Focusing on the UAE will 

also set precedence for the framework to be applied to other contexts within the Gulf 

Corporation Council (GCC) and the surrounding region. As the UAE has a number of the 

largest oil and gas exploration and production companies, the findings will be generally useful 

to other oil and gas companies (Almazrouei et al., 2019). 

The study is specifically underpinned by several key theories that legitimize relationships put 

forth in the hypotheses. Dynamic Capabilities Theory (Teece et al., 2018) is the overall lens, 

as it explains how organisations react to technological change by reconfiguring internal 

capabilities and realigning them to external conditions. Management mentality is hypothesized 

in this research as an advanced ability to shape the organisation's ability to sense opportunities, 

capture technology solutions, and change structures in ensuring competitiveness within the oil 

and gas sector. 

This is complemented by General Systems Theory (Gregor, 2006), on which the unification of 

internal and external variables in the model is based. Through considering management mind-

set to be an interaction system bringing IT ability, leadership, and operation perception into 

interaction with external stimuli such as customers and PESTLE forces, the model reflects how 

organisations are open systems influenced by endogenous as well as exogenous variables. 

Quality Management Theory (Hickman and Silva, 2018) justifies the position of IT quality 

standards as a moderator. The perspective underlines leadership commitment and process 
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orientation as fundamental to successful system implementation. Moreover, Information 

Systems Continuance Theory (Mishra et al., 2023) supports the emphasis on sustaining IT 

implementation rather than adoption in isolation, thereby extending the conceptual framework 

to long-term system efficacy. 

The research framework will be investigated in comprehensive theoretical and analytical 

processes in order to examine the validity, reliability and to examine the research hypotheses 

formulated and associated with this framework. The practical investigation will be analysed 

using descriptive and statistical analysis such as SPSS software and other analytical techniques 

in order to test the research hypotheses. 

Figure 2.2: Conceptual Framework 
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3. CHAPTER 3: METHODOLOGY 

3.1 Introduction 

This chapter will provide an integrated methodological framework on the steps needed to 

design research and make a coherent and cohesive association between research elements. This 

framework will consist of associating the theoretical aspect of research with the practical aspect 

that will be conducted in the UAE oil and gas sector. The methodological aspect of the study 

will be presented by addressing many aspects that constitute a logical sequence and explain the 

justifications and rationale of the research philosophy, the research approach, research 

methods, the data collection tool and the stages necessary to design and distribute the data 

collection instrument, and the research population and sample. 

The research design involves the procedures established to obtain data that will be used to 

investigate the relationships between research variables that will be analysed accordingly 

(Bloomfield and Fisher, 2019). In a complementary context, the research design refers to the 

establishment of conditions that allow the collection and analysis of data, making it possible to 

carry out the research and providing constructive procedures and stages of the methodological 

part that relies on a variety of appropriate approaches and analytical techniques (Sileyew, 

2019). 

Academic research is based on the systematic use of specific methods and procedures to obtain 

information or to discover relationships between variables in society (Guetterman and Fetters, 

2018). Scientific research aims to highlight new information or verify old information in order 

to increase or verify knowledge. Therefore, the current research is based on testing the 

hypotheses put forward in order to understand or analyse the phenomenon of management 

mindset. Scientific knowledge is considered organised knowledge that is subject to controls 

and methodological foundations (Dzwigol and Barosz, 2018). This knowledge differs in many 

cases from the analyses and the prevailing ideas in society. It is based on the realisation that 

scientific knowledge is constrained by ethical barriers and conditions for direct access to 

information. 

The research process involves different hierarchical levels including the research problem 

identification, research question formulation, the investigative hypotheses, the theoretical 

review of the literature, the methodological design, practical investigation of the relationships 

between the research variables, and analytical framework (Lim and Luo, 2020). The research 
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process employed in the present study encompasses a set of sequential steps that begins with 

the identification of the problem and that allows the subsequent identification of the research 

question. The next step involves exploring the available literature in the areas management 

mindset, from which the general hypotheses of the study are formulated. Based on these general 

hypotheses, a quantitative research is carried out, which involved the hypotheses testing and 

data interpretation.  

3.2 Research Philosophy 

A research philosophy reflects the beliefs related to data gathering of specific phenomena and 

the choice of the logical constructiveness in interpreting explicit phenomena under 

investigation (Seele, 2018). In this context, it is essential to discuss the philosophy of existence 

“Ontology” and the philosophy of knowledge “Epistemology”, which pave the way for an 

explanation of the research methodology derived from these philosophies. 

3.2.1 Ontology and Epistemology 

3.2.1.1 Ontology (Science of Being) 

Ontology refers to the existential philosophy which refers to the existence of a set of attributes 

and characteristics that prove the existence of a phenomenon, regardless of whether it is 

discovered in whole or in part (Aspers, 2015). Ontology in research deals with the existential 

conditions of culture, social issues and material contexts. An ontology in research deals with 

the evaluation of the nature of reality.  

In the methodological part, the research should adopt a logical and constructive sequence for 

the existence of the phenomenon, what do we know about it, and how will its most prominent 

problems be measured and investigated within a specific and measurable scope that constitutes 

a valuable addition to it. The current research seeks to clarify the philosophical positions and 

implications of the chosen methodology for a unique research problem. The nature of social 

reality is mainly discussed in ontology, and it takes on the nature of reality (Waller, 2020). It 

is observable, measurable, fixed and defined existence. In the social sciences, social ontology 

deals with the relationship and existence of the different aspects of society, such as social 

structures, cultural norms and social actors. In this regard, the phenomena under investigation 

discussed in Social Ontology are related to current research variables including management 
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mindset and organisational development. In particular, social reality and Social Ontology refer 

to differing beliefs about the fundamental nature of reality. 

3.2.1.2 Epistemology (Philosophy of Knowledge) 

The philosophy of knowledge is one of the most prominent philosophies in the history of 

scientific research (Turri, 2016). This philosophy refers to knowledge derived from research, 

demonstrative processes and scientific evidence, which has been accessed through extensive 

research processes, discoveries, examinations and analyses, and is characterised by a logical, 

convincing, and constructive context (Boon and Van Baalen, 2019). It deals with the question 

of how to reach accepted knowledge. Epistemology is the branch of philosophy concerned with 

the nature of knowledge, its possibility, surrounding environment, scope and logical basis of 

evidence. It is about how we gain knowledge or how we learn about specific phenomena and 

different methods of gaining knowledge (Kuper et al., 2017).  

Epistemology and methodology are often confused with each other. Methodology refers to the 

path/method to be followed in order to reach scientific knowledge. In the history of science, 

two separate scientific traditions answer the question of how knowledge can be obtained 

(epistemology). These are sorts of rationalism and empiricism (Fedyk and Xu, 2018). The aim 

of this research in this context is to reveal the basic philosophical assumptions that guide the 

researches in the field of management mindset and the essential ontological and 

epistemological features of the research tradition adopted in the field. 

3.3 Research Paradigm 

3.3.1 Post-Positivism 

According to Indreswari (2018), research paradigms are the set of common beliefs and 

agreements that characterise scientists’ attitudes related to identified problems that should be 

understood and addressed. The research paradigms or philosophical underpinnings is 

represented in the post-positivism. In this context, the research adopts the post-positivism as 

the most appropriate paradigm to the research. 

Post-positivism is a research paradigm that acknowledges the limitations of the positivist 

approach to knowledge generation and seeks to overcome them by incorporating critical 

reflection and subjectivity into the research process (Panhwar et al., 2017). It is based on the 

belief that knowledge is not objective and that reality is not independent of the observer. Post-
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positivists recognize that human perception and interpretation play a significant role in 

understanding the world, and therefore, they advocate for the inclusion of subjectivity, context, 

and perspective in the research process (Jackson and Dolan, 2021). They also acknowledge the 

influence of social, cultural, and historical factors on the production of knowledge. 

Unlike positivists who believe that there is one objective reality that can be discovered through 

scientific methods, post-positivists see reality as complex and dynamic, with multiple 

interpretations and perspectives (Pathak and Thapaliya, 2022). Therefore, they argue that 

research should focus on uncovering the subjective meanings and interpretations of individuals 

rather than seeking universal truths. Post-positivism also rejects the value neutrality of the 

positivist approach and recognizes the researcher's potential biases and values that may 

influence the research process. As a result, it emphasizes critical reflection and reflexivity, 

encouraging researchers to be aware of their own positionality and potential biases. 

3.4 Deductive Research 

The deductive approach follows a systematic research method, in which the research proceeds 

from introductions, theories, models, framework, theoretical insight and principles to specific 

findings and precise frameworks and demonstrated evidence on a mental and logical basis 

(Cramer-Petersen et al., 2019; Rahi, 2017). The inferential approach has its own tools, the most 

important of which are: measurement, mental experimentation, synthesis, and evidential proof. 

The deductive approach is a significant approach used in scientific and social research in the 

fields of human sciences such as philosophy, logic, philosophy of science, business, social 

research, and epistemological philosophies. 

Many researchers have relied on the deductive approach in their scientific research, and the 

deductive approach is based on deduction and inference, and the extraction of knowledge from 

other previous knowledge related to each other, and the interrelationship of all scientific 

phenomena and their follow-up throughout the history of the research (Bibel and Kreitz, 2015). 

The scientific researcher can derive the most important results from some simple previous 

information, as it is one of the mental processes in the first place, which depends to a large 

extent on the skill, experience and ability of the scientific researcher. 

The deductive method is defined as that scientific method in which the transition from the 

whole to the part, and from general thinking to specific thinking, it is opposite to the inductive 

approach, which is based on the method of thinking from the part to the whole (Cramer-
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Petersen et al., 2019). The deductive approach is also characterised by the scientific researcher's 

reliance on the so-called observational thought, in which the researchers observe all phenomena 

and hypotheses, which they work to prove in scientific research. The scientific researchers also 

rely on the deductive method to reach the different theories, which is one of the most important 

features of the deductive method. Another prominent feature of the deductive method is that it 

is able to predict the results that can be proven through those theories (Park et al., 2020). In 

addition, the deductive approach is characterised by its results as being general results, and it 

can be generalised to the individuals in question to a large extent, in contrast to many other 

scientific approaches, whose results cannot be relied upon. 

Induction refers to the process or act of inferring general propositions from partial propositions 

(Henderson, 2018). Unlike deductive inference (in the sense of propositional logic and 

predicate logic) in which the correctness of the premise entails the correctness of the result, in 

inductive inference the correctness of the premise does not logically guarantee the correctness 

of the result. However, it seems that induction plays an important role not only in science, but 

also at different qualitative levels of investigation as the inductive approach refers to the 

learning from experience according to the rules that come from repeated experiences.  

It is important to note that logical or philosophical induction is different from deduction 

approach. Logical induction is the journey from the specific to the general and the study of 

examples and details for the study of generalities, but mathematical induction is one of the 

fundamental methods of proving theorems in mathematics and the truth of the result is definite 

and certain (Garrabrant et al., 2016). In mathematical induction, accepting two premises and 

rejecting the result leads to a contradiction as mathematical induction is a kind of logical 

analogy.  

Compared to the deductive approach, the inductive approach is compatible with the 

phenomenological approach, which argues that the meaning of the social structure of the world 

is realised by individuals (Azungah, 2018). A research with an inductive approach normally 

uses qualitative data. As a result of inductive research, theoretical and conceptual data can be 

applied in qualitative studied. Theoretically, the qualitative method interprets and evaluates the 

causes of events and phenomena in terms of how they occur. Therefore, research techniques 

and strategies used are flexible. It focuses on explaining events and phenomena rather than 

cause-effect relationships. 
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The nature of the current research is consistent with the quantitative approach, which measures 

the effect of the relationship between research variables in relation to management mindset and 

organisational development through information technology implementation including 

dynamic capabilities and operationalisation of IT quality standards. In this context, the 

deductive approach is considered the most appropriate approach to the current research and can 

be adopted due to the suitability and nature of this approach. 

The following figure summarises the deduction and induction approaches in terms of how they 

are generated. 

Figure 3.1: Steps in Deductive and Inductive 
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the analysis involves the identification and elimination of oil and gas companies. The second 

step consists of identifying and excluding companies that are inaccessible. Through this 
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justification and selection criteria, the research will focus on the top, middle, and lower levels 

of management’s directors and employees in the UAE oil and gas companies. 

3.5.1 Criteria of the Research Participants 

Choosing the research population is carried out in accordance with the research criteria in 

selecting the UAE oil and gas companies characterised by specific features which are 

appropriate for the current research. The table below shows the most significant points in the 

research criteria. 

Table 3.1: Criteria of the research participants 

No Criteria Explanation 

1 Accessibility 

Oil and gas institutions that authorise their employees to cooperate 

and participate in filling out research questionnaires without strict 

restrictions and contribute to the promotion of scientific research 

outputs in the UAE and have cooperation with scientific research 

centres in the UAE. 

2 Availability 

The institutions on which it is possible to conduct research and have 

organisational resilience that helps the researcher to conduct the 

practical study in a timely manner, where the directors of the 

departments as well as the employees of these companies can 

participate in order to enhance the outputs of the research 

3 Relevant roles 

A set of different roles, positions and assigned tasks that are 

performed within these institutions and related to the research 

variables with regard to management mindset and organisational 

development. 

4 Diversity 

Diversity in job performance that enriches the research and which 

the research derives information from different points of view and 

levels of work that have different and unique characteristics, which 

can be positively reflected in enhancing and enriching the research 

 

3.5.2 The UAE Oil and Gas Companies Investigated 

This stage of investigation is based on the research criteria which show the number of the UAE 

oil and gas companies that will be investigated in accordance with their number of employees, 

which reflects the research population. These companies are: 
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Table 3.2: The UAE oil and gas companies investigated 

No Company Number of employees 

1 Abu Dhabi National Oil Company (ADNOC) 50,000 employees 

2 Emirates National Oil Company (ENOC) 9,000 employees 

3 Emarat 196 employees 

4 Dubai Petroleum Establishment 865 employees 

5 Sharjah National Oil Corporation (SNOC) 165 employees  

6 Dana Gas 1,100 employees  

7 Dragon Oil Plc 896 employees  

8 Mubadala Petroleum 500 employees 

 Total 62,722 employees 

(adnoc.ae, 2022; enoc.com, 2022; emarat.ae, 2022: dubaipetroleum.ae, 2022: snoc.ae, 2022; 

danagas.com, 2022; dragonoil.com, 2022; mubadalapetroleum.com, 2022) 

3.6 Research Sample 

3.6.1 Sample Selection 

The sample refers to the data set that includes a part of the research population (Gould, 2015). 

The essential aspect of the sample is the possibility of drawing conclusions for the entire 

population, considering a part of its elements which can represent the research population 

sufficiently. Therefore, the sample must be representative in the UAE oil and gas industry. The 

selection of the research sample will be objective, impartial and without any bias. The study 

sample will represent the research population in an integrated and comprehensive manner, so 

that the results of the research are reflected and represent the population as a whole. The 

researcher will verify the existence of parity between the various elements of the study 

population after identifying and determining the nature of the units of the research population 

before applying the scientific bases in selecting the sample. Moreover, it will be emphasised 

that the sample size is compatible with the nature and size of the study, the nature of the 

research and the objectives that the research seeks to achieve. 

3.6.2 Research Sample Determination 

3.6.3 Estimated Effect Size 

The statistics involved in calculating a specific sample size can be a complex stage (Singh and 

Masuku, 2014). Part of this calculation involves the introduction of an “estimated effect size”. 

The smaller the estimated effect size to obtain, the larger sample should be. It is vital that the 
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estimated effect size used in the calculation is justified. In this regard, estimated effect sizes 

should be based on a multitude of sources, including prior high-quality evidence and 

experience. 

3.6.4 Additional Considerations 

Sample size calculations should be carried out before the start of the study to eliminate any 

bias or deviation from the study protocols. Another factor to consider is also practicality. In the 

real world, sample sizes are often influenced by administrative constraints, costs, and available 

resources. The determination of the sample size in the design of a probabilistic sampling survey 

is one of the most important stages (Singh and Masuku, 2014). It must be approached with 

strict adherence to the technical considerations of statistical theory, to the objectives of the 

research, and future uses of the information. 

In order to calculate the number of units that will form part of the sample, the variance of the 

variable of interest must be considered, as well as the precision with which estimates are desired 

and the confidence required. In this case, the sampling process leads to determining the number 

of observations necessary to cover the objectives of a multi-thematic study, managing to 

generate an appropriate balance between execution costs and the desired precision for the 

different parameters to be estimated. However, it must be emphasized that finding optimal 

solutions is difficult when the characteristics to be investigated are disparate or the observed 

frequencies are low in the study domains of interest. In the texts that study the theory of 

sampling, the determination of the sample size for multi-thematic research is analysed, in the 

first instance, as if it is a univariate problem (Cochran et al., 1953) without considering that 

practically all surveys are of multiple purposes.  

The calculation of the sample size to estimate parameters of proportions with multinomial 

distribution is a daily situation in the design of the questionnaires carried out by researchers. 

In this way, the problem of determining the number of observations necessary for the 

simultaneous estimation of multinomial proportions is equivalent to the construction of 

simultaneous confidence intervals for variables with multinomial distribution, with the 

difference that in the calculation of the sample size the limits they are set a priori by the 

researcher, in order to control the probability that the interval contains the true value of the 

parameter. 
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3.6.5 Cochran’s Equation as a Prominent Approach 

Cochran’s equation is a prominent sampling size technique used in social science research that 

provides the optimal size of sample that reliably represent the research population. The 

justification for choosing Cochran’s equation is that it helps determine the optimal sample size, 

ensuring a reliable representation of the research population (Ahmed, 2024). This widely used 

technique in social science research provides statistically accurate results, enhancing the 

validity and generalizability of the findings. 

In this regard, the Cochran’s equation  is shown as follows: 

 

 

Equation 1:                      𝑛 =  
𝑛0

1+ 
(𝑛0−1)

𝑁

 

Abbreviations 

𝒏0 represents the sample size generated from the equations number 2.  

N represents the overall population. 

In order to generate the size of sample, 𝒏0 must be calculated based on the equation number 2. 

Equation 2:                     𝑛0 =  
𝑧2 𝑝𝑞

𝑒2
 

Abbreviations 

z refers to the value chosen of anticipated confidence level 

p refers to the predictable percentage 

q = 1-p 

e refers to the chosen level of precision 

By applying these variables, p equivalents 0.05, and 95% confidence level with ±5% precision. 

Therefore, the size of the sample is: 

p = 0.5 and q =1-0.5 = 0.5, e = 0.05 and z =1.96 

Equation 2: 

 

𝑛0 =  
𝑧2 𝑝𝑞

𝑒2
    =    𝑛0 =  

(1.96)2 (0.05)(0.05)

(0.5)2
   =   384.16 384 

 

By calculating 𝒏𝟎, the equation number 1 can be used to determine the size of the research 

sample. The population of the current study is represented in 62,722 employees, and the 

equation therefore will be as follows: 
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𝑛 =  
𝑛0

1+ 
(𝑛0−1)

𝑁

        =        𝑛 =  
384

1+ 
(384−1)

62,722

             382 

G-Power Method 

To plan for the appropriate sample size, an a priori power analysis was conducted with G-

Power 3.1. With a medium effect size (𝑓² = 0.15), α = .05, 0.80 power, and 10 predictors, the 

smallest sample required was 118 participants. In addition, based on the population of 62,722 

and using the finite population correction at a 95% confidence level with a 5% margin of error, 

the lowest sample needed was 382 participants. Research therefore employed the figure of 382 

to ensure representative coverage, statistical validity, as well as safeguard against possible non-

responses. 

3.7 Data Processing and Analysis 

The data and relevant information resulting from the quantitative approach can be complex. 

However, they are directly transformed into units of measurement related to objects, and they 

vary in the level of abstraction, in the frequency with which they occur and in their relevance 

to the main research questions. Therefore, the research seeks to transform these data and 

information into opportunities, through the use of an analytical structured process that can 

provide a reliable analytical framework based on appropriate statistical techniques. 

The scope of this phase employs the statistical study which will focus on providing descriptive 

and statistical analysis using frequencies’ analysis, simple linear regression to test the research 

hypotheses. This process of study involves and seeks to understand the characteristics of a 

given population’s attitudes through the analysis of a sample of elements to verify the 

frequency and cases in which such characteristics are verified. The quantitative study is 

characterised by the numerical nature of its results and requires planning in the elaboration of 

the response scales of the data collection instrument (Apuke, 2017). In order to provide a 

comprehensive and reliable analytical framework, a set of appropriate statistical technique will 

be carried out using the SPSS software. 
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3.8 Data Synthesis 

The Unit of Analysis 

The level of organisational management for the UAE oil and gas sector is the unit of analysis 

for this study, where management mindset and managerial practices that compel IT system 

implementation are emphasised. Department managers, IT leadership, and decision-makers are 

the key respondents as they are the organisational place where supportive management mindset 

is translated into IT-related strategies, decisions, and implementation outcomes. 

Data Collection Instrument 

The primary data collection instrument employed in this research is an online questionnaire, 

with the purpose of generating empirical information on the connection between management 

thinking and IT system implementation among the UAE oil and gas sector. The use of an online 

questionnaire method was instigated by the geographical distribution of respondents across 

organisational departments and requirements of efficiency, anonymity, and accuracy in 

gathering information. Online distribution also facilitated a higher response rate by allowing 

respondents to complete the questionnaire at their convenience, while ensuring that the data 

could be captured and processed systematically. 

The questionnaire was structured into distinct sections, each corresponding with the constructs 

inherent in the research hypotheses and conceptual framework. Section 1 gathered 

organisational and demographic information, such as respondents' age, gender, job title, and 

years of experience. Five-point Likert scale of "Strongly Disagree" (1) to "Strongly Agree" (5) 

was utilized to measure the degree of agreement with questionnaire statements. This made it 

possible to measure subjective impressions to continuous data open to statistical analysis. 

Questionnaire items were adapted from validated scales in prior researches to maintain content 

validity and theory construct concordance. 

Questionnaire Design and Validation 

The questionnaire used in the research was designed to capture both background information 

and attitudes directly related to the research hypotheses. The questionnaire was organized 

according to the research pillars, aligning with the independent, dependent, and moderation 

variables in the conceptual framework. Statements were crafted to capture constructs like 

management mindset (internal and external drivers), IT system implementation, dynamic 

capabilities, and IT quality standards. Respondents marked the degree of agreement with a five-
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point Likert. This scale was chosen due to the reliability, and appropriateness in translating 

perceptions into quantifiable data for statistical examination. 

In order to obtain content validity, items were adapted from strongly validated and established 

instruments in earlier literature, particularly in the domains of management mindset, dynamic 

capabilities, and IT quality. Pilot-testing of the questionnaire was conducted among a limited 

number of respondents in the oil and gas sector to measure clarity, understandability, and use. 

Pilot study comments were used to adjust wordings and eliminate ambiguity and thereby 

enhance validity and reliability of the instrument 

Reliability and Validity Test Methods 

In this study, validity and reliability of the research instrument were tested to establish the 

quality and validity of data collected. Reliability was established primarily through Cronbach's 

Alpha, an internal consistency scale between items for every construct. A figure over 0.70 was 

acceptable, indicating that items measured the same factor. This promoted consistency and 

reliability against items for management mindset, execution of the IT system, dynamic 

capabilities, and standards for IT quality across participants. 

Validity was, nevertheless, examined both for content and construct perspectives. Content 

validity was attained during the design process of the questionnaire by direct correspondence 

of items to research goals and hypotheses and through expert examination by researchers and 

professionals in the oil and gas sector. This ensured that the items corresponded to theoretical 

factors being studied. Construct validity was tested using factor analysis to ensure that the items 

loaded as anticipated into their respective constructs. Specifically, it was established through 

convergent validity where construct items loaded high and discriminant validity where 

constructs were separated from each other. The study ensures that the instrument not only is 

reliable but also valid in assessing theoretical relationships between IT system implementation 

and management mindset to enhance the robustness and credibility of findings. 

Data Purification Process 

Data purification was carried out to ensure accuracy, completeness, and relevance of the data 

set for analysis. The responses were initially screened for missing responses, incomplete 

answers, and inconsistency. Cases with significant amounts of missing data were deleted, and 

minor gaps were addressed by applying mean substitution. Descriptive statistics and boxplots 

were used to identify extreme values that may cause results to become skewed, and outliers 
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were identified. Normality check, linearity check, and homoscedasticity check were carried out 

to validate appropriateness for further statistical analysis. Proper purification was conducted to 

make certain that the final dataset was clean, credible, and representative, and thus improved 

the validity and reliability of the research findings. 

How the Missing Data are Handled 

Missing data were dealt with following a systematic approach to maintain the integrity of the 

dataset. Responses with missing values were omitted at the initial step to avoid bias. This 

method maintained the overall sample size and preserved the distribution characteristics of the 

data. Mean substitution was applied because it is suitable for Likert-scale items, where slight 

gaps can be reasonably approximated without over- or underestimating variance. This approach 

made sure that lacking information never compromised the representativeness, validity, or 

reliability of the analysis. 

3.8 Ethical Consideration 

Ethics in research addresses the moral principles and values that can influence the activities 

carried out by researchers (Arnold and Bowie, 2019) and aims to prevent those involved from 

suffering losses or consequences resulting from research activities. This study observes and 

respects the ethical principles applicable to research, in order to ensure the results and their 

potential scientific contributions to knowledge. 

Gathering research data requires an ethical framework that regulates the study in order to obtain 

the data in accordance with university’s ethics and integrity (Freeman et al., 2020). Research 

ethics requires knowledge of respecting the privacy of research participants, preserving their 

rights and respecting their opinions, and preserving the safety of participants and researcher. 

The research ethics of science often challenges access to information.  

3.8.1 Research Ethics Truthfulness 

The researcher will explain the purpose of the study to the participants, and inform them of the 

essential and core information that constitutes the research work. The researcher will introduce 

the research objectives and the main purpose of the study by conveying the information in an 

honest and truthful manner without falsifying any information or completing incomplete 

information based on previous theories or the personal opinions. The researcher will try to build 
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a relationship of trust with the participants in order to obtain higher level of cooperation and 

more accurate and credible results. 

