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ABSTRACT
The development in the Kingdom of Saudi Arabia basn associated with its
growing petroleum industry since late 1930s. Tiévelopment has created a
sudden wealth in the country that shaped its laboarket as well as its skill
formation systems in the years after. It has atbanks to the government
involvement, developed the country’s world classneeny and its evolving private
sector. However, this involvement has also createldel labour market in which
Saudis expect employment in the government whilgaiates are continuously
employed in private organizations. Employment hie government was always
available to Saudis regardless of their qualifaati which are dominated by
theoretical literary majors over scientific andheical degrees. In the early days of
the country’s development this did not produce magmncerns to the government
nor to Saudis. However, the country is produ@ng of the highest growth rates
in the world with the majority of its citizens am@der the age of 19. Government
employment is always limited as the majority of éogment opportunities are
available in the country’s private sector. Sinke tate 1980s, this has generated
high rates of unemployment among Saudis as governeraployment reached its
peak and as the private sector continues in ré@oguiillions of cheap expatriates to
increase its profits and competitiveness. Thigrsating an unbalanced labour

market structure as well as economic, political amcial problems.

A number of government initiatives have been intiatl to rectify such dilemma.
One of which is Saudization to replace the coustd.7 million of expatriates
recruited mainly (95%) in the private sector with @any qualified Saudis as

possible. However, such efforts has not yet preducuitful results as the private



sector is still recruiting expatriates and as dkitmation systems are still producing
Saudis with incompatible skills, knowledge andtaties with the private labour
market needs. This research assumes that ingfe8@audization in the private
sector is not the core problem of the employmeotgss in Saudi Arabia. In fact it
is the outcome of the government’s heavy and urssacg involvement and control
over skill formation systems in the Kingdom esplygisover the General

Organization for Technical Education and Vocatiohaining (GOTEVT) which is

the main skill formation provider for the privatgbbur market This involvement
imposes the government’s rigid bureaucracy andédiehiunding on a very dynamic,
flexible and self-sufficient economy like the priganarket in Saudi Arabia that is

operating in a very competitive and changeablerenment.

Investigation of such argument against empiricatiifigs from interviews with a
number of government, quasigovernment and privetes managers supports such
conclusion. It even illustrates that governmemblwement and bureaucratization is
hindering the implementation of Saudization stratégglf in private organizations.
Recommendations are made about changing the r&©JdEVT to create industry-
led training organizations to serve and link thécomes of this skill formation
organization to the employment needs of the lalmoarket and to the needs of the

economy in general.
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CHAPTER ONE
INTRODUCTION

1.1 Introduction

The growing petroleum industry in the Kingdom ofuBaArabia has developed
Riyadh, the modern capital of Saudi Arabia, in lkes five decades from a village of
few dusty square miles into an urban centre of heosl of square miles with a
modern skyline at its centre and a population @revmillion. This development also
included the roads where at a time there werethess 80 miles of paved roads, but
now there are thousands of miles connecting almatisGaudi cities. The Saudi
modernization was the reason behind establishimgisnds of hospitals, health
centres, and dispensaries, hundreds of schoolspalaic education levels including
a number of government and private universitieser&@tonce there were almost no
medical or educational facilities. The governmdaid railroad tracks and
telecommunication lines and built one of the latgestional airlines in the Middle
East. Apartment buildings and multilevel modern a@ete homes replaced the
thatched roof houses that once were common. Prdagrbaudi Arabia bears almost
no resemblance to what it was even a decade agapsb has been its assent from

one of the world's most underdeveloped regionsieoas the most modernized.

The Modernization’s genesis in Saudi Arabia cardated back to the discovery of
the country’s massive oil resources in 1939 (Ak&as2002). From that date onward
the country has invested in developing its hugeastfucture projects as well as the
development of its human capital through estabighis skill formation systems and

health services. Unfortunately, this young countgs not prepared with available



gualified human resources to establish such magsmiggcts generated from the
sudden wealth and revenues of increasing oil priggigernatively, in the 1970s, in
particular, oil prices were so high that they iefiged decisions makers in the
government to import and recruit a large numberegpatriates to assist the
government and its new private sector in buildimg ¢ountry’s infrastructure. At the
same time, the government was employing its nalsoma government jobs with
reasonable salaries (Al-Humaid, 2005). More imgaly, they are offered
employment security for life and a promotion systemsed on employment longevity
rather than performance. They are, in additionyigied with flexible housing loans,

free health care, and free education.

On the other hand, the private sector continuedirgeréased its recruitment of cheap
expatriates in different industries. At the sam®et it evades recruiting Saudis who
are viewed by managers of the sector to be castlgdruit, retain and develop. They
also consider them to be equipped with mismatchk#éld,sknowledge and attitudes in
comparison to the demands of the labour marketey Hne qualified for only office
and administrative jobs which represent the migodt the sector’'s recruitment
needs. As a result, and until this date, foreigmkers dominate jobs in the private
labour market to perform technical and labouringsjavhile Saudis are either seeking

employment in administrative and office governmjebs or being unemployed.

The long-lasting employment practices and segreggiin the labour market between
government and private sector employment since 1B&0s support Saudis’
preference for employment in the government sectbalso encourages the private

sector to continue in recruiting cheap expatriatesincrease its profits and



competitiveness. However, government employmest feached its peak as it is
unable to create more employment opportunitiesalad{s to cope with the country’s
high population growth rates. Therefore, the goment is focusing on creating such
opportunities in the rapidly developing privatetsedhat is recruiting more than 4.7
million expatriates by replacing expatriates with many unemployed Saudis as

possible.

However, a major obstacle remains in the coungffsrts to replace expatriates with
Saudis who are capable of demonstrating the priofesssm or vocationalism of a
Saudi working class. The country’s skill formatiepstems are still ineffectual in
responding to the private sector's demands of teahrand vocational skills,
knowledge and attitudes. In fact and historicaeaking, incapability of such
systems was at the core of the country’s dilemmaertessive expatriates’
recruitment which was initiated originally to briglghe country’s vacuum of qualified
human resources. However, the difference betweenand then is that at that time
the systems were underdeveloped like all serviges facilities in the country.
Whereas now, they are considered to be financally managerially established yet
only contributing by increasing the unemploymengatidi graduates. Their strategic
directions and curriculum development are created a@xecuted with less
coordination and cooperation with the private sectbhe skill formation systems are
dominated and influenced by government bureausaeied practices that are
hindering their responsiveness to the changingirer@asing demands of the private

labour market for an industry-focused technical @ochtional training.



At the moment technical and vocational training &cldication is provided through
private training institutes and a number of goveentnones. However, the major
technical and vocational training provider is then@ral Organisation for Technical
Education and Vocational Training known as GOTEWTis a government agency
under the supervision of the Ministry of Labout.ptovides commercial, agricultural

and industrial vocational training and educatios#udi students.

1.2 Research Assumptions

The research has two overall assumptions. HFrstgovernment's heavy involvement
in controlling different aspects of skill formati@ystems is the core dilemma for their
ineffective and slow responsiveness to the manpoweds and Saudization in the
private labour market. This involvement imposes gbvernment’s rigid bureaucracy
and limited funding on a very dynamic, flexible aself-sufficient economy like the

private market in Saudi Arabia that is operatin@g imvery competitive and changeable
environment. Second, it appears that GOTEVT il produce graduates with
the skills required by the private sector and uadblreduce unemployment among

Saudis.

1.3 Research General Objectives

Although the main focus of this research is GOTE®3 the main government
provider of the technical and vocational skills tbe Saudi private sector, it looks at
the totality of the country’s skill formation systs. The former cannot be studied in

isolation of the impact of the country’s overall lralla of skill formation systems.



The focus in doing so, however, will be on the uefice of the government’s
involvement in such systems. To accomplish this, tesearch also examines and
analyzes Saudization as an important national eyn@at strategy dominating and
affecting at the same time affected by both govemimHuman Resource
Development (HRD) efforts as well as private sect@cruitment strategies. The
general objectives for this research include, fiegploring the missing link between
Saudi technical and vocational training programsvigled by GOTEVT and
Saudization in the private sector; second, studthegfactors behind some successful
Saudization scenarios in some private sectors thate focused training
centres/institutions; and third, investigating thessibilities and impact of changing
the role of a government training institution IGQOTEVT to an industry-led training
organizations as the prerequisite to the Saudizatfothe human resources in the

private sector.

1.4 Research Specific Objectives

Therefore and to fulfil the research’s general olyes, the study is expected to

answer, in addition to others, the following quass:

* What are the consequences of government involvenrentontrolling skill
formation systems and institutions?

» What are the obstacles in implementing Saudizatstrategy as seen by
government agencies (Ministry of Labour, GOTEVT,dathe Chamber of

Commerce and Industries)?



* What are the obstacles in implementing Saudizaimategy as seen by the private
sector?

* What are the factors that led to high rates of &atidn in some private sectors
(Banking, Saudi Telecommunication, etc.)?

* What are the reactions to changing the role of G@OITBy both GOTEVT's top

management and the private sector?

15 Research Layout

This research is presented in eight chapters. sBeend chapter provides essential
profile about Saudi Arabia that enables the readecomprehend the interrelated
issues that will be discussed subsequently in élse of this thesis. That includes a
historical, demographical, political and economiogérview of the Kingdom. The

latter, in particular, includes essential inforroatabout the Saudi labour market as it
will be one of the pillars of this research. Thbew pillar for this research is the
country’s HRD systems which are the focus of chaffteee. This chapter provides
the reader with an overall profile of such systerdsvelopment, structure, and
strategic objectives in relation to the needs ef ldbour market. The third chapter
also examines the dilemma encountering linking HEfibrts to employment of

nationals in Saudi private organizations.

Chapter four examines relevant literature to emthbthe research’s theoretical
background which is the backbone of this study. isT¢thapter starts by briefly
looking into the distinction between training andueation. This includes looking

into the Human Capital Theory to explore the lirka@petween education and training



systems and economic performance with an emphasithe Saudi context. The
chapter, finally, examines the relevance of soméheffindings of Hendry’'s (1991)
HRD model to the Saudi labour market. This assmstsderstanding the factors that
drive or inhibit private sector firms to investtiaining and to encourage them to train

on a continuing basis.

The fifth chapter introduces the research methapoldata sampling and collection
technique, and data reporting and analysis proesdurTo achieve this research’s
objectives, the study implements the qualitativprapch. Its exploratory nature can
only be fulfilled through an inductive approach dstg on investigating the core

objectives of this research.

Selected senior operational and HR managers paated in this study from
government, quasi-government and private sectorsfir The selection criterion of the
government organizations is based on their immediatolvement with employment,
Saudization supervision and HRD of Saudis. Onadter hand, a number of large
guasi-government organizations are also includece do their successful
implementation of Saudization. Similarly, diffetgrivate sector organizations from
different industries such as banking, retail, audbile, services, leisure and food are
chosen in accordance to their achievements inrigmkheir training programs with
their Saudization efforts. In addition, the seteicsample also includes a number of
managers from private training organizations inmgsin the HRD industry that are

well recognized for their training achievements$audi human capital development.



Answering the core questions of this research laectiterion for choosing the most
appropriate qualitative approach for this studyo fiilfil this criterion and establish
the fit between the research questions and thandsepproach, structured face-to-
face interviews with a set of pre-determined opedeel questions to the selected top
and HR managers are implemented. This technicgeesalpports the study’s search
for in-depth and sensitive information about thalitees and rhetorics of training and
Saudization in the Saudi private sector contextorddver, it is essential to prevent
any possibility of misunderstanding of research stjpaes that are asked as the
interviewer can either repeat or explain such goeston the spot. Finally, face-to-
face interview technique in this research allowterwviewees to freely criticize
government bodies such as GOTEVT and the Ministityatbour which might not be

achievable using other techniques like focus grausurveys.

The chapter finally introduces the reporting andalgsis techniques that are
implemented in chapters six and seven of this she#i employs a technique called
‘the Ad Hoc Meaning Generation’ suggested by Kvfl®96). This technique
generates general themes from the conducted iatesviwhich are discussed in
chapter seven. Finally, the chapter concludesdscmibing the experience that the
researcher encountered during the process of prind@ata collection. Such
experience is essential to highlight the degredifitulty to conduct similar research
in Saudi Arabia. In such a society, people atérsiuctant to criticize government
agencies especially if they are employed in govemmor quasigovernment
organizations. These findings are believed tonfggortant and should be investigated
in further academic research as it is beyond tlopesof the current research. The

sixth chapter reports the findings of the facedoef interviews conducted with



selected managers in Saudi Arabia. It reportdititgngs that evolve in five general

themes according to the responses of the internasw&hese themes are

Theme 1:The challenges confronting the Saudization prograthe private sector.

Theme 2: The factors assisting the Saudization program imes@rivate sector
organizations.

Theme 3: The factors influencing training investment demis in Saudi employees
in private organizations.

Theme 4: Evaluation of GOTEVT'’s current role and its grashsa skills level in
regard to the private sector manpower needs.

Theme 5: Evaluation of the proposed changes of the roleGGITEVT toward
industry-led training organizations to fulfil immiate needs of the Saudi

labour market for employable Saudis.

Under each theme the interviewees’ responses pogteel and grouped according to
their source. They include interviews with goveamhmanagers, interviews with

guasigovernment managers, and interviews with f@inaanagers.

Chapter seven of this thesis discusses the findiegsrted in chapter six. The
analysis will be through discussions around dirgabtations from interviewees
(Kvale, 1996). This discussion will evolve aroutite central themes mentioned
earlier excluding the fifth theme that will be dissed in the final chapter. The
researcher will establish this discussion from rineavees’ concepts by connecting

their dialogues about each of the central them@&sgusne or more of the tactics



suggested by Kvale’s ‘Ad Hoc Meaning GenerationlThese tactics range from

descriptive to explanatory and from concrete toerammceptual and abstract.

The final chapter of this thesis, chapter eighgspnts the conclusion. It will also
provide some practical recommendations for policgkers in the country. It
suggests, based on empirical evidence obtained frmmlabour market, practical
proposition to improve GOTEVT’s performance and Saudization in the country.
This approach enhances the merit of the curremarel as it is extending beyond
merely investigating a phenomenon affecting thedbawivate labour market to
introducing a practical solution. Such a solutiove believe if introduced, will
challenge the persistent paradigm of the governmdentinance over skill formation
systems in a country like Saudi Arabia that is eufig from increasing

unemployment for its citizens.

10



CHAPTER TWO
SAUDI PROFILE

2.1 Introduction

This chapter provides the essential profile onKimgdom of Saudi Arabia that will
enable the reader to understand the context wittiich the rest of this thesis falls.
At first, the chapter will start with an overviewf the country’s location and a
snapshot on its history. Then the reader willfieoduced to its political system with
an overview of its legal system and a look at tbantry’s population. Then the
chapter will look at Saudi economic environmentptovide a profile on its main
economic sectors and the Saudi Development Pldrem there, the chapter will
focus on studying the Saudi economy in depth bkilapat its economic strategies
and the important role the private sector playgshis economy. Lastly, we will
examine in brief the Saudi labour market, its défe labour classifications, the
employment of women, the level of unemployment andhe futuristic figures of

Saudi labour market in the year 2020.

