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May 15, 2021 The oil industry is one of the most important industries in our country and the role of human

resources in it is very important; In this research, have been attempted to examine the role of
human resource competencies as a key factor in the success of the international technological
strategic alliances in the oil industry; For this purpose, the mixed research method has been
used in this research. After studying theoretical literature and using the library method, a
preliminary study of the subject has been made; Then using the method of qualitative research
of content analysis and interviewing experts, the extraction of the concepts and categories
affecting the competencies of human resources as a factor in the success of these alliances has
been addressed. The important categories identified in this research are individual
competencies, interpersonal competencies, and organizational competence. In the next step, A
questionnaire on the role of human resource competencies as a moderating variable in the
relationship between motivation to enter technological strategic alliances and the success of
alliances was developed and provided to experts and the results obtained using statistical
analysis and method Structural equation modeling was analyzed in PLS software. The results
showed that human resource competencies have an impact on the success of alliances.

Available online:
October 8, 2021

Keywords:
Alliance, Competency, Oil

have to form alliances with other organizations,
and similar companies are for them so that they

Introduction would achieve faster and better progress.
Today, companies and industries are not able to However, building an alliance alone cannot be
handle all their affairs alone due to globalization effective, and the important point is that these
in all areas of economy, and technology but will alliances need to pay attention to succeed.

Considering the important role of human

*Corresponding Author: Zohre Khosravilaghab
Address: Kherad institute of higher education Email: khosravilaghab@gmail.com

Khosravilaghab Zohre, Mosleh Abdolmajid and Salarzehi Habibollah. Investigating the Moderating Role of Human Resources
Competencies as A Key Factor in the Relationship Between Entry Motivation and the Success of International Technological
Strategic Alliances in Qil Industry



mailto:khosravilaghab@gmail.com

Volume 3. Issue 5. Autumn and Winter 2021. Pages 33 to 50.

Journal of Sustainable Human Resource Management

resources and its competencies in the success of
international strategic alliances in this research,
the role of resource competencies have been tried
accurately and through interviews with experts
through a qualitative and quantitative design to
examine the human being in the success of the
alliance. The main question of the research is
whether human resource competencies can affect
the relationship between motivation to join
alliances and success in alliances or not.

1.Methods

The present study, in terms of research method,
has used a mixed method; first, literature and
related research have been studied; then, in the
qualitative section, the necessary information has
been collected through interviews with experts;
the qualitative part is based on the content
analysis approach. Then, in order to measure the
effect of the moderator variable of human
resource competence on the relationship between
motivations to join the alliance and the success of
alliances, the quantitative method using a
structural modeling test through PLS software
was used.

2.Results

After examining the experts' talk on the issue of
human resource management competency in the
success of the strategic technological alliance,
about one hundred and thirty codes were
extracted, which are in nine concepts (technical
knowledge, learning, motivation,
communication, teamwork, leadership, Human
resource development, organizational culture and
decision making) were categorized. These
concepts themselves led to three major sub-
categories (individual competencies,
interpersonal competencies, and organizational
competencies) that ultimately lead to the core
category of human resource management
competence that is the main subject of the
research.

3.Conclusion

The results showed that having human resources
with appropriate competencies can help the
success of alliances as much as possible. It can be
said that there is no doubt that human resources
(in its broadest form) are the basis for analyzing
data and understanding the environment to form
any alliance. In other words, the data analysis is

not a sensitivity to various influential parameters,
recognizing  strengths and  weaknesses,
recognizing risks, determining uncertainties,
predicting different scenarios, and finally the
possibility of creating and the success rate of the
alliance. All are done by trained and experienced
human resources, and certainly the driving force
of any strategic alliance at any stage, including
the stages of design, implementation, control and
review Dby human resources. Existence of
required infrastructures in human resources
(effective  training, gaining  experience,
knowledge management, creating appropriate
procedures for doing work (organizational
agility), decision making, and motivational
system (encouragement and reprimand) in both
Alliance or one of the parties to the alliance and
thus the structural integration of human resources
(along with the elimination of parallel and
inefficient organizational structures or the
addition of part of the required organization) the
two parties can successfully help international
strategic technological alliances in industry Qil,
like many other strategic alliances.

In other words, it can be said that the role of
human resource competencies can be effective in
several ways. First, human resources can well
take responsibility for the communication
between the forces, ideas and tools available in
companies, which can lead to the development of
the human resources sector of strategic alliances.
Second, human resources with accurate and in-
depth knowledge of financial indicators and
accurate information about products and
competitors on the market to come up with ideas
for new product development. Third, human
resources, by understanding the process of
modern human resource competencies and
market monitoring, design new ways to offer
more products. Fourth, human resources can
make the art of connecting strategic plans into a
real business. Human resources can draw the
directions and lines of these programs and
provide strategic plans for them. And finally, the
fifth is that human resources can overcome the
obstacles and problems facing the strategic plan.
However, a strategic plan is not easily
implemented and in practice encounters various
problems. By solving these problems, human
resources can be very effective in the success of

Khosravilaghab Zohre, Mosleh Abdolmajid and Salarzehi Habibollah. Investigating the Moderating Role of Human Resources
Competencies as A Key Factor in the Relationship Between Entry Motivation and the Success of International Technological
Strategic Alliances in Qil Industry



Journal of Sustainable Human Resource Management

the strategic alliance. Therefore, it is suggested
that various industries, including the oil industry
that is studied in this study, to make the best
efforts to attract and retain appropriate human
resources. This can be done by holding
professional tests and selections that are used
globally meaning that for each job, its
qualification conditions and qualifications should
be well defined and people should be employed
according to their individual characteristics and
job characteristics. Also, after recruiting people,
a codified plan should be set up so that these
forces are constantly updated in terms of
knowledge and expertise so that they would help
advance the goals of the organization. Also, the
existence of a strong management in human
resources can motivate human beings to use those
skills by recognizing the individual skills, and by

placing them correctly in appropriate situations to
their skills for having a good effect on strategic
alliance success.
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