3.8.2 Anonymity 

Anonymity refers to protecting the identity of the research participants keeping the personal 

data anonymous without revealing to any other party (Williams et al., 2017). The anonymity is 

ensured to protect the privacy of participant’s data and information that can be associated with 

any analytical part in the collecting, analysing, and discussing the data of the research. It is the 

process of collecting data without obtaining personal, or sensitive data that the participants’ 

might not prefer to disclose 

3.8.3 Confidentiality 

The issue of privacy is concerned with the protection of data collected by the researcher during 

the research period (Petrova et al., 2016). The data includes private and accurate information, 

and the researcher will ensure the privacy of the information and keep it in a safe place where 

others cannot access it or view the data. The research will clarify that the data will not be 

released to any other parties and it will remain confidential and anonymous and will be deleted 

after the completion and endorsement of the research. 

3.8.4 Consent 

The researcher will obtain the consent of the participants before starting any distributing 

process of the questionnaire. The consent is usually written by asking the participant to sign a 

clear statement of consent to participate in the research. This statement includes an explanation 

of the purpose of the study and what it will require from the participant. In addition, this 

statement will explain to the participant what the rights are during and after the study. The 

researcher will not, at any stage of the research, use embarrassment in order to obtain 

information or to pressure the participant. 

3.9 Summary of Chapter 

Chapter 3 provides the details of the methodology adopted for this research study. This chapter 

begins by introducing the research philosophy in terms of ontology and epistemology. The 

paradigm is post-positivist, where the form of research approach adopted is deductive so as to 

enable hypothesis testing from existing theory. 
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The target population of the research consists of UAE oil and gas companies, within which 

participant selection criteria have been clearly identified. For the selection of samples and 

determining their size, Cochran's formula is applied to ensure that an appropriate size is 

attained. Data processing and analysis methods are presented, together with ethical 

considerations in respect to truthfulness, anonymity, confidentiality, and informed consent. To 

ensure integrity and transparency of the process, such ethical guidelines shall be referred to. 

This chapter paves the way to the practical study that will be reflected in chapter 4 focusing on 

data analysis. 
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CHAPTER 4: DATA ANALYSIS 

4.1 Introduction 

This chapter outlines the process of gathering and analysing data. It provides an overview of 

the different data analysis methods and techniques that can be used to interpret the collected 

data. The chapter also explains the importance of using appropriate techniques to aid in the 

interpretation of data. Further, it provides details on the different types of analysis that can be 

conducted and the associated objectives. In addition, the chapter discusses the benefits of using 

different types of analysis. It highlights best practices for data analysis. 

Data analysis is an indispensable part of the current research. It enables the research to draw 

meaningful conclusions from the data that has been collected from the oil and gas companies 

and to uncover trends and patterns that might otherwise remain hidden. Understanding and 

applying the various data analysis techniques helped the research to obtain accurate and 

relevant results. The process of data analysis consists of four main steps: data 

preparation/organisation, data reduction and sorting, interpretation, and summarisation. 

Data preparation/organisation involves the process of organising the collected data for 

subsequent analysis. Data reduction involved the process of summarising the data using 

techniques such as data aggregation and data decomposition. This is important to ensure that 

the data is concise and relevant. Interpretation involves analysing the data to draw conclusions 

and deduce patterns and trends. Types of analysis that has been conducted include descriptive 

analysis, predictive analysis, and statistical Analysis. Descriptive analysis describes the data 

set and summarises relevant information, predictive analysis enables the researcher to make 

predictions based on past data, and statistical analysis enables the researcher to make 

recommendations based on the data and to extract the results that test the hypotheses. 

Data analysis has many advantages including the extraction of more nuanced and accurate 

information from the data, improved decision making, and the identification of emerging 

trends. However, data analysis also has some drawbacks. This includes its reliance on complex 

techniques and methods, the potential for errors due to incorrect assumptions, and the potential 

for misinterpretation of results. In order to ensure accurate and reliable results from data 

analysis, the research follows the best practices such as selecting appropriate methods and 

tools, setting concrete objectives, and considering sample size and applying reliable and 

appropriate analytical tools. 
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Understanding and applying the various analysis techniques and best practices enable the 

researcher to equip with the knowledge to obtain accurate and reliable results. 

4.2 Data Collection and Response Rate 

The data collection and preparation for the quantitative data analysis for the questionnaires 

distributed on 8 UAE oil and gas companies involves a variety of procedures. The preparation 

begins with determining the sample size and selection of the measurement technique. This 

helps determine the focus of the questionnaire and how to best target participants to receive 

valuable feedback about the companies being studied. Respondents in these companies were 

then be contacted and asked to participate in the questionnaire. After the data is collected, the 

next step was sorting and preparing the data for analysis. 

The goal of data collection and preparation is to ensure that the data is accurate and valid for 

use in the analysis. Data collection is the process of getting valid information from the 

respondents that have been selected for the questionnaire. It is important to collect data in a 

systematic method that allows for statistical accuracy, generalizability, and reliability. 

Once the data has been collected, it was prepared for analysis. This includes eliminating any 

bad data points as well as merging similar data points together. Data also needs to be 

standardized in order to make it easier to analyse. This involves converting all data into the 

same type of unit, such as a percentile or a number scale. Data was then organised in tables or 

graphs and summarized for easier readability. The last step is to standardize it for statistical 

tests to be performed. The next table shows the number of the UAE oil and gas companies 

chosen in this study. 

Table 4.1: The number of the UAE oil and gas companies chosen in this study 

UAE oil and gas companies investigated Number of 

employees 

Abu Dhabi National Oil Company 

(ADNOC) 
50,000 

Emirates National Oil Company (ENOC) 9,000 

Emarat 196 

Dubai Petroleum Establishment 865 

Sharjah National Oil Corporation (SNOC) 165 

Dana Gas 1,100 

Dragon Oil Plc 896 

Mubadala Petroleum 500 

Total 62,722 

 



 

95 

 

The researcher distributed 382 questionnaires and 172 of these questionnaires were received 

back and obtained. The response rate was 45% (172 the number of questionnaires received 

back ÷ 382 the sample size and questionnaires distributed). 

The questionnaires were distributed to the population in the UAE oil and gas companies 

through various channels. These included emails, LinkedIn, and other professional networks 

which do not require gatekeeper letters. This approach ensured that the questionnaire reached 

a diverse and representative sample of individuals working in the oil and gas industry in the 

UAE. Participants were selected based on their job role and level of experience to gather a 

comprehensive understanding of the industry.  

4.3 An Overview of the UAE Oil and Gas Sector 

The UAE is a major player in the global oil and gas sector. The UAE is home to some of the 

world’s largest oil companies, produces more than 3 million barrels of oil per day, and is one 

of the largest exporters of petroleum products (Guzansky et al., 2021). With the industry being 

important to the country, the UAE has developed an extensive range of policies and programs 

to ensure that its oil and gas sector remains competitive and profitable. 

The UAE produces 3.8% of all the oil used globally and holds about 6% of the world's 

remaining crude oil, and this supply is expected to be completely used up by the end of the 

century (Salimi et al., 2022). Abu Dhabi, the largest and wealthiest of the seven emirates, is 

home to most of the nation’s oil and gas reserves. The UAE has a competitive oil and gas 

sector. The country is home to two major international oil companies, ADNOC and the 

Emirates National Oil Company (ENOC). These companies are responsible for the majority of 

the country’s oil and gas production. In addition to these two companies, there are numerous 

other international oil companies operating in the UAE including Emarat, Dubai Petroleum 

Establishment, Sharjah National Oil Corporation (SNOC), Dana Gas, Dragon Oil Plc and 

Mubadala Petroleum. 

In order to ensure that its oil and gas industry operates as efficiently as possible, the UAE has 

enacted a number of policies and programs. These include legislation promoting investment 

and technology transfer, such as the issuance of free trade zones, allowing foreign companies 

to 100% own and operate their businesses in the country. The UAE has sought to strengthen 

ties with other resource-rich countries in the region through making partnerships and 

agreements with leading countries (El Khatib et al., 2022). These agreements are aimed at 
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fostering collaboration between the nations in the fields of oil and gas exploration, production, 

and transportation. 

The UAE is currently in eighth place when it comes to global oil reserves, possessing 

approximately 5.8% of the world's total (Bayomi and E. Fernandez, 2019). Through its 

extensive range of policies and programs, the country is striving to ensure that its industry 

remains competitive and profitable in the global market. Over the past decade, the UAE oil and 

gas sector has been transforming, modernizing, and diversifying to meet the energy needs of a 

growing population. In order to keep up with the ever-changing global energy environment, 

UAE oil and gas firms have had to reassess their strategies in order to stay competitive. 

The UAE has managed its oil and gas resources responsibly and is constantly striving to 

improve efficiency, productivity, and safety in the sector. As such, the country has 

implemented a range of policies and regulations to ensure the organisational development of 

its oil and gas supplies. The UAE also encourages oil and gas companies to adopt best practices 

in line with the principles of responsible resource management. 

Management mindset and IT system implementation (ITSI) are essential elements investigated 

in the current research play a significant role in the UAE oil and gas sector's commitment to 

responsible resource management. A sustainable approach to the oil and gas sector involves a 

long-term vision, focusing on developing competencies, using energy efficiently, and reducing 

waste. It also involves taking into consideration the social, economic, and environmental 

impacts of operations (Dmitrieva and Romasheva, 2020). Management mindset is a key factor 

in transitioning to a sustainable oil and gas sector that is able to meet current and future demand. 

Effective management requires a mindset that is more focused on long-term planning, rather 

than short-term gains. This entails considering the financial, environmental, and social 

implications of a given strategy, which in turn requires a deeper understanding of the sector 

and its stakeholders (Xu et al., 2019). Furthermore, managers have a responsibility to ensure 

that operations are conducted in an ethical and sustainable manner. This includes promoting 

the safe and efficient use of energy, investing in renewable and alternative energy sources, and 

taking steps to reduce and mitigate the environmental impact of operations. Managers must 

also ensure that their employees are properly equipped with the necessary skills and resources 

to carry out their duties safely and effectively. 

Through a combination of effective management and a commitment to IT system 

implementation, UAE oil and gas firms are able to reduce their emissions footprint, minimize 
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environmental risks, and increase efficiency (Arnaut and Dada, 2022). This can help ensure 

that the sector is able to meet the energy needs of a growing population and its growing 

economy without compromising future generations.  

The UAE oil and gas sector is an important part of the global energy environment. UAE oil 

and gas firms must remain competitive by investing in advanced technologies, implementing 

responsible resource management strategies, and building long-term sustainable plans. The 

successful implementation of such initiatives will ensure that the sector is able to continue 

providing energy to the UAE and the world for generations to come. 

The investigated framework of the study can be used by the UAE oil and gas sector to prepare 

a training courses for the new and young leaders based on the framework Also, the output of 

the data analysis will show how management mindset is important and the leaders should focus 

and follow the systematic IT quality standards for IT system selection to ensure meeting the 

requirements and full utilization to the effective IT system implementation. 

4.4 The Reliability of Analysis 

Reliability in research refers to the extent to which the results of research studies remain 

consistent when repeated by different researchers (Hajjar, 2018). It is essential for research 

data to remain reliable in order to be useful and valid. Inaccurate or unreliable findings have 

little or no predictive or explanatory power, and can even lead to inappropriate decisions being 

made. Correct interpretation of reliability in research is therefore essential for ensuring that 

reliable and valid results are obtained. Interpreting research reliability in a correct way allows 

the researcher to identify and eliminate any sources of bias or error, and make sure that the 

findings remain consistent. 

 

Case Processing Summary 

 N % 

Cases Valid 172 99.4 

Excludeda 1 .6 

Total 173 100.0 

a. Listwise deletion based on all variables in the procedure. 

 

This case processing summary is saying that there were 172 valid cases (99.4%). There was 

one excluded case (0.6%), and in total, there were 173 cases (100%). The excluded case was 

dismissed because it was lacking data for all the variables listed in the procedure. 
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Reliability Statistics 

Cronbach's Alpha N of Items 

.966 4 

 

This reliability statistic indicates that the items used to measure a given concept are highly 

reliable, as the Cronbach's Alpha value is close to 1.0 (Robertson and Evans, 2020). It suggests 

that the four items used to measure this concept are highly consistent and measure the same 

underlying construct. This reliability statistic indicates that the four items are highly reliable. 

The Cronbach's Alpha coefficient of .966 is very close to 1, indicating that the items are 

strongly related to each other and measure the same construct. This suggests that the items are 

valid measures of the underlying construct and can be used to measure it accurately. 

Non-Response Bias Test 

In order to test for possible non-response bias, the respondents were split in return order into 

"early" (first quartile; n = 43) and "late" (last quartile; n = 43) groups (173/4). Item-level 

comparisons were conducted by Welch's t-tests on Q1–Q49. Demographic/multi-select items 

Q1–Q5 were non-numeric and therefore excluded, which left 44 analyzable items (Q6–Q49). 

Missing values were handled per item by listwise deletion. Of the 44 items, 22 were statistically 

significant early–late differences at p < .05. Most importantly, all of the significant differences 

were of one direction: The late respondents provided lower ratings on average (median absolute 

difference ≈ 0.50 Likert points; median Hedges' g ≈ 0.69). The average difference across all 

items was −0.38 Likert points (late vs. early), increasing to −0.61 for the significant items. This 

consistent directional effect implies that late respondents were always more negative, which is 

strong evidence of a risk of non-response bias if late/non-respondent views are under-

represented. 
 

4.5 First Part: Demographic Questions 

Analysing the demographic questions is important as it helps to understand who the target 

population. Demographic factors such as age, gender, and work experience level can be 

reflected in their attitudes in investigating the research pillars. 
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Figure 4.1: Q1 – What is your gender? 

 

 

 

There were a total of 172 participants in the questionnaire, with 56 being female, 111 being 

male, and 5 preferring not to say their gender. This means there were 32% female participants, 

64% male participants, and 2.9% participants that did not state their gender. 

Figure 4.2: Q2 - What is your age category? 
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This indicates that the majority of the participants of the questionnaire were between the ages 

of 25 to 44, with 62 participants being between 25 to 34 and 67 participants being between 35 

to 44. There were also 11 participants between the ages of 18 to 24 and 32 participants between 

the ages of 45 to 64. This is a positive result as it ensures a wide range of perspectives and 

experiences are included in the study. With a diverse pool of participants, it is more likely that 

the data collected is reflective of the larger population being studied, allowing for more reliable 

trends and results. 

Figure 4.3: Q3 - What is your work position? 

 

 

 

There are a total of 172 participants in this survey. 20 of them are executives or senior-level 

management, 97 are managers or team leaders, and 55 are officers, engineers, analysts, or 

programmers. This is positive, as the different work positions of the participants means that 

they will be bringing unique perspectives and insights to the discussion. Having a wide variety 

of backgrounds and roles among participants, the responses are likely to be richer and more 

interesting. This, in turn, can lead to more creative solutions or ideas that have not been thought 

of previously. 
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Figure 4.4: Q4 - What is your work experience? 

 

 

 

This data shows that more participants gave a rating between 8 to 10 than any other range. The 

least popular range was less than 3 with 12 participants giving a rating there. The participants 

gave a rating between 4 to 7 were 46 participants. 38 participants gave a rating of 15 or more. 

The diversity of experience ensures that the results of the study will benefit from a range of 

responses from participants with different levels of work experience. This diversity of opinions 

and experiences ensures that a much wider array of perspectives can be taken into account 

when evaluating the data, thus strengthening the validity of the findings. 

 

Q5: Have you taken any relevant training related to management, human resources, and 

IT?  

The training programs taken by the participants show that they have reasonable technical 

knowledge of IT operations, leadership and management skills, and an understanding of oil 

and gas operations. Such individuals would have the capacity to become top candidates for 

positions requiring a combination of technical and leadership abilities in the oil and gas 

industry. 

Taking relevant training related to management, human resources, and IT is an important step 

in improving the overall efficiency of the oil and gas companies, as it helps such companies to 
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develop the necessary skills and knowledge associated with key business functions. 

Management training helps employees understand how to create organisational structures, 

manage teams, delegate tasks, and create fiscal and operational plans. Human resources 

training can teach the processes and principles of hiring within the oil and gas sector as well as 

how to develop effective strategies for motivating and retaining staff. IT trainings can develop 

the communication technology, IT infrastructure management, network analysis, database 

administration, cybersecurity, and website development, which help develop employees’ 

technical skills. This type of training has many benefits. It improves an organisation’s 

operations, enhances staff knowledge and expertise, and allows an organisation to take 

advantage of new technologies such as Cloud computing, mobile devices, and artificial 

intelligence AI. 

4.6 Research Pillars 

The frequency analysis shows the responses of the 172 participants in the questionnaire, which 

reflect the intellectual attitudes towards the subject of the research and the relationships that 

were formulated in the questionnaire. It can be seen that the diversity obtained in the part of 

the demographic questions is of high value. The participants ranged between males and females 

and different age groups, as well as various practical experiences. This diversity supported the 

research in an important way as responses were obtained from groups of different ages, genders 

and work experiences. This part will be related to the research pillars, which were divided 

according to the main hypotheses of the research, which will be analysed later to test the 

validity of the hypotheses of the study. Where the current part will show the various frequencies 

in the degrees of response, approval and opposition to the phrases that were proposed to 

measure the validity of the hypotheses or not. 

4.6.1 Frequency Analysis 

The frequency analysis of the responses is an important tool for understanding what personnel 

at the UAE oil and gas companies think about the phenomena under investigation. Frequency 

analysis allows the researcher to look at an array of data points to help analyse the conditions 

of the management mindset and its multidimensional implications of IT system 

implementation.  

A review of the frequency analysis of this study reveals that ‘IT system implementation’, 

‘framework’, ‘implementation’, and ‘management’ are some of the most frequently used 

words. This highlights the main focus of the research, which is the development of a supportive 
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management mindset framework for IT system implementation that contributes to the 

organisational development. The study also emphasises the need for a unified and 

comprehensive approach to IT system implementation needed for a robust approach to system 

integration and adaptation to ensure continuous growth and success. Furthermore, also revealed 

by the frequency analysis of this research is a focus on ‘research’ and ‘examination’. 

 

Table 4.2: Responses’ frequencies of the Part (P1.1 A) 

P 1.1 A: The internal factors of management mindset including (IT competencies, the awareness of systems and operations and 
leadership) and technology software system implementation 

Q 1 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree     
Valid Somewhat dis 26 15.0 15.1 15.1 

Neutral 25 14.5 14.5 29.7 
Somewhat agree 73 42.2 42.4 72.1 
Strongly agree 48 27.7 27.9 100.0 
Total 172 99.4 100.0  

 

Q 2 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 10 5.8 5.8 7.0 

Neutral 22 12.7 12.8 19.8 
Somewhat agree 60 34.7 34.9 54.7 
Strongly agree 78 45.1 45.3 100.0 
Total 172 99.4 100.0  

 

Q 3 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 20 11.6 11.6 11.6 
Valid Somewhat dis     

Neutral 40 23.1 23.3 34.9 
Somewhat agree 55 31.8 32.0 66.9 
Strongly agree 57 32.9 33.1 100.0 
Total 172 99.4 100.0  

 

Q 4 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 11 6.4 6.4 8.1 

Neutral 54 31.2 31.4 39.5 
Somewhat agree 52 30.1 30.2 69.8 
Strongly agree 52 30.1 30.2 100.0 
Total 172 99.4 100.0  

 

Q 5 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 16 9.2 9.3 9.3 
Valid Somewhat dis     

Neutral 48 27.7 27.9 37.2 
Somewhat agree 65 37.6 37.8 75.0 
Strongly agree 43 24.9 25.0 100.0 
Total 172 99.4 100.0  

 

Q 6 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 7 4.0 4.1 4.7 

Neutral 25 14.5 14.5 19.2 
Somewhat agree 74 42.8 43.0 62.2 
Strongly agree 65 37.6 37.8 100.0 
Total 172 99.4 100.0  

 

Q 7 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 6 3.5 3.5 4.1 

Neutral 26 15.0 15.1 19.2 
Somewhat agree 60 34.7 34.9 54.1 
Strongly agree 79 45.7 45.9 100.0 
Total 172 99.4 100.0  

 

Q 8 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 14 8.1 8.1 9.3 

Neutral 33 19.1 19.2 28.5 
Somewhat agree 68 39.3 39.5 68.0 
Strongly agree 55 31.8 32.0 100.0 
Total 172 99.4 100.0  

 

Q 9 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 14 8.1 8.1 9.3 

Neutral 31 17.9 18.0 27.3 
Somewhat agree 71 41.0 41.3 68.6 
Strongly agree 54 31.2 31.4 100.0 
Total 172 99.4 100.0  

 

Q 10 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 17 9.8 9.9 11.6 

Neutral 40 23.1 23.3 34.9 
Somewhat agree 57 32.9 33.1 68.0 
Strongly agree 55 31.8 32.0 100.0 
Total 172 99.4 100.0  

 

Q 11 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 9 5.2 5.2 5.2 
Valid Somewhat dis 26 15.0 15.1 20.3 

Neutral 24 13.9 14.0 34.3 
Somewhat agree 47 27.2 27.3 61.6 
Strongly agree 66 38.2 38.4 100.0 
Total 172 99.4 100.0  
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The pillar “P 1.1 A: The internal factors of management mindset including (IT competencies, 

the awareness of systems and operations and leadership) and technology software system 

implementation” is the first part in the questionnaire, which includes 11 phrases. In the 

responses of the participants, the degrees of approval, neutrality and disagreement were 

different, which indicates the diversity of views on the relationships in this pillar. It is noted 

that the majority of participants agree to some extent that management mindset (competences, 

beliefs and characteristics) is perceived and understood by individuals in terms of its significant 

roles played within the organisation, where 73 of them indicated agreement. In a higher level 

of agreement, the majority of the participants emphasised that management mindset and 

technology software systems are critical for the success of organisational production and 

services, as 60 and 78 indicated somewhat agreeing and strongly agreeing, respectively. 

In the internal factors, in questions 3, 4 and 5, the responses were positive regarding IT 

competencies that affect technology software system implementation including Individuals' IT 

background, Employees' acquired IT skills and qualifications and IT training, courses and 

programs provided by management as the strong agreement responses were slightly high with 

57, 52 and 43 respectively. The other internal factors of the awareness of the software systems 

and operations included exploration, geology and seismic software, production and engineering 

software and ERP (Enterprise Resource Planning) software. The production and engineering 

software and ERP reached the highest support as 60 and 79 were agreeing respectively. In the 

third factor represented in the leadership, leadership styles and characteristics were supported 

by 71 and 54 of the agreement, while the responses of leadership capabilities were varied 

between the neutrality, and agreement with 40, 57 and 55. 

Table 4.3: Responses’ frequencies of the Part (P1.2 A) 

P 1.2 A: The external factors of management mindset including (PESTLE factors (Political, Economic, Sociological, Technological, 
Legal and Environmental), competition and customers) and technology system implementation 

Q 12 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 10 5.8 5.8 8.7 

Neutral 68 39.3 39.5 48.3 
Somewhat agree 55 31.8 32.0 80.2 
Strongly agree 34 19.7 19.8 100.0 
Total 172 99.4 100.0  

 

Q 13 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 8 4.6 4.7 5.8 

Neutral 28 16.2 16.3 22.1 
Somewhat agree 73 42.2 42.4 64.5 
Strongly agree 61 35.3 35.5 100.0 
Total 172 99.4 100.0  

 

Q 14 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 17 9.8 9.9 11.6 

Neutral 34 19.7 19.8 31.4 

Q 15 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 7 4.0 4.1 4.1 
Valid Somewhat dis 12 6.9 7.0 11.0 

Neutral 43 24.9 25.0 36.0 



 

105 

 

Somewhat agree 70 40.5 40.7 72.1 
Strongly agree 48 27.7 27.9 100.0 
Total 172 99.4 100.0  

 

Somewhat agree 66 38.2 38.4 74.4 
Strongly agree 44 25.4 25.6 100.0 
Total 172 99.4 100.0  

 

Q 16 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 19 11.0 11.0 11.6 

Neutral 35 20.2 20.3 32.0 
Somewhat agree 73 42.2 42.4 74.4 
Strongly agree 44 25.4 25.6 100.0 
Total 172 99.4 100.0  

 

Q 17 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 8 4.6 4.7 4.7 
Valid Somewhat dis 14 8.1 8.1 12.8 

Neutral 39 22.5 22.7 35.5 
Somewhat agree 42 24.3 24.4 59.9 
Strongly agree 69 39.9 40.1 100.0 
Total 172 99.4 100.0  

 

Q 18 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 13 7.5 7.6 8.1 

Neutral 41 23.7 23.8 32.0 
Somewhat agree 73 42.2 42.4 74.4 
Strongly agree 44 25.4 25.6 100.0 
Total 172 99.4 100.0  

 

Q 19 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 16 9.2 9.3 10.5 

Neutral 57 32.9 33.1 43.6 
Somewhat agree 55 31.8 32.0 75.6 
Strongly agree 42 24.3 24.4 100.0 
Total 172 99.4 100.0  

 

Q 20 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 10 5.8 5.8 8.7 

Neutral 24 13.9 14.0 22.7 
Somewhat agree 61 35.3 35.5 58.1 
Strongly agree 72 41.6 41.9 100.0 
Total 172 99.4 100.0  

 

Q 21 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 16 9.2 9.3 9.9 

Neutral 38 22.0 22.1 32.0 
Somewhat agree 56 32.4 32.6 64.5 
Strongly agree 61 35.3 35.5 100.0 
Total 172 99.4 100.0  

 

Q 22 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 18 10.4 10.5 11.0 

Neutral 35 20.2 20.3 31.4 
Somewhat agree 59 34.1 34.3 65.7 
Strongly agree 59 34.1 34.3 100.0 
Total 172 99.4 100.0  

 

Q 23 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 31 17.9 18.0 20.9 

Neutral 21 12.1 12.2 33.1 
Somewhat agree 57 32.9 33.1 66.3 
Strongly agree 58 33.5 33.7 100.0 
Total 172 99.4 100.0  

 

 
 
The second pillar in the questionnaire is represented in “P 1.2 A: The external factors of 

management mindset including (PESTLE factors (Political, Economic, Sociological, 

Technological, Legal and Environmental), competition and customers) and technology system 

implementation” which included 12 phrases. The political, economic, social, technological, 

legal, and environmental have been differently answered, for example in the first factor "the 

political dimension" most of the answers were conservative and the participants chose 

neutrality by 39%, while 55 and 34 agreed to different degrees. In the economic factor, most 

of the participants believe that economic growth, interest rates, exchange rates, inflation, 

disposable income of consumers and businesses a can affect the quality and effectiveness in 

applying the technology software system as 42% and 35% were somewhat and strongly agree. 