2.2 Overview of the Country Profile

2.2.1 Location and History Overview

The Kingdom of Saudi Arabia is located at the farthost part of south-western
Asia. It shares its borders with Jordan, Iraq, &oavait from the north, with the
Arabian Gulf, Bahrain, Qatar and the United Arabitabtes from the East, with the
Sultanate of Oman and the Yemen Republic from thatl§ and with the Red Sea
from the West. The Kingdom occupies nearly foithf of the Arabian Peninsula

with a total area of over 2,250,000 square kilogse{Ministry of Planning, 2002).

11



Historically, this Peninsula was the birthplace Isfam, which in the century
following Prophet Muhammad's death in 632 A.D. agrevest to Spain and east to
India. Islam as a monotheistic religion has SaAmdbia as its heartland which has
the site of the two holy mosques in Makkah and Makiand the focus of Islamic
devotion and prayer of all Muslims around the woNtlislims believe in God -Allah-
and that Muhammad is His Prophet. Today, the waddwommunities of Muslims

are from many races and cultures and are well averillion people.

Islam has profoundly affected the history and dewelent of the Arabian Peninsula
and the Kingdom of Saudi Arabia in particular. ribg the seventh and eighth
centuries, Islam neutralized and unified confligtioyalties and interests of not only
Arabs in the peninsula but also Muslims from cdnfsia to Atlantic Ocean (Al-

Farsy, 1986). Muslims ruled their vast empire iempénting the Holy Qur'an as their
constitution and the Shari'ah (Islamic law) asrtbasis of the legal system. So Islam
guided not only the lives of the people, but alse policies and functions of their

government.

The Saudi state, our main focus, began from Adiaih in central Arabian Peninsula
in about 1744. A local ruler, Muhammad bin Saudngd forces with an Islamic
reformer, Muhammad bin Abdal-Wahhab, to create \a pelitical entity. Together
they conducted an agreement to get “the Arab op#rensula back to the true faith of
the Islamic religion” (Al-Farsy, 1986:40). Overetmext 150 years, the fortunes of
bin Saud family rose and fell several times as Baddrs contended with Egypt, the

Ottoman Empire, and other Arabian tribes for cdntro the peninsula. The modern

12



Saudi state was founded by the late King Abdul A¥iSaud. In 1902, Abdul Aziz
recaptured Riyadh, the Al-Saud dynasty's ances#iaital, from the rival Al-Risheed
family. Continuing his conquests, Abdul Aziz subdud-Hasa in the east, the rest of
Nejd in the heart of Saudi Arabia, and the Hijazhea south between 1913 and 1926.

In 1932, these regions were unified as the Kingdd®audi Arabia.

2.2.2 Political Profile

The central institution of Saudi Arabian Governmisrnthe monarchy. The Basic Law
adopted in 1992 declared that Saudi Arabia is aamy ruled by the sons and
grandsons of King Abdul Aziz Al-Saud and that thelyHQur'an is the constitution of

the country, which is governed on the basis ohtgtdaw (Shari’ah). Since 1953, the
Council of Ministers, appointed by and responsibléhe king, has the responsibilities
of formulating and overseeing the implementationirdgérnal, external, financial,

economic, educational and defence policies, anergéraffairs of state (Al-Farsy,

1986). This council consists of a prime ministée first and second deputy prime
ministers, 27 ministers (of whom the minister ofeeshee who is also the second
deputy prime minister), five ministers of statedam small number of advisers and

heads of major autonomous organizations.

Continuing the reform process in the Kingdom, i®29King Fahd issued a royal
decree for the establishment of a national Consudt&Council, or Majlis Al-Shoura

with appointed members having advisory powers were and give advice on issues
of public interest. In July 1997, the membershiphee Consultative Council was

expanded from 60 to 90 members, and again in M&t 2Zm 90 to 120 members.

13



Membership has changed significantly during exparssiof the council as many
members have not been reappointed. The role afdbecil is gradually expanding as
it gains experience. Members of the Council are &b initiate proposal for new
legislations and review the domestic and foreigtic@s of the government. Any
government action not approved by the Council hdle to be referred back to the
King who remains the final arbiter of state affaifbie King also retains the power to
appoint and dismiss both Ministers and Al-Shouraurtdd members and has the

power to dissolve the Council, restructure it, ap@oint a new one at any time.

Legislation in the Kingdom which must be compatiblgh the Shari’ah law, after
being reviewed by Majlis Al-Shoura, is establishsdthe Council of Ministers and
ratified by royal decrees. Justice in the counsyadministered by a system of
religious courts starting with expeditious counsl anoving up the hierarchal system
to the Shari'ah courts to reach the Commission wdficlal Supervision (Al-Farsy,
1986). Judges in this system are appointed bkitigeon the recommendation of the
Supreme Judicial Council. The independence ofuteiary is protected by law. The

king acts as the highest court of appeal and leapdiver to pardon.

For administrative purposes, the kingdom is dividew the following 13 regions
governed by a Regional Governor appointed by thegKiith the rank of Minister

who is responsible to the Minister of the Interibhese regions are:

* Riyadh
« Makkah
« Madinah
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* Qasim

* Eastern
e Asir
» Tabouk
* Hail

* Northern Border

* Jizan

* Najran

* Al-Baha
* Al-Jouf

2.2.3 Population

According to the 2000 Demographic Survey condutitethe Central Department of
Statistics, Saudi Arabia has a population of 20834. Saudi citizens were
15,588,508 while non-Saudi residents (includingrtfamilies) were 5,258,079 which
represented 74.8% and 25.2% respectively. Of gheliShational population, 50.04%
(7,800,051) were male citizens while 49.96% (7,788) were female (Ministry of
Planning, 2002). These population figures ineeelaaccording to the 2004 General
Population Census by the Central Department ofsfta t022,678,262 (Ministry of
Planning, 2004). Saudi citizens represented 729%e total population reaching
16,527,340 while expatriates increased to 6,150y@pPesenting 27.1%. It was
estimated that more than half (56.4%) of the Saogulation was under the age of 19
years-old (Figure 2.1) with a rapid population gtiowf 3.8% (World Bank, 2002).

Latest figures by The World Fact Book estimatedt tSaudi population reached
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28,146,656 by July, 2008. The population youthdgh of the country accompanied
by its high rapid growth will influence the Saudbbur forces’ supply and demand

for jobs as we will discuss in this and in comiingpters.

Figure 2.1: Saudi population distributed by age grap

2.5
m Population
(Million)
. 3283838383839 3 715
S podesBgeses8rRRAS z
5 2
8 Age Group 2
Age Group (years) Population Age Group (years) Population
less than 1 417953 45 to 49 590851
1to4 1702582 50to 54 421581
5t09 2239835 55 to 59 299273
10to 14 2237612 60 to 64 260984
15to 19 1887689 65 to 69 204458
20to 24 1546656 70to 74 162175
2510 29 1426739 75t0 79 87227
30to 34 1144278 80to 84 55433
35to 39 990713 85 and more 66430
40to 44 784871
Total Saudi Population 16527340

Source: The 2004 Population and Housing Census. Mstry of Planning (2004:47).
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2.3. The Economic Context

2.3.1 Introduction

The Saudi economy has witnessed a considerablsfdramtion in economic, social
and urban aspects of life over the past three @scad970-2000). This
transformation was brought about by extensive gowent planning and investment
within the framework of five-year development platos lay down the social and
physical infrastructure of the country. This inchdldthe construction of massive road
networks, bridges, dams, airports, seaports andineaterminals, electricity,
desalination plants and communication systems. t8atial funds were also spent on
education, health and vocational training progra®svell as on projects involving
the building of schools, colleges, universitiesgd aeneral and specialized hospitals
for the civilian and military sectors. In the indiusl sector, huge funds were invested
in establishing industrial estates in major cities|uding the two advanced industrial
cities of Jubail and Yanbu. These were designeacttbommodate heavy industries
such as the basic petrochemical projects, the armwh steel plants and the giant oil
refineries set-up by the government in partnershtp international corporations and
the Saudi private sector. An extensive pipelinewnet crossing the Kingdom's
Eastern, Central and Western regions has beenrgotest to transfer crude oil and
gas to the oil refineries and petrochemical plamtdubail and Yanbu as well as to the
marine terminals in the two industrial cities foxperting oil and gas products

overseas.
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2.3.2 Saudi Main Economic Sectors

According to the Ministry of Planning these sect@i® divided and grouped

depending on their activities as follow:

A. Crude Oil and Natural Gas
B. Non-Oil Sectors
a. Producing Sectors
i. Agriculture (including fishing and forestry)
ii. Non-Oil Mining and quarrying
li. Industry
1. Oil refining
2. Petrochemicals
3. Other Manufacturing
iv. Electricity, Gas and Water
v. Construction
b. Service Sectors
i. Non-Government Services
1. Trade (Wholesale and Retail Trade)
2. Transport , Storage anfielecommunications
3. Finance and Real-Estate Services
a. Real-Estate Services
b. Banking, Finance and Business Services

4. Community and Personal Services

18



ii. Government Services (administration, defence anderot

government services)

2.3.3 The Saudi Development Plans

Through five-year Development Plans covering theoplefrom 1970 to 2009, Saudi
government has sought to allocate its petroleurom& to transform its relatively
undeveloped, oil-based economy into that of a modedustrial and diversified
economy while maintaining the kingdom's traditiomslamic values and customs.
The seven development plans represent the govetnm@stments in developing the
infrastructure, human resources, social and heaithices, along with investments in
other economic development projects (Ministry ofariPling, 2001). Although
economic planners have not achieved all their gdlls economy has progressed
rapidly. Oil wealth has increased the standardivahd of most Saudis. However,
significant population growth has strained the goweent's ability to finance further
improvements in the country's standard of livinggaMy dependence on petroleum
revenue continues, but industry and agriculture rameount for a larger share of
economic activity. The mismatch between the jolisskf Saudi graduates and the
needs of the private job market at all levels resdne principal obstacle to economic
diversification and development which will be dissad in greater details in the

coming chapters of this thesis (Nufaiee, 1993; @habal, 2002)

Saudi Arabia's first two Development Plans, cowgtime period from 1970 to 1979,

emphasized developing the infrastructure. For thispose the government has

invested 41.4% and 49.3% respectively of its exjerel (Ministry of Planning,
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2001). As indicated in Table (2.1) the focus dgrthe Third Development Plan,
covering the period from 1980 to 1984 continuedbéofor establishing the country's
basic infrastructure. Simultaneously, expenditoge markedly on education, health
and social services and other economic developprefgcts. The latter in particular
has received 30.7% of total government expenditafrethis plan (Ministry of
Planning, 2001). In the Fourth Development Plamfr1985 till 1989, the focus was
on developing the country's human resources whedeived 33% of the total
expenditures. During this plan period private grise were encouraged and foreign
investment in the form of joint ventures with Sapdblic and private companies was
welcomed. The private sector became more impgrtaing to 73.8% of non-oil
Gross Domestic Product (GDP) by 1988. The objectvas for the private sector to
have 70 to 80% ownership in most joint venture gmiges (Ministry of Planning,

2001).

The Fifth Development Plan, from 1990 till 1994, grasized consolidation of the
country's defences at the same time continuedifiziog HRD by allocating it with
48% of its expenditure. The plan also focusednoproving the government’s social
and health services and, most importantly, creajne@ter private-sector employment
opportunities for Saudis by reducing the numbenah-Saudi workers (Ministry of
Planning, 2001). The Sixth Development Plan stiairem 1995 till 1999. It focused
also on lowering the cost of government servicas$ ssught expanding educational
training programs and the Saudization efforts. Hian called for reducing the
kingdom's dependence on the petroleum sector @rsifying the country's economy

through encouraging the involvement of the privaector. It emphasized also
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practical steps toward privatizing state owned rmpmiges providing

telecommunications services (Ministry of Planni2@00).

The Seventh Development Plan from 2000 to 2004imeed on promoting economic
diversification. During this Plan the governmemhed at an average GDP growth
rate of 3.16% each year, with projected growth%.64% for the private sector and
4.01% for the non-oil sector. The government aE® $et a target of creating 415,200
new jobs for Saudis (Ministry of Planning, 200(inally, The Eighth Development
Plan covering the period from 2005 till 2009 assigop priority to raising the
citizens' standards of living and eradicating poxeit also aims to achieve balanced
development throughout all regions of the Kingdamd aeduce the development gap
between them. The Plan's general policies attairthe macro and structural
imbalances of the labour market in terms of depecelen foreign labour and the
unemployment among new Saudi graduates. It walb dbcus on accelerating the
growth rates in the private sectors to ensure diffeation of the economic base.
Similarly, the Plan continues tackle the challengest hamper or slow down the
process of developing the existing domestic andidor investment climate. In this
respect, The Eighth Plan focuses on key challemgkging to institutional and
administrative reforms. It also devotes greatrditb@ to the promotion of science and
technology system as well as the support to stiemgsearch towards promoting a
knowledge-based economy. Finally, the Eighth Fiacuses on minimizing the
adverse impact of social and cultural aspects abajization as the Kingdom joins

the WTO (Ministry of Planning, 2005).
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Table 2.1

Government Expenditures in SR Billion by DevelopmenAgencies

During the Eight Development Plans

(1970-2009)

1* plan 2" Plan 3% Plan 4" Plan 5" Plan 6" Plan 7" Plan g" Plan*
SR % SR % SR % SR % SR % SR % SR % SR %
ECONOMIC
RESOURCES| 95 | 27.7| 97.3] 28| 19202307 | 71.2| 204/ 341 10/ 41p 10 417 8/571.0 | 11.5
Development
Human
Resources 7.0 20.6 51 147, 115.018.4 | 115.1] 33 164.6| 48 222.2| 53.8 | 276.9] 56.7 | 347.6 | 56.6
Development
Social &
Health 35 | 103| 276/ 8| 612 098 619 177 6 20 742 185.89 19.6|116.5| 19.0
Development
Infrastructure ) i
Development | 141 | 41.4| 171.3 49.3 | 256.8 41.1 | 100.7 289 | 742| 22| 75| 182 738 152 795 1P
Total 34.1| 100| 347.2 100 | 625.2| 100 | 348.9] 100 | 340.9] 100 | 413 | 100 | 488.2| 100 | ¢14.6 | 100

Source: TheSeventh Development Plan, 2000:40 & 158, Ministryl&nning.
* The Eighth Development Plan, 2005:104, Ministry bPlanning.
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2.3.4 Overview of the Saudi Economy

For the last three decades, Saudi Arabia was cdednib establish a strong and
growing economy. This is vivid in its developmefiiorts to bring about remarkable
changes in the structure of the Saudi economy.s@ hbanges included increasing the
non-oil producing sectors’ contribution to GDP; argding the private sector’s
activities and participation in building the econorthrough the privatization
program; establishing an efficiently functioningndncial system; and preparing an
adequate investment climate to firstly, enableShadi economy to integrate with the
world economy, and to secondly attract foreign stneents to the country. These
changes stimulated the Saudi economy to achieWé d&rage annual growth rate of
the GDP during the period 1970 - 2000. During $aene period, the oil sector
registered an average annual growth rate of abdi.3 Its average share in total
GDP, however, declined to between 30.3 and 32.9fgliuhe Sixth Development
Plan against 46.3 and 57.2% in the First Developn®an. This fall signified an
expansion in non-oil activity and further diversdtion of the economy. Non-oil
GDP recorded a higher average annual growth rafe26b. Its average share in total
GDP has gone up from around 41.5% during the Riah to around 67.6% during
the Sixth Plan. Simultaneously, the private sectmistered an average annual
growth rate of about 6%, and its average shar@mail GDP has risen to about 74%
while the average share of the government sectsrolase to 27%. Therefore, the
average Saudi per capita income has grown six aralfdold over this period from
about SR. 3,750 to about SR 24,150. The sizesoS#udi labour force was estimated
to have risen from 1.2 million in 1969 to 3.2 nahiin 1999, increasing by an average

annual rate of about 3.3%. The number of expatmanpower was estimated to
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have risen from 0.5 million in 1975 to about 4.Qliom in 1999, representing about

55.8% of the total labour force (Ministry of Plangj 2001).

During its development, the Kingdom’s economy gtowahd steadiness was tested by
many international incidents. For example, inid-1980s, there was a worldwide
oil glut resulting from higher oil prices that led development of more oil fields
around the world and reduced global consumptioaudSoil production, which had
increased to 9.5 million barrels per day during 9,9dropped to 3.2 million barrels
per day in 1985 (Ministry of Planning, 2001). Withis heavy drop the government
revenues dropped as well from SR. 368 billion iB1L8 SR. 104 billion in 1987 (Al-

Jasser, 2002).

In late 1997, Saudi Arabia again faced the cha#eafylow oil prices. Due to a
combination of factors--the East Asian economisasj a warm winter in the West
caused by El Nino, and an increase in non-OPEQomitluction--demand for oll
production was pulled down from 8.3 million barrpksr day in 1992 to 7.56 million
barrels per day (Ministry of Planning, 2001). Tgeformance of the Saudi economy
was also affected by the global economic slowdospeeially in industrial countries,
during 2001, which curtailed demand for oil andtum, reduced its prices by 14%.
The average price of the Arabian Light crude weawl from $26.8 a barrel in 2000

to $23.1 a barrel in 2001 (SAMA, 2003).

Although oil prices and production went down in 20the Saudi economy witnessed

notable positive developments. These included tbety of non-oil private sector,

more efficient performance of the banking sectorcamformity with international
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standards and continued structural and regulat@fprms and an enhanced
privatization program. The Saudi economy contindedmake notable progress
during 2002. The GDP maintained its uptrend recaydi growth rate of 2.8% to SR
698.5 billion in 2002. The non-oil sector GDP gréw 3.1% to SR 436.7 billion,

constituting 62.5% of GDP. The non-oil private sed&6DP went up by 4.0% to SR
286.1 billion while that of the government sectose by 1.4% to SR 150.6 billion.
The oil sector GDP increased by 2.5% in 2002 corppén a decrease of 11.6% in

2001 (Ministry of Planning, 2002).

The latest SAMA 4% Annual Report indicated that GDP recorded a gromath of
7.1% to SR. 1,430.5 billion in 2007. The non-oittee GDP grew by 4.5% to SR.
840.4 billion, constituting 45.6% of total GDP. Then-oil private sector GDP went
up by 8.0% to SR. 403.8 bhillion and that of the ggowvnent sector by 4.2% to SR.
228.9 billion. The oil sector GDP grew by 8.0% tB.S/78.4 billion, constituting

54.4% of GDP at current prices (SAMA, 2008).

2.3.5 Economic Strategies

Oil prices, as mentioned earlier, are anything ¢iable, and the average price of a
barrel of Saudi light crude oil went from $18.801897 to $12.24 in 1998, only to
rise to $17.40 in 1999, $26.81 in 2000, $24.700012and reached $130 by June,
2008 (OPEC, 2008). The broader economic impa¢hede changes illustrated the
fact the Saudi per capita income fell from SR 23,421997 to SR 23,155 in 1998,
reached SR 29,330 in 2000 (Bourland, 2001) anceasad to SR. 74,250 in 2007

according to th&\Vorld Fact Book.
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This dilemma of oil price fluctuation escorted Wyetcountry’s rapid population

growth rates and the economy dependency on govetnex@enditure, and stressed
the Kingdom'’s need for a reform program. This paog which included educational,
political and economic reforms was to promote tbantry’s economy and broader
civic and political participation of Saudi citizensAccording to Bourland (2002), it

resulted in, for example, privatizing the Saudi ec@mmunications Company in
1998, establishing the Supreme Economic CouncilC{SiE 1999 and opening the
stock market to foreign investment in mutual fund4999. The reform program also
produced the Supreme Council for Petroleum and MIn&ffairs responsible of oil

and Gas related policies in 2000. In the same, yth& government passed the
Foreign Investment Law and created the Saudi AraGieneral Investment Authority
(SAGIA). It also approved of the Real Estate Ldleveing non-Saudis to own real

estate, except in the two holly cities of Makkahl aiadinah. Also in the year the
government established the HRD Fund (HRDF) to t&andis for jobs in the private
sector. On November of the same year the governoreated the Supreme Tourist
Authority for maximizing growth of tourism industryn Saudi Arabia. The

government also in 2001 put guidelines for transpey of economic and fiscal data.

The government also in the same year reducedsdmifin 12% to 5%.

2.3.6 Private Sector Role in Saudi Economy

Since its early days, the private sector’'s role wesforced and reemphasized by
Saudi successive five-year Development Plans wviitgh @&im of becoming a major
pillar of Saudi economic activity within the contexf a free market. To accomplish
this, Saudi Arabia has been strongly pushing algtdthe industry diversification

policy to prepare for the depletion of petroleunsowces and to transform the
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economic structure which depends on the fluctuatiteynational oil price. The

government has been curtailing the oil businesgesbiathe nation's GDP by actively
nurturing the non-oil sector which has increasechamkably since 1970 in both
numbers and contributions to the GDP (Table 2I2)erefore, the private sector grew
at a real average annual rate of 4.3% during tver8k Plan period, 2000-2004. Its
percentage share of GDP increased from 52.4% i8 198%4.6% in 2004 compared
to the plan target of 55.4%. During the same permi/ate investment grew at an
average annual rate of 2.3% compared to the plegettaof 8.3% (Ministry of

Planning, 2005).

Table 2.2
Main Indicators of the Private Sector’s Role in theSaudi Economy (1970-2004)
Indicators 1970 1999 2004

Number of Operating Factories 199 3,163 3,652
Number of Private Sector Companies 923 190,662 1945
Contribution in GDP (%) 33.3 52.4 54.6
Employment in the Private Sector (million) | 1.83 6,45 7,076
Saudi Employment (million) - 1,819 2,512
Share of Saudi Employment of Total 296 355
Private Sector Employment (%) ' )
Private Sector Employment as (%) of
Total Employment including the )
Government 85.0 854

Source: The 7" Development Plan, 2000:188, and the"8Development Plan, 2005:131, Ministry
Planning

Beside improving and diversifying the country’s eomy, the government also aims
at providing ongoing employment and training oppoities at this sector to its
rapidly growing population which will replace theuntry’s non-Saudi workers in the
private sector (Ministry of Planning, 1997 and 2000This process is called
Saudization which will be discussed in further dstéater in this study. In brief,

Saudization which was included in the Developmelan® from 1985-1995 and

ineffectively put into action since then, was enéat by the Council of Ministers’
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Resolution No50 in 1995. According to this program privatens employing more
then 20 workers are required “to reduce their naneb labour force annually by at
least 5%, and to increase their employment of Sawodkers accordingly; [it has also]
identified some posts to be filled by Saudi natlsnanly” (Madhi and Barrientos,

2003: 75).

Towards these objectives, the government also ermabraeveral measures and
initiatives to support small-to-medium sized entisgs which represent 80% of the
registered organizations in Chambers of Commerdelrzatustry (Ministry of Labour

and Social Affairs, 2001). Among these measures ar

» Streamline procedures for establishing small andiume scale enterprises to
eliminate associated routine constraints and erhamechnical and
administrative support for these firms.

» Study the possibility of establishing a special dumvith government and
private sector participation, to facilitate accéssoans by small and medium
scale enterprises and develop Islamic financingtringents such as
Musharaka, Murabah and Mudaraba (#gmendix 1) to further broaden
finance opportunities available to these enterprise

* Expand the lending activities of the Saudi CredihB

(Ministry of Planning, 2000:198)
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2.4 Saudi Labour Market

This country’s profile will not be complete witholgoking at Saudi labour market a
major pillar to this study. At this early stagetbé study, we will consider the Saudi
labour market to encompass all the Saudis, maleroale, at 15 years of age and
older who are jobseekers, either employed or nbfy Wwave the abilities, ambitions
and willingness to work in private or civil goverent sectors (Ghaban and Others,
2002; Bourland, 2002). In their final report, thetitute of Research (2002) identifies

the following major bodies that interact with thauli labour market:

1. Workers who are either employed or jobseekers wilossgss skills,
experiences and qualifications.

2. Enterprises owners with their immediate and futiriguantity and quality
demands of workers.

3. Government sector who is not only a major empl@fe®audi manpower, but

also an influential regulator, investor, economanper and social insurer.

To supervise such interaction, two government dpgdilons were established i.e. the
Ministry of Labour and the Ministry of Civil Senes. The first ministry, including
its related employment agencies, are responsibte nfanpower planning and
development, labour relations, disputes, visas #red general monitoring of all
matters relating to employment affairs in the pievaector. Furthermore, and
according to the Council of Ministers Resolutiostied in 2% of March 2004, the
Minister of Labour acts as the chairperson of then&al Organization for Social

Insurance, General Organization for Technical Etdlasaand Vocational Training
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(GOTEVT), and the HRD Fund (Alriyadh, 2004). Theesnd ministry, on the other
hand, plans for the civil manpower required in glogernment sector and ensures that
the competence of civil servants matches the rements of the Kingdom as it

implements its various development programs (Al#&he2001).

24.1 Size

In its early days the Saudi labour market was &by Saudi economic changes.
For example, the high economic growth in Saudi Araturing the oil boom in the

1970s and early 1980s resulted in a shortage imtimeber of workers needed to
support the growing economy (Looney, 1992). Theftstvansformation of the

economy from an economy based on nomadic tradeindjsand agriculture to an

economy based on petrochemical, construction andcseindustries using modern
technological production processes, created lavaguum and a need for skilled
workers not available locally (Shabas al, 1995). As a result, Saudi Arabia
witnessed a major influx of foreign labour. Farjét994) reported that at least 25%
of the 20 million migrant workers in the world ihet 1980s were employed in the

Gulf States including the Kingdom.

In the last year of the First Development Plan @97or instance, the total labour
population was 1.6 million. Of which 1,286,000 wers (80.4 per cent) were Saudis
while 314,000 workers (19.6%) were non-Saudis. imuthe same period of the
Second Development Plan (1979) the total labouruladion reached 2,471,200
workers; however, Saudi workers were only 1,411 ,&X%) of this total while non-

Saudis workers were 1,059,800 (43%). This scermamdinued in the last year of the
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Third Development Plan (1984) which witnessed atrease of the total labour
population to 5,524,460 workers. Of which 1,786,084.1%) were Saudi, whereas
3,458,600 workers were non-Saudis (65.9%). Sitgjlar the last year of the Fourth
Development Plan (1989) labour population grew,&¥ 5,800 workers, with Saudis
representing 1,923,200 workers (33.3%) and non-4Saugpresenting 3,748,600

workers (66.7%) (Kallel, 1993).

However, toward the end of the Fifth DevelopmenanP(1995), Saudi labour
population increased to 39.2% (2,544,800 workefsjhe total labour population
6,489,900 due to government emphasis on the Sdimhzarogram to recruit more
Saudis in the private sector replacing the 3,945bidh-Saudis (60.8%). In the Sixth
Development Plan (1999) Saudization and vocatitraaling grew to be a priority to
the Kingdom which at this stage was encouragingenpoivate sector participation in
its economy. This resulted in increasing Saudolalto 44.2% (3,172,900) of the
total labour force (7,176,300 workers) despite ith@ease of non-Saudi labour to

4,003,400 (55.8%) (Ministry of Planning, 1995; 1999

The Seventh Development Plan statistics point tmarease in the total labour force
from 7.23 million workers in 2000 to about 8.27 Iroih workers in 2003 at an annual
growth rate of 3.4%. This resulted in 1.04 millioew openings during the same
period, 56.4% of which were filled by national maa@r (Ministry of Planning,

2005).

The Eighth Development Plan from 2005-09 estimaibesincrease in the average

annual growth rate of the Saudi workforce to be8% 1o meet the objective of the
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plan to raise the total Saudi nationals particgratin the workforce from 36.9% in
2004 to about 39.2% in 2009. The size of the natiarorkforce at the beginning of
the Plan is estimated at 3.80 million citizensywbich 14% are women. This number
is expected to reach 4.89 million citizens at thd ¢&he Plan, of which women will
represent 18.2%. The plan will therefore focusnmneasing women's participation in
the Saudi workforce from 10.3% at the beginninghaf plan to about 14.2% by the
end of the Plan period. This will fulfil the Platbjective of increasing the women's
participation in economic activities and reducinge tgender gap in terms of
employment. The Plan expects the total labourefdecincrease from 8.28 million
workers at the beginning of the Plan 2004 to 9.2Ham workers by the end of the
Plan 2009. The national labour force participatiatio will increase from 42.7% to

51.5% of total workers during the same period (Stny of Planning, 2005).

24.2 Labour Market by Economic Activity

Usually, major economic activities attract the nnigyoof labour. This in particular is
an important economic indicator to human resoupodisy makers and developers to
understand the dynamics of any labour market (Atdldid, 2002). The Saudi
government sector, for example, has witnessedid egpansion due to the inflow of
the oil revenues in the 1970s and 1980s. As dtreswas able to offer well-paid
employment to Saudis with generous reward packagdsgood quality of working
life (Shabaret al, 1995). It has also led to a situation whereegag the government
sector continue to exceed private sector's wagesnagy times (Al-lktissad Wal-
Aamal, 1997). Saudis employed in government jabsed wages higher than both
expatriates in the government sector, and Saudibanprivate sector (Diwan and

Girgis, 2002). Thereby, as Shabenal. (1995) reported, the government sector
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became the best option that new entrants to Sabdiul force would consider; a

government job was and is perceived as a citizaégts.

However, the fall of oil revenues in the late 1980w early 1990s forced the
government to tighten employment in this sectod mcreasingly compelled Saudis
to look to the private sector for jobs (Azzam, 1P9Additionally, employment in the

government is bound to reach its limits shortlySasidis by the end of 1999 occupy
nearly 88% (591,658 workers) of its total employingv4,554 workers). This is

also due to government intention to steadily cres® employment posts in this
sector to 12.8%, if not less, of total employmenmt the coming years. Instead, the
majority of new job opportunities will be eithereated or Saudized in the private

sector (Ministry of Planning, 2000).

By the end of 1999, as indicated above in (Tak®}, 85.2% (6,161,200 workers) of
the total Saudi labour force were employed in theape sector while only 14.8%
(916,200 workers) are working for the governmefs Table (2.3) illustrates that of
those working in the private sector by organizatiemploying 10 workers or more
the services sectors, particularly personal andnconity services (which includes
household maids and private drivers) and governnagrt commercial services,
contributed about two thirds of the total employméncrease during the Sixth
Development Plan, growing at an average annualaa®#3%. On the other hand,
employment in the producing sectors came secorid anitannual rate of increase of

1.5% (Ministry of Planning, 2000).
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Table 2.3
Civilian Employment during the Sixth Development Pan

(Thousand)
; Cumulative Average annual
Economic Sector 1994 1999 change growth rate %

1. Producing Sectors: 2107.0| 2273.3 166.3 15

* Agriculture 500.9| 557.9 57.0 2.2

« Manufacturing 530.9| 589.0 58.1 2.1

e Other producing sectors 1075.2| 1126.4 51.2 0.9
2. Services Sectors: 4289.8| 4804.1 514.3 2.3

* Private 3429.5| 3887.9 458.4 25

« Government 860.3| 916.2 55.9 1.3
Total Non-oil sectors 6396.8 7077.4 680.6 2.0
3. Crude oil and gas 93.1 98.9 5.8 1.2
Total 6489.9| 7176.3 686.4 2.0
Of which:

» Saudi 2544.8| 3172.9 628.1 4.5

« Non-Saudi 3945.1| 4003.4 58.3 0.3

Source: The 7' Development Plan, Ministry Planning (2000:60).