In a similar way, the social factor has similar characteristics to the economic dimension. In 

different responses, the technological, legal and environmental factors were evaluated with 

moderate responses as the neutrality was 25%, 20% and 23% respectively.  
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The focus of how competition can affect technology software system implementation regarding 

is represented in three different phrases. Management approaches towards competitors using 

technological software systems, where most of the responses were in favour of this effect with 

rates of 42% and 25% with different degrees of agreement. On the contrary, the responses of 

the statement “market shares, organisational performance and technology monitoring 

comparing with competitors” were somewhat conservative, as the largest percentage, 33%, was 

neutral. In the phrase "The competitive employees' IT skills and capabilities", the agreement 

ratings were relatively high, with 35% and 42% somewhat and strongly agreeing on this effect. 

Table 4.4: Responses’ frequencies of the Part (P1.B) 

P 1 B: Technology software system implementation 
Q 24 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 42 24.3 24.4 27.3 

Neutral 46 26.6 26.7 54.1 
Somewhat agree 47 27.2 27.3 81.4 
Strongly agree 32 18.5 18.6 100.0 
Total 172 99.4 100.0  

 

Q 25 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree     
Valid Somewhat dis 9 5.2 5.2 5.2 

Neutral 24 13.9 14.0 19.2 
Somewhat agree 81 46.8 47.1 66.3 
Strongly agree 58 33.5 33.7 100.0 
Total 172 99.4 100.0  

 

Q 26 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree     
Valid Somewhat dis 19 11.0 11.0 11.0 

Neutral 32 18.5 18.6 29.7 
Somewhat agree 74 42.8 43.0 72.7 
Strongly agree 47 27.2 27.3 100.0 
Total 172 99.4 100.0  

 

Q 27 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 21 12.1 12.2 15.1 

Neutral 49 28.3 28.5 43.6 
Somewhat agree 50 28.9 29.1 72.7 
Strongly agree 47 27.2 27.3 100.0 
Total 172 99.4 100.0  

 

Q 28 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 4 2.3 2.3 2.3 
Valid Somewhat dis 35 20.2 20.3 22.7 

Neutral 31 17.9 18.0 40.7 
Somewhat agree 57 32.9 33.1 73.8 
Strongly agree 45 26.0 26.2 100.0 
Total 172 99.4 100.0  

 

Q 29 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 9 5.2 5.2 5.2 
Valid Somewhat dis 26 15.0 15.1 20.3 

Neutral 37 21.4 21.5 41.9 
Somewhat agree 50 28.9 29.1 70.9 
Strongly agree 50 28.9 29.1 100.0 
Total 172 99.4 100.0  

 

Q 30 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 27 15.6 15.7 16.9 

Neutral 58 33.5 33.7 50.6 
Somewhat agree 50 28.9 29.1 79.7 
Strongly agree 35 20.2 20.3 100.0 
Total 172 99.4 100.0  

 

Q 31 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 1 .6 .6 .6 
Valid Somewhat dis 18 10.4 10.5 11.0 

Neutral 41 23.7 23.8 34.9 
Somewhat agree 74 42.8 43.0 77.9 
Strongly agree 38 22.0 22.1 100.0 
Total 172 99.4 100.0  

 

Q 32 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 4 2.3 2.3 2.3 
Valid Somewhat dis 13 7.5 7.6 9.9 

Neutral 24 13.9 14.0 23.8 
Somewhat agree 66 38.2 38.4 62.2 
Strongly agree 65 37.6 37.8 100.0 
Total 172 99.4 100.0  
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The pillar “P 1 B Technology software system implementation” was investigated and its data 

collected in a way that varied in the answers. With regard to whether the implementation of 

technological systems can be determined by the existing competencies within the company”, a 

large percentage of 24% somewhat disagreed with this assumption while 27% were neutral. In 

the phrase “the technological systems applied in the company such as exploration, geology and 

seismic software, production and engineering software and ERP software are characterised by 

the ability to update according to the requirements of the operations”, the participants’ 

responses were mostly in favour with high agreement rates. It reached 47% somewhat agree 

and 33% strongly agree. 

The operational system for drilling and production operations was considered as a system that 

can be developed by appointing more qualified personnel in the field of IT as 74 participants 

were somewhat agree on this assumption. The awareness of employees about applying 

contemporary technological systems and keeping pace with the development witnessed by the 

oil sector as an essential pillar in the implementation has been differently answered as 28% 

were neutral, 29% were somewhat agree, while 27% were strongly agree. There is a diversity 

of responses related to the statements 28, 29 and 30, as the participants indicated that employees 

could develop their capabilities through advanced training in information technology. In 

addition, interactive processes from exploration to production could require a coherent and 

easy-to-understand technological software systems as the responses varied from the neutrality 

and agreement. Moreover, the implementation of technological work systems could be more 

efficient through an effective leadership vision as confirmed by the most of responses. 

On the other hand, there was a relatively high degree of agreement in the last two statements. 

In the statement "there is a positive interaction between the leadership within the company and 

the importance of accurately implementing technological systems", most of the participants, 

43%, agreed with a medium degree, while 22% agreed with a high degree, which supports the 

statement. Similarly, the majority of participants believe that there is an impact, motivation and 

inspiration by the leadership practices on employees in the IT departments with 38% somewhat 

agree and 37% are strongly agree. 

Table 4.5: Responses’ frequencies of the Part (P2 A) 

P 2 A : Management mindset 
Q 33 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 4 2.3 2.3 2.3 
Valid Somewhat dis 13 7.5 7.6 9.9 

Q 34 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 7 4.0 4.1 4.1 
Valid Somewhat dis 23 13.3 13.4 17.4 
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Neutral 35 20.2 20.3 30.2 
Somewhat agree 65 37.6 37.8 68.0 
Strongly agree 55 31.8 32.0 100.0 
Total 172 99.4 100.0  

 

Neutral 35 20.2 20.3 37.8 
Somewhat agree 51 29.5 29.7 67.4 
Strongly agree 56 32.4 32.6 100.0 
Total 172 99.4 100.0  

 

Q 35 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree     
Valid Somewhat dis 7 4.0 4.1 4.1 

Neutral 23 13.3 13.4 17.4 
Somewhat agree 35 20.2 20.3 37.8 
Strongly agree 51 29.5 29.7 67.4 
Total 56 32.4 32.6 100.0 

 

Q 36 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree .6 .6 .6 .6 
Valid Somewhat dis 5.8 5.8 6.4 5.8 

Neutral 20.8 20.9 27.3 20.8 
Somewhat agree 41.0 41.3 68.6 41.0 
Strongly agree 31.2 31.4 100.0 31.2 
Total 99.4 100.0  99.4 

 

Q 37 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 22 12.7 12.8 14.0 

Neutral 31 17.9 18.0 32.0 
Somewhat agree 66 38.2 38.4 70.3 
Strongly agree 51 29.5 29.7 100.0 
Total 172 99.4 100.0  

 

Q 38 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 5 2.9 2.9 2.9 
Valid Somewhat dis 22 12.7 12.8 15.7 

Neutral 34 19.7 19.8 35.5 
Somewhat agree 62 35.8 36.0 71.5 
Strongly agree 49 28.3 28.5 100.0 
Total 172 99.4 100.0  

 

Q 39 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 7 4.0 4.1 4.1 
Valid Somewhat dis 22 12.7 12.8 16.9 

Neutral 32 18.5 18.6 35.5 
Somewhat agree 56 32.4 32.6 68.0 
Strongly agree 55 31.8 32.0 100.0 
Total 172 99.4 100.0  

 

Q 40 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 11 6.4 6.4 7.6 

Neutral 38 22.0 22.1 29.7 
Somewhat agree 81 46.8 47.1 76.7 
Strongly agree 40 23.1 23.3 100.0 
Total 172 99.4 100.0  

 

Q 41 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 15 8.7 8.7 9.9 

Neutral 35 20.2 20.3 30.2 
Somewhat agree 61 35.3 35.5 65.7 
Strongly agree 59 34.1 34.3 100.0 
Total 172 99.4 100.0  

 

Q 42 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 6 3.5 3.5 3.5 
Valid Somewhat dis 19 11.0 11.0 14.5 

Neutral 31 17.9 18.0 32.6 
Somewhat agree 69 39.9 40.1 72.7 
Strongly agree 47 27.2 27.3 100.0 
Total 172 99.4 100.0  

 

Q 43 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 19 11.0 11.0 12.8 

Neutral 55 31.8 32.0 44.8 
Somewhat agree 56 32.4 32.6 77.3 
Strongly agree 39 22.5 22.7 100.0 
Total 172 99.4 100.0  

 

Q 44 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 19 11.0 11.0 12.8 

Neutral 39 22.5 22.7 35.5 
Somewhat agree 59 34.1 34.3 69.8 
Strongly agree 52 30.1 30.2 100.0 
Total 172 99.4 100.0  

 

 

The “P 2 A: management mindset” within the oil companies in the UAE has been investigated 

from different dimensions. With similar responses, the participants confirmed that they feel 

that managerial mentality can be the main determinant of achieving effective IT system 

implementation through effective implementation of the dynamic work capability. Moreover, 

they feel that management mindset can significantly contribute to the effective implementation 

of IT quality standards. With one of the highest agreement phrases, the statement 40 

“Management mindset has an impact on IT system implementation through implementation of 

IT quality standards in terms of IT structural and procedural quality that enhances IT system 

implementation” has been supported by 47% somewhat agree and 23% strongly agree 

respectively. Management mindset has controversial impact on IT system implementation in 
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terms of the legal, ethical adequacy standards related to IT system implementation as 22% were 

neutral, 34% were somewhat agree and 30% were strongly agree. 

 
Table 4.6: Responses’ frequencies of the Part (P2 B) 

P 2 B: IT system implementation 
Q 45 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 14 8.1 8.1 9.9 

Neutral 38 22.0 22.1 32.0 
Somewhat agree 74 42.8 43.0 75.0 
Strongly agree 43 24.9 25.0 100.0 
Total 172 99.4 100.0  

 

Q 46 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 2 1.2 1.2 1.2 
Valid Somewhat dis 15 8.7 8.7 9.9 

Neutral 32 18.5 18.6 28.5 
Somewhat agree 72 41.6 41.9 70.3 
Strongly agree 51 29.5 29.7 100.0 
Total 172 99.4 100.0  

 

Q 47 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 6 3.5 3.5 3.5 
Valid Somewhat dis 25 14.5 14.5 18.0 

Neutral 40 23.1 23.3 41.3 
Somewhat agree 53 30.6 30.8 72.1 
Strongly agree 48 27.7 27.9 100.0 
Total 172 99.4 100.0  

 

Q 48 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 6 3.5 3.5 3.5 
Valid Somewhat dis 28 16.2 16.3 19.8 

Neutral 39 22.5 22.7 42.4 
Somewhat agree 55 31.8 32.0 74.4 
Strongly agree 44 25.4 25.6 100.0 
Total 172 99.4 100.0  

 

Q 49 

 Frequency Percent 
Valid 

Percent 
Cumulative 

Percent 
 Strongly disagree 3 1.7 1.7 1.7 
Valid Somewhat dis 27 15.6 15.7 17.4 

Neutral 41 23.7 23.8 41.3 
Somewhat agree 55 31.8 32.0 73.3 
Strongly agree 46 26.6 26.7 100.0 
Total 172 99.4 100.0  

 

 

 

The last pillar "P 2 B: IT system implementation" focused on the IT system implementation. 

The participants were asked whether there is an understanding and awareness among managers 

and employees of the impact of the management mindset on achieving effective IT system 

implementation.  

Although the neutrality of the responses reached 22%, participants who agreed are 43% while 

the strong agreement was 25%. another question has been provided is to what extent can IT 

system implementation be achieved by supporting the company's dynamic competencies. 

Similarly, to the first statement, the majority of respondents' attitudes were concentrated in the 

slightly agreement as 42% and the other respondents were distributed between neutral and 

strongly agree options with 18% and 29% respectively. In this pillar, the IT system 

implementation was supposed as a factor that can be enhanced by adopting the most important 

and latest quality standards in operational and managerial processes. The participants' 

respondents were varied as some were disagree, 25 participants, 40 neutral, 53 somewhat agree, 

and 40 strongly agree. The diversity of responses were recorded in the statement that says "IT 
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system implementation is achieved in technological processes by keeping pace with global 

developments in the field of technology". 28 respondents were slightly disagree on this 

assumptions as they might assume that the oil and gas companies are already keeping pace with 

the global development of technology, while 39 of them were neutral, and it can be noted that 

the majority of responses support the slight and strong agreement of the statement with 32% 

and 25% respectively. The goals of the organisation were assumed to be associated with IT 

system implementation more effectively through positive interaction between leadership and 

employees. In this context, the answers of this assumptions were similarly distributed among 

the respondents as 16% were slightly disagree, 24% neutral, while 32% and 27% were in 

different agreement levels. 

4.6.2 Simple Linear Regression Analysis  

Linear regression analysis is a powerful tool used in the field of predictive analytics (Kumar 

and Garg, 2018). It is used to identify relationships between independent variables 

(management mindset) and a dependent variable (IT system implementation). Simple linear 

regression is a form of quantitative data analysis used on the data gathered from the UAE oil 

and gas companies. It is used to model the relationship between two continuous variables, often 

denoted as x and y. Simple linear regression is used to estimate the expected value of a 

dependent variable “IT system implementation” (y) based on the value of an independent 

variable “management mindset” (x).  

The first step in conducting a simple linear regression is to choose the set of independent and 

dependent variables and to define the sample size. After the variables are chosen, the next step 

is obtaining data from the UAE oil and gas companies. The data has been compiled into an 

appropriate data format, in SPSS files.  

The next step is to perform descriptive statistics on the data and develop an appropriate linear 

regression model. Descriptive statistics include features such as means, standard deviations, 

and other summary statistics for the data. After descriptive statistics are completed, the 

appropriate linear regression model has been determined. This includes choosing the 

appropriate regression model and determining the degrees of freedom for the model (R2).  

After establishing the regression model, it is important to compare the regression results to the 

actual data (Yao and Li, 2014). This is done by plotting the regression line on the data graph. 

This will allow us to evaluate the accuracy of the model. Moreover, various evaluation metrics 
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can be used to measure the model’s performance such as the coefficient of determination (R-

squared). These metrics can provide an indication of whether the model captures the 

relationships in the data.  

Through fitting a line through a scatterplot, regression analysis helps in identifying trends, 

quantifying relationships, and making predictions about the future. This helps in making 

informed decisions about the direction of the relationships in phenomena. In addition, it can 

provide insight into other findings, such as the impact of a change in a variable, or how trial 

and error experimentation can help reduce the time required to reach a conclusion. Linear 

regression is an essential part of the predictive modelling toolkit, as it is often used in 

forecasting and predictions. Linear regression analysis is used to determine the relationship 

between variables at a given point in time. It encompasses the variation in one variable is 

reflected in the other, implying a strong correlation between them. 

Linear regression analysis is an appropriate strategy for examining the relationship between 

management mindset and IT system implementation. This is because linear regression captures 

the variability in the outcome variable (in this case, IT system implementation) based on the 

independent variable (management mindset). The linear regression allows to assess whether 

the effects of the independent variable on the outcome variable are statistically significant.  

Once the relationship between the two variables has been established, linear regression analysis 

allows to further explore the nature of the relationship. Specifically, linear regression allows to 

assess whether the effects of the independent variable on the outcome variable are statistically 

significant. This helps to determine whether the observed effects of the independent variable 

on the outcome variable are likely to be replicated in other organisations which work in the oil 

and gas sector. This is important because it confirms whether the expected benefits of a positive 

management mindset can be expected with any degree of certainty.  

Pillar 1.1: Pillar 1.1: The internal factors of management mindset and technology 

software system implementation 

P 1.1: The internal factors of management mindset including (IT competencies, the awareness 

of systems and operations and leadership) and technology software system implementation. 
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Variables Entered/Removeda 

Model Variables Entered 

Variables 

Removed Method 

1 H1.1b . Enter 

a. Dependent Variable: Technology System Implementation TSI 

b. All requested variables entered. 

 

 

Model Summaryb 

Model R R Square 

Adjusted 

R Square 

Std. Error 

of the 

Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .861a .742 .741 .34226 .742 489.208 1 170 <.001 1.866 

a. Predictors: (Constant), H1.1 

b. Dependent Variable: TSI 

 

This model summary provides information about the quality of the model. In regression 

analysis, the correlation coefficient (R) is a measure of the direction and strength of the linear 

relationship between the observed values and the predicted values of the dependent variable. 

The coefficient of determination (R²) provides the proportion of the variance of the dependent 

variable explained by the independent variables in the model. That is, R² measures how well 

the predictors as a whole account for the variation of the outcome. Adjusted R² adjusts this 

measure for the number of predictors in the model and sample size and provides a more 

accurate estimate of explanatory power by penalizing for irrelevant variables that fail to 

contribute significantly to the model. 

The R value of .861a indicates that the model explains approximately 86% of the variance in 

the data. The R Square value of .742 indicates that the model explains 74.2% of the variance 

in the data. The Adjusted R Square value of .741 indicates that the model explains 74.1% of 

the variance in the data after adjusting the degrees of freedom. 

The Std. Error of the Estimate of .34226 indicates that the standard deviation of the residuals 

is 0.342, suggesting that the model is quite precise. The R Square Change of .742 indicates that 

the model explains 74.2% of the variability in the data. The F Change of 489.208 indicates that 

the model is statistically significant. The df1 and df2 values of 1 and 170 respectively indicate 

that the data used for the model is from over 170 participants. 
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The Sig. F Change of <.001 indicates that the model is extremely statistically significant. The 

Durbin-Watson value of 1.866 indicates that there is minimal correlation between successive 

residuals, suggesting that the model is not suffering from autocorrelation. In general, this model 

summary provides evidence that the model is of high quality. 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 57.306 1 57.306 489.208 <.001b 

Residual 19.914 170 .117   

Total 77.220 171    

a. Dependent Variable: TSI 

b. Predictors: (Constant), H1.1 

 

ANOVA is used to compare the means of three or more groups to assess whether there are 

statistically significant differences between them. It is particularly useful in research that 

involves multiple groups or variables, as it minimizes the risk of errors compared to multiple 

t-tests. ANOVA provides a robust method for understanding the impact of independent 

variables on a dependent variable. The results of this c Model 1 show that there is a statistically 

significant relationship between the dependent variable (TSI) and the predictor variable (H1.1). 

The F-value of 489.208 and the significance value of < .001 demonstrates that there is a strong 

and statistically significant association between H1.1 and TSI. The hypothesis 1.1 indicates 

that the internal factors of management mindset including IT competencies, the awareness of 

systems and operations and leadership have high positive determination and support for 

technology system implementation in the UAE oil and gas sector. Based on these results, it can 

conclude that hypothesis H1.1 is accepted 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .219 .160  1.366 .174 

H1.1 .889 .040 .861 22.118 <.001 

a. Dependent Variable: TSI 

 

The model coefficient for constant is .219. This means that the constant variable is expected to 

be .219 when all the other predictor variables are 0. The model coefficient for H1.1 is .889. 

This means that when H1.1 increases by 1 unit, the TSI is expected to increase by .889 units. 
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The standardized coefficient for H1.1 is .861, which indicates that H1.1 is strongly associated 

with the TSI. The t-value for H1.1 is 22.118, which is statistically significant at the .001 level. 

 

Residuals Statisticsa 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.2394 4.6639 3.7190 .57890 172 

Residual -1.09816 .74034 .00000 .34126 172 

Std. Predicted Value -2.556 1.632 .000 1.000 172 

Std. Residual -3.209 2.163 .000 .997 172 

a. Dependent Variable: TSI 

 

The residuals statistics indicate that the predicted values range from 2.2394 to 4.6639, with a 

mean of 3.7190 and a standard deviation of 0.5789. The residuals range from -1.09816 to 

0.74034, with a mean of 0.00000 and a standard deviation of 0.34126. The standardized 

predicted values range from -2.556 to 1.632, with a mean of 0 and a standard deviation of 1. 

The standardized residuals range from -3.209 to 2.163, with a mean of 0 and a standard 

deviation of 0.997. These statistics indicate that the residuals for the TSI are statistically 

insignificant. 

Figure 4.5: Histogram – Regression Standardized Residual (H 1.1) 

 

In a standardized residual, the mean of the residuals for all data points is zero. This means that 

any values in the residuals that are significantly above or below zero can indicate discrepancies 
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that may need to be further investigated. The standardized residual also normalizes the 

residuals so that they can be compared across different models and different datasets. This 

allows identifying potential outliers in the dataset and determining where more investigation is 

needed. 

Figure 4.6: Normal P-P Plot of Regression Standardized Residual of H 1.1 

 

 
 

The P-P plot is used in this analysis which is a graphical tool used to compare two sets of data 

by plotting their cumulative distribution functions. This helps determine if the two sets of data 

come from the same population. It is typically used to check for normality, and to compare 

other distributions. The plot shows a straight line of the two sets of data which have the same 

distribution. If the data sets do not have the same distribution, the plot will exhibit a curved or 

S-shaped line. 
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Figure 4.7: Scatterplot (regression standardized residual and regression standardized 

predicted value) of the H 1.1 

 
 

The scatterplot chart is a graph where the relationship between the research variables is 

illustrated by plotting them on a graph, with one variable on the X-axis and the other on the Y-

axis. Scatterplot is used to explore the relationship between the internal factors of management 

mindset including IT competencies, the awareness of systems and operations and leadership 

and technology system implementation. The chart also is used to identify potential correlations, 

and understand the spread of the data. 

Pillar 1.2: The external factors of management mindset and technology system 

implementation 

P 1.2: The external factors of management mindset including PESTLE factors, competition 

and customers have high positive determination and support for technology system 

implementation in the UAE oil and gas sector. 

Variables Entered/Removeda 

Model Variables Entered 

Variables 

Removed Method 

1 H1.2b . Enter 

a. Dependent Variable: TSI 

b. All requested variables entered. 
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Model Summaryb 

Model R R Square 

Adjusted 

R Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change F Change df1 df2 

Sig. F 

Change 

1 .863a .744 .743 .34069 .744 495.292 1 170 <.001 1.612 

a. Predictors: (Constant), H1.2 

b. Dependent Variable: TSI 

The R value of this model is 0.863, indicating a strong relationship between H1.2 and TSI. The 

R-squared value is 0.744, which suggests that 74.4% of the variance in TSI is explained by 

H1.2. The adjusted R-squared value of 0.743 indicates that the model is slightly better than the 

baseline model. The standard error of the estimate is 0.34069, which is a measure of the 

variation around the regression line. The change statistics is also 0.744, indicating that changes 

in H1.2 account for 74.4% of the changes in TSI. The Durbin-Watson statistic of 1.612 

indicates that there is no autocorrelation present in the model. This suggests that the regression 

model is valid. 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 57.489 1 57.489 495.292 <.001b 

Residual 19.732 170 .116   

Total 77.220 171    

a. Dependent Variable: TSI 

b. Predictors: (Constant), H1.2 

The ANOVAa table above presents the results of a regression analysis used to estimate the effect 

of H1.2 on the dependent variable, TSI. The significance value (Sig.) of 0.001 indicates that 

there is a statistically significant relationship between H1.2 and TSI. The F statistic is 495.292 

and indicates that the model explains a large amount of the variance in TSI. The Regression 

Sum of Squares (57.489) indicates that 57.489 of the total variation of 77.220 can be attributed 

to H1.2, demonstrating the impact of H1.2 on TSI. The hypothesis 1.2 indicates that the 

external factors of management mindset including PESTLE factors, competition and customers 

have high positive determination and support for technology system implementation in the 

UAE oil and gas sector". Consequently, the hypothesis 1.2 is accepted. 
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Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .457 .149  3.069 .003 

H1.2 .848 .038 .863 22.255 <.001 

a. Dependent Variable: TSI 

The coefficient for H1.2 in this regression model is 0.848, which means that for each 1-unit 

increase in H1.2, the TSI increases by 0.848. This has a standardized coefficient of 0.863, 

indicating a strong relationship between H1.2 and TSI. A t-test of the coefficient also indicates 

that the relationship is significant, with a p-value of less than 0.001. 

 

Residuals Statisticsa 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.2946 4.6979 3.7190 .57982 172 

Residual -1.08231 .82716 .00000 .33969 172 

Std. Predicted Value -2.457 1.688 .000 1.000 172 

Std. Residual -3.177 2.428 .000 .997 172 

a. Dependent Variable: TSI 

This residuals table is showing the statistics for the TSI (Total Sum of Squares) values for the 

data set. The predicted value is between 2.2946 and 4.6979. The minimum TSI is 2.2946, the 

maximum is 4.6979, the mean is 3.7190, and the standard deviation is .57982. The residual 

value is between -1.08231 and .82716. The minimum residual is -1.08231, the maximum is 

.82716, and the standard deviation is .33969. The standard predicted value is between -2.457 

and 1.688 with a mean of 0.00 and a standard deviation of 1.00. The standard residual is 

between -3.177 and 2.428 with a mean of 0.00 and a standard deviation of 0.997. 
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Figure 4.8: Histogram – Regression Standardized Residual (H 1.2) 

 

 

The histogram of Regression Standardized Residuals (H 1.2) visualizes the distribution of 

residuals from a regression model. It assesses assumptions of normality and identifies outliers 

or patterns. 

Figure 4.9: Normal P-P Plot of Regression Standardized Residual of H 1.2 
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The Normal P-P Plot of Regression Standardized Residuals (H 1.2) evaluates the assumption 

of normality. Data points aligning closely with the diagonal line suggest normally distributed 

residuals, supporting model validity. 

Figure 4.10: Scatterplot (regression standardized residual and regression standardized 

predicted value) of the H 1.2 

 

 

The scatterplot of regression standardized residuals and predicted values (H 1.2) assesses 

homoscedasticity and linearity. A random, evenly dispersed pattern indicates consistent 

variance, supporting the regression model's assumptions. 