In the Seventh Development Plan, the employmettenprivate sector increased by

328,600 by the end of the plan 2004. The prodoctiectors had 81,400 new jobs in

construction, 72,000 in the manufacturing sectar 24,400 in agriculture occupying

a total of 54% of new created jobs for this plann(stry of Planning, 2000).

distributed equally among its various sectors, with share of the total increase in

employment amounting to 12.3% for the finance aal estate sector, 11.5% for the

community and personal services, 10.5% for theetrsgictor, and about 3.3% for

transport and communications (Ministry of Planni2@00).
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2.4.3 Occupational Classification

Classifying labour market by occupation is a vergseantial indicator for

understanding the occupational balances of theutatooce in terms of the number of
new entrants into occupational categories and tiistribution according to sources
of demand. This is also true to understand futaleur market requirements of skills
to be developed and implemented by training prograan central theme of this

research.

Saudi Development plans have classified the ocoupaltstructure of employment in

the Saudi labour market according to following gahelassification for occupations:

» Professional and Technical

* Management and Administration
» Clerical

» Sales Personnel

» Services Personnel

» Agricultural and Related

* Production, Construction and Transportation

According to Table (2.4) which shows the employmstmucture according to the
above occupations over the Seventh Development p&iod, it is clear that

production, construction and transport occupatiocsupied the majority (31.2%) of
the labour force employment at the end 2004. Ehikespite the slight decrease from

30.5% these occupations had at the beginning gblthein 1999. On the other hand,
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services personnel occupations come second witB%2%or the same period;
followed by professional and technical occupatiomsich absorb 15.5% of the
employment in the market. Sharing approximately shene level of employment,
agricultural and related, clerical, and sales oatiops occupy (7.7) (7.4) and (7.0%)
respectively. Finally, management and administrabccupations remain at similar
employment rates of 1.9% as their base year levels999 (Ministry of Planning,

2000).

Table 2.4
Occupational Structure of Employment in the SeventtDevelopment Plan (2000-2004)

Employment Employment
umber Distribution Change
(thousand) %
AAveragle
. nnua
Description 1999 | 2004 | 1999 | 2004 | Thousand| % Growth
Rate %
Professional and
Technical 1122.4| 1159.9 15.6 15.5 37.5 11)4 0.7
Management and +
Administration 133.9 142.9 1.9 1.9 9.0 2. 1.3
Clerical 534.4 558.4 7.4 7.4 24.0 7.3 0.9
Sales Personnel 507.6 528.2 7.1 7.0 20.6 g.3 0.8
Services Personnel| 2138.1 21966 29,8 29.3 58.5 817. 0.5
Agricultural and y
Related 551.0 575.1 7.7 7.7 24.1 7.3 0.9
Production,
Construction and 2188.9| 2343.8 305 31.2 154.9 471 1.4
Transportation
Total 7176.3| 7504.9 100.0 100.p 328.6 100.0 0.9

Source: The 7' Development Plan, The Ministry Planning (2000: 60)

2.4.4 Women in the Labour Market

As a commonly agreed upon fact, Saudi femalesgyaation in the labor force is
very low. According to Diwan and Girgis (2002ethparticipation barely reaches
13% for the 25-34 years old group and is below %%r @ women lifetime. Bourland

(2002), in his report, puts this percentage of ip@dtion to 14.6%. Al-Humaid

36



(2002), on the other hand, gives a much lower @petion rate of 10.7%. Of this
participation, 62% are employed in the governmewts while 38% are working in
the private sector. Their employment in the gowesnt is concentrated in the
education sector which employs 88%, followed by fealth sector which absorb
only 9%, while the remaining 1% works for the sbaarvice sector (Al-Sheikh,
2001). On the other hand, 35.7% of Saudi womenl@rag in the private sector are
working in the professional and technical occupetjovhile 30.4% are employed in
the clerical occupations, whereas 21.8% are workintpe productions (Al-Humaid,

2002).

Al-Sheikh (2001:124) reports on a number of obstchnd barriers that

contribute to women low rates of participation su8i labour force. These are:

a) The negative social attitude towards Saudi workimgen, coupled with some social
and cultural restrictions, which work to minimisemen's opportunity for most jobs.

b) Poorly trained women being accepted for some jdfered in the Saudi Labour
Market.

c) The social, cultural and Islamic unsuitability @finse jobs for Saudi women, such as
those, which require women to stay overnight.

d) The lack of technical, administration and busineamming courses for Saudi women
make it difficult to compete within the Saudi Lalbdtorce.

e) The lack of co-ordination and clear vision for tieée of women in the future labour
force.

f)  Women in Saudi Arabia can only be utilised in sfleareas of the Saudi labour
force.

g) Saudi employment laws require special Saudi womeatking environments to be
created by employers. Furthermore, they are alsoined to take extra security

measures for the women's working sites.
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h) Saudi women cannot expect to work far away fronir laenilies

2.4.5 Unemployment

Unemployment rates in Saudi Arabia at the lategontefor the Saudi Minister of
Labour stood at approximately 9.6% (300,000 unegegald of the total Saudi labour
force at the working age of 15 years and more (SRuekss Agency, 2004). Even
though, a number of studies show different figuré$-Sheikh (2001) and Ghaba
al, (2002) for example reported a rate of 27% unegmpknt due to private sector’s
evasion to recruit the increasing numbers of Samdversity graduates. Bourland
(2002), on the other hand, calculated unemployneémhale Saudis around 11.9%
with 328,286 unemployed Saudis. The inclusion ofdke Saudis would make this
average much higher. According to the same repoeinployment among female
Saudis between 20-24 years old was 33% and 18%ifmales 25-29 years. This has
led Ghabaret al, 2002, to conclude that unemployment reports indSArabia lack
accuracy in providing exactly the country’s unenyphent rates. This is mainly, as
they describe, due to the lack of accurate andotgate statistics on demographic

surveys of the population.

Historically speaking, unemployment in the Saubiolar market was not an issue for
almost two decades during the period of high ecoaagowth in the 1970s and
1980s when the government had been “acting as gerglof first and last resort”
(Fasano and Goyal, 2004:3). Since the late 198@sdi Arabia has suffered a
downward which directly affected job creation ire thovernment. For example, in

1994 the government wage bills accounted for 53%hefgovernment total budget;
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this number jumped to reach 60% in 1999 (Diwan @mgjis, 2002). Add to this

dilemma is the country’s rapid population growth38% which has put enormous
pressure on the Saudi economy to create employateatrapid rate mainly in the
private sector to cope with the increasing numbéiSaudi graduates every year (Al-
Sheikh, 2001). In this respect, The Economist (20@stimated that the Saudi
economy should be growing by an average of 6% dlynnatead of its present 3.2%
to generate enough jobs for young male Saudis iegténe labour market. This
disparity in economic growth and population growths pushed the issue of

unemployment to the forefront as more Saudis aveerdering the labour market.

Other studies attribute unemployment to the follgyvcore factors some of which

will be explained in further details in the comicigapters:

* The massive presence of roughly 4 million non-Samdikers in Saudi labour
market (55.8%) reduces employment opportunitieSStardis.

* The reductions in the country’s annual economiomgnoaccompanied with the
country’s high birth rates.

* The government sector’s declined role as the nejgrloyer to Saudis.

* The negative cultural inferiority attitude towardrtain occupations in the labour
market.

* The mismatch between training and education outcantklabour market skills
demand.

 The lack of accurate and up-to-date information atatistics on the labour

market.
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* The inconsistency of government bodies regulating supervising the labour
market.
* The low wages level paid to Saudis entering theapei sector.
(Ghabaret al, 2002; Al-Sheikh, 2001; Al Nufaiee, 1993; Ministoy Interior

1996; and Al Gaith and Al Ma’ashoug, 1997)

2.4.6 Future Labour Force

According to Al-Humaid’s (2002) study which is bdsen the national Demographic
Survey of 1992 and the forecasts of the Secret&@teral of Manpower Council,
Saudi Arabia population in the year 2020 will be73@illion (50.5% male and 49.5%
female). This prediction is based on the permam@fc¢he population annual growth
on 3.8%. Of this population, 20.1 million Saudidl Wwe at the employment age yet
only 6.6 million are employed. Saudi male labaoancé population will be 59.6% of
the total Saudi male population. On the other hémahale labour force population

will represent 59.7% of the total Saudi female papon.

In contrast, the Seventh Development Plan antiegpdhbat the total population of
Saudi Arabia will be 29.7 million based on an arnrawgerage growth of 3.2% with
89.2% increase of 2000 total population. It alsedgts that the total population of
employed Saudis in the year 2020 will be 8.3 millibased on an average annual
growth of 4.69% (Al-Humaid, 2002). His study algedicts that Saudization with
effective training programs for Saudis will reduttee dependency on non-Saudi
labour force demand by an average of 2.25 % annualil 2020. The majority of

employment to new entrants, as he describes, wiihlihe private sector with further
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decline of government role in employment as moigesbwned enterprises are

privatized.

25 Conclusion

This chapter gives the essential information ab®atidi Arabia’s history, legal
system, demographic details, economic environmedtlabour market background.
Such information is important to establish the gbio understand the rest of the

chapters and the arguments to come.

Throughout this chapter, it is clear that the Sagaliernment is keen to developing
the country’s economy through its serious effortsimplementing comprehensive
development strategies through its successive devent plans. The vision of these
strategies focus on introducing structural changesthe national economy,

diversifying its base, allowing a larger role fdmet private sector to undertake
economic and social activities, and providing suppeeded to encourage the private

sector to achieve the development plan’s objectives

Finally, the chapter covered at the Saudi laboukketao understand its structure and
its different classifications as well as unemployptand women participation. This
will assist the current study in examining issudstraining and recruiting the

increasing Saudi manpower.

41



CHAPTER THREE
SAUDI HUMAN RESOURCES DEVELOPMENT AND
THE LABOUR MARKET

3.1 Introduction

This chapter contributes to the in-depth understandf Saudi Human Resources
Development structure, system and performancealstt explores the factors that
influence its labour market. On other words, thapter examines the relationships
between the country's supply and demand systenas. this, the chapter explores,
firstly, the government’s expenditures throughdstDevelopment Plans on Human
Resource Development. Then, it looks at the gji@atebjectives governing Saudi

HRD activities. At the same time, it investigaté® role of the government's
dominance and influence over education and skitmfdgion systems. This is

followed by a brief look into the Saudi educatidrusture and system. Afterwards,
the chapter focuses on each stage in the educsysiem with further discussion

including the outcomes of the government's domiaaened bureaucracy on each of

stage of skill formation systems.

The chapter then examines the Saudi labour mamnketiation to the outcomes of the
country's skill formation systems. The focus istib@ mismatched outcomes of such
systems in fulfilling the Saudization strategy riegments by providing the demanded
technical and scientific skills and knowledge te thbour market. The chapter also
looks at an important element that is shaping theage labour market i.e. Saudi
attitudes towards accepting and working in the tgis private organizations.

Finally, the chapter concludes by studying someesgful Saudization scenarios in a
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number of the private organizations to highlighe factors that assisted their efforts

while many others have failed.

It is worth mentioning that throughout this chapé#d due to similar usage of the
terminologies in the available literature in Saddabia, HRD (HRD) and education
will be used interchangeably to refer to the saméye This is also due to the fact
that researchers in the country who have engagediscussing Saudization and
unemployment issues in conjunction with HRD and cadion are from various

academic backgrounds not exclusively HRD or edanatispecialists.

3.2 Government Expenditure on HRD

The Saudi government has been always placing a Wegl priority on the
development of its human resources through itsouarieducational and technical
programs. A measure of the government's subskartramitment to this sector is
seen in its expenditure allocations throughoutsiinecessive Development Plans. For
example, in the First Development Plan (1970-19ARD enjoyed substantial
attention as its allocations stood at SR. 7 billion 20.6% of the plan’s total
expenditures. This expenditure increased to SRilban representing 14.7% of the
government’s total expenditures for the Second gweent Plan (1975-1979).
During the Third Development Plan (1980-1984), theéscentage increased to reach
18.4% with more than a two fold increase in congmariwith the previous Plan, to
reach SR 115 billion. In the Fourth DevelopmeranR|1985-1989), HRD allocations
remained at higher levels despite the heavy drojpengovernment revenues in the

mid-1980s. The HRD share was SR 115.1 billion espnting 33% of the total
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expenditure for that Plan. In the Fifth Developmilan (1990-1994), allocations rose
significantly to SR 164.6 billion or 48% of the pla total investment expenditure.
This increasing trend was followed by further supmluring the Sixth (1995-1999)

and the Seventh Development Plans (2000-2004) asamuresource allocations
reached 216.6 billion and 276.9 billion, represemth3.5% and 56.7%, respectively,

of both Plans’ total expenditures (Ministry of Ptamg, 2003).

As a result and as Table (3.1.) illustrates, thenlmer of students (male and female)
enrolled in the country’s educational institutiansreased from 547,000 students to
more than 5,104,000 million with an average aniguaivth ranging between 6.5% to
7.3% for the period from 1970 to 2002. Similarhetnumber of schools for both
sexes in all educational stages has increased 3888 in 1970 to 24,748 in 2002.
For the same period, the number of teachers iedaitation levels has increased from

23,118 to 503,243 (Ministry of Planning, 2001; Mimy of Planning, 2003).

3.3  The Strategic Objectives for Human Resource Delopment

The core Saudi HRD philosophy places especial esipluam religion so that Islamic
values and teachings permeate all aspects of dtlitken It also focuses on helping
them to acquire knowledge, skills and attitudesnet the religious, economic and
social needs of the country and to eradicate ndlitg¢ among Saudi adults (Al-Hogail,
1998; Sinbullet al., 1998). These philosophies are affirmed through 8audi
education objectives issued in the Saudi Educdioiicy Document of 1968 which

are categorized to include the following:
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1. Islamic objectives.
They include strengthening Islamic faith; reinfoigirespectfulness of general
properties of others granted and protected by Iskarquiring individuals with
essential concepts, affections and capabilitiesatoy out the message of Islam;
and creating a systematic perceiving approach divituals to appreciate and

understand the world, human being and knowledge & Islamic perspective.

2. Knowledge objectives.

They involve studying the universe and its undisetb secrets to emphasize
Gods’ omnipotence and broaden individuals’ knowkedmnd appreciate their
environment; providing individuals with career-aried skills and experiences to
benefit them and their society; and finally devéhgptheir linguistic skills of at
least one foreign language beside their native uagg to establish
communication channels with other cultures andlizations. This language is

English.

3. Skills-acquisition objectives.
They include developing scientific and researchelt@gnking and capabilities of
articulating oneself; enhancing physical skillsptovide individuals with healthy
physiques; and finally, identifying individual déifences among students to assist

talented as well as special needs students.

4. Interest-oriented objectives.

These objectives assist youth in fulfilling theippsopriate majoring and

occupational interests; correcting their behavi@encouraging constructive
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hobbies; and ensuring equilibrium among youths’ sptal, mental, social,

psychological and spiritual development needs.

. Attitudinal and value-related objectives.

They involve enlightening students about their rnsta civilization
accomplishments and history; developing their anese toward understanding
Saudi society problems, respecting work and supypdocial solidarity among
individuals; and finally, enhancing their senseatifuism of public interest over
individual’s.

(Mitwally, 1998)
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Table 3.1

Development in Education (Males & Feales)

Number of Students (Thousand)

Number of | Number of

vear | Pre- |Elementary|intermediate| Secondary, , . . | Training | Teacher | Technical| Adult |Other| Total teachers | schools /2
school | Education | Education |Education v Abroad | Training |Education| Literacy /1

1970 4 397 61 16 7 2 11 1 43 5 547 23,118 3,28
1975 14 634 137 42 19 5 15 4 100 14 984 43,777 45,6
1980 24 862 245 93 48 10 22 7 142 9 1,462 78,309 0701
1985 55 1,242 373 158 94 10 17 11 159 30 2,149 2237, 15,079
1986 68 1,317 388 172 104 8 19 12 160 $2 2,,B0 6280, 15,093
1986 60 1,460 432 199 113 10 23 14 151 25 2487 ,4184 15,353
1987 60 1,579 466 218 116 3 23 16 156 20 2,657 49?21, 16,295
1988 67 1,694 494 243 117 3 26 17 144 15 2,822 0384, 16,584
1989 69 1,762 514 252 122 3 27 18 152 15 2,034 4899, 16,609
1990 72 1,876 574 291 134 3 28 20 1071 30 3,135 7288, 17,038
1991 72 1,909 613 313 142 3 31 21 114 29 3,k47 8281, 18,027
1992 76 1,980 685 347 152 4 41 25 112 31 3,453 0p23,| 19,621
1993 85 2,111 769 384 163 3 63 28 114 38 3,/58 4230, 20,799
1994 84 2,154 815 447 170 3 76 29 116 40 3,034 52711, 21,284
1995 84 2,204 842 452 185 4 87 29 122 35 4,p44 5280, 21,854
1996 84 2,281 929 534 222 4 84 29 114 44 425 8300, 22,153
1997 87 2,285 960 608 272 4 74 28 110 39 4467 7385, 22,301
1998* 91 2,242 982 642 273 5 77 31 107, 42 4,492 73D 22,678
1999+ 94 2,259 1,036 705 363 7 82 37 110 45  4,/3854,357 22,770
2000* 94 2,285 1,073 756 404 7 86 43 108 48 4,00456,3316 22,435
2001* 104 2,308 1,083 794 422 - 92 49 106 %5  5,01380,756 -
2002* 93 2,316 1,132 842 444 7 93 59 118 - 5,104 3,Z18 24,748

Note: 1/ Includes special education and speciali@@ding programs organized by different agencies.
2/ In the case of higher education, faeslare counted as schools
Sources: Achievements of the Development Plans 192001: Facts and Figures, Ministry of Planning (200:297)
And (*) Statistical Yearbook 2002, Ministry of Plaming (2002: 86-118).
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34 Government Dominance and Influence over Educan and Skill

Formation Systems

One major factor that shaped the skill formatiostems in the country and affected
their performances until today is the governmemhid@ance and influence. Since the
establishment of these systems in the Kingdom, tireysupervised, planned for,
regulated, and controlled entirely by the statdisTs through the Higher Council of
Education which was established in 1963 to oveeshecation in the Kingdom of
Saudi Arabia and determine the educational poliaie$ objectives. This council is
lead by the King who is Prime Minister with memlbgps of Ministers from
Education, Higher Education, Interior, Labour amoti&l Affairs, and Information
(Sinbull, 1998). According to Mitwally (1998), Higr Council of Education is

responsible for:

* Planning the country’s education policies;

* Approving these policies and their regulations;

* Approving long, medium and short-term educationavadopment plans in
accordance with the country’s overall Developmdan®,

* Coordinating between the different educational supmg bodies and the
different educational stages to ensure the bestagidmal outcome;

» Approving the policies of adult literacy education;

» Approving the steps adopted by educational orgéinizseito develop educational
plans and curricula to accomplish their immediabgectives and the overall

educational objectives;
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* Approving admission policies for different educatistages recommended by
different educational institutions;

» Distributing educational services throughout thi#fedent administrative regions
in the Kingdom; and

* Approving exam regulations prepared by educatiorstitutions in the country.

The Higher Council of Education policies, plans aedulations are implemented by
a number of government agencies. For example,Mhestry of Education is
responsible for male and female general educatpiouhe pre-university level, in
addition to adult literacy, special education fosadbled students, intermediate
colleges and teachers’ colleges (Al-Dhuwairal., 2000). Although more recently
the latter’'s supervision and administration wemssiggned to The Ministry of Higher
Education in 2% of June, 2004 (Alriyadh, 2004). The Ministry ofgHer Education
supervises the country’s eleven universities thaetincreased from eight in th8 ef
June, 2004 (Alriyadh, 2004). Finally, GOTEVT ispensible for technical education
and vocational training (Sinbull, 1998) under thgeyvision of the Ministry of

Labour and Social Affairs.

3.5 Educational Structure and System

As Figure (3.1.) illustrates, the education systarmich will be explained in further
details in the next section, follows the 6-3-3 sobkeinvolving six years for primary
education and three years for each of intermedaiatesecondary education known as
the general education. This system, accordingribul (1998), is the common and

most implemented system among many Arab countikes Egypt, Qatar, Yemen,
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Bahrain, Syria, Iraq, Libya, Mauritania, United Ar&mirates, and Oman. Special
Education for students with disabilities followsteame order as general education
but is conducted in specialized schools. Geneafhata&tion is followed by the higher
education which consists of post secondary levelveusity level and postgraduate
level. Overlapped with both general and highercatlans is technical education and

vocational training (Sinbubt al., 1998; Al-Hogail, 1998).
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Figure (3.1)
Education System in Saudi Arabia

General Education

Technical Education & Vocational Training

Higher Education

Primary Intermediate Secondary Post Secondary and Graduate
Education Education Education University Education Studies
2 Years
Vocational ) -
Training Intermediate Girls Colleges
4-5 Years
2 Years
F Secondary Girls Education Colleges
rom Girls’ Teachers
2.5 Years
Nursery Institutions
& pre- 6Y 3y 37 Health Institutions
schooling ears ears ears / 2.5 Yoars
> . ) Masters
Prima » Intermediate > Seconda > >
OR > YorE Y University Colleges and
From PhD’s
Home \ Secondary Industrial 3.6 Years
dult La LStiuion Colleges of Health Sciences
Adult Literacy 4-5 Years
Secondary commercial
3 Years Institution Male Teachers Colleges
2 Years
Secondary agricultural Communitv Colleges
Institution
2 Years
Secondary supervisory Colleges of Technologv
Institution
Sources: Education System in the Kingdom of Saudi Arabia, Sinbull et al. (1998:91)
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3.6 General Education

As Figure (3.1) shows, general education in thegam consists of optional nursery
and kindergarten preschool, primary, intermediatg secondary school. Following
this scheme, students joining general educatiom ia® option to start at the age of
four spending two years in the nursery and kindéeggoreschools or register directly
for the primary school at the age of six years. otiner words, the former is not a
prerequisite for the student to proceed to thedatOn the contrary, graduating from
a primary school is required to be admitted to ttivee years intermediate school.
Similarly, after achieving the intermediate quahlfiion the student joins the

secondary school for three years (Al-Hogail, 1998).

The nursery and kindergarten stage, to begin \&iths at preparing the children from
their early years in an Islamic family-like enviroent to develop their religious
orientation based on monotheism, Islamic moraliéied virtuous social trends. This
stage is also designed to introduce children gifduand via a scientific and

psychological approach, to primary school by prongdthem with information in

accordance with their intellectual development tthance their creativity. In
addition, the nursery and kindergarten stage trelmislren on physical skills, healthy

and proper habits, and the utilization of theifetiént senses (Al-Khateeb, 1998).

According to the last figures of the Central Depeamt of Statistics, students, of both
government and private nurseries and kindergartesnge reached 92,826 in 2002.
They are studying in 1,075 schools, of which 5&2esbwned schools while 493 are

private investment schools. The number of teacherhese schools has reached
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8,131 teachers, of which 7,294 are Saudis while &%7non-Saudis (Ministry of

Planning, 2002).

As for the primary stage, it aims at establishing Islamic creed into the students’
soul, simultaneously nurturing their moralitiegeliect, linguistic abilities and loyalty
to the Islamic nation. It also aims at training #tudents at performing the prayers
and endowing them with decencies. Similarly, $tsge is designed to develop the
students’ basic linguistic, numeric and physicallskat the same time provide them
with suitable information in different subjectsaalighten them of their God’s grace.
This stage also will nurture students’ rhetoricastés and their creative activities
whilst at the same time develop their admiration focational and manual work.
Finally, primary stage aims at enhancing studemgreness, within their ages and
growth phases, of their responsibilities and theghts toward their country and
government. Accordingly this stage curriculum asveubjects like Arabic, art
education, geography, history, home economics ¢ids), mathematics, physical

education (for boys), Islamic studies and scied®l(iljawad, 1998).

At the end of 2002, the number of students in lpsthate and government primary
schools stood at 2,316,166 pupils registered i8I schools. Of the latter 12005
schools were government schools while 810 wereafgiones. The total number of
teachers in these schools has reached 213,511192&469 Saudis and 21,042 non-

Saudis (Ministry of Planning, 2002).

Moving up the Saudi education system, the interatedstage aims at strengthening

students’ Islamic belief by establishing Islamigtemion against which they can
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measure their behaviours. Furthermore, it willu®con bringing up students
according to Islamic social life which is dominateglbrotherhood, collaboration and
responsibility, appreciation and assumption. Imitoh, this stage will provide
students with suitable experiences and knowledgdifterent cultural and scientific
principles, simultaneously encouraging them to aede and explore their
surroundings utilizing the scientific reasoning eggeh. This stage also aims at
developing and guiding students’ intellectual ajtés to benefit their skills. It will
train students of this stage to be of service wrtcommunity and be loyal and
sincere to their country. Finally, it will develap students the habit of utilizing their
free time constructively and beneficially. Based these objectives, this stage
teaches Arabic, art education, English, geograptistory, home economics (for
girls), mathematics, physical education (for boys®ligious studies and science

(Mitwally, 1998).

The total number of students registered in inteiatedstage till the end of 2002
reached 1,132,115. They were studying in 6,56@®ash of which 6,012 were
government owned while 554 were private schoolee fiumber of teachers for this
stage totaled 144,220 consisting of 131,709 Saamils12,511 non-Saudis (Ministry

of Planning, 2002).

Similarly, the general objectives for the secondstage has included most of the
above three stages’ objectives with more emphastadng for youth studying at this
stage and preparing them for work life. More spedlly, this stage pursues the
continuing theme of establishing Islamic core valaad loyalty to Islam and Saudi

Arabia’'s Islamic status. It aims at developingdenis’ aptitudes, attitudes, and
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experiences during their critical adolescent agadoordance with general Islamic
education as individuals as well as groups. Th&ges also will enhance their
scientific and research skills of conducting a miifie investigation and
experimentation. It will prepare students for entg the labour market to supply the
country’s needs of workers. Similarly, it aimspagparing those students wishing to
pursue their higher studies in universities andhéignstitutions. More importantly, it
will provide students with the necessary awaret@$srm their future families based

on Islamic principles (Mitwally, 1998).

To accomplish these objectives secondary curriculuctudes compulsory subjects
taught during the first year of this stage consgstof Arabic, biology, chemistry,

English, geography, history, home economics (falsygi mathematics, physical

education (for boys) and religious studies. Howgirethe final two years, students
choose to specialize into scientific or literaryjons according to their preference and
consented by their performance in the first secopngear. At the end of the second
semester of the last third-year, students take mpoehensive exam, i.e. General
Secondary Examination, supervised by the MinistryfEducation to measure their
educational achievements which will determine tifgiure. According to their exam

results and majors, students will pursue their éigkducation, vocational education

or directly join the labour market (Mitwally, 1998)

According to the Ministry of Planning (2003), thetal number of students in 2002

was 842,000 studying in 3,640 schools; the govemiroened 3,235 of them while

private sector owned the rest of 405 schools. toted number of teacher involved in
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teaching this stage was 93,598, of these 83,444 ®audis and 10,154 were non-

Saudis.

3.7  Outcomes of Government Dominance and Bureaucrgpcon General

Education

According to a study by the Institute of Resear¢dhKing Fahd University of
Petroleum and Minerals (KFUPM) in 2003, Saudi pnesersity level or general
education is encountering major challenges inlful§ its objectives. The challenges
include, first, the burden of the country’s ann8&% rapid population growth. This
is fuelled by the fact that more than half of thepplation, 56.4% to be exact, are
under the age of 19 years-old which is the agé®fgeneral education (World Bank,
2002). Second, this pressure escalates by therg@unonbalanced distributions of
population in different geographical areas. Thevegoment is encountering
difficulties of providing educational services tih lkingdoms’ rural areas as a result
of the population movement between Bedouin anddesgloped areas to towns and

villages.

According to the same study, this is imposing agpeessure on educational services
provided by and controlled by the government fas gtage of education especially
with the government dependency on the unpredictaibleevenues. The result is a
high cost for the general education reaching 9%hefcountry’s total GDP. This is
considered high in comparison with 5% of the Indaktcountries and 4% of the
Developing countries. Nevertheless, high percentafj general schools in the

Kingdom occupies leased buildings of houses thatbanlt originally for residency
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purposes (Ministry of Planning, 2000). These hodd do not meet basic
requirements of educational standards and spetoisawhich affect the educational
environment and disturb learning. Schools of thege in general suffer shortages of
laboratories required to fulfill different subjecteequirements such as physics,
chemistry, biology and English to mention a fews @&result, this forces teachers to
implement a single teaching method i.e. lecturimgtgad of satisfying the practical

objectives of these subjects.

Another challenge encountering such systems realts the slowness in developing
general education curricula by government contdoligeneral education systems.
Government bureaucracies of supervising and dewejopodies complicate and
delay developing and updating this stage’s curai@rid text books to keep pace with
new scientific and technical advancements. Accgrdo the Seventh Development
Plan, these curricula need further reviewing e$fdd ensure that they conform to
development needs and ultimately help pupils obtd&mowledge through
comprehension, analysis, and reasoning skills @#yiof Planning, 2000). Such
essential skills are neither taught nor assesseatieirSaudi educational systems as
teachers and pupils are merely utilizing memoraratind recalling skills of students
for the in-class taught knowledge. This usuallynfagces student passiveness
towards a self-learning approach overlooking th@artance of off-class learning

experiences which are too absent from schools.

To add to this dilemma, teachers of this stagara#iciently trained. Their training

in higher education is excessively unpractical ergected at the same time to teach

practical curricula. Such training suffers frone tlnavailability of up-to-date training

57



technologies and logistics as higher educationtirtgins receive limited government
budgets from the Ministry of Higher Education. Bumudgets are always influenced
by the country’s overall revenues mainly from ofinally, these training programs

are only for teachers in major cities and are viaonfor enrolment.