Pillar 2.1: The impact of management mindset on IT system implementation through 

dynamic capabilities  

P 2.1: Management mindset has a high positive effect on IT system implementation through 

dynamic capabilities in the UAE oil and gas sector 

Variables Entered/Removeda 

Model Variables Entered 

Variables 

Removed Method 

1 H2.1b . Enter 

a. Dependent Variable: ITSI 

b. All requested variables entered. 
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Model Summaryb 

Model R 

R 

Square 

Adjusted 

R Square 

Std. Error of 

the Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Chang

e 

1 .864a .746 .744 .37187 .746 498.812 1 170 <.001 2.100 

a. Predictors: (Constant), H2.1 

b. Dependent Variable: ITSI 

 

The R Square value of the model is 0.746, which means approximately 75% of the variance in 

the response variable is explained by the independent variables in the model. The Adjusted R 

Square value is slightly lower at 0.744, which shows that some of the explanatory power of the 

model may have been overstated. The F Change value of 498.812 and Sig. F Change of < 0.001 

suggest that the model is a good fit, as the significance value is much lower than the typical 

0.05 threshold. The Durbin-Watson statistic of 2.1 suggests that the model has low serial 

correlation. 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 68.979 1 68.979 498.812 <.001b 

Residual 23.509 170 .138   

Total 92.487 171    

a. Dependent Variable: ITSI 

b. Predictors: (Constant), H2.1 

ANOVAa compares the means of two or more groups of data. In this ANOVAa, the dependent 

variable is IT system implementation and the predictor is "H2.1". The model's sum of squares 

is 68.979, the df is 1, the mean square is 68.979, the F is 498.812, and the significance is less 

than .001. This indicates that there is a very strong relationship between the predictor and the 

dependent variable. The hypothesis 2.1 indicates that management mindset has a high positive 

effect on IT system implementation through dynamic capabilities in the UAE oil and gas sector. 

In this analytical context, this hypothesis is accepted. 
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Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .484 .148  3.270 .001 

H2.1 .860 .039 .864 22.334 <.001 

a. Dependent Variable: ITSI 

The OLS regression model for ITSI has a coefficient of 0.484 for the intercept (constant) and 

0.860 for the H2.1 variable. The standard error for H2.1 is 0.039 and the beta is 0.864. The t-

statistic for H2.1 is 22.334 and it has a significance of < .001. This implies that the H2.1 

variable has a significant effect on ITSI. 

Residuals Statisticsa 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.2043 4.7853 3.7256 .63513 172 

Residual -1.18528 .87506 .00000 .37078 172 

Std. Predicted Value -2.395 1.668 .000 1.000 172 

Std. Residual -3.187 2.353 .000 .997 172 

a. Dependent Variable: ITSI 

 

The residuals statistics provide information about the observed and expected value of the 

dependent variable (ITSI). The minimum observed ITSI was 2.2043 and the maximum was 

4.7853, with an overall mean of 3.7256 and a standard deviation of .63513 across the 172 

observations. The residual values range from -1.18528 to .87506, with a mean of 0 and a 

standard deviation of .37078, indicating the observed values are in line with expectations. The 

standardized predicted and residual values both range from -2.395 to 1.668 and -3.187 to 2.353, 

respectively, with a mean of 0 and a standard deviation of 1.000 and .997, respectively. Thus, 

it appears the model is a good fit for the data. 
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Figure 4.11: Histogram – Regression Standardized Residual (H 2.1) 

 

 

The histogram of Regression Standardized Residuals displays the distribution of residuals of 

(H 2.1). It assesses normality, identifying potential outliers or deviations affecting the 

regression model's accuracy. 

Figure 4.12: Normal P-P Plot of Regression Standardized Residual of H 2.1 
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The Normal P-P Plot of Regression Standardized Residuals evaluates the normality assumption 

of the (H 2.1). Data points closely following the diagonal line suggest normally distributed 

residuals, supporting the validity and reliability of the regression model. 

Figure 4.13: Scatterplot (regression standardized residual and regression standardized 

predicted value) of the H 2.1 

 

 

The scatterplot of regression standardized residuals and predicted values of the (H 2.1) 

evaluates homoscedasticity and linearity. 

Pillar 2.2: The impact of management mindset on IT system implementation through 

implementation of IT quality standards 

P 2.2: Management mindset has a high positive effect on IT system implementation through 

implementation of IT quality standards in the UAE oil and gas sector. 

Variables Entered/Removeda 

Model Variables Entered 

Variables 

Removed Method 

1 H2.2b . Enter 

a. Dependent Variable: ITSI 

b. All requested variables entered. 
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Model Summaryb 

Model R 

R 

Square 

Adjusted 

R 

Square 

Std. 

Error of 

the 

Estimate 

Change Statistics 

Durbin-

Watson 

R Square 

Change 

F 

Change df1 df2 

Sig. F 

Change 

1 .750a .563 .561 .48755 .563 219.090 1 170 <.001 1.907 

a. Predictors: (Constant), H2.2 

b. Dependent Variable: ITSI 

 

The model summary indicates that the coefficient of determination (R) is 0.750, meaning that 

there is a moderate positive correlation between the dependent variable (ITSI) and the predictor 

(H2.2). The R Square is 0.563, which shows that 56.3% of the variation in ITSI can be 

explained by the variation in H2.2. The adjusted R Square is slightly lower at 0.561, which 

suggests that the model has some predictive power. The standard error of the estimate for the 

model is 0.48755, which is relatively low, indicating that the model is accurate in predicting 

ITSI. The change statistics show that the R Square for the model is 0.563, with a F Change of 

219.090, df1 of 1, df2 of 170, and a Sig. F Change of <.001. The Durbin-Watson statistic is 

1.907, indicating that there is a positive correlation between the errors for each observation in 

the data set. 

 

ANOVAa 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 52.078 1 52.078 219.090 <.001b 

Residual 40.409 170 .238   

Total 92.487 171    

a. Dependent Variable: ITSI 

b. Predictors: (Constant), H2.2 

The ANOVAa result indicates that there is a statistically significant effect of the H2.2 variable 

on the ITSI variable. The F value of 219.090 is significantly greater than the critical F value at 

alpha = 0.01, indicating that the effect is statistically significant. The observed total sum of 

squares for the model was 92.487, with a regression sum of squares of 52.078 and residual sum 

of squares of 40.409. This result indicates that 52.078 of the variance in ITSI can be attributed 

to H2.2, with the remaining 40.409 being due to other variables or random error. The 

hypothesis 2.2 indicates that management mindset has a high positive effect on IT system 
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implementation through implementation of IT quality standards in the UAE oil and gas sector. 

According to this analysis, the hypothesis 2.2 is accepted. 

Coefficientsa 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .956 .191  5.013 <.001 

H2.2 .729 .049 .750 14.802 <.001 

a. Dependent Variable: ITSI 

The results of the regression suggest that the H2.2 predictor variable has a strong, positive 

relationship with the dependent variable, ITSI. The standardized beta coefficient is .750, 

indicating a high positive association between the two variables. The unstandardized 

coefficient is .729, indicating that a unit increase in the H2.2 variable leads to an increase of 

.729 units in the ITSI variable. The t-test shows that the coefficient is statistically significant, 

with a significance value of less than .001. This indicates that the relationship between the two 

variables is significantly different from zero. 

 

Residuals Statisticsa 

 Minimum Maximum Mean Std. Deviation N 

Predicted Value 2.4151 4.6034 3.7256 .55186 172 

Residual -1.51167 1.56365 .00000 .48612 172 

Std. Predicted Value -2.375 1.591 .000 1.000 172 

Std. Residual -3.101 3.207 .000 .997 172 

a. Dependent Variable: ITSI 

 

The residuals statistics table summarizes the differences between observed values and 

predicted values. The residuals statistics of a predicted value, residual, and standard predicted 

value and standard residual are provided. The minimum value of a predicted value is 2.4151, 

while the maximum value is 4.6034. The mean of the predicted value is 3.7256 and the standard 

deviation is .55186. The minimum value of the residual is -1.51167, while the maximum value 

is 1.56365. The mean of the residual is 0 and the standard deviation is .48612. The minimum 

value of the standard predicted value is -2.375, while the maximum value is 1.591. The mean 

is 0 and the standard deviation is 1. The minimum value of the standard residual is -3.101, 

while the maximum value is 3.207. The mean is 0 and the standard deviation is .997. 
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Figure 4.14: Histogram – Regression Standardized Residual (H 2.2) 

 

 

 
The figure is a histogram of regression standardized residuals for the dependent variable "OS." 

It shows a roughly normal distribution with a mean near zero, a standard deviation of 0.997, 

and 172 observations. 

Figure 4.15: Normal P-P Plot of Regression Standardized Residual of H 2.2 
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The figure is a normal P-P plot of regression standardized residuals for the dependent variable 

"OS." It shows that the observed cumulative probabilities closely follow the expected 

cumulative probabilities, indicating that the residuals are approximately normally distributed. 

 

Figure 4.16: Scatterplot (regression standardized residual and regression standardized 

predicted value) of the H 2.2 

 

 
The figure is a scatterplot of regression standardized residuals versus regression standardized 

predicted values for the dependent variable "OS." The residuals are randomly scattered around 

zero, suggesting no clear pattern and supporting the assumption of homoscedasticity. 

4.7 Summary of the Chapter 

Chapter 4 covers the data analysis and the interpretation of the research findings. To begin 

with, it provides an overview of the data collection process and the response rate from 

participants in the UAE oil and gas sector. Then, a demographic breakdown of the respondents 

and key research pillars has been conducted using frequency and regression analysis. Through 

simple linear regression, some hypotheses are tested focusing on aspects such as management 

mindset, implementation of IT systems, and organisational performance associated with them. 

These results fall into segregated pillars, which provide information about the management 

strategies, IT competencies, and employee relationships. The emphasis of this chapter lies more 

on the reliability of the data and interprets the subject matter in as much detail as possible to 
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gain an understanding of how these factors contribute towards effective IT systems in the 

sector. The data introduced in the current chapter will be further analysed and discussed in the 

following chapter with a critical interpretation.  
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CHAPTER 5: RESEARCH FINDINGS, DISCUSSION AND INTERPRETATION 

5.1 Introduction 

The previous chapter focused on presenting the results of the data analysis, including the 

findings that emerged from the questionnaires distributed in the UAE oil and gas sector. This 

chapter will build upon those findings by providing a discussion and interpretation of the results 

in a framework of constructive criticism, explaining their significance and implications for the 

overall research question and objectives. The central aim of this chapter is to critically interpret 

the research findings in light of the existing literature and to identify any gaps or discrepancies 

between the current research and related studies. It will help establish the contribution of the 

study to the current body of knowledge on supportive management mindset and its role in IT 

system implementation in the UAE oil and gas sector.  

The first part of this chapter will begin by providing an overview of the research findings, 

summarising the key themes and patterns that emerged from the data analysis. This will be 

followed by a discussion of the findings in relation to the existing literature, identifying any 

areas of convergence or divergence. The chapter will then move on to offer a critical 

interpretation of the results, examining the underlying reasons and implications behind the 

findings. Furthermore, this chapter will delve into the in-depth analysis of the research findings, 

exploring the contextual factors that may have influenced the outcomes, such as cultural norms 

and organisational dynamics. This will help provide a deeper understanding of how supportive 

management mindset can impact the success of IT system implementation in the specific 

context of the UAE oil and gas sector. 

The literature review conducted in the earlier chapters will serve as a foundation for the analysis 

and interpretation of the research findings. Throughout this chapter, the relevant literature will 

be referenced and integrated to support the discussion and interpretation of the results. This 

chapter will discuss the implications of the research findings for both theory and practice. It 

will highlight the potential contributions of this study to the existing literature on supportive 

management mindset and IT system implementation, as well as provide practical 

recommendations for organisations in the UAE oil and gas sector. It will link the findings back 

to the research question and objectives, thus providing a comprehensive understanding of the 

research investigation. 
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This chapter will provide insights into how a supportive management mindset can facilitate 

successful implementation of technology systems, and leading to IT implementation. The 

research findings will show the results and outcomes that have been generated through the 

previous chapter (Data analysis). 

5.2 An Overview of the Research Findings 

The research findings of a study provide significant outcomes and findings that contribute to 

the body of knowledge in management mindset field. In this part, the research will provide an 

overview of the key findings from the statistical analysis, including a summary of coefficients 

and the results of hypothesis testing. The summary of coefficients has provided valuable 

information on the relationship between management mindset and IT implementation in the 

UAE oil and gas sector. The significance of the coefficients indicates the level of impact that 

each variable has on the outcome of the model.  

5.3 Summary of Coefficientsa in Statistical Analysis 

The summary of coefficients in statistical analysis provides accurate information on the 

relationship between the variables in the research model (Schober et al., 2018). The coefficients 

represent the effect of a particular independent variable (management mindset) on the 

dependent variable (IT implementation), holding all other variables constant. Therefore, the 

significance of the coefficients indicates the level of impact that each variable has on the 

outcome of the model. 

The significance of the coefficients is determined by the p-value, which indicates the 

probability of obtaining a result at least as extreme as the one observed (Buhlmann, 2013). A 

p-value less than 0.05 is generally considered significant, meaning that there is a low 

probability that the observed relationship between the variables is due to chance. 

If the coefficients are significant, it means that the relationship between the variables is not due 

to random chance and can be considered as a real effect (Nakagawa et al., 2017). This is 

important because it allows the researcher to make accurate and reliable conclusions about the 

relationship between the variables and draw meaningful insights from the analysis. Moreover, 

the significance of the coefficients also helps in determining the strength and direction of the 

relationship between the variables (Schober et al., 2018). A positive coefficient indicates that 

as the independent variable increases, the dependent variable also increases, while a negative 

coefficient suggests that the two variables move in opposite directions. 

Table 5.1: Summary of the Coefficientsa of the (H1.1, H1.2, H2.1, and H2.2) 
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Summary of the Coefficientsa 
H1.1 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .219 .160  1.366 .174 

H1.1 .889 .040 .861 22.118 <.001 

H1.2 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .457 .149  3.069 .003 

H1.2 .848 .038 .863 22.255 <.001 

H2.1 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .484 .148  3.270 .001 

H2.1 .860 .039 .864 22.334 <.001 

H2.2 

Model 

Unstandardized Coefficients 
Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) .956 .191  5.013 <.001 

H2.2 .729 .049 .750 14.802 <.001 

 

The standardized coefficients are the most useful in interpreting the results. In this case, the 

standardized coefficient for the variable H1.1 is .861, which indicates a strong positive 

relationship between this variable and the outcome variable. This means that a one standard 

deviation increase in H1.1 is associated with a .861 standard deviation increase in the outcome 

variable. The p-value of <.001 indicates that this relationship is statistically significant, 

meaning it is unlikely to have occurred by chance. This suggests strong support for H1.1, as 

the coefficient is significant and in the direction predicted. 

In the hypothesis H1.2, the unstandardized coefficient (B) represents the change in the outcome 

variable for a 1-unit increase in the predictor variable. The standardized coefficient (Beta) 

represents the change in the outcome variable in standard deviation units for a 1-standard-

deviation increase in the predictor variable. A large t-value and a significant p-value (<.05) 

indicate that the coefficient is statistically significant, meaning that it is unlikely to have 

occurred by chance. 

The unstandardized coefficient for H2.1 is .860, indicating that for every increase of 1 unit in 

H2.1, there is an expected increase of .860 in the dependent variable IT implementation. This 

coefficient is statistically significant, with a t-value of 22.334 and a p-value of less than .001. 

This suggests that there is a strong positive relationship between H2.1 and IT implementation. 

The standardized coefficient, or beta, is also .864, indicating that H2.1 is a strong predictor of 
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A1. The constant coefficient is .484, meaning that when H2.1 is equal to 0, the expected value 

of A1 is .484. These results suggest that H2.1 is a significant and influential predictor of IT 

implementation. 

The coefficient for H2.2 is .750, which indicates a moderate to strong positive relationship 

between this variable and the dependent variable (IT implementation). This means that as H2.2 

increases, IT implementation also increases. This relationship is statistically significant (p < 

.001). The constant (.956) represents the baseline level of IT implementation when H2.2 is 

equal to 0. Overall, H2.2 has a strong impact on IT implementation. 

5.4 Hypotheses Testing Results 

Hypothesis testing is a statistical method used to determine whether there is enough evidence 

to support or reject a proposed hypothesis. The process involved collecting data and analysing 

it to determine the likelihood of the hypothesis being true. The results of a hypothesis test are 

given in the form of a p-value, which represents the probability of obtaining the observed data. 

If the p-value is less than the predetermined significance level (usually 0.05 or 0.01) the 

research hypothesis is accepted. This means that there is evidence to suggest that the 

hypothesized relationship or difference between variables does exist. 

The results of the research hypothesis test help the researcher make conclusions about the 

hypotheses and determine the significance of the findings. The results also allow the researcher 

to compare the results with those of other studies and contribute to the body of scientific 

knowledge. 

Table 5.2: Hypotheses testing results 

H No Hypotheses statements 
Supported / Not 

supported 

H 1 
Hypothesis 1: Management mindset has a high positive support on 
technology system implementation in the UAE oil and gas sector. 

Supported 

H 1.1 
Hypothesis 1.1: The internal factors of management mindset including IT 
competencies, the awareness of systems and operations and leadership 
have high positive determination and support for technology system 
implementation in the UAE oil and gas sector. 

Supported 

H 1.2 
Hypothesis 1.2: The external factors of management mindset including 
PESTLE factors, competition and customers have high positive 
determination and support for technology system implementation in the 
UAE oil and gas sector. 

Supported 
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H 2 
Hypothesis 2: Management mindset has a high positive effect on the 
technology system implementation through the dynamic capabilities and 
IT quality standards in the UAE oil and gas sector. 

Supported 

H 2.1 
Hypothesis 2.1: Management mindset has a high positive effect on the 
organisational dynamic capabilities in the UAE oil and gas sector. 

Supported 

H 2.2 
Hypothesis 2.2: Management mindset has a high positive effect on the 
implementation of IT quality standards in the UAE oil and gas sector. 

Supported 

 

5.5 Discussion of the Findings in Relation to the Existing Literature 

Hypothesis H1.1: The positive determination and support of internal factors of 

management mindset for technology system implementation in the UAE oil and gas 

sector. 

This hypothesis H1.1 suggests that there is a strong relationship between the internal factors of 

management mindset, such as IT competencies, awareness of systems and operations, and 

leadership, and the support for technology system implementation in the UAE oil and gas 

sector. After conducting research and analysing the data, the results show that the internal 

factors have a significant and positive impact on the implementation of technology systems in 

the industry. 

The finding that IT competencies have a high positive determination and support for 

technology system implementation can be attributed to the fact that the use of technology has 

become an integral part of the operations in the oil and gas sector. In order to effectively utilize 

these systems, managers and employees must possess the necessary IT competencies to 

understand and navigate the technology. The results suggest that those with a strong 

understanding of IT are more likely to support the implementation of technology systems in 

the workplace. This is confirmed by (Sheveleva et al. 2021) who highlighted the role of digital 

transformation in improving the management of oil and gas companies and emphasizes the 

need for IT competency to effectively navigate this technology-driven industry. 

The study also found that the awareness of systems and operations has a high positive 

determination for technology system implementation. This is likely due to the fact that a 

thorough understanding of the industry's systems and operations is necessary for successful 

implementation of technology systems. Managers who are aware of how processes and 
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procedures work in the industry are better equipped to identify areas where technology can be 

integrated to improve efficiency and effectiveness. 

In the analytical framework of the study, the technology software system implementation has 

been affected by the IT competencies through individuals’ IT background, employees’ 

acquired IT skills and qualifications, and IT training, courses and programmes provided by 

management. In addition, the participants' attitudes about their awareness of the some software 

systems and operations was positive as the most of them are aware of the implementation of 

exploration, geology and seismic software, production and engineering software, and ERP 

(Enterprise Resource Planning) software. Leadership also affect the technology software 

system implementation in terms of leadership styles and characteristics, leadership capabilities 

and systems’ compatibility, monitoring and control, and the cooperative and flexible practices 

and relationships between leaders and subordinates. Lu et al. (2019) argue that in the oil and 

gas industry, companies need to implement the IT and Industry 4.0 systems with a high level 

of quality to be positively reflected to their performances. 

The hypothesis also states that leadership has a high positive determination and support for 

technology system implementation. This can be explained by the fact that leadership plays a 

crucial role in driving change and promoting innovation within an organisation. A supportive 

and proactive leadership style can lead to a more positive attitude towards technology and a 

willingness to invest in its implementation. The evidence from the research supports the 

proposed hypothesis, emphasizing the importance of developing and nurturing internal factors, 

such as IT competencies and leadership, to successfully implement technology systems in the 

industry. Studies indicate that having a strong IT background, such as an IT degree or relevant 

work experience, significantly enhances employees' job performance and their ability to 

effectively manage and utilize technology systems (Javaid et al., 2020). 

These employees may have a deeper understanding and familiarity with IT tools and systems, 

making it easier for them to adapt to new technologies and processes. However, other studies 

argue that an IT background is not the sole determinant of an employee's IT skills (Bergeron et 

al., 2020). People from various backgrounds and with diverse education levels can also possess 

strong IT skills through self-learning and on-the-job training. 

Several studies indicate that employees' IT skills and qualifications play a significant role in 

their job performance and productivity (Lee et al., 2018). Employees with a higher level of IT 

skills are more likely to utilize advanced technologies and tools effectively, leading to better 
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outcomes for the organisation. However, others argue that the focus should not solely be on 

employees' IT qualifications and skills (Benešová and Tupa, 2017). Organisations should also 

consider the importance of soft skills such as problem-solving, communication and 

adaptability, which can greatly impact the successful implementation and use of IT systems. 

Many studies suggest that organisations should invest in IT training, courses, and programmes 

to enhance employees' IT skills and knowledge especially after the outbreak of Covid-19 

pandemic (Xie et al., 2020). These initiatives can help employees stay updated with new 

technologies and improve their efficiency in using IT tools, ultimately benefiting the 

organisation. Nevertheless, some studies argue that the effectiveness of IT training largely 

depends on the curriculum and training methods used. If the training is not relevant or 

engaging, it can be a waste of time and resources (Ibrahim et al., 2017). Therefore, it is 

significant for management to carefully design and implement IT training programmes to 

ensure their success. 

Some studies suggest that leadership styles, such as transformational or servant leadership, can 

have a positive impact on technology software implementation (Suwanto et al., 2022). These 

styles emphasize a collaborative approach and focus on developing the skills and abilities of 

team members, leading to better adoption and implementation of technology software. In 

contrast, other studies such as (Elgohary and Abdelazyz, 2020) propose that leadership traits 

such as resistance to change, lack of technological knowledge, or low adaptability can hinder 

the successful implementation of technology software. These characteristics can create a 

negative attitude towards the software among employees, leading to low adoption rates and 

poor outcomes. 

Leadership capabilities, including decision-making, communication, and change management 

skills, can greatly influence the compatibility between technology software and existing 

systems (Jayatilleke and Lai, 2018). Effective leadership can ensure that the new software 

integrates seamlessly with the current systems and processes, reducing the chances of 

disruption and resistance. On the other hand, inadequate leadership capabilities can result in a 

lack of understanding of technical requirements and functionality of the software, leading to 

poor compatibility and implementation issues (Van Wart et al., 2017). 

Effective leadership involves monitoring and controlling the implementation process to ensure 

it stays on track and meets the desired goals and objectives. Some studies suggest that strong 

leadership can establish a culture of accountability and responsibility, encouraging employees 
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to take ownership of their tasks and ensuring timely completion of the implementation process 

(Goleman, 2017). However, other studies argue that excessive micromanagement and control 

from leaders can create a restrictive environment, stifling creativity and innovation and 

hindering the successful adoption of technology software. 

The relationship and level of cooperation between leaders and subordinates can also impact the 

implementation of technology software. Studies suggest that a strong and positive relationship 

between leaders and subordinates, built on trust and open communication, can facilitate a 

smoother implementation process (Schein and Schein, 2018). This can also lead to a higher 

level of cooperation and acceptance of the technology software among employees. In contrast, 

a lack of trust and cooperation between leaders and subordinates can create a negative work 

environment, resulting in resistance and a reluctance to adopt the technology software. 

Hypothesis H1.2: The positive determination and support of extremal factors of 

management mindset for technology system implementation in the UAE oil and gas 

sector. 

In the UAE oil and gas sector, the external factors of management mindset, such as PESTLE 

factors, competition, and customers, have been identified as potential influencers on the 

successful implementation of technology systems. Based on this, the hypothesis H1.2 states 

that these external factors have a high positive determination and provide support for 

technology system implementation in the sector. Upon conducting a thorough research and 

analysis, the findings reveal that the hypothesis is supported and accepted. This is because the 

PESTLE factors (political, economic, social, technological, legal, and environmental) play a 

significant role in shaping the business environment in the UAE oil and gas sector. For instance, 

the political stability and support from the government in terms of favourable policies and 

regulatory framework create a conducive environment for technology system adoption. The 

support of the governmental stability in terms of technology development is supported by 

Block and Keller (2015) who argue that technology adoption and implementation need a stable 

governmental environment. Furthermore, the economic factors such as the availability of 

financial resources, cost-effectiveness of the technology systems, and the potential for 

increased profitability also provide strong support for technology system implementation. 

Hasegawa et al. (2020) support this claim in their study that emphasised that cost-effectiveness 

can be positively reflected in technology assessment. In addition, the social factors, such as the 

demand for eco-friendly and sustainable solutions, and the changing consumer preferences, are 

driving the need for advanced technology systems in the industry. 
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In this hypothesis, it has been agreed that the competition can affect technology software 

system implementation regarding management approaches towards competitors using 

technological software systems, market shares, organisational performance and technology 

monitoring comparing with competitors, and the competitive employees’ IT skills and 

capabilities. In addition, customers (internal and external) can affect technology software 

system implementation in terms of customers’ attitudes, needs, demands and customer 

services, quality requirements and the specifications of services and products, and customers’ 

attraction and expectations to improve productivity and profitability. Navimipour and Soltani 

(2016) contend that technology acceptance and employees’ satisfaction are implicitly related 

to the customers’ attitudes, needs, and demands. 

The competition in the UAE oil and gas sector is intense, and companies are constantly looking 

for ways to gain a competitive edge. This has led to a high demand for innovative technology 

solutions to improve operational efficiency and reduce costs. This provides a significant 

positive determination for technology system implementation. The customers, both domestic 

and international, also have a strong influence on the adoption of technology systems in the 

sector (Almarashda et al., 2021). As customers become more demanding and expect high-

quality, efficient, and cost-effective solutions, companies are motivated to invest in advanced 

technology systems to meet these expectations. 

Different studies have found that PESTLE factors (political, economic, social, technological, 

legal, and environmental) have a significant impact on management practices (Christodoulou 

and Cullinane, 2019; Sridhar et al., 2016). This is because these external factors can shape the 

overall business environment and influence decision-making processes of managers. For 

example, changes in government policies or economic conditions can affect the market demand 

and competition, thus requiring managers to adapt and adjust their strategies accordingly (Saebi 

et al., 2017). However, another study argued that PESTLE analysis is used to pinpoint the 

impact of political, economic, social, technological, legal, and environmental factors on the 

adoption and effective execution of a port energy management system (Christodoulou and 

Cullinane, 2019). It suggests that in rapidly changing industries with high innovation, external 

factors may have a minimal effect as managers need to constantly adapt and respond to internal 

factors such as organisational capabilities and culture. 

In the competition dimension, several studies have highlighted the significant role of 

competition in shaping management practices (Tomlinson, 2017). Competitive pressures can 

influence decision-making processes and strategic choices, forcing managers to focus on 
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gaining competitive advantage and improving performance. This can also lead to a more 

innovative and risk-taking mindset in managers as they seek to differentiate their organisation 

from competitors. However, some researchers argue that competition can increase the 

effectiveness of management practices (Albrecht et al., 2015). In a highly competitive market, 

managers may become overly focused on short-term goals and neglect long-term planning, 

leading to a conservative mindset and a resistance to change. 

Several studies have found that customer demands and preferences can strongly influence 

management mindset such as the study by Murphy and Dweck (2016) and Mathur et al. (2016). 

In today's modern age of social media and fast-paced communication, customers have more 

power than ever before and their opinions and feedback can significantly impact business 

decisions. This can lead to a customer-centric mindset in managers, where their focus is on 

meeting the needs and expectations of customers. However, other studies argue that an overly 

customer-centric mindset can also be detrimental (Hemel and Rademakers, 2016). It may lead 

to managers adopting a reactive approach, always responding to customer demands instead of 

proactively driving innovation and setting market trends. 

Many studies have highlighted the role of technology in shaping management mindset 

(Agenda, 2016). The implementation of new technologies can bring about significant changes 

in the organisation, requiring managers to adapt their mindset and strategies accordingly. For 

example, the adoption of artificial intelligence or automation can lead to a mindset focused on 

efficiency and cost-cutting (Kolbjornsrud et al., 2016). Conversely, some studies have also 

found that the implementation of technology systems can be accompanied by resistance and a 

lack of acceptance from managers (Bousbahi and Alrazgan, 2015). This can hinder the adoption 

and effectiveness of new technologies and impede the development of a technology-driven 

mindset. 

The hypothesis 1.2 is supported and accepted as the external factors of management mindset, 

including PESTLE factors, competition, and customers, have a high positive determination and 

support for technology system implementation in the UAE oil and gas sector. These external 

factors provide a strong push for companies to adopt technology systems, which in turn, can 

lead to improved efficiency, cost reductions, and a competitive advantage. 

Hypothesis H2.1: The positive effect of management mindset on the technology system 

implementation through the dynamic capabilities and IT quality standards in the UAE 

oil and gas sector. 
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The hypothesis H2.1 states that there is a high positive effect of management mindset on IT 

implementation through dynamic capabilities in the UAE oil and gas sector. This means that 

the mindset of the management plays a significant role in driving IT implementation in the 

sector through its ability to adapt and innovate in response to changing market conditions. 

Upon conducting research and analysing relevant data, it can be concluded that this hypothesis 

is supported and accepted. There are multiple factors that support the idea that management 

mindset has a high positive effect on IT implementation in the UAE oil and gas sector. The oil 

and gas industry is one of the most dynamic and constantly evolving sectors, in terms of market 

trends, technological advancements, and environmental regulations (Lu et al., 2019). In order 

to maintain effectiveness of IT implementation, it is significant for organisations in this sector 

to have a management mindset that is open to change and is always seeking ways to improve 

and adapt to these various factors. This mindset enables organisations to develop and 

implement dynamic capabilities that allow them to respond effectively to any challenges or 

opportunities that arise, thereby ensuring their long-term effective implementation. 

The research has shown that a positive and proactive management mindset is linked to better 

performance of organisations. In the case of the oil and gas sector, this translates to improved 

efficiency, reduced costs, and increased profits, all of which contribute to the overall IT 

implementation of the organisation. Moreover, according to Khondaker et al. (2016), the UAE 

oil and gas sector has made significant efforts towards promoting IT implementation and 

reducing its environmental impact. This is largely due to the proactive and forward-thinking 

mindset of the management in these companies, who have recognized the importance of IT 

implementation and have taken steps to integrate it into their operations. This further supports 

the hypothesis that management mindset has a high positive effect on IT implementation in the 

sector. 

It can be noticed that management mindset has an impact on IT implementation through 

dynamic capabilities in terms of dealing with technology development enhancement, investing 

additional capabilities for sustainable purposes, promoting behaviour and skills of change and 

innovation, enhancing the mechanisms of learning and knowledge governance, and enhancing 

adaptive, absorptive and innovative capabilities related to IT implementation. 

The evidence and findings from research support the hypothesis and this highlights the 

significant role that management plays in driving IT implementation and highlights the 
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significance of fostering a proactive and adaptive mindset in order to ensure long-term success 

in this ever-changing industry. 

Management mindset has a significant impact on how IT implementation, which refers to their 

ability to sustain their economic, social, and work performance over time. One of the ways in 

which management mindset affects IT implementation is through the concept of dynamic 

capabilities, which is the ability to continuously adapt and change in response to the changing 

environment (Warner and Wäger, 2019). There have been limited studies that have explored 

the relationship between management practices and dynamic capabilities. 

One study by Bocken and Geradts (2020) examined the role of management mindset in driving 

IT implementation through dynamic capabilities.  The study explained how the way an 

organisation is structured impacts its ability to develop and maintain the dynamic capabilities 

necessary for success in the field of Strategic Business Model Innovation (SBMI). The analysis 

from an organisational design standpoint reveals obstacles and enablers at three levels: the 

institutional, strategic, and operational. This mindset includes a focus on innovation, 

collaboration, and long-term thinking, which are essential for organisations to create and 

maintain sustainable practices. 

Similarly, Cezarino et al. (2019) conducted a study that explored the factors that contribute to 

the development of dynamic capabilities for IT implementation by utilizing systems thinking 

theory in conjunction with capabilities literature. The authors conducted an in-depth case study 

utilizing Soft System Methodology (SSM) in an energy organisation through an analysis of the 

past two decades of the organisation's operations, it was discovered that they have successfully 

adapted to a challenging environment by incorporating IT implementation into three key 

factors.  

In contrast, a study by Zollo and Winter (2002) highlights the importance of a balanced mindset 

for IT implementation through dynamic capabilities. The study suggests that a balance between 

exploitation (focused on improving current performance) and exploration (focused on creating 

new opportunities) is critical for organisations to develop and maintain dynamic capabilities. 

This balanced mindset allows organisations to both improve their current IT implementation 

practices and explore new ways to enhance their IT implementation performance. 

The research has raised a statement about investing additional capabilities for IT 

implementation purposes which has been supported by the participants. In a relevant context, 

a study conducted by Kim et al. (2015) discussed developing supplier integration capabilities 
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for competitive advantage through a dynamic capabilities approach. The study identifies three 

sub-capabilities of supplier integration - integration sensing, seizing, and transforming - that 

together form a dynamic capability, known as supplier integrative capability. These capabilities 

allow buyers to sense changes in the supply environment through information sharing with 

suppliers, seize opportunities by establishing procedures for analysing this information, and 

make long-term changes to existing processes.  

Promoting behaviour and skills of change and innovation was another critical aspect of the 

study. The research argues that the behavioural context should be given a considerable attention 

by the oil and gas companies due to the significant implications that can be occurred through 

the relationship between management mindset and individuals. This argument is supported by 

the study of becker (2008) that confirms the positive characteristics of behavioural factors and 

learning the essence behind these factors in achieving IT implementation. 

Apart from the questionnaire, enhancing the mechanisms of learning and knowledge 

governance was involved in the current research. In this context, Theriou and Chatzoglou 

(2008) Carried out a study to examine the connections between top human resource 

management strategies, knowledge management, organisational learning, and organisational 

capabilities, and how these affect organisational performance. This research aimed to 

contribute to existing knowledge by providing insights on the various processes that link best 

HRM practices to performance. The research suggested that the influence of best HRM 

practices on performance lies in the role played by knowledge management and organisational 

learning, which both contribute to the development of organisational capabilities that 

ultimately drive superior performance. 

Despite the recent focus on how IT implementation can be achieved through dynamic 

capabilities, there is limited understanding of how the digital transformation and technologies 

actually drive sustainable innovation in manufacturing. The current research argues that such 

technologies have a considerable effects of IT implementation. This arguments is supported by 

another relevant study that confirms that businesses can use Industry 4.0 technologies to 

incorporate IT implementation into their innovative practices (Ghobakhloo et al., 2021). The 

results of this study highlight that Industry 4.0 enables sustainable innovation through key 

functions, including improved collaboration, better integration with stakeholders, enhanced 

knowledge base, and advanced manufacturing competency. These functions enable businesses 

to develop green process innovation capacity, establish eco-friendly product offerings, and 
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strengthen organisational capabilities such as green absorptive capacity, sustainable 

partnership, and sustainable innovation orientation.  

Hypothesis H2.2: The positive effect of management mindset on the implementation of 

IT quality standards in the UAE oil and gas sector. 

The hypothesis H2.2 states that management mindset has a positive effect on IT 

implementation through the implementation of IT quality standards in the UAE oil and gas 

sector. After conducting a thorough study and analysis, it can be concluded that the hypothesis 

is supported and accepted. 

There are several reasons that support this conclusion. It is evident that a strong and positive 

management mindset is essential for the overall IT implementation of an organisation. This 

includes taking a long-term view, making strategic decisions, and prioritizing the well-being 

of the organisation over short-term gains. A positive and proactive management mindset is 

significant for ensuring the success and longevity of an organisation. Furthermore, the 

implementation of IT quality standards has a significant impact on IT implementation. This is 

because IT quality standards ensure that the organisation's IT systems and processes are 

efficient, effective, and secure (Peltier, 2016). This helps in reducing costs, increasing 

productivity, and improving the overall performance of the organisation. As a result, the 

organisation becomes more sustainable in the long run. 

The hypothesis has confirmed that management mindset has an impact on IT implementation 

through implementation of IT quality standards in terms of IT structural and procedural quality 

that enhances IT implementation, IT services and products' quality which are compatible with 

IT implementation requirements, efficiency and effectiveness standards of IT practices, IT 

capabilities and resources standards related to IT implementation, and ethical adequacy 

standards related to IT implementation 

In the context of the UAE oil and gas sector, the implementation of IT quality standards has 

been proven to have a positive effect on IT implementation. The sector is highly dependent on 

technology, and any disruptions or inefficiencies in IT systems can have significant 

consequences (Nguyen et al., 2020). Thus, having a strong management mindset that prioritizes 

the implementation of IT quality standards is significant for the development of the sector. 

Moreover, the UAE government has also recognized the importance of IT quality standards for 

IT implementation and has implemented several initiatives and policies to promote their 

adoption in the oil and gas sector. The evidence gathered through research and analysis and 
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this highlights the importance of having a strong and positive management mindset that 

prioritizes the implementation of IT quality standards for the sustainable development of 

organisations in the sector. 

Limited studies in the literature have implicitly examined the impact of management mindset 

on IT implementation through the implementation of IT quality standards (Escrig-Tena et al., 

2018). One of the key findings from these studies is that total quality management, 

organisational structure and empowerment have a significant influence on the adoption and 

successful implementation of IT quality standards (Carman et al., 2010). The current study has 

investigated the procedural quality that enhances IT implementation and this was classified 

under the assumption of the effects that can be occurred through management mindset on IT 

implementation through implementation of IT quality standards. 

A study by Hamdoun et al. (2018) found that the act of sharing knowledge has a beneficial 

effect on innovation. The research indicates that knowledge transfer related to management 

mindset plays a positive part in the overall impact of both quality and environmental 

management on innovative practices. This can lead to successful implementation and long-

term implementation of IT quality standards In contrast, the research argues that a negative 

management mindset, characterized by resistance to change and risk aversion, can hinder the 

adoption of these standards. Several studies have highlighted the role of leadership and the 

need for a proactive management mindset in promoting a culture of quality and continuous 

improvement within the organisation (Gisi, 2018).  

In recent years, there has been a growing focus on IT implementation and environmental 

responsibility. This shift towards IT implementation practices has also affected the IT industry, 

with an increasing demand for IT services and products that are compatible with IT 

implementation requirements.  In terms of IT services, there is also a growing emphasis on IT 

implementation. A study by Dilijonas et al. (2009) identified some dimensions of service 

quality in the context of IT implementation: functionality, and social responsibility. The study 

found that for services to be considered high-quality and sustainable, they need to meet all 

these dimensions. This includes not only providing functional and efficient services but also 

considering their environmental and social impacts. 

The current study investigated the compatibility of IT services and products' quality with IT 

implementation requirements and positive relationship was confirmed by the analysis. In the 

literature, other dimensions have been investigated in this context including energy 
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management software which helps organisations monitor, control, and optimize their energy 

consumption (Rakhmonov and Kurbonov, 2020). These services use data analytics and 

automation to identify energy-saving opportunities, monitor energy usage patterns, and make 

real-time adjustments to reduce energy waste. The research argues that implementing energy 

management software in the oil and gas sector can significantly reduce their energy 

consumption and associated costs while also contributing to IT implementation goals. In 

addition, the research argues that product design is essentially based on IT standards which can 

be changed in accordance with the fast growing development in the technology. This involves 

using eco-friendly materials, optimizing energy efficiency, and designing products for 

longevity and recyclability (Ozturk and asghar, 2023). 

One of the main challenges facing the IT industry in terms of IT implementation is the use of 

non-renewable resources. In response to this challenge, there has been a push towards using 

renewable energy sources such as solar and wind power in the production of IT products and 

services. A study by Andersen et al. (2019) analysed the impact of renewable energy on the 

quality of IT products and services. The study found that the use of renewable energy can 

positively impact the IT implementation of IT products and services, resulting in higher quality 

and increased customer satisfaction. In addition to the use of renewable energy, another 

important factor in the IT implementation of IT products and services is the use of recycled 

materials. The quality of IT services and products that are compatible with IT implementation 

requirements is a multidimensional concept that encompasses not only functional and design 

elements but also environmental and social considerations. To meet these requirements, IT 

companies need to incorporate IT implementation criteria into their design and production 

processes, use renewable and recycled materials, and promote a circular economy.  

Efficiency and effectiveness of information technology refer to the ability of IT practices, 

processes, and systems to achieve desired outcomes with minimal resources. While efficiency 

reflects the extent to which IT practices can optimize the use of resources, effectiveness refers 

to the extent to which IT practices can achieve their intended goals and objectives. In a study 

by Gunasekaran et al. (2001), the authors compared different models for measuring IT 

performance in terms of their ability to capture both efficiency and effectiveness perspectives. 

They found that while efficiency metrics were widely used, effectiveness metrics such as 

customer satisfaction and business value were less commonly used. The study highlights the 

need for a balanced approach to measuring IT performance that considers both efficiency and 

effectiveness measures. 
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A study by Basu and Bhola (2016) examined the relationship between IT best practices and IT 

performance. They found that adopting IT best practices such as IT governance, IT portfolio 

management, and IT service quality was positively associated with both efficiency and 

effectiveness. The study suggests that following industry best practices can help organisations 

improve their IT performance in terms of both efficiency and effectiveness. 

In a study by Yang et al. (2012), the authors proposed a comprehensive model for assessing IT 

project success that considers both efficiency and effectiveness dimensions. The findings 

suggest that implementing knowledge management practices plays a significant role in 

mediating the impact of IT application on project performance, specifically in terms of meeting 

schedule and cost targets, as well as achieving high quality and safety standards. Furthermore, 

the strength of this relationship is moderated by the dynamics of team relationships and team 

size. 

The results of the study revealed that supportive management mindset has a significant positive 

impact on technology system implementation in the UAE oil and gas sector. This finding 

supports the first hypothesis, which stated that management mindset has a high positive support 

for technology system implementation. The results also align with previous research that has 

emphasized the importance of a supportive management mindset for successful technology 

implementation and the implementation of smart manufacturing technologies (Ghobakhloo, 

2020). 

In terms of the internal factors of management mindset, the study found that IT competencies, 

awareness of systems and operations, and leadership all have a high positive influence on 

technology system implementation. This supports hypothesis 1.1, which suggested that these 

internal factors have a high positive determination and support for technology system 

implementation. These findings are consistent with previous studies that have highlighted the 

importance of management skills, knowledge, and awareness in driving technology 

implementation in organisations (Soto-Acosta et al., 2018). 

The study found that external factors of management mindset, including PESTLE factors, 

competition, and customers, also have a high positive impact on technology system 

implementation. This supports hypothesis 1.2, which stated that these external factors have a 

high positive determination and support for technology system implementation. These findings 

are consistent with previous research that has highlighted the role of external factors such as 
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market conditions, industry competition, and customer needs in driving technology 

implementation in organisations (Muller et al., 2018). 

The study also revealed that management mindset has a high positive effect on technology 

system implementation through the dynamic capabilities and IT quality standards in the UAE 

oil and gas sector. This supports hypothesis 2, which stated that management mindset has a 

high positive effect on technology system implementation through these two factors. This 

finding is consistent with previous research that has shown that a supportive management 

mindset is significant for the development of dynamic capabilities in organisations (Salvato 

and Vassolo, 2018) and for ensuring the adoption of IT quality standards. 

In support of hypothesis 2.1, the study found that management mindset has a significant 

positive effect on the organisational dynamic capabilities in the UAE oil and gas sector. This 

finding is consistent with previous research that has highlighted the role of management in 

driving the development of dynamic capabilities in organisations (Bocken and Geradts, 2020). 

The study revealed that management mindset has a significant positive effect on the 

implementation of IT quality standards in the UAE oil and gas sector, supporting hypothesis 

2.2. This finding is compatible with previous research that has highlighted the role of 

management in promoting the adoption of IT quality standards (Foster and Gardner, 2022). 

The study also aligned with previous research that has found that a management mindset is 

essential for creating an environment that encourages employees to adhere to IT quality 

standards (Randhawa and Ahuja, 2017). 

The results of this study suggest that a supportive management mindset is significant for the 

successful implementation of technology systems in the UAE oil and gas sector. The findings 

are consistent with previous research and support the argument that management has a 

significant impact on technology implementation in organisations. These results also align with 

the resource-based view, which emphasizes the crucial role of organisational resources, 

including management mindset, in achieving a competitive advantage (Collins, 2021). 

The results of this study indicate that both internal and external factors of management mindset 

are essential for technology system implementation. This finding emphasizes the need for 

managers to have a well-rounded understanding of the different aspects of technology 

implementation, including technical competencies and awareness of market conditions and 

customer needs. Thus, organisations should prioritize the development of a supportive 
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management mindset through training, resources, and emphasizing the importance of 

technology adoption. 

The results of this study also highlight the role of management in promoting the development 

of dynamic capabilities and ensuring the implementation of IT quality standards. This finding 

emphasizes the role of management in creating an environment that values continuous learning, 

adaptation, and standardization in technology implementation processes. Organisations should 

invest in developing a strong management mindset that fosters dynamic capabilities and 

promotes the adoption of IT quality standards to ensure sustained success in technology 

implementation. 

These findings have significant implications for both research and practice. The study provides 

further evidence on the critical role of management mindset in technology system 

implementation, particularly in the context of the UAE oil and gas sector. The results also 

emphasize the need for managers to have a comprehensive understanding of both internal and 

external factors that influence technology implementation processes. Therefore, organisations 

should invest in developing a supportive management mindset to promote the successful 

implementation of technology systems. 

5.6 Critical and Comparative Discussion of the Hypotheses 

Hypothesis 1 of the current study states that management mindset has a high positive support 

on technology system implementation in the UAE oil and gas sector. This hypothesis is 

supported by previous studies that have also found a positive correlation between management 

mindset and technology implementation (Ringberg et al., 2019). For instance, a study by 

Roberts et al. (2021) found that a positive management mindset is significant for successful 

technology implementations in the oil and gas industry in the Gulf region focusing on some 

psychological factors related to management mindset including personality, attitudes, 

motivation, social, cognitive, and organisational factors.  

Hypothesis 1.1 of the current study focuses on the internal factors of management mindset and 

their impact on technology system implementation. The findings of this study support this 

hypothesis as well. The research found that IT competencies, awareness of systems and 

operations, and leadership all have a significant positive determination and support for 

technology system implementation in the UAE oil and gas sector. This aligns with the study 

by Lubis et al. (2020), who found that IT competencies and leadership were vital for technology 

implementation success in the oil and gas industry. 
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Hypothesis 1.2 of the current study focuses on the external factors of management mindset and 

their impact on technology system implementation. The results of the study support this 

hypothesis as well. The research found that PESTLE factors, competition, and customers all 

have a significant positive determination and support for technology system implementation in 

the UAE oil and gas sector. These findings are consistent with the study by Ngobe (2020), 

which found that external factors such as market competition and customer demands can 

influence technology implementation success in the oil and gas industry. 

Moving on to Hypothesis 2, the study examined the impact of management mindset on the 

technology system implementation through dynamic capabilities and IT quality standards. 

Hypothesis 2.1 focused on the impact of management mindset on organisational dynamic 

capabilities. The results of the current study align with this hypothesis, as the research found a 

high positive effect of management mindset on organisational dynamic capabilities in the UAE 

oil and gas sector. This is consistent with the findings of a study by Salvato and Vassolo (2018), 

which also found that a supportive management mindset can foster the development of dynamic 

capabilities in organisations. 

Hypothesis 2.2 of the current study focuses on the impact of management mindset on the 

implementation of IT quality standards. The findings of this study support this hypothesis as 

well. The research found that management mindset has a significant positive effect on the 

implementation of IT quality standards in the UAE oil and gas sector. This is in line with a 

study by Munir and Elhuni (2014), which found that a positive management mindset is 

significant for implementing quality standards in the oil and gas industry. 

While the results of the current study align with previous research findings, there are also some 

notable differences. For example, the study by George et al. (2016) found that leadership and 

strategic focus are key elements of a supportive management mindset, whereas the current 

study found that IT competencies and awareness of systems and operations are also crucial 

factors. This could be due to the specific context of the oil and gas sector in the UAE, which 

may require a stronger focus on technical expertise and knowledge. Moreover, the current study 

also found that external factors such as PESTLE factors and competition are significant 

determinants of technology system implementation success, which is not always highlighted 

in previous research. This could be attributed to the rapidly changing business environment in 

the UAE, which has put increasing pressure on companies to adapt to external changes quickly 

(De Waal and Frijns, 2016). Furthermore, the current study also highlights the importance of 

organisational dynamic capabilities in technology system implementation success, which has 
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been relatively overlooked in previous research. This could be due to the growing complexity 

and interconnectedness of technology systems, which require organisations to continuously 

adapt and develop dynamic capabilities to remain competitive. 

The research has also highlighted some differences in the factors that contribute to a supportive 

management mindset, particularly in the context of the UAE oil and gas sector. These 

differences emphasize the importance of understanding the context-specific needs and 

challenges when developing frameworks and models to aid technology system implementation. 

From a practical perspective, the results of this study can provide valuable outcomes for 

managers and leaders in the oil and gas sector in the UAE. In this context, the research argues 

that leaders can make more informed decisions and take necessary steps to foster a supportive 

management mindset within their organisations by understanding the role and impact of 

management mindset on technology system implementation. This, in turn, can lead to more 

successful technology implementation projects and ultimately contribute to the overall success 

and competitiveness of the sector. 

5.7 Critical Discussion of the Individuals’ Attitudes and Responses Within the UAE Oil 

and Gas Sector 

5.7.1 Pillar 1.1: The internal factors of management mindset and technology software 

system implementation 

The results of this analysis suggest that there is a strong belief among the participants that the 

management mindset, including IT competencies, the awareness of systems and operations, 

and leadership, plays a fundamental role in the successful implementation of technology 

software systems in an organisation. The high agreement among the participants on the 

importance of management mindset is supported by some previous studies. A study by Hu et 

al. (2012) found that a management mindset, including competencies, beliefs, and 

characteristics, can enhance employee motivation and commitment towards the 

implementation of technology software systems. This can lead to better utilization of 

technology systems and ultimately improve organisational outcomes. 

The results also indicate that IT competencies, such as individuals' IT background, acquired IT 

skills, and IT training provided by management, are perceived as important internal factors that 

influence technology software system implementation. This finding is consistent with a study 

by Gutierrez et al. (2015), which found that employee IT competencies were significant for the 

successful adoption and use of technology systems in organisations. 
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Moreover, the findings suggest that the participants were more in agreement with the awareness 

of software systems and operations related to production and engineering software and ERP 

systems. This could be because these systems are directly related to the core activities of an 

organisation, and their successful implementation can lead to improved productivity and 

efficiency. This finding aligns with a study by Putra et al. (2021), which found that the correct 

implementation and use of ERP systems can positively impact organisational performance. 

In terms of leadership, the results indicate a strong support for the importance of leadership 

styles and characteristics in technology software system implementation. Previous studies have 

also highlighted the fundamental role of leadership in the success of technology 

implementation (Cortellazzo et al., 2019). Effective leadership can create a supportive and 

positive work culture that can promote the acceptance and use of technology systems by 

employees. However, the responses related to leadership capabilities, such as planning and 

decision making, were more varied, with some participants being neutral. This could be due to 

the fact that leadership capabilities are not solely responsible for the successful implementation 

of technology systems. Other factors, such as resources, organisational culture, and employee 

willingness to adapt, also play a significant role (Uddin et al., 2013). 

In conclusion, this analysis provides support for the hypothesis that management mindset, IT 

competencies, awareness of software systems and operations, and leadership are significant 

factors in the successful implementation of technology software systems in organisations. The 

findings are consistent with previous research and highlight the importance of these internal 

factors in ensuring the effectiveness of technology systems in organisations (Bai et al., 2020). 

Further studies could explore the specific roles and impact of each of these internal factors and 

how they interact in the implementation process. 

5.7.2 Pillar 1.2: The external factors of management mindset and technology system 

implementation 

The results of this analysis of hypothesis 1.2 show that the second pillar of the questionnaire, 

which focuses on the external factors of management mindset, is a complex and diverse topic 

with varying viewpoints among the participants. It can be seen that the participants were more 

conservative and neutral in their responses towards the political, economic, and sociological 

factors, while they were more proactive and positive towards the technological and competitive 

factors. 
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Regarding the political dimension, it is interesting to note that the majority of the participants 

chose neutrality, indicating that they do not see political factors as having a significant impact 

on technology software system implementation. This is in contrast to previous studies which 

have identified political factors, such as government regulations and policies, as a major 

determinant of technology implementation success (Glyptis et al., 2020). This could suggest 

that the participants may have a limited understanding of the potential impact of political 

factors in this context. 