As a result, the study concludes that Saudi secgndducation outcomes are
inconsistent with labour market demands despitdabiethat it is the first gate toward
joining the labour market and that its graduatgseasent the majority among other
educational stages (Table 3.2.). This gap is dube rapid development in private
sector’'s needs of skilled and trained workers of nechnologies in manufacturing
and services sectors which is absent from secoretiugation curricula. Moreover
the former requires certain analytical, practieadd innovative skills in addition to a
satisfactory level of English competency that may have been achieved at this
stage. Moreover, Al-Shammast al. (2003) and many others confirm that the
secondary education system limits students’ furiogentific and technical education
through compelling them to major in scientificehary, or religious studies early in
secondary education which determines their futuagors in higher or postsecondary

education.
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Table 3.2: Graduates of General and Higher Educain (Males & Females)

General Education Graduates Higher Education Graduates

Year |Elementary/l| Intermediate | Secondary e(?lﬁ)s;tli?)ln TOTAL TTer:iCnr;r?grys, Unil\_/c(;(r:gilties Abroad /2 TOTAL

1970 29,133 12,538 2,806 61 44,538 2,122 808 - 2930

1975 59,567 21,838 7,246 182 88,833 4,951 1,909 202 7,062
1980 93,875 40,094 15,568 131 149,668 6,791 4,621 503 11,915
1985 - 69,803 30,493 90 100,386|| 5,114 11,145 1,667 17,926
1986 - 80,753 37,117 118 118,048|| 4,945 12,501 1,928 19,374
1986 - 93,631 45,445 118 139,194/ 6,994 14,095 1,500 22,589
1987 - 102,297 49,253 130 151,680 7,050 14,074 1,158 22,282
1988 - 108,678 50,223 145 159,046/ 8,796 15,013 1,200 25,009
1989 - 116,719 56,762 135 173,616/ 8,324 15,389 950 24,663
1990 - 132,481 63,497 159 196,137 9,162 17,721 760 27,643
1991 - 138,121 67,301 660 206,082 8,980 17,376 800 27,156
1992 - 148,380 72,425 694 230,961 9,462 19,798 800 30,060
1993 - 171,077 86,236 396 257,709 14,780 21,729 800 37,309
1994 - 178,294 86,643 450 265,387|| 20,256 21,889 650 42,795
1995 - 197,759 93,886 1,103 292,748 16,234 24,250 850 41,334
1996 - 227,189 112,238 1,376 340,803] 15,946 30,263 915 47,124
1997 - 245,316 135,281 1,045 381,642| 8,924 31,908 1,100 41,932
1998 - 255,700 145,008 1,541 372,249| 12,700 41,450 1,500 55,650
1999 - 267,102 164,629 1,079 432,810 14,950 39,903 1,031 55,884

Note: 1/ Ministry of Education replaced the systeith internal examination since 1982.

2/ Includes bachelor, higher diploma, ragsloctorate and fellowship.

Sources: Achievements of the Development Plans 192001: Facts and Figures, Ministry of Planning (200:306)
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3.8 Higher Education

Entering a new era of rapid development of the tglsminfrastructure and economy
in the early 1970s, Saudi Arabia devoted specigdntion to fostering higher
education. This is due to the strong relationdieépveen higher education and the
development plans of the country (Abduljawad, 1998)n the same study,
Abduljawad describes higher education as all edutdevels following secondary or
secondary-equivalent education conducted by vaaltidraining centres, higher

institutions, and university colleges.

Higher education in the Kingdom of Saudi Arabiac@nducted by a number of
educational institutions according to the levebaalification awarded. For example,
for the level of bachelor degree and above theee2ar universitie's more than 50
girls’ colleges of education and 18 male teachesieges which are all administered
by the Ministry of Higher Education in addition éme technical college supervised
by GOTEVT. On the other hand, for the level oftsesondary education, there are a
number of higher institutions awarding diplomasolbethe level of bachelor degrees
including 37 colleges and institutions for the hieaklated professions supervised by
the Ministry of Health, 19 intermediate girls’ cadles administered by the Ministry of
Education, 3 community colleges overseen by theeausities, 16 technical colleges
under GOTEVT, 2 industrial colleges of the Royah@wission for Jubail and Yanbu,
and the Institute of Public Administration undee finistry of Civil Services. There
are also a number of military and security colleged institutions awarding military

bachelor degrees and postsecondary diplomas. Ani@msg are 3 military colleges

! http://www.mohe.gov.sa/Arabic/Universities/Pagefdd#2.aspx Sited on 1/12/2008 at 8:00 PM.
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supervised by the Ministry of Defence, King KhalMditary College of the National
Guard, and King Fahad Security College administdrgdhe Ministry of Interior
(Manpower Council, 2003; Ministry of Planning, 20@2-Shammaryet al. 2003, Al-

Dhuwainet al., 2000).

The Kingdom’s universities include 11 old univeestin addition to 14 recently
established ones. Some of their available infoionais included in Table (3.3).
These universities are Umm Al-Qura University in Kdah, Imam Muhammad bin
Saud Islamic University in Riyadh, King Saud Unsigr also in Riyadh, Islamic
University of Madinah, King Fahd University of Pagum and Minerals in Dhahran,
King Abdul Aziz University in Jeddah, and King FalidJniversity in Dammam and
Hofuf. Other recent universities include King KéalUniversity in Abha, University
of Ha'il, University of Qasseem, University of Thand University of Taiba. They
also include universities that are established eetw2004 and 2007 such as Jazan
University, AlJouf University, Baha University, Umrsity of Tabouk, University of

Najran, Northern Borders University, Girls Univeysin Riyadh,king Saud bin Abdul

Aziz University for Health Sciences, and King Abdullah University of Science and Technology

To coordinate the work of most of these higheritasons, the government has
established the Higher Education Council and thévéisity System in 1993. In
addition, it works on improving the efficiency ofa&di universities by offering
programs in new fields, encouraging greater codjperaamong Saudi institutes of
higher learning and increasing involvement of thaching staff in the operations of

faculties (Al-Dhuwairet al., 2000).
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Table 3.3

Saudi Government Universities

SpX

Number of
University Name Date of Establishment Number of Stdents Students in Reference
Dates Available
Umm Al-Qura University 1950 950in 1970 31290 ir080 | http://www.uqu.edu.sa/ and (Ministry o
Planning, 1970)
Imam Muhammad Bin 1954 2,009 in 1970 27,613 in 2008  (Ministry of Pleng, 2005)
Saud Islamic University
King Saud University 1957 21 when established 6182808 | http://www.ksu.edu.sa/Pages/default.g
Islamic University of 1961 591 when established 25,849 in 2003  (Ministriplanning, 2005)
Madinah
King Fahd University of 1963 67 when established 10000 in 2008  www.kfupmsad
Petroleum and Minerals
King Abdul Aziz 1968 68 male and 30 female 82152 in 2008 | www.kau.edu.sa
University students when established
King Faisal University 1975 9in 1979 60000 in 2008http://www.kfu.edu.sa/About/history-

2.asp

King Khalid University

Different existing
colleges merged in

11,740 in 1999

9,942 in 2003

(Ministry of Planni2@05)

1998
University of Ha'il 1998 NA 16,000 in 2008| http:Avw.uoh.edu.sa
University of Qasseem Different existing NA 40,000 in 2008 | http://www.qu.edu.sa/gsm/init
colleges merged in
2004
University of Ta'if Different existing 6000 in 1999 NA http://www.tu.edu.sa/taef/init

colleges merged in
2004
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One of the first objectives of higher educationtie Kingdom is to strengthen
students’ faithfulness in Almighty God and provittem with Islamic education to
develop their sense of responsibility toward thedl.¢heir country and their work. It
is also designed to prepare well educated andfmehbitizens to carrying out their
duties in serving the Kingdom’s development in adaace with Islamic principles.
In addition, higher education aims at opening thpaotunities for talented students
wishing to pursue their higher and postgraduataedissu in different fields of
knowledge. Higher education will also fulfill a @tve role in research which will
develop the fields of Literature, Arts, and Scienes well as new inventions and
practical solutions to community needs and technieguirements of Saudi Arabia.
Finally, it aims at enhancing the knowledge andnst related publications which
will present and clarify the Islamic notion at tbeme time fulfill the Kingdom'’s role

of spreading the message of Islam (Abduljawad, 1998

As a result, in 2002 there were more than 596,008ests at Saudi universities,
teachers’ colleges, and technical and vocationatsegondary education, a dramatic
improvement over the 19,000 students enrolled iA01&ee Table 3.1). Of that
number, the majority of students are registerethéenSaudi universities and teachers’
colleges as the former stood at 444,000 studemtshenlatter reached 93,000 students
in 2002. A total of more than 14,671 teachersean@loyed at Saudi universities and
teachers’ colleges (Ministry of Planning, 2002).s for the number of graduates,
Table (3.2.) illustrates that in 1999 the numbergodduates from universities has
increased to reach 39,903 which was only 808 irf019+0or the same period, teachers’

training has increased from 2,122 graduates tabD4(®linistry of Planning, 2001).
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To complement their studies in universities in Kaiegdom, Saudi students have the
opportunity to pursue, pre-university, graduate apdstgraduate degrees in
specialized fields abroad. Supported by governreeholarships, thousands of Saudi
students are enrolled in universities outside thegdom in some Arab, North

American, European and Asian countries. For exampl 2002, there were 1,047
Saudi students studying in Arab universities, 3,596he U.S.A., 581 in Canada,
1,281 in the United Kingdom, 102 in other Europeanntries, and 228 in Pakistan

(Ministry of Planning, 2002).

3.9 Initiations of Vocational Education and Training in Saudi Arabia

The discovery of oil in Saudi Arabia in 1939 enaged the settlement of Saudi
Bedouin societies who were attracted to begin tlhailustrial, commercial, and
agricultural activities subsidized by the governimenn addition, the government
itself was in urgent need for trained and vocatilgreducated manpower that would

undertake and support the country's economic acidlstevelopment.

To fulfil this need, industrial vocational education the course of its development
started in 1949 under the Directorate of Educabgrthe establishment of the first
intermediate industrial school in Jeddah admitB0gelementary graduate students in
its first year. This early — perhaps too littleffort was an indication of the beginning
of vocational education in the Kingdom. Later i@63 the Ministry of Education
increased the number of industrial schools to aigladdition to King Saud Industrial
Institute and Riyadh College of Industrials. In6%9 the Ministry replaced

intermediate industrial schools with secondary stdal institute increasing the entry
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requirement of this vocational education to thenmiediate diploma instead of the
elementary. These institutes were equipped wittebequipments and new curricula
to train students on mechanical, electrical, engane technological studies. In 1967,
the Royal Technical Institute was established iyaBin on high standards and with a
total budget of SR 20 million containing a secogdarcational institute, a technical
industrial institute, a specialized studies departirfor technical supervisors, and a
higher teachers’ training institute.  Similarly, ideddah another standardized
Technical Institute was established with a totaddet of SR 35 million in
coordination with the French government. The numblestudents registered in
industrial education has reached 2,727 at the érntleoFirst Development Plan in

1974 (Al-Khateeb, 1998).

As for commercial vocational education, it started.960 with the establishment of
the first intermediate commercial school to prepasmpower in commerce, financial
management, accounting and other administrativenses. However, in 1967 and
due to the declining level of graduates’ compeenaf intermediate commercial
schools, the Ministry of Education decided to repléghese schools with secondary
commercial institutes accepting intermediate digognaduates for three years. At
the end of the First Development Plan period in4l9here were eight institutes
conducting morning and afternoon classes and @mgoll, 170 students taught by 93

teachers (Al-Khateeb, 1998).

Agricultural vocational education, on the other thastarted earlier. In 1955 the

government established the first agricultural s¢hod\l-Kharj in the Riyadh region

to prepare agricultural technicians to support abentry’s development objectives.
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This school was initially overseen by the Ministoy Agriculture before being
transferred in 1959 to the Ministry of Educationiethbecame the supervising body
of vocational education in the country. Laterl®61, the Ministry established five
intermediate agricultural schools in five differenties: Hafuf, Majma’a, Buraidah,
Baljourashi, and Jizan training 844 elementary gases’ students. These schools,
later in 1964, were replaced by secondary agricalltinstitutes. However, in 1977,
they were reduced to one standardized agricultnssitute in Buraidah city enrolling
intermediate education graduates for three moresyedhis reduction was due to
shortages of enrollments in this kind of vocatiordlucation in the country which
stopped the initial plans of the First Developmétin to establish three similar

institutes in the Kingdom for that period (Al-Khate 1998).

Vocational training was first initiated by King Bal who envisioned the urgency to
open vocational training centres for both adultsdaf8 to 30 and youths aged 13 to
18. This vision was translated into reality in 298y the establishment of Riyadh
vocational training centre costing SR 5.3 milliaslildwed by the opening of other
centres in different cities around the country. e3é government centres were
overseen by the Ministry of Labour and Social ABai They were created to fulfil the

following objectives:

1. Providing and expanding vocational training progsam the light of national
Development Plans.
2. Providing professional training to fulfil the inagng demands on skilled and

semiskilled workers for both government and pri\sgetors.
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3. Providing on-the-job professional training in pt&aorganizations to enhance
workers technical skills.

4. Establishing more centres and increasing the egistnes.

5. Producing a standardized accreditation systenl tea@hing levels.

6. Ensuring that training programs accord capabilitiesd requirements of
manpower with the industry needs.

7. Providing youths with suitable vocational counsegjland guidance.

In addition to government vocational training cestof the Ministry of Labour and
Social Affairs, there was a centre preparing amsistechnicians supervised by the
Ministry of Interior. Furthermore, there were 1@vpte evening vocational training
centres regulated by the Ministry of Labour andi&oiffairs teaching typing skills

and calligraphy (Al-Khateeb, 1998).

3.10 The Establishment of the General Organizationfor Technical

Education and Vocational Training (GOTEVT)

After thorough studies of Saudi manpower develogmeerds in conjunction with the
country’s rapid economic development, the goverrtnissued in the 23 of June
1980, the royal decree_NM/30 establishing the General Organization fochirecal
Education and Vocational Training (GOTEVT). Accogl to this decree, training
and vocational education affairs controlled by efiéint ministries and government
bodies will be integrate under this governmentldsament. GOTEVT, as stated by
Article 16 of its bylaws, is an autonomous orgataa controlled from its

headquarter in Riyadh and enjoys financial and adtnative independency under a
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direct supervision of the Minister of Labour andckb Affairs. Furthermore,
GOTEVT's mission will be to undertake the implensmn of vocational and
technical education programs in various fieldsnofustry, agriculture and commerce
in addition to various levels of vocational traigisuch as adult vocational training,
on-the-job training in all fields as well as dropaehabilitation. It will also be
responsible for vocational studies and researclediat developing the performance
and productivity of national manpower (Al-Khatedl®98; Al-Dhuwainet al., 2000;

Ministry of Education, 2004; Ghabahal, 2002).

3.10.1 GOTEVT Overall Strategy and General Objecties

According to its bylaws, GOTEVT is committed to asle the following strategies

within the framework policies and plans of the Miny of Labour and Social Affairs.

1. To prepare and train Saudis to perform vocationdltachnical works at different
sectors (industrial, agricultural, commercial andl services) and be qualified
to work in government or private sectors, in additito updating in-service
technicians with the latest scientific and techgalal knowledge locally and
abroad.

2. To help the young and illiterate Saudis who didgettor pursue further academic
education via training them in morning and everpnggrams suitable to their age
and interest.

3. To prepare technical Saudi cadres such as teaah&rsictors and lecturers.

4. To direct education investments towards developmhkidls and expansion of

vocational careers in the Kingdom.
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5. To create a unified educational system to suppenfirtical manpower through
coordination with other HRD departments and the poarer ministerial
committee.

6. To support vocational guidance programs throughudation of technical and
vocational awareness.

7. To conduct researches and studies to solve mangeatemical problems in order
to meet the evolving needs of labour market.

(Al-Khateeb, 1998)

To achieve these strategies and establish a frarkegoverning its activities,

GOTEVT formulated the following general objectives:

1. To train individuals to undertake the required istthal, commercial, agricultural
and services activities that contribute to the tguaent of the national economy
whether in government or private sectors.

2. To provide individuals with Islamic values and gel&nowledge that contribute
to building a higher morality level and rationaintking, in addition to the ability
to adapt to different environments.

3. To create a scientific base for technical manpawemnable it to interact with the
rapid developments in technology.

4. To provide opportunities for individuals wishing earn a certain vocation or
pursue their training to the highest educationdl\arcational degree possible.

5. To develop the skills of technicians and updat# {h@fessional information on a

continuing base.
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6. To emphasize the value of manual labour and vataltiwork and their role in the
prosperity of the society.

7. To contribute in halting domestic migration of zéns to major cities by
distributing vocational training centres throughthg Kingdom’s regions.

8. To emphasize the importance of research and figklstudies which deal with
technical manpower problems in the light of theolaomarket needs.

(Al-Khateeb, 1998; Ministry of Education, 2004)

3.10.2 The Structure of GOTEVT's Activities

GOTEVT implements the Kingdom'’s strategy of lab&ance development through a
system composed basically of three levels: vocatidraining, technical education
and higher technical education (Al-Dhuwagh al., 2000; Ministry of Education,
2004). In addition and more recently, GOTEVT igdlved in different new training
and development initiatives as part of its effords fulfil the increasing skills’
demands of the labour market and Saudization «, jebpecially in the private sector
which will be discussed in the coming chapter. sehmitiatives include the National
System for Joint Training, Military Vocational Tréing, and on-the Job Training

(Ministry of Education, 2004).

3.10.3 Vocational Training

The vocational training program includes morning anening sessions conducted in

32 GOTEVT vocational training centres around thengdiom to fulfil the skills

requirements of the labour market. This programsaat preparing, training and
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gualifying Saudis aged between 17 and 45 yearsamb@t the entry level to join the
labour force; likewise, it transfers unskilled werk who are already employed to
technicians in their areas of specialties. Thaging, in both its morning and evening
sessions, involves a variety of short-term intemgiwurses ranging from 6 months for
the evening sessions and 12 to 18 months for thr@ingcourses (GOTEVT, 2002).

In general, evening sessions are usually attengedobernment employees who
cannot join the morning classes or by individualsowdo not meet the admission
requirements of the morning sessions. The evediagses do not require specific
level of education for admission; unlike the moghomes which require a primary or
intermediate certificate for admission. Howeventhbsessions provide vocational
training for Air-Conditioning and Refrigeration, dgltrician, Welding, Carpentry,

Plumbing, Printing, General and Mechanics, PhofagyaTailoring and various other
occupations. Students enrolled in vocational ingirreceive their training free of

cost. On the contrary, they are provided withdweiihg incentives:

» Stipend ranging between SR. 600 and 800 after catmgl half of the course
and passing the exam.

* SR. 260 once during their course to cover theinitng uniform expenses.

* Areward of SR 1,000 for outstanding achievement.

* Housing and food services for those coming fronsioletthe city.

e Medical and social care. (GOTEVT, 2002)

Over the period from 1982 till 2002 as Table (3ilustrates, the number of trainees

enrolled in these programs reached 200,988 traiwbde the number of graduates

stood at 122,117 trainees (Al-Khateeb, 1998; Al-Dam et al., 2000; GOTEVT,
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2002; Ministry of Education, 2004).

In addition 2002, the number of teachers in

these programs reached 1,398 while the number ofirgstrators and technical

supporting staff is 336 (GOTEVT, 2002).

Table 3.4: Development of Vocational Training Trairees and Graduates

Trainees of Vocational
o Graduates

Year Training Programs

Morning | Evening| Total | Morning | Evening| Total
1982 3917 5628 9545 2455 4509 6964
1983 3751 4866 8617 2808 3948 6756
1984 3967 4422 8119 2970 3487 6457
1985 4515 4779 9294 2579 8315 6394
1986 4991 4950 9941 3012 3979 6991
1987 5531 2847 8378 3266 2279 5545
1988 6443 2799 9242 3483 2251 5734
1989 6601 2923 9534 4718 2371 7089
1990 6460 2971 9431 4491 2306 6797
1991 6658 2406 9064 4578 1564 6142
1992 6115 2727 8842 3942 1969 5911
1993 6550 2962 9512 4151 2204 6355
1994 6496 2374 8870 4477 1722 6199
1995 6571 2270 8841 4333 1727 6060
1996 7088 1194 8282 4302 949 5251
1997 5985 1473 7458 4387 1157 5544
1998 7795 1778 9537 3256 1493 4749
1999 10122 2265 12387 3866 2128 5994
2000 9626 1485 11111 4453 1214 5667
2001 10436 1215 11651 4366 1152 5518
2002 11673 1659 | 13332 - - -

TOTAL | 141291 59993 20098% 75893 50724 1221
Sources:

» Annual Statistical Report for 1422/1423 A.H., GOTEW (2002: 61, 83, 98).
e Technical Education and Vocational Training Progres, GOTEVT (1999: 28, 32, 35).

3.10.4 Technical Education

17

Technical education, on the other hand, providescatibn via its secondary

industrial, commercial, agricultural and supervssoinstitutes.

These institutes

qualify their students to either join the labourrked; or proceed for postsecondary
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technical education by joining the technical cadlegparticularly those graduating
from secondary industrial and commercial institutes alternatively enrol in
universities for further specialization in theielfi of study (Al-Dhuwairet al., 2000).
According to Al-Khateeb (1998), technical educatamsms at preparing and qualifying
Saudi human resources to be industrial, commemal, agricultural technicians and

professionals through providing them with skillsldmowledge related to such areas.

e Secondary Industrial Education

This technical education is conducted in GOTEVT&n tsecondary industrial
institutes located in Riyadh, Jeddah, Dammam, Abhajf, Hofuf, Madinah,

Onaizah, and Zulfi cities. They admit those whaehaompleted intermediate school
to be trained in a number of specialties like corapucommunications, medical
equipment, electronics, mechanics, electric irsialhs and metal construction.
Students are required to spend three years befeireg kawarded the Secondary

Industrial Institute Diploma (GOTEVT, 2002; Al-Dham et. al., 2000).

» Secondary Commercial Education

Secondary commercial education in Saudi Arabiaoissitlered to be, according to
Al-Dhuwain et al.(2000), one of the significant educational chanielgreparing the
highly demanded national manpower to manage comaheradministrative and
financial occupations. For this and to meet theetts of modern life and the
development of the labour market, [GOTEVT has] m#ue necessary changes in
[this education’s] curricula in order to graduatealified youths.” These changes

which were applied in 1997 include providing figgar students with basic
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commercial sciences followed in the second yeamlwye specialized courses in
accounting, book keeping, marketing, public reladio office and material

management. Finally, students specialize in on¢he$e areas during their first
semester of the third year, while spending theagosd semester in a cooperative

training in either government or private organiaat{GOTEVT 2002: 67).

There are 16 secondary commercial institutes irkingdom that admit intermediate
schools graduates. These institutes provide morand) evening sessions awarding

their graduates the Secondary Commercial Instiupgoma (GOTEVT, 2002).

e Secondary Agricultural Education

It aims at preparing national manpower to workdni@iltural sectors to contribute to
the Kingdom’s agricultural development plans. Thaurf secondary agricultural
institutes in Buraidah, Wadi Dawassir, Kharj, arakah train Saudi intermediate
school graduates in three main areas i.e. animal pdant production as well as
agricultural mechanization. Courses offered ineludnd reform, bee breeding,
horticulture, irrigation, animal breeding and feegli poultry, dairy production in
addition to training courses on operation and neaiance of agricultural machines
like pumps, reaping machines and greenhouse temiyol Graduates of the
agricultural institutes are awarded the SecondagyicAltural Institute Diploma

(GOTEVT, 2002; Al-Dhuwairet. al., 2000).

» Secondary Supervising Education

This technical education started by the establisttned a secondary supervisors
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institute in 1965 in Riyadh which was followed bguf similar institutes in Abha,
Tabouk, Ta'if and Onaizah cities. They were dsthbd to fulfil the Kingdom needs
of qualified Saudis in areas like survey, archiiesmt constructions, architectural
drawing, civil construction works, and health siy@on. Students in these institutes
study for three years after finishing their intedia@e education to be awarded the

Technical Supervisors Secondary Institute Diploma.

Students of technical institutions of industrialpmanercial, agricultural and

supervisors education are provided with the follgyvincentives:

* Monthly stipends ranging between SR. 450 and 675.

* Work uniform and educational materials and tools.

e Opportunity for graduates to continue their edwratin the colleges of
technology.

* Housing and food services for those coming fronsioletthe city.

(GOTEVT, 2002)

Overall, as Table (3.5) illustrates, technical itagibns of industrial, commercial,

agricultural and supervisors education in the Komgdhave had 354,368 students
enrolled in their different programs for the perisdm 1981 to 2002. Of those,
81,348 students (22.9%) have graduated with thethmical Secondary Institute
Diploma for the same period. In 2002, the numideteachers in these institutes is

2,182 while the number of administrators and tecdirstaff is 784 (GOTEVT, 2002).
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Table 3.5: Trainees and Graduates Development at
Secondary Technical Institutes

Trainees At Secondary Technical
Institutes Graduates
— O > wn — O > 7))
Year 3 S % S §. = % -(gD
@ 3 = 3 Total 7] 3 S | 3 | Total
5 s | 5| & » | 3 | 5|8
) 2 G ) S
1981 1819 4468 | 246 424 6961 | 321 | 1074| 95| 177 1667

1982 2654 4936 19( 4894 8265 | 375 | 1206 67| 176 1824

1983 3163 5828 | 14§ 484 9625 | 534 | 1305 47| 239 2125

1984 3698 6479| 145 394 10720 739 | 1520 39| 167 2465

1985 4027 6352| 153 333 10865 | 1112 | 1647| 34| 133 2926

1986 3960 6548| 16§ 344 11023 | 852 | 1683| 46| 112 2693

1987 4653 7383 | 266 48(Q 12782 | 1051 | 1474 29| 120 2674

1988 5362 7755| 422 6894 14221 | 916 | 1735| 42 * ] 2693

1989 6243 7980 37¢ 93Q 15523 | 1138 | 1930| 64| 174 3306

1990 6815 7198| 399 989 15401 | 1489 | 1856| 133] 259 3737

1991 7375 7025| 408 105D 15858 | 1735 | 1949| 79| 304 4065

1992 7929 7351 506 113j1 16917 ) 1960 | 1797 90| 297 4144

1993 8245 8501 702 1498 18946 | 1834 | 1553| 133] 27§ 3798

1994 8672 10335 774 166D 21441 | 1954 | 1895| 150 334 4335

1995 8558 10995 737 173822028 | 2069 | 2425 119 47§ 5091

1996 8045 | 1091 821 195621738 | 2060 | 2556| 205 519 5340

1997 7816 9554| 839 207B 20282 | 1819 | 2649| 195 487 5150

1998 7766 8228| 670 21718842 ) 1635 | 2862| 194 561 5252

1999 9561 7294| 639 230819802 | 1420 | 1971 203] 574 4170

2000 9470 6906| 449 243D 19255 1734 | 1730 116] 646 4226

2001 11006 7179| 321 269321199 | 2301 | 1775| 124| 659 4859

2002 11590 7794 303 2987 22674 | 2243 | 1780| 74| 711 4808

TOTAL |148427 | 167005| 9677 | 29259 354368| 31291 | 40372| 2278| 7407| 81348

* There were no graduates for this year due to gimanstudy period from 2 to 3 years.

Sources:

» Annual Statistical Report for 1422/1423 A.H., GOTEM (2002: 61, 83, 98, 113).

e Annual Report on the Conditions of Technical Educabn and Training in the Kingdom of
Saudi Arabia 1422/1423 A.H., Manpower Council (2003L0, 17, 20, 25, 28).

e Technical Education and Vocational Training Progres, GOTEVT (1999: 28, 32, 35, 40).

3.10.5 Colleges of Technology

There are 20 colleges of technology spread in rdiffe regions in the Kingdom

(GOTEVT, 2003). They were established based onnieds of developmental

sectors in the Kingdom to be a basic source fanitrg and qualifying young Saudis
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in various technical fields to ensure their pap&tion in Saudi development (Ministry
of Education, 2004). The first college was estit#il in Riyadh in 230f December,
1983 by the Royal Decree No. 7/H5267. AccordméltDhuwainet al., (2000), the

main objectives for establishing these colleges are

1. To expand the Saudi manpower base in the diffaesmtinical fields and provide
various sectors with qualified national manpowerowtill undertake the
country’s development plans.

2. To open new channels of higher technical educdaliahmeet the country’s needs,
at the same time create more enrolment opportsriiethe increasing secondary
schools and technical institutes’ graduates begie limited capacity of
universities.

3. To expand this sort of higher technical educationthie Kingdom’s different
regions which will eventually develop these regi@usicationally, socially, and
economically.

4. To provide continuing education and training forrkeys at the technical and

vocational fields.

Colleges of technology admit the graduates of s#&onschools and secondary
technical institutes who are awarded upon gradnatie Technical College Diploma
gualifications. These colleges operate on the-damester system, each semester
consisting of 15 weeks. Students study 64 to 7Hsumcluding college and
department mandatory and elective units ideallyr dwar semesters; however, and
due to failing and repeating some of these urtisy usually spend five or even 7-8

semesters in addition to the mandatory cooperataining semester. According to
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the colleges study plans, the units are divided the following percentages: 20%
general and humanities studies, 30% basic and aed sciences, and 50%
practical training (Al-Dhuwairet. al., 2000). As for the bachelor’'s degree program
conducted in Riyadh College of Technology, studstugly 75 units in addition to 12
units of English language training and graduateirftagimilar privileges granted to

the graduates of the engineering colleges at thgddm’s universities.

In general, according to GOTEVT (2002) colleges te€hnology conduct the

following training programs

Electronic Technology:
— Industrial Electronics and Control.
— Communication.
» Computer Technology:
— Computer.
— Software Programming.
» Electrical Technology:
— Electrical Machines.
— Electrical Power.
* Mechanical Technology:
— Production.
- Vehicles.
— Agriculture Machines.
— Refrigeration and Air Conditioning.

— Automatic Control.
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* Chemical Technology:
— Chemical Laboratory.
— Chemical Production.
» Construction Technology.
* Management Technology:
— Accounting.
- Office Management.
— Tourism and Hotel Management.
- Marketing.

— Bank Management.

Students enrolled in colleges of technology enjogiuaber of incentives. They
include a monthly stipend of SR 1,000 during thmriod of study in the college in
addition to free medical treatments. They are ptewided with all training materials

and tools (GOTEVT, 2002).