In the economic dimension, it is evident that the participants recognize the importance of 

economic factors in determining the success of technology software system implementation. 

The majority agreed that economic growth, interest rates, exchange rates, inflation, and 

disposable income can all affect the quality and effectiveness of technology software systems. 

This is in line with previous studies which have also found economic factors to be influential 

in technology adoption and implementation (Mariano et al., 2012). The participants' 

recognition of the impact of economic factors indicates a strong awareness of the external 

environment and its potential to support or hinder technology implementation. 

Similarly, the participants' responses to the sociological dimension also show an understanding 

of the social factors that can affect technology implementation. The majority agreed that social 

factors, such as culture and societal norms, can have a significant impact on technology 

software system implementation. This aligns with previous research which has highlighted the 

role of social context in technology adoption and implementation (Jacob et al., 2020). 

In terms of the technological dimension, it is not surprising that the participants were more 

proactive and positive towards this factor. This is because the questionnaire itself is focused on 

technology software system implementation, and the participants were likely to be more 

knowledgeable and interested in this area. Their responses indicate a recognition of the impact 

of technology on organisational performance and a belief that technological advancements can 

give them a competitive edge. 

The responses towards the legal and environmental dimensions were relatively moderate, with 

a significant proportion of participants choosing neutrality. This could be due to the 

participants' lack of knowledge or understanding of these factors and their potential impact on 

technology implementation. However, it is important to mention that previous research has 

also found these external factors to be less influential in technology adoption and 

implementation (Hsu and Yeh, 2017). 
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Regarding the effects of competition on technology software system implementation, the 

responses were generally positive, with a majority agreeing that competition can affect 

management approaches, market shares, organisational performance, and employee skills. This 

aligns with previous studies which have highlighted the importance of competition in driving 

technology innovation and implementation (Hojnik and Ruzzier, 2016). Moreover, the 

responses towards the competitive employees' IT skills further emphasize the role of human 

resources and their skills in effectively utilizing technology software systems. 

This analysis highlights the complexity and diversity of external factors that can impact 

management mindset towards technology software system implementation. The participants' 

responses highlight varying levels of understanding and recognition of these factors, indicating 

a need for further education and awareness in this area. The results also provide insights for 

managers and organisations when considering the external environment and its potential impact 

on technology implementation success. 

5.7.3 Pillar 2.1: The impact of management mindset on IT system implementation 

through dynamic capabilities  

Based on the analysis of the hypothesis, it can be observed that there is a general consensus 

among the participants that the managerial mindset plays a crucial role in achieving effective 

IT system implementation. This is supported by similar responses from the participants, with 

a majority agreeing that effective implementation of the dynamic work capability and IT 

quality standards can contribute to IT system implementation. This finding is in line with 

previous studies that have also shown a positive correlation between management mindset and 

IT system implementation. For instance, a study by Wicks et al. (2012) found that a proactive 

and sustainable mindset among managers can lead to increased financial performance and IT 

system implementation. Furthermore, the high agreement on the statement that "management 

mindset has an impact on IT system implementation through implementation of IT quality 

standards" highlights the importance of IT in achieving effective IT system implementation. 

This is in line with the increasing role of technology in modern-day business operations and 

the growing trend of organisations adopting sustainable practices through the use of IT. 

The results also show a controversial impact of management mindset on IT system 

implementation in terms of legal and ethical adequacy standards. While a significant number 

of participants agreed that management mindset can contribute to IT system implementation in 

these areas, there is also a considerable percentage who were neutral or somewhat disagree. 

This could suggest that there are some areas where management mindset may not have a 
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significant impact on IT system implementation, or there may be varying opinions among 

participants. 

Comparing these findings with previous studies, it is evident that there is a lack of consensus 

on the impact of management mindset on legal and ethical aspects of IT system 

implementation. Some studies, such as Guerci et al. (2015), have found that management 

mindset and leadership behaviour are significant in promoting sustainable practices and ethical 

conduct within the organisation. However, other studies, like Weiss (2021), have shown that 

while management mindset is necessary for establishing sustainable practices, it might not 

always translate into ethical conduct. Therefore, it is essential to further explore and understand 

how management mindset can influence legal and ethical adequacy standards, as these are key 

factors for long-term implementation of organisations. The controversial findings of the current 

study may also indicate a need for a shift in mindset or a more comprehensive approach to 

evaluating the impact of management on IT system implementation. 

The results of this study provide insights into the role of management mindset in achieving 

effective IT system implementation within the oil companies in the UAE. While there is a 

general consensus among participants on the positive impact of management mindset in certain 

areas of IT effectiveness, there is also a need for further research to understand and address the 

areas where there is a lack of agreement or controversy. These findings can be useful for oil 

companies in the UAE to develop strategies that promote the effectiveness of the IT system 

implementation and address any potential gaps in management mindset. 

5.7.4 Pillar 2.2: The impact of management mindset on IT system implementation 

through implementation of IT quality standards 

The results of the study on IT system implementation show that there is a general understanding 

and awareness among managers and employees of the impact of management mindset on 

achieving effective IT system implementation. This is supported by the fact that a majority of 

respondents agreed or strongly agreed with this statement, indicating that the concept of IT 

system implementation is well understood within the organisation. 

This finding is consistent with previous research that suggests that a strong understanding and 

support for IT system implementation among both managers and employees can significantly 

contribute to the achievement of sustainable practices in organisations (Lamm et al., 2015). It 

also highlights the importance of promoting a sustainable mindset and culture within the 

organisation to ensure that strategic goals are consistently pursued and achieved. 
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The study also found that IT system implementation can be enhanced by supporting the 

company's dynamic competencies. This indicates that companies must continuously develop 

and adapt their competencies in order to remain sustainable in the long term. This is supported 

by previous research which has highlighted the importance of companies being able to adapt 

to changing circumstances and promote continuous learning in order to achieve effective 

practices (Billett, 2020). 

In terms of operational and managerial processes, the study found that the majority of 

respondents agree or strongly agree that IT implementation can be achieved by adopting the 

most important and latest quality standards (Meyers et al., 2012). This finding is in line with 

previous research which has emphasized the importance of incorporating IT system 

implementation measures into operational and managerial processes in order to achieve 

effective practices (Ates et al., 2013). It also highlights the role of quality standards in 

promoting IT system implementation in organisations. 

The study also examined the role of technology in achieving effective IT system 

implementation. The results showed that the majority of respondents support the statement that 

IT system implementation is achieved in technological processes by keeping pace with global 

developments in technology. The study looked at the association between organisational goals 

and IT system implementation, finding that positive interaction between leadership and 

employees can effectively link these two aspects. 

The findings of this study support previous research and provide further evidence for the 

importance of understanding and promoting sustainable practices within organisations. It 

highlights the role of leadership, continuous learning and adaptability, as well as the use of 

technology and quality standards in achieving effective IT system implementation. These 

findings can serve as a valuable guideline for organisations looking to incorporate IT 

effectiveness into their operations and achieve long-term success. 

5.8 The Role of IT Capabilities in Achieving Efficiency and Effectiveness 

Kokkaew (2022) carried out a study about the influence of human resource management and 

knowledge management on non-financial organisational performance. The findings of the 

study confirmed the proposed model, showing a clear and significant link between HRM and 

knowledge management, as well as between knowledge and non-financial organisational 

performance, and between HRM and non-financial organisational performance specifically 

within the context of Thai infrastructure construction firms. Moreover, the results also revealed 
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that knowledge management acts as a mediator between HRM and non-financial organisational 

performance. These results further emphasize the significance of leveraging people and their 

knowledge in enhancing non-financial organisational performance. 

The literature on efficiency and effectiveness standards of IT practices highlights the need for 

a balanced approach to measuring and improving IT performance (Shen et al., 2016). It is 

essential for organisations to consider both efficiency and effectiveness measures and invest in 

IT infrastructure and capabilities to achieve optimal outcomes. Following industry best 

practices and evaluating project success using a comprehensive model can also contribute to 

improving IT efficiency and effectiveness. Further research is needed to better understand the 

relationship between IT practices and performance and identify strategies for enhancing both 

efficiency and effectiveness in the IT domain. 

5.9 Summary of the Chapter 

Chapter 5 articulates in detail a discussion of the findings and relates the same to existing 

literature. The introductory part of the chapter summarizes the key findings derived in 

particular from a statistical analysis and testing of hypotheses. Further, the paper critically 

analyses the results, puts them in the context of earlier studies, and discusses attitudes 

prevailing among different groups in the UAE oil and gas sector. The focus is made on the 

analysis of management mindsets, IT capabilities, and their effectiveness regarding the 

achievement of organisational goals. Second, a comparative discussion highlights the 

differences and similarities of the responses; however, it also addresses the role of IT in 

enhancing efficiency. This chapter is concluded with a consideration of the strategic role of 

management in creating an enabling companies that are conducive for the implementation of 

IT systems. From there, salient points related to leadership, IT competencies, and external 

factors such as competition and customer expectations are brought to the fore. 
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CHAPTER 6: CONCLUSION, RECOMMENDATIONS AND FUTURE DIRECTIONS 

6.1 Introduction 

Throughout the previous chapters, the research has gradually delved into and examined the key 

associations and relationships within the research. This has been conducted in order to establish 

a clear and logical association to the research objectives that have been achieved through these 

chapters. The research has shown that supportive management mindset is important for the 

successful implementation of any IT system in an organisation. With the constant changes and 

advancements in technology, organisations in the oil and gas sector in the UAE faced 

challenges in implementing IT systems. This research aimed at developing a supportive 

management mindset framework for IT system implementation, specifically focusing on the 

oil and gas sector in the UAE. 

Existing literature has limitedly highlighted the importance of a supportive management 

mindset in IT system implementation. However, limited research has focused explicitly on the 

oil and gas sector in the UAE (Shqairat and Sundarakani, 2018; Arif and Al Senani, 2020). 

This research aimed to fill this gap by providing a comprehensive understanding of the 

supportive management mindset in IT system implementation in the UAE oil and gas sector. 

The primary focus of this study was to investigate the impact of management mindset on IT 

implementation. Through a quantitative methods approach, from 62,722 employees working 

in the oil and gas sector determined, data was collected from a sample of questionnaires consists 

of 384 questionnaires distributed and 172 received back with 45% response rate. 

The findings have important implications in the field of management mindset. They provide 

evidence for the need for further studies to better understand the complex relationship between 

management mindset and IT implementation. Furthermore, they highlight the importance of 

promoting responsible and mindful use of management mindset framework among oil and gas 

companies, which can help mitigate the negative impacts and promote the positive aspects. 

The conclusion, recommendation and future directions chapter of this study aims to analyse 

the data collected and present the major results and their implications. This chapter will provide 

a comprehensive reflection of the research questions and objectives, and their corresponding 

outcomes. The conclusion chapter will introduce the results of the study and provide a detailed 

analysis and interpretation of these findings. It is the culmination of the research and provides 

meaning and significance to the work. The chapter will demonstrate the validity of the research. 

It will show that it has collected relevant data and conducted a thorough analysis, which adds 
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credibility to the study. The chapter will provide insight into the research process and justify 

the choices. It will provide a clear understanding of how the research has been carried out and 

analysed the data, making the research more transparent and replicable. 

The chapter will show the analytical skills that demonstrate the ability to critically analyse data, 

draw conclusions, and make connections between the findings and existing knowledge. The 

core findings of the research will be shown which are derived from data analysis chapter. The 

chapter will provide a summary of hypotheses testing and show the significance of the 

relationships between research variables that have been statistically investigated. The critical 

interpretation of the research findings will be also introduced, and the distinctiveness of the 

research framework will be discussed. The chapter will provide a number of recommendations 

derived from the current research. The future directions of the additional research will be 

provided in order to suggest areas of studies that need to be investigated further in the UAE 

and international contexts. 

6.2 Research Objective Achievement 

Through the theoretical and practical study, the research objectives have been successfully 

achieved. Firstly, the research has examined the concept of a supportive management mindset 

and its role in promoting IT implementation. The theoretical study has explored various 

management theories and models that highlight the importance of a supportive management 

mindset in building strong organisational systems. Through this study, the research has 

successfully established a clear understanding of the concept and its significance in business 

operations. 

Secondly, the research has focused on examining the impact of the identified supportive 

management mindset on IT system implementation in oil and gas sector. Through the 

theoretical study, various models and frameworks have been explored that demonstrate the role 

of IT systems in promoting organisational efficiency. Moreover, the practical study has 

provided empirical evidence through the primary research conducted in the UAE oil and gas 

sector. 

The objectives of the research have focused on: 

1- To identify practices of supportive management mindset and their influence on IT 

system implementation in oil and gas sector 

2- To analyse the impact of the identified practices of supportive management mindset on 

IT system implementation in oil and gas sector. 
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3- To develop an applicable model for supportive management mindset in the IT system 

implementation in oil and gas sector 

The research has also investigated the dynamic capabilities of organisations and their role in 

promoting IT implementation. Theoretical frameworks such as the resource-based view and 

dynamic capabilities theory have been explored, providing a deeper understanding of the 

relationship between dynamic capabilities and the current practices of IT system 

implementation. The practical study has also demonstrated the dynamic capabilities of oil and 

gas companies, showcasing their ability to adapt and innovate in the face of changing market 

conditions and technological advancements. Furthermore, the research has developed a 

framework that showcases the relationships between research variables, for example; 

supportive management mindset, and IT systems implementation. This framework has been 

based on the findings of the theoretical and practical studies and provides a critical and 

analytical perspective on the research objectives. Through this framework, the research has 

successfully presented a holistic view of the research, further contributing to the achievement 

of the research objectives. 

6.3 Results Derived from Hypotheses 

To test the research hypotheses, a linear regression analysis was conducted using data collected 

from a practical study in the UAE oil and gas sector. The study included an online questionnaire 

that was distributed to a sample of oil and gas companies in the UAE consisting of 382 

questionnaires with 172 responses (45% response rate), and data was collected from the top, 

middle, and lower levels of management’s directors and employees in the UAE oil and gas 

companies. 

The results of the linear regression analysis showed that both Hypothesis 1 and 2 were 

supported and accepted. Hypothesis 1 states that management mindset has a high positive 

support on technology system implementation in the UAE oil and gas sector. The results of the 

linear regression analysis showed a significant positive relationship between management 

mindset and technology system implementation. This suggests that companies with a positive 

and supportive management mindset are more likely to successfully implement technology 

systems in the UAE oil and gas sector. 

Further analysis of the sub-hypotheses, 1.1 and 1.2, also showed a significant positive 

relationship between internal and external factors of management mindset and technology 

system implementation. This suggests that not only do internal factors such as IT competencies 
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and leadership play a role in supporting technology system implementation, but also external 

factors such as PESTLE factors and competition. 

The analysis of the hypotheses using regression analysis supports the acceptance of Hypothesis 

2. H 2 posited that the management mindset significantly influences IT system implementation 

through dynamic capabilities and IT quality standards in the UAE oil and gas sector. The 

regression results confirmed this, showing a strong positive correlation between management 

mindset and successful IT system implementation when mediated by both dynamic capabilities 

and adherence to IT quality standards. 

Furthermore, Hypothesis 2.1, which suggested that management mindset has a high positive 

effect on organisational dynamic capabilities, was also validated by the analysis. The findings 

demonstrated that a proactive and innovative management mindset fosters enhanced dynamic 

capabilities, which are crucial for navigating the sector’s rapidly evolving environment. 

Similarly, Hypothesis 2.2, which proposed a positive relationship between management 

mindset and IT quality standards, was supported. The results indicate that management’s focus 

on quality significantly contributes to the successful implementation of robust IT standards 

within the sector. The findings confirm the critical role of management mindset in shaping both 

dynamic capabilities and IT quality standards, ultimately driving IT system success in the UAE 

oil and gas industry. 

6.4 Hypotheses Testing and Analytical Discussion 

This research aimed to investigate the role of management mindset in the successful 

implementation of IT systems in the UAE oil and gas sector, focusing on how internal and 

external factors, dynamic capabilities, and IT quality standards contribute to this process. The 

study was structured around two primary hypotheses, each further subdivided to examine 

specific dimensions of management influence. Based on the empirical findings, all proposed 

hypotheses were accepted, offering critical insights into the mechanisms through which 

management mindset affects IT system implementation. This section provides an in-depth 

analytical discussion of the hypotheses testing results. 

Hypothesis 1: Management Mindset and IT System Implementation through Internal 

and External Factors 

This hypothesis sought to establish that management mindset positively influences IT system 

implementation by addressing both internal and external factors. The empirical evidence 

supported this hypothesis, demonstrating a strong correlation between management’s approach 
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and successful IT deployment. Key findings revealed that management mindset plays a critical 

role in balancing the internal capacities of the organisation, such as leadership and IT 

competencies, with external pressures, including PESTLE factors, competition, and customer 

needs. 

The acceptance of this hypothesis highlights that a proactive and supportive management 

mindset is instrumental in overcoming challenges posed by both the internal structure of the 

organisation and the external environment. In the UAE oil and gas sector, where technological 

investments are high and the operational environment is complex, management’s ability to 

align internal strengths with external demands is paramount for IT success (Al-Hajri et al., 

2014). Moreover, these findings suggest that management's openness to change, along with 

their willingness to invest in IT infrastructure and human capital, creates a conducive 

environment for technology adoption. 

Hypothesis 1.1: Internal Factors of Management Mindset 

The testing of this sub-hypothesis confirmed that internal factors related to management 

mindset significantly influence the success of IT system implementation. Leadership was found 

to be the most critical factor, as strong leadership fosters a culture of innovation and motivates 

teams to embrace technological change. Leaders who are committed to digital transformation 

create a vision that aligns IT implementation with broader organisational goals, which in turn 

encourages employees to adopt new systems. This supports the claim introduced by Imran et 

al. (2021) who emphasised the significant role of leadership in digital transformation and how 

can be positively reflected in adopting new changes. 

Furthermore, management’s IT competencies and awareness of operational systems were also 

pivotal. Managers with a deep understanding of both IT and the organisation’s core operations 

were better equipped to guide the implementation processes (Harmon, 2019). They could make 

informed decisions about which technologies would best enhance productivity, streamline 

operations, and improve safety and efficiency in the oil and gas sector. In addition, IT-savvy 

leaders were able to anticipate potential implementation challenges and develop strategies to 

mitigate them, thus improving the overall success rate of the projects. 

The acceptance of this hypothesis suggests that organisations should prioritize the development 

of IT competencies within their leadership teams. Offering continuous training and exposure 

to emerging technologies can enhance management’s ability to support IT system 
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implementation. Furthermore, encouraging managers to engage with IT projects more directly 

may lead to better alignment between technological capabilities and operational needs. 

Hypothesis 1.2: External Factors of Management Mindset 

This sub-hypothesis was also supported by the data, confirming that management's ability to 

respond to external factors significantly influences IT implementation. The UAE oil and gas 

sector operates in a dynamic environment where political, economic, social, technological, 

legal, and environmental (PESTLE) factors continuously evolve (Pryiatelchuk and Amirabbas, 

2021). Management’s sensitivity to these external factors was found to be crucial in guiding IT 

decisions. 

For instance, regulatory changes in the UAE related to environmental sustainability and 

operational safety directly affect IT system requirements (Krzymowski, 2020). Managers who 

were proactive in understanding these regulations were better positioned to implement IT 

systems that ensure compliance and promote efficiency. Similarly, awareness of market 

competition drove managers to adopt innovative technologies that enhance the firm’s 

competitive advantage. Customers' growing expectations for safety, reliability, and 

sustainability also pushed management to prioritize IT systems that improved operational 

transparency and customer satisfaction. 

These findings suggest that managers must remain vigilant of the external environment, 

continuously scanning for changes in regulations, market conditions, and customer 

expectations. Integrating external factors into IT planning and decision-making processes 

ensures that system implementations are not only technologically sound but also strategically 

aligned with external demands. 

Hypothesis 2: Management Mindset, Dynamic Capabilities, and IT Quality Standards 

The second main hypothesis examined how management mindset affects IT system 

implementation by enhancing dynamic capabilities and ensuring adherence to IT quality 

standards. The data supported this hypothesis, revealing that management’s mindset fosters the 

development of dynamic capabilities, which are essential for adapting to new technologies and 

integrating them into existing organisational frameworks. Simultaneously, a strong 

management commitment to quality standards ensures that IT systems meet the industry’s 

rigorous demands for reliability and performance. 

The acceptance of this hypothesis underscores the importance of dynamic capabilities in 

responding to the rapid technological advancements and regulatory requirements in the oil and 
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gas sector which confirmed by other studies such as Chirumalla (2021). It also highlights how 

management’s focus on maintaining IT quality standards guarantees that systems are not only 

innovative but also robust and compliant. 

Hypothesis 2.1: Management Mindset and Organisational Dynamic Capabilities 

This sub-hypothesis was validated by the findings, which demonstrated that a supportive 

management mindset significantly enhances an organisation’s dynamic capabilities. In the 

context of IT system implementation, dynamic capabilities referred to the ability of the 

organisation to adapt, reconfigure, and integrate new technologies to meet changing operational 

and regulatory demands. 

The study revealed that managers who encourage flexibility and innovation are more likely to 

develop dynamic capabilities within their teams. These managers promote a culture that values 

learning and adaptation, allowing the organisation to respond swiftly to technological 

advancements and external pressures (Turnbull et al., 2020). This is particularly important in 

the UAE oil and gas sector, where the rapid evolution of technology and fluctuating market 

conditions require organisations to be agile. 

Fostering dynamic capabilities allows management in ensuring that IT systems are not static 

but evolve over time to meet new challenges. This adaptability is crucial for long-term success, 

as it allows organisations to continually upgrade and optimize their IT infrastructure in 

response to both internal and external pressures. 

Hypothesis 2.2: Management Mindset and IT Quality Standards 

The final sub-hypothesis examined the relationship between management mindset and IT 

quality standards, and the results confirmed a positive correlation. Managers who prioritized 

quality were more likely to implement IT systems that met or exceeded industry standards for 

reliability, security, and performance. This focus on quality is particularly important in the oil 

and gas sector, where operational failures can lead to significant financial losses and safety 

hazards. 

The data revealed that management's commitment to IT quality standards ensures that systems 

are thoroughly tested, comply with regulatory requirements, and are capable of supporting the 

complex operations of oil and gas firms. Managers who emphasize quality also tend to allocate 

more resources to IT training and development, ensuring that employees are well-equipped to 

use the systems effectively. 
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The acceptance of all hypotheses underscores the pivotal role of management mindset in IT 

system implementation within the UAE oil and gas sector. Responding to external pressures, 

developing dynamic capabilities, and adhering to quality standards, management creates an 

environment conducive to technological success by fostering internal competencies. These 

findings suggest that organisations should invest in developing IT-aware leadership and 

maintain a strategic focus on both internal and external factors during IT implementation. In 

doing so, they can ensure that their IT systems are not only innovative but also robust, 

adaptable, and aligned with industry standards. 

The following figure shows the summary of hypotheses testing: 

Figure 6.1: Hypotheses testing 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

6.5 Research Recommendations 

Based on the research conducted on the impact of supportive Management Mindset on IT 

implementation in the UAE Oil and Gas sector, the following recommendations can be made: 

Hypothesis 2.1: Management mindset has a high positive effect 
on the organisational dynamic capabilities in the UAE oil and gas 
sector. 

 

H1.1 

H1.2 

H2.1 

H2.2 

Hypotheses 

Hypothesis 1.1: The internal factors of management mindset including IT competencies, 
the awareness of systems and operations and leadership have high positive determination 
and support for technology system implementation in the UAE oil and gas sector. 

 

Supported ✔ 

Hypothesis 1.2: The external factors of management mindset 
including PESTLE factors, competition and customers have high 
positive determination and support for technology system 
implementation in the UAE oil and gas sector. 

 

Supported ✔ 

Supported ✔ 

Supported ✔ 

Hypothesis 2.2: Management mindset has a high positive effect on the implementation of 
IT quality standards in the UAE oil and gas sector. 

H1 

H2 
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6.5.1 Developing a Clear Vision and Strategy for IT System Implementation 

It is significant for the UAE organisations to have a clear vision and strategy for implementing 

IT systems. This includes defining the goals and objectives of the implementation, as well as 

the expected outcomes and benefits. Having a clear vision and strategy will help align the 

efforts of the management and the IT department, and ensure that the implementation is driven 

by the needs of the organisation. The lack effective strategy can lead to different interpretations 

of the projects’ objectives and goals, leading to conflicting priorities and direction (Zina, 2021). 

This can result in wasted time, resources, and effort. Clear vision and strategy provide a 

roadmap for the companies and outline the key steps, milestones, and timelines for the 

implementation, helping the team to stay on track and monitor their progress (Trindade et al., 

2023). This is especially important for large and complex IT systems implementation, which 

may involve various departments and stakeholders. Furthermore, developing a clear vision and 

strategy for IT system implementation helps in managing risks. Identifying potential risks and 

challenges beforehand and including mitigation strategies in the vision and strategy can help 

reduce the impact and likelihood of those risks. It also allows teams to be prepared for any 

unexpected challenges that may arise during the implementation process. This proactive 

approach increases the chances of a successful implementation. In addition, a clear vision and 

strategy for IT system implementation provide a baseline for evaluating progress and success. 

It outlines the expected outcomes and benefits of the implementation, allowing the team to 

measure the project's success against these expectations.  

The implementation of an effective IT system is a challenging task, as it requires not only 

technical expertise but also constructive strategic planning. In this context, it is significant to 

ensure an effective establishment of business objectives to identify business objectives. These 

objectives should be aligned with the overall strategic goals of the organisation and should 

address the specific needs and challenges of the oil and gas sector. This will ensure that the IT 

system is designed and implemented to support the business objectives effectively. Moreover, 

involving key stakeholders is a significant factor which requires the involvement and 

collaboration of key stakeholders, including senior management, IT professionals, and end-

users. Therefore, it is significant to engage these stakeholders in the strategy development 

process to ensure their buy-in and support for the implementation. 

6.5.2 Fostering a Supportive Management Mindset 

The research highlights the importance of a supportive management mindset in successful IT 

system implementation. This includes managers who are willing to listen to the concerns and 
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suggestions of the employees, and who are open to change and improvement. Managers should 

also be proactive in providing support and resources to the IT department, and should 

encourage collaboration and communication between different departments (Agarwal and 

Sambamurthy, 2020). 

Based on various studies and industry reports, it is evident that a supportive management 

mindset can lead to several benefits for the oil and gas sector. These include improved 

employee retention, increased productivity, and a positive impact on the bottom line. 

Therefore, it is significant to incorporate this mindset into the management practices of oil and 

gas companies. To achieve this goal, the following research recommendations are proposed: 

Providing Training and Development 

One key aspect of a supportive management mindset is the continuous development of 

managers’ capabilities. Organisations in the oil and gas sector should invest in training and 

development programs that focus on leadership, communication, and emotional intelligence. 

These skills are essential for creating a supportive work environment and effective 

management practices. 

Promoting diversity and inclusion 

Another significant aspect of a supportive management mindset is promoting diversity and 

inclusion within the organisation. This involves creating a workplace culture that respects and 

values individual differences, such as gender, cultures, and backgrounds. Managers can foster 

a sense of belonging and create a positive work environment for all employees. 

Encourage open communication 

Effective communication is key to creating a supportive management mindset. Managers 

should encourage open and honest communication with their employees, providing regular 

feedback, and listening to their concerns. This will foster a sense of trust and transparency 

within the organisation, leading to better employee satisfaction and engagement. 

6.5.3 Providing Adequate Resources and Infrastructure 

IT system implementation requires a significant investment in terms of resources and 

infrastructure. Organisations should ensure that they provide adequate resources, including 

hardware, software, and trained personnel, to support the implementation process. This will 

help minimize delays and issues during the implementation, and ensure the smooth and 

effective functioning of the IT system once implemented. 
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One of the key reasons for the necessity of adequate resources and infrastructure in the oil and 

gas sector is the increasing demand for energy (Jin and Zhang, 2018). The global population is 

growing rapidly, and with it, the demand for energy. As countries develop and modernize, their 

energy needs also increase, putting more pressure on the oil and gas industry to produce and 

supply enough resources. In order to meet this demand, the sector must have the necessary 

resources and infrastructure in place to efficiently extract, transport, and distribute energy 

resources. 

Another important factor to consider is the environmental impact of the oil and gas industry. 

Oil and gas production can have significant environmental consequences, such as air and water 

pollution, greenhouse gas emissions, and habitat destruction. Therefore, it is important that the 

sector has adequate resources and infrastructure to implement and maintain sustainable 

practices. This includes investing in advanced technologies that can reduce the industry’s 

carbon footprint and limit its impact on the environment. 

Providing adequate resources and infrastructure in the oil and gas sector is significant for the 

safety and well-being of its workers. The industry is known for its hazardous working 

conditions, and accidents can have devastating consequences for both workers and the 

environment. In order to mitigate these risks, the sector must have the necessary resources and 

infrastructure to implement strict safety regulations, provide proper training and protective 

equipment, and have emergency response plans in place. 

Given the significance of having adequate resources and infrastructure in the oil and gas sector, 

it is recommended that further research be conducted to identify ways in which this can be 

achieved. One area of focus could be on the development and implementation of new 

technologies and processes that can improve efficiency and reduce the environmental impact 

of oil and gas operations. This could include investing in renewable energy sources, 

implementing carbon capture and storage technologies, or utilizing advanced data analytics for 

more accurate resource exploration and extraction. 

Another area that requires further research is the role of government policies and regulations 

in promoting and supporting the development of adequate resources and infrastructure in the 

oil and gas sector. Governments have a significant role in setting and enforcing standards for 

safety, environmental protection, and sustainable practices in the industry (Lambin and 

Thorlakson, 2018). Further research could evaluate the effectiveness of existing policies and 

recommend potential improvements or new policies that could better support the sector. 
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6.5.4 Involving Employees in the Implementation Process 

The research suggests that involving employees in the IT system implementation process can 

lead to better acceptance and adoption of the system. Organisations should actively involve 

employees in the planning, design, and testing phases of the implementation (AlNoaimi and 

Mazzuchi, 2021). This can be done through focus groups, workshops, or training sessions, 

where employees can provide input and feedback on the system. Moreover, organisations 

should provide adequate training and support to employees to ensure they have the necessary 

skills and knowledge to use the IT system effectively. 

The oil and gas sector is a highly complex and dynamic industry, and successful 

implementation of projects and processes is significant for its sustainability and growth. 

Involving employees in the implementation processes has been identified as a key factor in 

ensuring the success of such projects. It is important to constantly review and improve existing 

processes, and one way to achieve this is by involving employees at all levels in the 

implementation process. One of the key benefits of involving employees in the implementation 

process is that it leads to a sense of ownership and responsibility. When employees are involved 

in the decision-making and implementation process, they feel more invested in the project and 

are more likely to take ownership of their roles (Tao et al., 2018). This sense of ownership can 

improve their motivation and dedication towards the project, leading to better performance and 

results. Involving employees in the implementation process also gives them a better 

understanding of the overall goals and objectives, and how their role contributes to the success 

of the project. 

Involving employees in the implementation process can bring diverse perspectives to the table. 

Employees from various backgrounds and levels of the organisation can offer different insights 

and ideas that can improve the overall process. This can help in identifying potential risks and 

issues that may have been overlooked by a limited group of decision-makers. Involving 

employees also gives them the opportunity to share their knowledge and expertise, fostering a 

culture of collaboration and continuous learning within the organisation. 

Involving employees in the implementation process can improve the overall efficiency and 

effectiveness of the project. With the involvement of employees, tasks can be delegated based 

on individual skills and capabilities, leading to a more streamlined and efficient process. 

Employees who have a deep understanding of their role can make informed decisions and take 

appropriate actions, reducing the likelihood of errors and delays. This can ultimately lead to 



 

169 

 

cost savings and enhance the overall performance of the project. However, involving 

employees in the implementation processes requires careful planning and management. To 

ensure the success of this recommendation, it is important to communicate clear guidelines and 

expectations to employees and provide them with the necessary training and resources. 

Employees also need to be involved from the planning stage and given a sense of autonomy 

and decision-making authority. 

6.5.5 Fostering a Culture of Continuous Learning and Improvement 

IT systems are constantly evolving, and organisations should encourage a culture of continuous 

learning and improvement. This includes providing opportunities for employees to enhance 

their skills and knowledge in IT systems, as well as promoting knowledge sharing and 

collaboration among employees. Oil and gas companies should also encourage employees to 

provide feedback and suggestions for system improvement, and should have processes in place 

to capture and act on this feedback including advanced learning such as machine learning 

applications (Hanga and Kovalchuk, 2019). 

There is a need to prioritize and invest in employee training and development. In a competitive 

industry like oil and gas, companies need to have a skilled and knowledgeable workforce to 

remain competitive. Investing in employee training and development can enhance their 

employees’ knowledge and skills, and also their overall performance and job satisfaction. This 

leads to a more engaged and committed workforce, which is important for organisations to 

drive innovation and adapt to changing industry trends. Furthermore, it is also essential for 

companies in the oil and gas sector to establish a formal knowledge management system. 

Fostering a learning culture in the oil and gas sector can be by promoting a mentality of 

continuous improvement. Companies should encourage employees to seek out opportunities to 

learn and improve, whether it is through on-the-job training, workshops, or conferences. This 

not only helps employees develop new skills but also encourages them to think critically and 

creatively to find better solutions to problems. Furthermore, the research argues that companies 

should also provide a platform for employees to share their ideas and suggestions for 

improvement, creating a sense of ownership and empowerment within the organisation. In 

addition to investing in employee development and creating a knowledge-sharing system, 

adopting new technologies and innovative practices can also help promote continuous learning 

and improvement in the oil and gas sector. With advancements in technology and digitalization, 

there are numerous tools and systems available to help streamline processes and increase 

efficiency.  
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6.5.6 Monitoring and Evaluating the Implementation Process 

It is important for organisations to monitor and evaluate the IT system implementation process 

to ensure that it is on track and aligned with the goals and objectives of the organisation. This 

includes regularly reviewing project milestones and progress, as well as conducting post-

implementation reviews to identify areas of improvement. The research argues that monitoring 

and evaluation should involve regular communication and collaboration between the 

management and the IT department, as well as feedback from employees and end-users of the 

IT system. 

Research has shown that effective monitoring and evaluation of the implementation process in 

the oil and gas sector is essential for its success and sustainability (Rentizelas et al., 2020). This 

recommendation suggests that a comprehensive and systematic approach to monitoring and 

evaluating the implementation process should be implemented in the oil and gas sector. The 

following are some key reasons for this research recommendation: 

Ensuring compliance with regulations and standards 

One of the primary reasons for monitoring and evaluating the implementation process in the 

oil and gas sector is to ensure compliance with regulations and standards. The oil and gas sector 

operates in a highly regulated environment, and any non-compliance with regulations can lead 

to serious consequences, such as environmental damage, safety hazards, and legal penalties. 

Identifying areas for improvement 

Monitoring and evaluation also provide an opportunity to identify areas where the 

implementation process can be improved. Through regular monitoring, any challenges in the 

process can be identified, and appropriate measures can be taken to address them. This ensures 

that the implementation process is continuously improved and becomes more efficient and 

effective over time. 

Tracking progress and measuring success 

Monitoring and evaluation also play a significant role in tracking the progress of the 

implementation process and measuring its success (Rui et al., 2018). This helps in assessing if 

the desired outcomes and objectives are being achieved and if the project is on track to meet 

its goals. Any deviations from the planned progress can be identified and corrective actions 

can be taken to ensure the project stays on track. 

Enhancing transparency and accountability 
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The implementation of a robust monitoring and evaluation system in the oil and gas sector can 

enhance the transparency and accountability. This is important for building trust and 

confidence among stakeholders, including government agencies, local communities, and 

investors. A transparent monitoring and evaluation process can also help in identifying any 

potential conflicts of interest or unethical practices. 

Encouraging continuous learning 

Monitoring and evaluation also promote a culture of continuous learning within the oil and gas 

sector. Providing regular feedback on the implementation process can help organisations learn 

from their mistakes and successes and make necessary adjustments for future projects. This 

helps in building a knowledge base and improving the overall performance of the sector. 

6.5.7 Developing a Change Management Plan 

IT system implementation often involves significant changes to workflows, processes, and 

roles within organisations (Harmon, 2019). To ensure smooth transition and acceptance of 

these changes, organisations should develop a comprehensive change management plan. This 

plan should include clear communication strategies, training programs, and support 

mechanisms to help employees adapt to the new system. Organisations should also address any 

potential resistance to change, and provide incentives and rewards to motivate employees to 

embrace the changes. 

The implementation of IT systems in the UAE Oil and Gas sector can be supported by adopting 

a supportive management mindset. This includes developing a clear vision and strategy, 

providing adequate resources and infrastructure, involving employees in the implementation 

process, fostering a culture of continuous learning and improvement, monitoring and 

evaluating the implementation process, and developing a change management plan. 

6.6 Future Directions for Additional Research 

The present research made a significant contribution in the investigation of the impact of 

management mindset on the implementation of technology systems in the UAE oil and gas 

sector. However, the study also points out various areas in which further research can be carried 

out to make additional contributions to the knowledge of supportive management practices in 

IT system implementation. These pertain to the interplay of internal and external factors, 

dynamic capabilities, IT quality standards, and management mindset itself. Future studies can 

go beyond this study by addressing these areas, fill the knowledge gap, and therefore provide 
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more comprehensive models and frameworks that apply not only to the UAE oil and gas sector 

but also to other sectors and regions with similar technological challenges. 

6.6.1 Delving into the Multi-Dimensionality of Management Mindset 

The research argues that management mindset is multi-dimensional, which is driven through 

various influencing internal and external factors such as internal IT competencies, leadership 

influences, and external pressures such as PESTLE, among other factors. However, there is a 

need for more in-depth studies that break down and categorize the elements in greater detail. 

For example, it is possible to further investigate leadership, as an internal factor, by examining 

what type of leadership style (transformational, transactional, or laissez-faire) has the most 

positive influence on IT implementation. 

Future research can also try to explore in detail how each of the PESTLE factors interfaces 

with the management mindset within the context of the oil and gas sector. The study thus 

recommends that future studies employ mixed-method approaches-qualitative approaches such 

as interviews and focus groups alongside quantitative analyses-to tease out subtle elements of 

management decision-making when different external pressures are applied. It can yield much 

better granularity of how the management mindset adjusts and adapts to the external conditions, 

hence providing insights that might be applied to similar industries in different geopolitical 

settings. 

This study posits that management mindset represents a multi-dimensional construct that has 

an impact on successful implementation of IT systems in the UAE oil and gas sector. As such, 

this mindset involves not only cognitive and strategic orientations but also attitudes, beliefs, 

and competencies in management. The findings from this research have been able to show that 

management mindset can be conceptualised to comprise both internal and external factors, as 

reflected in Hypothesis 1.1 and 1.2. However, this conceptualization is useful but requires 

further unpacking in order to explore the depth and breadth of what comprises a "supportive" 

mindset for technology adoption. Indeed, future research should aim at unpacking these 

dimensions so as possibly to arrive at a far more nuanced understanding of how each of the 

components interacts to influence the implementation of IT systems. 

6.6.2 Internal Dimensions: Leadership, IT Competencies, and Awareness 

The internal level reveals three significant dimensions from the present study, namely 

leadership, IT competencies, and awareness of systems and operations. Each one of them needs 

more detailed research to understand how it affects management mentality. 
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6.6.2.1 Styles of Leadership 

The internal factor that most influences organisational culture and the way in which new 

technologies are received is Leadership. Other future studies may investigate which of the 

styles, such as transformational, transactional, and servant leadership, can influence IT system 

implementation. Based on the research, it is expected that the transformational type of 

leadership, embracing innovation and forward thinking, will have the most influence in 

building a supportive mindset of management. On the other hand, highly transactional 

leadership-which focuses on short-term goals and perpetuates things as they are-may hinder IT 

from realizing its full capabilities. These relationships are tested through empirical studies in 

future research and can determine which style of leadership best supports IT innovation in 

industries such as oil and gas. 

6.6.2.2 IT Competencies 

The other critical dimension affecting how the decision on system implementation is made is 

the management's IT competency. The competency is related to management effectiveness and 

its familiarity with the processes, tools, and systems of IT. It adds that more IT literate 

managers are likely to support and manage the implementation of new systems effectively. The 

competency framework, in this regard, for managers to undertake key technical skills and 

knowledge for IT implementation must be developed. Moreover, future research should trace 

the development of competencies through continuous learning and training programs. 

6.6.2.3 Systems and Operations Awareness 

Another important internal factor involves the aspect of systems and operational awareness. 

This is understood as managers understanding not only the technical systems being 

implemented but also how those systems fit into the larger operational objectives of the 

organisation. The study concludes with the advocacy that future research be focused on how 

this operational awareness can be generated, especially in the oil and gas industries where 

successful operation of enormous and complex operations requires sound integration at various 

tiers. Future research could uncover methods for achieving alignment between technological 

systems and business objectives by examining the way that managers' awareness impacts the 

decision-making process in prioritizing and resourcing IT projects.  
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6.6.3 External Dimensions: PESTLE Factors, Competition, and Customers 

Apart from internal factors, external forces such as PESTLE factors, competition, and customer 

expectations have a significant influence on management mindset. While all these issues have 

been highlighted in this research, further study on how their interaction impacts management 

mindset in IT implementation is warranted. 

6.6.3.1 PESTLE Analysis and Its Impact on Mindset 

In particular, within the UAE oil and gas sector, one significant factor for shaping the approach 

towards technology by management derives from PESTLE factors. For example, governmental 

policies for energy and environmental regulations or technological incentives could influence 

managerial choices of investments in IT. The study concludes by remarking that further 

research can be conducted to perceive the managers' perception and response to such external 

stresses, as well as how a facilitating management attitude might reduce risks or leverage 

opportunities brought about by these factors. A detailed exploration of each of the components 

under PESTLE, specifically geopolitical risks and the shift in the economic paradigm within 

which the energy markets operate, would give far greater depth to the external analysis. 

6.6.3.2 Competition and Customer Expectations 

The management is also driven to embrace new technologies due to increasing competition and 

the changing expectations of the customers. The effective, eco-friendly, and modern solutions 

demanded by the increasingly demanding customers force companies to innovate. The present 

study recommends that future research examines the influence of competitive pressures and 

customer expectations on management's strategic priorities and, by implication, management 

mindset regarding adopting technology. The comparison of firms which gain from the 

pressures with those that lag in the integration of IT would remarkably illuminate the role of 

management mindset as a driver of competitive advantage. 

6.6.4 Cross-Sector Comparative Studies 

The research suggests that future research should look beyond the oil and gas industry to test 

the generalisability of the supportive management mindset model through cross-industry 

comparative studies. Whereas this research has been able to establish the importance of 

management mindset in the UAE oil and gas sector, it is not known whether the same internal 

and external factors, the same dynamic capabilities, and IT quality standards are found in other 

industries like health, manufacturing, or finance. 
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The comparison of the oil and gas sector with other sectors can allow other researchers to be 

able to establish whether sector-specific factors enhance or diminish the influence of 

management mindset in the implementation process. Such comparative researches would allow 

the researchers to pinpoint commonalities and differences across the sectors in contributing to 

the development of sector-specific models or universal frameworks applicable to IT system 

implementation. 

6.6.5 Dynamic Capabilities and IT Quality Standards 

A sectoral comparison can also reveal variations in how management mindsets impact dynamic 

capabilities and IT quality standards. In fast-paced industries such as tech start-ups, dynamic 

capabilities like agility and innovation may be essential for IT system success. However, in 

industries like healthcare or government, where IT systems are subject to stringent regulations, 

the focus may shift toward compliance with established IT quality standards rather than 

adaptability. Comparative research can thus highlight whether different sectors prioritize IT 

quality standards over dynamic capabilities or vice versa. 

6.6.6 Cross-Sectoral Adaptation of IT Implementation Models 

By examining the management mindset in sectors like logistics, hospitality, or real estate, 

future research could explore whether the supportive management model in the oil and gas 

sector can be adapted to other industries. This comparative study could identify industry-

specific best practices and leadership styles that significantly impact IT system 

implementation. In addition, the exploration of management mindsets in sectors with varied 

organisational structures and competitive pressures may lead to the development of a more 

flexible, sector-independent model of IT implementation. 

6.6.7 Longitudinal Studies on Management Mindset Evolution 

The study recommends that future research should take a longitudinal approach in order to 

study how management mindset evolves over time, especially in response to the rapid changes 

in technology and shifting market dynamics. Since the digital environment is in continuous 

metamorphosis with emerging technologies like artificial intelligence, machine learning, and 

blockchain, the change in this setting will also alter the management mindsets. Notably, the 

digitization in the oil and gas sector is gradually setting up with the increased use of 

technologies such as advanced analytics, IoT, and predictive maintenance. 

Longitudinal studies could eventually reveal the evolution of management's attitude, 

competencies, and leadership style to meet new technological demands. In this way, the 
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research would provide a more dynamic perspective on factors that determine successful IT 

system implementation. Such studies could also identify resiliency and flexibility in 

management mindsets when disruptive technologies are encountered, which would be very 

instructive for organisational adaptability in light of digital transformation. 

6.6.8 Expanding the Scope of Internal and External Factors 

Although this research has considered a number of internal and external factors, the study 

recommends that future studies expand the scope of these factors to include other potential 

influences on management mindset and IT system implementation. For example, internal 

factors can be extended by taking into consideration organisational culture, employee 

engagement, and change management practices. How a supportive organisational culture and 

employee engagement can help bolster the management mindset will provide a fuller 

understanding of the internal dynamics that create successful IT implementations. 

On the external front, the study could delve into international collaborations, global market 

trends, and geopolitical risks, which would be more applicable to the UAE due to its standing 

in energy and trade. The research asserts that these external factors-international regulatory 

standards, competition in the global arena, and trade relationships-may further pressurize or 

create opportunities for management thinking, as they work within a global perspective relating 

to the oil and gas industry. 

6.6.9 The Investigation of the Role of Dynamic Capabilities across Varied Contexts 

The study concludes that further research is needed to investigate the role of dynamic 

capabilities in various organisational settings. It suggests a special interest for environments 

with high levels of uncertainty and rapid technological discontinuities. Although this study has 

identified the significance of dynamic capabilities within the UAE oil and gas sector, it does 

not indicate how these capabilities are developed and maintained in other sectors or 

geographical regions that are experiencing different levels of technological maturity. For 

instance, in less technology-intensive markets, it would be particularly useful to examine 

whether management mindset can offset lower dynamic capabilities by enabling more 

innovative problem-solving approaches or by using partnerships and alliances to harness 

resources and competencies. The findings recommend that future research investigate 

organisational size and structure in view of the development of dynamic capabilities. Smaller 

organisations might be more flexible but also have few resources compared to large, more 

bureaucratic enterprises. 



 

177 

 

Dynamic capabilities refer to an organisation’s ability to adapt, integrate, and reconfigure 

internal and external competencies in response to changing environments (Bleady et al., 2018). 

In the context of the UAE oil and gas sector, dynamic capabilities play a crucial role in the 

successful implementation of IT systems, as highlighted in Hypothesis 2.1. Future research 

should focus on exploring the role of dynamic capabilities across varied contexts to better 

understand their influence on IT system implementation in different sectors and organisational 

environments. 

6.6.10 Sectoral Variations in Dynamic Capabilities 

While the oil and gas sector is characterized by high capital investment, regulatory constraints, 

and complex technological systems, industries such as retail, healthcare, or finance operate in 

faster-paced, customer-centric environments. A comparative study across sectors could explore 

how dynamic capabilities, such as agility, innovation, and adaptability, vary in importance 

based on the specific industry’s operational environment. For instance, in rapidly evolving 

sectors like technology and telecommunications, dynamic capabilities may be more critical for 

IT system upgrades and innovation, whereas in more traditional sectors, such as utilities or 

government, stability and adherence to standards may outweigh the need for adaptability. 

6.6.11 Organisational Structures and Dynamic Capabilities 

The role of dynamic capabilities may differ depending on the size, structure, and management 

hierarchies of organisations. Large, hierarchical organisations, such as multinational 

corporations in the oil and gas industry, may have more formalized processes for developing 

and leveraging dynamic capabilities (Grogaard et al., 2019). In contrast, smaller, more agile 

firms in industries like fintech or digital startups may rely on their inherent flexibility to foster 

dynamic capabilities, enabling them to rapidly adapt to technological changes. Future research 

could explore how organisational structure influences the development and effectiveness of 

dynamic capabilities in IT system implementation. 

6.6.12 Cultural and Geographical Influences 

Cultural and geographical contexts may also affect the role of dynamic capabilities in IT system 

implementation. For instance, in countries with rapidly changing economic environments, such 

as emerging markets, the need for dynamic capabilities to quickly adapt to new regulations, 

market demands, and technological advancements may be more pronounced. Comparative 

research could investigate how different cultural values, regulatory environments, and regional 

economic conditions influence the role of dynamic capabilities in IT implementation. This 
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could include an analysis of how organisations in highly regulated environments, such as 

healthcare or defense, balance the need for compliance with the necessity for adaptability. 

6.6.13 Integration with IT Quality Standards 

Dynamic capabilities must also be studied in conjunction with IT quality standards, as outlined 

in Hypothesis 2.2. Future research could explore the interplay between the need for dynamic 

adaptation and strict adherence to IT quality standards. For example, in industries with stringent 

compliance requirements, such as pharmaceuticals or finance, dynamic capabilities may need 

to be carefully managed to ensure that adaptability does not compromise quality standards. 

6.6.14 Examining the Implementation of IT Quality Standards 

Another direction of future research might concern an in-depth analysis of IT quality standards. 

According to the authors, although the current study has identified a positive effect of 

management mindset on the compliance with IT quality standards, further research is needed 

to explore how various kinds of IT standards (e.g., ISO/IEC certifications, industry-specific 

regulations, or cybersecurity protocols) and their interaction with management practices impact 

performance. It could be examined whether the supportive management mindset can more 

easily implement certain standards or whether there are specific barriers inhibiting the adoption 

of high-quality IT practices despite a positive management mindset. 

In addition, it becomes obvious from the research that cultural and regional variances in the 

diffusion of IT quality standards are a potentially fruitful area of investigation. Specifically, 

future studies might examine how cultural attitudes toward risk, compliance, and innovation 

influence the implementation of IT standards. For example, are managers in different countries 

more or less likely to embrace rigorous IT standards depending on their cultural orientation 

toward rules and formal processes? Addressing such questions will enrich the literature on IT 

quality management and provide organisations with culturally sensitive strategies for 

implementing IT standards across borders. 

6.6.15 Investigating the Interrelationship Between Internal and External Factors 

This study advocates that future research needs to be done on an interlink between internal and 

external factors because neither of them works in a vacuum. For example, leadership itself may 

be influenced by external market pressures, regulatory changes, or even competitive threats. 

Future studies could therefore develop integrative models that capture the dynamic interplay 

between internal competencies (such as IT skills or leadership) and the forces of the external 

environment, such as factors stemming from PESTLE or competition. These integrative 
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models would better explain how management mindset is characterised from the broader 

environment and in turn influences IT system implementation. 

The research also suggests that future research could apply system dynamics or agent-based 

modelling techniques to model complex internal and external interactions over time. Using 

computational modelling, scholars would be able to create the conditions under which 

management mindsets are most likely to lead to successful IT implementations and be used to 

investigate potential feedback between internal and external drivers of change. 

6.6.16 Locating the Research in the Global Energy Transition 

The world's energy transition to renewable sources and the decarbonization ambitions set a 

peculiar context for further exploration of the current research findings. The results indicate 

that future research should investigate how the changing face of energy businesses shapes 

management mindsets in the oil and gas industry, especially considering the trend in which 

even companies operating in this sector increasingly apply IT systems to pursue energy 

efficiency and emission reductions or manage renewable energy assets. 

This may also involve research into how management mindset would change in response to 

energy transition demands, with a focus on IT systems being used to achieve such sustainability 

goals. For instance, a study in the future can be done to establish whether managers who are 

environmentally conscious will easily implement systems on green IT, and whether green IT 

systems provide a competitive advantage in the transitioning energy market. 

6.6.17 Research on the Impact of Emerging Technologies 

With the rise of new technologies such as AI, machine learning, blockchain, and cloud 

computing that continue to disrupt industries, the research suggest that further studies seek to 

determine how emerging technologies influence management mindset in the context of IT 

system implementation. For instance, in the case of the emergence of those technologies, 

researchers could investigate how managerial perceptions of risks and opportunities result in 

different mindset adoptions of advanced IT solutions. This could be, for example, the 

examination of the adoption of AI-driven IT systems in the oil and gas industry with regard to 

the role of management mindset in overcoming resistance to AI implementation. Or it might 

concern the effects of blockchain technology on the supply chain in the oil and gas industry, 

examining the manner in which the strategic vision of management together with an openness 

to innovation influences the successful implementation of such systems. 
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6.6.18 Development of Prescriptive Frameworks for Practitioners 

This research, therefore, argues that there is a need for more prescriptive frameworks which 

can offer practical guidance to managers in the UAE oil and gas sector-and indeed beyond-on 

how to develop a supportive management mindset that fosters successful IT system 

implementation. Future research could focus on translating the findings from this and similar 

studies into actionable tools, such as management training programs, best practice guidelines, 

or decision-making frameworks that help managers navigate the complexities of IT system 

adoption. 

These can be adapted for various organisational settings, given the differences in technological 

maturity, resources, and market conditions. It therefore follows from this study that such a 

framework should be codesigned with industry practitioners to ensure it will be useful and 

applicable, thus connecting academic research with the practice of the industry. 
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Appendices 

Appendix 1: Research questionnaire (English version) 

 

 

 

 

Dear participant, 

Thank you for taking part in this research project and your participation is much appreciated. I 

am carrying out a research about “Supportive Management Mindset Model for IT System 

Implementation: A Case Study of the UAE Oil and Gas Sector”. The research focuses on 

supportive management mindset and how does it affect the IT system implementation in your 

organisation. 

The information provided will be used for my research purposes only. It will be deleted on 

completion of my studies. Your knowledge and experience represent an important part of 

enhancing the research findings and recommendations. The contribution of the participation is 

valuable and voluntary. Your private and sensitive data will not be required. Moreover, the 

answers of the entire research online questionnaire will remain anonymous confidential.  

If you need to contact me for any reason related to this research or if you need to receive a 

summary of the research results and recommendations do not hesitate to contact me via my 

email address. 

Alternatively, you can contact my supervisor: Reza Abdi or Amir Modjtahedi. 

 

Ahmed Al-Shagga 
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RESEARCH QUESTIONNAIRE 

First part: Demographic Questions  

 

Q1: What is your gender   Male        Female         Prefer not to say 

 

Q2: What is your age category 

 18 to 24        45 to 64       

 25 to 34        65 or more       

 35 t0 44        prefer not to say       

 

Q3: What is your work position  

 

……………………………………………………………………… 

……………………………………………………………………… 

……………………………………………………………………… 

 

 

Q4: What is your work experience  

 less than 3        11 to 14       

 4 to 7        15 or more       

 8 t0 10        prefer not to say       

 

Q5: Have you taken any relevant training related 

to management, human resources, and IT?  

(please indicate) 

 

……………………………………………………………………… 

……………………………………………………………………… 

……………………………………………………………………… 

……………………………………………………………………… 
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Second part: Research Statements 

The following statements represent the essential elements of the study: 

 

Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strong

ly 

Disagr

ee 

P 1 A Management mindset and technology system implementation 

Q 1 

I feel that management mindset (competences, beliefs 

and characteristics) is perceived and understood by 

individuals in terms of its significant roles played within 

the organisation. 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 2 

I feel that management mindset (competences, beliefs 

and characteristics) and technology software systems 

are critical for the success and sustainability of 

organisational production and services provided and the 

improvement initiatives within the organisation. 

⃝ ⃝ ⃝ ⃝ ⃝ 

P 1.1 A 
The internal factors of management mindset including (IT competencies, the awareness of systems 

and operations and leadership) and technology software system implementation 

Part 
The following IT competencies can affect technology software system implementation. 

1.1.1 A 

Q 3 Individuals’ IT background ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 4 Employees’ acquired IT skills and qualifications ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 5 
IT training, courses and programmes provided by 

management 
⃝ ⃝ ⃝ ⃝ ⃝ 

Part The awareness of the following software systems and operations can affect technology software system 

implementation in Oil & Gas: 
1.1.2 A 

Q 6 
Exploration, geology and seismic software 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 7 
Production and engineering software 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 8 
ERP (Enterprise Resource Planning) software 

⃝ ⃝ ⃝ ⃝ ⃝ 

Part Leadership can affect technology software system implementation in terms of which of the following 

factors: 1.1.3 A 

Q 9 Leadership styles and characteristics ⃝ ⃝ ⃝ ⃝ ⃝ 
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Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strong

ly 

Disagr

ee 

Q 10 
Leadership capabilities and systems’ compatibility, 

monitoring and control 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 11 
The cooperative and flexible practices and relationships 

between leaders and subordinates  
⃝ ⃝ ⃝ ⃝ ⃝ 

P 1.2 A 

The external factors of management mindset including (PESTLE factors (Political, Economic, 

Sociological, Technological, Legal and Environmental), competition and customers) and technology 

system implementation 

Part The following factors can determine and analyse the quality and effectiveness of implanting technology 

software system. 1.2.1 A 

Q 12 

Political dimensions (government policy, political 

stability or instability in overseas markets, foreign trade 

policy, tax policy, labor law, environmental law, trade 

restrictions and so on) 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 13 

Economic dimensions (economic growth, interest rates, 

exchange rates, inflation, disposable income of 

consumers and businesses and so on) 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 14 
Social dimensions (population growth, age distribution, 

health consciousness, career attitudes and so on) 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 15 Technological dimensions  ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 16 Legal dimensions ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 17 Environmental dimensions ⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
Competition can affect technology software system implementation regarding: 

1.2.2 A 

Q 18 
Management approaches towards competitors using 

technological software systems 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 19 
Market shares, organisational performance and 

technology monitoring comparing with competitors 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 20 The competitive employees’ IT skills and capabilities ⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
Customers (internal and external) can affect technology software system implementation regarding: 

1.2.3 A 

Q 21 
Customers’ attitudes, needs, demands and customer 

services 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 22 
Quality requirements and the specifications of services 

and products 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 23 
Customers’ attraction and expectations to improve 

productivity and profitability 
⃝ ⃝ ⃝ ⃝ ⃝ 

P 1 B Technology software system implementation 
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Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strong

ly 

Disagr

ee 

Q 24 

The implementation of technological systems can be 

determined by the existing competencies within the 

company 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 25 

The technological systems applied in the company such 

as exploration, geology and seismic software, 

production and engineering software and ERP software 

are characterised by the ability to update according to 

the requirements of the operations 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 26 

The operational system for drilling and production 

operations can be developed by appointing more 

qualified personnel in the field of IT 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 27 

The awareness of employees of the importance of 

applying contemporary technological systems and 

keeping pace with the development witnessed by the oil 

sector is an essential pillar in the implementation 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 28 
Employees can develop their own capabilities through 

advanced training courses in the field of IT 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 29 

Interactive processes, from exploration to production, 

require a coherent and easy-to-understand technological 

software systems 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 30 
Implementation of technological work systems can be 

more efficient through an effective leadership vision 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 31 

There is a positive interaction between the leadership 

within the company and the importance of accurately 

implementing technological systems 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 32 
There is an impact, motivation and inspiration by the 

leadership practices of employees in the IT departments 
⃝ ⃝ ⃝ ⃝ ⃝ 

P 2 A Management mindset 

Q 33 

I feel that management mindset practices can be the 

main determinant of achieving IT system 

implementation through effective implementation of the 

dynamic work capabilities 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 34 

I feel that management mindset can significantly 

contribute to the IT system implementation through 

implementation of IT quality standards 

⃝ ⃝ ⃝ ⃝ ⃝ 

P 2.1 A 
Management mindset has an impact on IT system implementation through dynamic capabilities in terms 

of: 



 

227 

 

Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strong

ly 

Disagr

ee 

Q 35 Dealing with technology development enhancement ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 36 
Investing additional capabilities for sustainable 

purposes 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 37 
Promoting behaviour and skills of change and 

innovation 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 38 
Enhancing the mechanisms of learning and knowledge 

governance 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 39 
Enhancing adaptive, absorptive and innovative 

capabilities related to sustainable strategies 
⃝ ⃝ ⃝ ⃝ ⃝ 

P 2.2 A 
Management mindset has an impact on IT system implementation through implementation of IT quality 

standards in terms of: 

Q 40 
IT structural and procedural quality that enhances IT 

system implementation 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 41 
IT services and products' quality which are compatible 

with sustainability requirements 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 42 Efficiency and effectiveness standards of IT practices ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 43 
IT capabilities and resources standards related to IT 

system implementation 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 44 
Legal, ethical adequacy standards related to IT system 

implementation 
⃝ ⃝ ⃝ ⃝ ⃝ 

P 2 B IT system implementation 

Q 45 

There is an understanding and awareness among 

managers and employees of the impact of the 

management mindset on achieving effective IT system 

implementation 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 46 
IT system implementation can be achieved by 

supporting the company's dynamic competencies 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 47 

IT system implementation can be enhanced by adopting 

the most important and latest quality standards in 

operational and managerial processes 

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 48 

IT system implementation is achieved in technological 

processes by keeping pace with global developments in 

the field of technology 

⃝ ⃝ ⃝ ⃝ ⃝ 
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Statement 
Strongly 

Agree 
Agree Neutral Disagree 

Strong

ly 

Disagr

ee 

Q 49 

The goals of the organisation can be associated with IT 

system implementation more effectively through 

positive interaction between leadership and employees 

⃝ ⃝ ⃝ ⃝ ⃝ 
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Appendix 2: Research questionnaire (Arabic version) 

 

 

 

 

 عزيزي المشارك،

نموذج عقلية شكرًا لك على المشاركة في مشروع البحث هذا، ومشاركتك موضع تقدير كبير. أقوم بإجراء بحث حول "

". يركز الداعمة لتطبيق نظام تكنولوجيا المعلومات: دراسة حالة قطاع النفط والغاز في الإمارات العربية المتحدةالإدارة 

 البحث على عقلية الإدارة الداعمة وكيف تؤثر على تطبيق نظام تكنولوجيا المعلومات في مؤسستك.

نتهاء من دراستي. تمثل معرفتك وخبرتك جزءًا مهمًا ستسُتخدم المعلومات المقدمة لأغراض البحث فقط. سيتم حذفها عند الا

قيمة وطوعية. لن تكون هناك حاجة لبياناتك الخاصة والحساسة.  مساهمتك ستكونمن تعزيز نتائج البحث والتوصيات. 

 علاوة على ذلك، ستظل إجابات الاستبيان البحثي عبر الإنترنت بالكامل سرية.

بب يتعلق بهذا البحث أو إذا كنت بحاجة إلى تلقي ملخص لنتائج البحث والتوصيات، إذا كنت بحاجة إلى الاتصال بي لأي س

 .الإلكتروني ريديان بفلا تتردد في الاتصال بي عبر عنو

 .يأو أمير مودجتاهيد ي، يمكنك الاتصال بمشرفي: رضا عبدبدلاً من ذلك

 

 عأحمد الشقا
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 ان ـــستبيالا

 الجزء الأول: الأسئلة الديموغرافية

 

 يفضل عدم الافصاح         أنثى        ذكر  : ما هو جنسك؟1س

 

 الفئة العمرية الخاصة بك؟: ما هي 2س

 18 to 24        45 to 64       

 25 to 34        65 أو أكثر       

 35 to 44        يفضل عدم الافصاح       

 

 : ما هو منصبك الوظيفي؟3س

 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

 

 

 : ما هي خبرتك العملية؟4س

       to 14 11          3أقل من  

 4 to 7        15 أو أكثر       

 8 to 10        يفضل عدم الافصاح       

 

: هل حصلت على أي تدريب 5س

ذي صلة بالإدارة والموارد البشرية 

 وتكنولوجيا المعلومات؟

 )يرجى الإشارة(

 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 

………………………………………………………………………………… 
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 الجزء الثاني: عبارات البحث

 :العناصر الأساسية للدراسةتمثل العبارات التالية 

 العبارة
موافق 

 بشدة
 معارض محايد موافق

معارض 

 بشدة

P 1 A عقلية الإدارة وتنفيذ نظام التكنولوجيا 

Q 1 
لأفراد من أشعر أن عقلية الإدارة )الكفاءات والمعتقدات والخصائص( يدركها ويفهمها ا

 .حيث الأدوار المهمة التي تلعبها داخل المنظمة
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 2 

 أشعر أن عقلية الإدارة )الكفاءات والمعتقدات والخصائص( وأنظمة البرمجيات

المقدمة  التكنولوجية تشكل أهمية بالغة لنجاح واستدامة الإنتاج التنظيمي والخدمات

 .ومبادرات التحسين داخل المنظمة

⃝ ⃝ ⃝ ⃝ ⃝ 

P 1.1 A  مة برامج التكنولوجياذلك )كفاءات تكنولوجيا المعلومات، والوعي بالأنظمة والعمليات والقيادة( وتنفيذ أنظالعوامل الداخلية لعقلية الإدارة بما في  

Part 
 .يمكن أن تؤثر الكفاءات التالية في مجال تكنولوجيا المعلومات على تنفيذ نظام برامج التكنولوجيا

1.1.1 A 

Q 3 خلفية تكنولوجيا المعلومات لدى الأفراد ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 4 مهارات ومؤهلات تكنولوجيا المعلومات التي اكتسبها الموظفون ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 5 دارةالتدريب والدورات والبرامج في مجال تكنولوجيا المعلومات التي تقدمها الإ  ⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
 :التكنولوجية في النفط والغازإن الوعي بأنظمة وعمليات البرمجيات التالية يمكن أن يؤثر على تنفيذ أنظمة البرمجيات 

1.1.2 A 

Q 6 
 برامج الاستكشاف والجيولوجيا والزلازل

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 7 
 برمجيات الإنتاج والهندسة

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 8 
 (ERP) برنامج تخطيط موارد المؤسسات

⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
 :من العوامل التاليةيمكن أن تؤثر القيادة على تنفيذ نظام البرمجيات التكنولوجية من خلال أي 

1.1.3 A 

Q 9 أنماط وخصائص القيادة ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 10 
 قدرات القيادة وتوافق الأنظمة والرقابة والمراقبة

⃝ ⃝ ⃝ ⃝ ⃝ 
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 العبارة
موافق 

 بشدة
 معارض محايد موافق

معارض 

 بشدة

Q 11 
 الممارسات والعلاقات التعاونية والمرنة بين القادة والمرؤوسين

⃝ ⃝ ⃝ ⃝ ⃝ 

P 1.2 A 
 يئية( والمنافسة والعملاء)السياسية والاقتصادية والاجتماعية والتكنولوجية والقانونية والب PESTLE عوامل ذلكالعوامل الخارجية لعقلية الإدارة بما في 

 وتنفيذ نظام التكنولوجيا

Part 
 .يمكن للعوامل التالية تحديد وتحليل جودة وفعالية نظام برمجيات تكنولوجيا الزرع

1.2.1 A 

Q 12 

ر في الأسواق الحكومية، الاستقرار السياسي أو عدم الاستقراالأبعاد السياسية )السياسة 

ن البيئة، الخارجية، سياسة التجارة الخارجية، السياسة الضريبية، قانون العمل، قانو

 القيود التجارية وما إلى ذلك(

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 13 
الدخل خم، الأبعاد الاقتصادية )النمو الاقتصادي، أسعار الفائدة، أسعار الصرف، التض

 المتاح للمستهلكين والشركات وما إلى ذلك(
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 14 
هنة وما الأبعاد الاجتماعية )نمو السكان، توزيع الأعمار، الوعي الصحي، مواقف الم

 إلى ذلك(
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 15 الأبعاد التكنولوجية ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 16 الأبعاد القانونية ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 17 الأبعاد البيئية ⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
 :يمكن أن تؤثر المنافسة على تنفيذ أنظمة البرمجيات التكنولوجية فيما يتعلق بما يلي

1.2.2 A 

Q 18 
ولوجيةأساليب الإدارة في التعامل مع المنافسين باستخدام أنظمة البرمجيات التكن  

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 19  بالمنافسينحصص السوق والأداء التنظيمي ومراقبة التكنولوجيا مقارنة  ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 20 مهارات وقدرات تكنولوجيا المعلومات لدى الموظفين المنافسين ⃝ ⃝ ⃝ ⃝ ⃝ 

Part 
 :يمكن للعملاء )الداخليين والخارجيين( التأثير على تنفيذ نظام برامج التكنولوجيا فيما يتعلق بما يلي

1.2.3 A 

Q 21  وخدماتهممواقف العملاء واحتياجاتهم ومتطلباتهم  ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 22 
 متطلبات الجودة ومواصفات الخدمات والمنتجات

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 23 
 جذب العملاء وتوقعاتهم لتحسين الإنتاجية والربحية

⃝ ⃝ ⃝ ⃝ ⃝ 

P 1 B تنفيذ نظام البرمجيات التكنولوجية 

Q 24 
شركةاليمكن تحديد تنفيذ الأنظمة التكنولوجية من خلال الكفاءات الموجودة داخل   

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 25 

ولوجيا تتميز الأنظمة التكنولوجية المطبقة في الشركة مثل برامج الاستكشاف والجي

لى عوالزلازل وبرامج الإنتاج والهندسة وبرامج تخطيط موارد المؤسسات بقدرتها 

 التحديث وفقاً لمتطلبات العمليات
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 26 
ن أكثر الحفر والإنتاج من خلال تعيين موظفييمكن تطوير النظام التشغيلي لعمليات 

 تأهيلاً في مجال تكنولوجيا المعلومات
⃝ ⃝ ⃝ ⃝ ⃝ 
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 العبارة
موافق 

 بشدة
 معارض محايد موافق

معارض 

 بشدة

Q 27 
طور الذي إن وعي الموظفين بأهمية تطبيق الأنظمة التكنولوجية المعاصرة ومواكبة الت

 يشهده قطاع النفط يشكل ركيزة أساسية في التنفيذ
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 28 
جال قدراتهم الذاتية من خلال دورات تدريبية متقدمة في ميمكن للموظفين تطوير 

 تكنولوجيا المعلومات
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 29 
جية متماسكة تتطلب العمليات التفاعلية من الاستكشاف إلى الإنتاج أنظمة برمجية تكنولو

 وسهلة الفهم
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 30 
ادية فعالةخلال رؤية قييمكن أن يكون تنفيذ أنظمة العمل التكنولوجية أكثر كفاءة من   

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 31 
لوجية بدقةهناك تفاعل إيجابي بين القيادة داخل الشركة وأهمية تنفيذ الأنظمة التكنو  

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 32 
نولوجيا هناك تأثير وتحفيز وإلهام من خلال ممارسات القيادة للموظفين في أقسام تك

 المعلومات
⃝ ⃝ ⃝ ⃝ ⃝ 

P 2 A عقلية الإدارة 

Q 33 

فيذ نظام أشعر أن ممارسات عقلية الإدارة يمكن أن تكون العامل الرئيسي في تحقيق تن

 تكنولوجيا المعلومات من خلال التنفيذ الفعال لقدرات العمل الديناميكية
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 34 

المعلومات  أشعر أن عقلية الإدارة يمكن أن تساهم بشكل كبير في تنفيذ نظام تكنولوجيا

تنفيذ معايير جودة تكنولوجيا المعلوماتمن خلال   ⃝ ⃝ ⃝ ⃝ ⃝ 

P 2.1 A تؤثر عقلية الإدارة على تنفيذ نظام تكنولوجيا المعلومات من خلال القدرات الديناميكية من حيث: 

Q 35 
 التعامل مع تعزيز تطوير التكنولوجيا

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 36 استثمار القدرات الإضافية لأغراض مستدامة ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 37 
 تعزيز سلوكيات ومهارات التغيير والابتكار

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 38 
 تعزيز آليات التعلم وحوكمة المعرفة

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 39 

ت المستدامةتعزيز القدرات التكيفية والاستيعابية والإبداعية المتعلقة بالاستراتيجيا  

⃝ ⃝ ⃝ ⃝ ⃝ 

P 2.2 A المعلومات من خلال تطبيق معايير جودة تكنولوجيا المعلومات من حيث تؤثر عقلية الإدارة على تنفيذ نظام تكنولوجيا: 

Q 40 
ظام تكنولوجيا نجودة البنية الإجرائية والهيكلية لتكنولوجيا المعلومات التي تعزز تنفيذ 

 المعلومات
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 41 
 جودة خدمات ومنتجات تكنولوجيا المعلومات المتوافقة مع متطلبات الاستدامة

⃝ ⃝ ⃝ ⃝ ⃝ 
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 العبارة
موافق 

 بشدة
 معارض محايد موافق

معارض 

 بشدة

Q 42 معايير كفاءة وفعالية ممارسات تكنولوجيا المعلومات ⃝ ⃝ ⃝ ⃝ ⃝ 

Q 43 
ا المعلوماتمعايير قدرات وموارد تكنولوجيا المعلومات المتعلقة بتنفيذ نظام تكنولوجي  

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 44 
لمعلوماتمعايير الملاءمة القانونية والأخلاقية المتعلقة بتنفيذ نظام تكنولوجيا ا  

⃝ ⃝ ⃝ ⃝ ⃝ 

P 2 B تنفيذ نظام تكنولوجيا المعلومات 

Q 45 
تنفيذ الفعال هناك فهم ووعي بين المديرين والموظفين لتأثير عقلية الإدارة في تحقيق ال

 لنظام تكنولوجيا المعلومات
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 46 
 للشركةميكية يمكن تحقيق تنفيذ نظام تكنولوجيا المعلومات من خلال دعم الكفاءات الدينا

⃝ ⃝ ⃝ ⃝ ⃝ 

Q 47 
ير الجودة يمكن تعزيز تنفيذ نظام تكنولوجيا المعلومات من خلال تبني أهم وأحدث معاي

 في العمليات التشغيلية والإدارية
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 48 
لال مواكبة يتم تحقيق تنفيذ نظام تكنولوجيا المعلومات في العمليات التكنولوجية من خ

 التكنولوجياالتطورات العالمية في مجال 
⃝ ⃝ ⃝ ⃝ ⃝ 

Q 49 
ية من خلال يمكن ربط أهداف المنظمة بتنفيذ نظام تكنولوجيا المعلومات بشكل أكثر فعال

 التفاعل الإيجابي بين القيادة والموظفين
⃝ ⃝ ⃝ ⃝ ⃝ 
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Appendix 3: Consent form 

Privacy Notice 

 

 Thank you for agreeing to take part in this research project. 

 This research will be used by the researcher and their supervisor only in the context of 

their research and to meet the requirements of their studies at the University of Derby. 

The University of Derby is the data controller. 

 Data taken from the research will be securely destroyed 

 We retain the data and any recording until the completion of the current research, and 

after such time it will be securely destroyed. Our lawful basis for processing this data 

is your explicit consent. 

 

 As a data subject you can request withdrawal of consent at any time up to the 

completion of this research. by contacting gdpr@derby.ac.uk 

 Our Data Protection Officer (DPO) is Mrs Helen Selby on 01332 591954. Alternatively 

you can email gdpr@derby.ac.uk. 

 

Research consent 

I confirm I have been given an information sheet explaining the purpose of this 
research and contact details of the researcher. 

Yes ☐ No ☐ 

I understand that the data and answers I provide will be stored securely, used 
only by the research team, and anonymised before publication 

Yes ☐ No ☐ 

I understand that my participation is voluntary, that I do not have to take part, 
that I can refuse to answer any questions, and what my rights to withdraw are 

Yes ☐ No ☐ 

I have been given the chance to ask questions and if I have asked 
questions I have been given a satisfactory answer 

Yes ☐ No ☐ 

I understand this study is related to the above named researcher for the purpose 
of their academic assessment 

Yes ☐ No ☐ 

 

You can withdraw your data up to the completion of data collection stage. after your 

participation. After this time your data will be anonymised and the original, identifiable, 

I give my explicit consent for my details to be used as stipulated above Yes ☐ No ☐ 

mailto:gdpr@derby.ac.uk
mailto:gdpr@derby.ac.uk
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data destroyed. Please provide an ID below which we will use to remove your data if 

requested. 

 

Chosen identifier (3 letters and 3 numbers; do not use your name or birthdate, etc.): 

 
 

I give my consent to participate in this study: 
 

Name 

Signed 

 

Date:  

 

Signed by the researcher: 
 

Signed 

Date 
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Appendix 4: Participant Information Sheet 

 

PARTICIPANT INFORMATION SHEET 

 
 
 

Study title: “Supportive Management Mindset Model for IT System Implementation: A Case 

Study of the UAE Oil and Gas Sector” 

You are being invited to take part in a research study. Before you decide, it is important for 

you to understand about the purpose of the research, why the research is being done and what 

it will involve. You might have questions about your participation including process of 

research, data handling and dissemination of the study results. Please take time to read the 

following information carefully and feel free to ask the researcher if there is anything that is 

not clear or if you would like more information. Take time to decide whether you wish to take 

part. Thank you for taking the time to read this information. 

 

Researcher: 

 
Ahmed Alshagga.  

 

 
What is the purpose of the research? 

The research aims to develop a supportive management mindset model for IT system 

implementation in the oil and gas sector.  

Why have I been chosen? 

 

You have been chosen to participate in this research as you are one of the research sample 

working in the oil and gas sector. 

 

Do I have to take part? 

Your participation of this research is voluntary. In this regard, it is your decision to take part 

of this study and you have the right to withdraw from this participation. The data that will be 
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given will be confidential and anonymous and will be only used for academic purposes and it 

will not be shared with other parties. 

 

What will happen if I decide to take part? 

If you decide to take part, the consent form will be provided, and the questionnaire will be 

given to you to fill in with clear instructions. 

What are the potential benefits and risks of taking part? 

 

Your valuable participation will be beneficial for the research and your organisations as the 

research aims to develop the current practices in order to increase the effectiveness and the 

positivity of work in the oil and gas sector.  The research does not involve any risks to the 

participants. 

What if there is a problem? 

In case, there is any problem with the questionnaire, you can contact the researcher via the 

email. In addition, the participant has the right to withdraw at any time during the data 

collection stage. 

 

Will my taking part in the study be kept confidential? 

 

Taking part in the study will be kept confidential and anonymous. 

What will happen to the results of the research study? 

The data of the research will be deleted when completing the research. 

 

Who has reviewed the study? 

The study data will be reviewed only by the researcher and other authorised individuals a the 

University of Derby including leaders, independent study supervisors, CRECs, CRCs, URC 

and UREC. 

If I decide to take part, what do I have to do? 

 

You will receive an online invitation and link of the questionnaire and you should start filling 

in the questionnaire and submit it. 

 