According to GOTEVT (2002), there are 1,987 teasherthe colleges of technology
in addition to 340 administrative and technical mup staff in 2002. As Table (3.6.)
shows, the number of students enrolling in theega$ of technology has increased
from 91 students when establishing the first caleg 30,060 students in 2002.
However, the increase in number of graduates did fallow this increase in

enrolment reaching only 21,659 students (15.1%).
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Table 3.6: Students Studying and Graduating from Cleges of Technology

Year Students Graduates
1984 91 -
1985 254 62
1986 241 71
1987 332 73
1988 887 100
1989 1403 447
1990 2247 479
1991 3379 590
1992 4119 1248
1993 5703 1354
1994 6648 1706
1995 7214 1967
1996 6999 1909
1997 7629 1916
1998 8880 1890
1999 13998 1760
2000 19635 2242
2001 23672 3845
2002 30060 4639*
TOTAL 143391 21659

* Not including BSc. graduates from Riyadh Colledé echnology.

Sources:

e Annual Statistical Report for 1422/1423 A.H., GOTEM (2002: 37).

e Annual Report on the Conditions of Technical Educabn and Training in the Kingdom of
Saudi Arabia 1422/1423 A.H., Manpower Council (20087).

e Technical Education and Vocational Training Progres, GOTEVT (1999: 23).

3.11 Private Technical and Vocational Training Insitutes

GOTEVT also plays a major role in the private tacAhand vocational training in

the Kingdom. This emerges from its regulatory andervisory position over private
technical and vocational training institutes. Acbtog to Manpower Council decision
No. 5/m16/1404H, GOTEVT has the country’s authotiyissue licenses for the
establishment of private technical institutes aadational centres. In addition in the
26" of August 2000, the decision No. 13326 was issoelliding the executive rules
and regulations overseen by GOTEVT controlling giev technical institutes and

vocational centres. These regulations includenties, authorization, conditions,
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specifications of buildings, training instructiongnd rules of examinations

(GOTEVT, 2002).

There are 392 private technical institutes and toeal centres in the Kingdom

offering two levels of training including secondaeghnical institutes and vocational
training centres similar to GOTEVT ones. Theseéitugs and centres conduct one-
month short programs, three-month medium programndpng two-year diploma

programs. These programs cover specializatiors ddmputer and communication
sciences, electronics, automobile mechanics andtrefecs, safety and security,
aviation, industrial technical education, commdrtéghnical education, supervisors
technical education, and other postsecondary pmugyran 2002, the total number of
students enrolled in these programs reached 31s88%nts while the number of

graduates stood at 15,115 students (Al-Dhuweaah., 2000; GOTEVT, 2002).

3.12 Outcomes of Government Dominance and Bureauag on Higher and

Vocational and Technical Education

Higher education in the country is not in a bepesition than the general one.
According to the same study of the Institute of é@@sh of KFUPM (2003), Saudi
higher education is coping with a number of obstmah fulfilling its core objectives.
It suffers, for example, from shortages in absavieatapacity. During the Sixth
Development Plan, the total male and female ennalsnen universities and girls’
colleges increased from 165,000 students in 199%mdee than 263,000 students in
1999, at an average annual growth rate of 12.4% ftmber of new entrants

increased from 46,800 male and female student8@00 students, and the number
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of graduates from 22,000 male and female gradumte4$l,000 during the same
period, at an average annual growth rate of 13.6% ¥6.8% respectively. This
problem escalated even further during the Severtlredpment Plan as a huge influx
of secondary schools students (266,000) graduagetthéb end of 2004 to face the
limited absorbative capacity in higher educatiostitntions (Ministry of Planning,

2000).

The Kingdom’s eleven universities which are desigte absorb 30% of secondary
school graduates with a total capacity of 218,G0@ents, are forced to increase their
intakes beyond their capacity due to the increadechand resulting from high
population growth and the preference for universitiication over vocational and
technical education (Al-Sheikh 2001; World Bank,020 Madhi and Barrientos,
2003. However, this expansion in university intakas not based on the actual
market demand for specialisation and, therefore, ttend of expansion in higher
education has shifted towards social, arts, aedaly studies because they are much
easier to understand and therefore graduate frdms fAas created a shortage of
graduates in scientific and technical areas (Mipist Planning, 1997). In their study

Madhi and Barrientos, (2003) state

Available statistics for 1995 show that 80% of gihduates of local universities studied
in the humanities, including arts, literature, eatian, sociology, and religious studies.
The remaining 20% is distributed among all techniaad scientific subjects. The
combined number of graduates in computer sciendearnpacy, meteorology,

environmental studies, geology, and marine scieneesounted for just 2% of all

graduates in 1995. (P: 73)
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Al-Shammaryet al., (2003), on the other hand, indicates minor imprognt in their
statistics of students graduating from universitesd girls colleges for three
consecutive years 1999, 2000, and 2001. In thedistecs the average number of
graduates from scientific and technical majorsesents only 25%; on the other hand,
the majority or 75% of those graduates are stdidgating from literary majors. In
their study Al-Shammary found that that higher ediom and training government
institutions included a total of 1,000 departmearid majors at the university level for
both genders. Of those, 422 were scientific depamts and majors and 578 were
humanity and literary ones. Despite this relatm®ximity between these two
numbers, the average number of graduates for tikioned three years of the former,
according to the study, was 12,586 students wheeldtter witnessed an average of
37,152 students representing 75% of the averagd&uof graduates for that period.
Similarly, the study found that 525 departments arajors for the postsecondary two
years diploma level for both genders; 283 of theerenscientific departments and
majors while 242 were humanity and literary ongéfie average number of graduates
of the former for the three years was 4,650 studesile that of the latter was 8,517.
On the other hand, a different scenario existedh® vocational and technical
secondary education. In this level, the study ébtlat 281 departments and majors in
the Kingdom consisting of 143 scientific and teclahidepartments and majors and
138 humanity and literary ones. The average numbgraduates of the scientific and
technical departments and majors reached 14,40@rss1while humanity and literary
majors’ graduates were only 5,055 which accordmgheir conclusion is ‘t0 some
extent’ consistent with market demands and requiuether reinforcement’. Finally,
in the pre-secondary vocational and technical keWetre were 740 departments and

majors around the Kingdom. Of which, the majoriQ2, were scientific and
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technical departments and majors while only 38 wauenanity and literary ones
conducting short courses of English. However, dherage of graduates from the
former was only 6,576 which, according to theirdgtuwas quite low standing at an
average of only 9 graduates per scientific departméccording to Al-Shammargt

al. (2003) these figures illustrates an imbalancett@ue of humanity and literary
study majors over scientific and technical fielads government educational and

training institutions (Table 3.7).

More alarming, Al-Shammarsgt al. (2003) argued that Saudi education and training
outcomes were creating an upside-down pyramid. mbgrity of graduates were
from higher education's universities amounting 83738 representing 56% of the
average total number of graduates 88,954 for thersy@000, 2001, and 2002.
Whereas average number of graduates from the fé¢ise dhree levels of the general

education altogether amounted to 39,219 which ssmted only 44%.

Table 3.7.
Summary table of Al-Shammaryet al. (2003) findings of the Average number of
Graduates according to their majors from the four kvels of education in Saudi Arabia
for the years of 2000, 2001 and 2002

. Humanity | Scientific &
No. of Departments in . ; % of (S&T)
Level of Saudi Arabia & L|t(_erary Technlcal to (H&L) ?EI
Education ME;.]OI‘S Mzijqors Graduates '5
oot Gza ;I:e;tes Gr(z; ;_?)tes =
* *%
H&L S&T S&T
University 578 422 42.2 37152 12586 25.3 49738
Two-years Post
Secondary 242 283 53.9 8517 4650 35.3 13147
Diploma
Secondary
Vocational and 138 143 50.9 5055 14409 74 19464
Technical
Pre-secondary
Vocational and 38 702 94.8 9 6576 99.8 6585
Technical
TOTAL 996 1550 60.9 50733 38221 42.9 88954

*Humanity and Literary, ** Scientific and Technical
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This argument led Al-Shammargt al., and many others to assert the present
limitations of the capabilities and qualities iresie institutions altogether to fulfill
current market demands of qualified human resouroe$o mention the future needs.
They also confirm incompatibilities of these goveent institutions’ outcomes with
market demands due to the concentrations on ltatadies rather than scientific and
technical skills, knowledge and attitudes that arestly demanded in the labour
market (see also Al-Sultan, 1998; Al-Humaid, 20B%;adh Chamber of Commerce
and Industry, 1999; Ghabae al., 2002; Al-Anssary, 2001; Madhi and Barrientos,
2003; Hammad, 2006; Madah, 2001; Al Ajaji, 1995d akl-Shimaimry, and Al-

Dikheelallah, 2000).

Another outcome of such a focus on literary studiather than scientific and

technical majors is the excessive utilization déé@uring method in teaching instead
of hands-on and learn-by-doing approaches. Highshucation institutions use

ineffective lecturing teaching method providing elgrtheories and abstract learning
experiences to students. In addition, these uiglits, then, evaluate their students’
abilities to memorize and recall such experiencéh fess emphasis on measuring
what they have acquired. Therefore, this hasezhifte students’ focus from learning

skills and attitudes essential for their futurefpssions to merely passing their exams.

The other side of the coin of higher educationasational training that is provided
by vast commercial training centres and governnrestitutions. However, technical
education and vocational training is mainly avd#athrough a government agency
i.e. GOTEVT. It covers commercial, agricultural andustrial and technical training

and education and it is available only to Sauddetits, mainly male ones. On the
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other hand, Saudi female students who accordig-@heikh (2001) represent more
than half of the total numbers of students in Saidibia, have limited technical
education and vocational training opportunitieshwiéw exceptions in areas like
teaching, health care and social work, and clotlessgn and production (Madhi and
Barrientos, 2003). As a result, Saudi females’ legmpent is strongly concentrated in
the education sector (educational and adminisgajobs) where they constitute
85.8% of the total number of all employed femal€ke health and social work
sectors, followed by public administration make 6% and 4.4% respectively
(Ministry of Planning, 2005). According to the samreference, their total
participation in the labour force represents o$olof the total labour force in the
Kingdom. This participation rate is limited esgdlyi when compared with a number
of Arab and Islamic countries as in Table (3.8.).
Table 3.8:

Females Participation Rates in Economic Activity
(15 years and above) (2002)

Country/Region Participation Rate (%)
Egypt 35.7
Lebanon 30.3
Syria 58.5
Tunisia 37.5
Morocco 41.8
Turkey 50.8
Pakistan 36.3
Indonesia 56.0
Arab Countries 33.0
Developing Countries 55.8
Latin American and the Caribbean 42.5
South Asia 43.7

Source: The §' Development Plan, Ministry of Planning (2005:366).
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However, it should be mentioned here that as ofi8feof April, 2005, GOTEVT

was assigned to the responsible government bodyedfnical education and
vocational training activities for Saudi femalesQQGEVT, 2006). According to the
same report, GOTEVT conduct 23 technical traininggpams for them covering the

following areas:

» Computer technologies.

» Electronic technologies.

* Administration techniques.

* Female beautician techniques.

* Food processing and manufacturing techniques.

» Jewellery design and manufacturing techniques.

However despite the government’s high expenditireacational training, there is a
general shortage of technical skills to meet themated in the labour market in
particular in the private sector (Al-Sheikh, 200IMadhi and Barrientos (2003: 72)
confirm similar conclusion that “education and tiag systems [in Saudi Arabia] are
not fully able to supply the economy with the ramagel quantity of skilled workers it
requires”. Similar opinions come from the Saudidar market by the president of
Al-Zamil Steel and the Director of H. Al-Zamil Compies who states that his

organization

[...] have many young Saudi graduates from both thigeusities and technical colleges
that are looking for employment. In most casesythre not able to find jobs because

their education and training are not compatiblélie demand.

(Haider, 2003)

87



At the same report, Al-Humaidan, managing direabrthe Al-Youm Publishing
Group, agrees that “[Saudi] education policy hastich the market requirements”

(Haider, 2003)

According to the study by the Institute of ReseantiKFUPM (2003), GOTEVT
secondary and higher technical education encositelar challenges of general and
higher education in addition to some more. Thésdlenges include, first, ambiguity
in admission policies for secondary technical etanagraduates wishing to proceed
for postsecondary education in GOTEVT'’s techniaaleges or public universities.
Unlike, secondary school graduates from generatatchn, they are expected to join
the labour market after finishing their diploma amot to go for further education.
Second, technical education according to the satmdy sencounters the public's
inferior view of enrolment in secondary or highechnical education as a result of
insufficient general education curricula to inciécdahe importance and respect of
vocational work. Third, this education lacks thesential regular revision and
updating of technical education curricula to suppoevelopments of new
technologies in the labour market. Thereforeuftess of weakness of the technical
education curricula accompanied by costly privatezagional training. Finally,
technical education and vocational training by G®TEhave insufficient faculty
staff that possess technical competencies as we#loaial and technical guidance
abilities especially with GOTEVT's limited finandisgesources to provide them with

regular and up-to-date development training inrtheids.

In a more general perspective, the findings of Adw@dmaryet al. (2003) echo the

conclusions of a number of other studies and aistmajor problems of government

88



skill formation institutions in conjunction with éhSaudi labour market demands (see
also Al-Sultan, 1998; Al-Humaid, 2002; Riyadh Chanbf Commerce and Industry,
1999; Ghabamt al., 2002; Al-Anssary, 2001; Madhi and Barrientos, 2088mmad,
2006; Madah, 2001; Al Ajaji, 1995; and Al-Shimaimgnd Al-Dikheelallah, 2000).
Among such problems is that these skill formatiostitutions are largely controlled
and dominated by government resulting in less cti@ness for the private sector
investment in Human Resource Development. In thet government through
GOTEVT and other government institutions is compgtiwith private sector
businesses that are willing to risk investing ie thRD fields. At the same time the
latter are dominated by GOTEVT's government bureatic supervision and
regulations that in many cases discourage suclstmeants. Ironically, the country
lacks an autonomous government or private acadandcvocational assessment and
recognition body. It even lacks national vocaticmaalification standards that could
direct and determine any HRD initiatives. Moreralimgly, it also lacks unification
of essential human resources related informatiatduts dispersal among different
government organizations such as the Ministry dfdia, the Ministry of Interior, the
Ministry of Civil Services, the Council of Chambests Commerce and Industry, and
the Ministry of Planning just to mention few. Thiene, the country lacks a futuristic
economic vision that enables long-term skill forimat planning for its human
resources. This has resulted in, for example, morent education and training
institutions failing to recognize and fulfil smad-medium size organizations’
requirements for Saudi trained human resourcesitdepe fact that they employ

more than 71% of the workforce.
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The discussions of the aforementioned studies,ircorthat dilemmas dominating

education and skill formation systems are attribletato the lack of coordination

between higher education institutions and privaieé government sectors. The lack
of coordination is the direct result of the cengation and control of the country’s
educational and vocational training systems byowsrigovernment bodies. It is
producing and creating bureaucratic fragmentatesulting in an unsynchronized
overall vision for the country’s education and emmy. Therefore, the government
educational and training institutions pay less raite to practical skills mostly

needed in the labour market when either establishew or developing old training
programs. Due to their rigid government bureauesadhese institutions experience
lengthy processes to incorporate and modify thaircation and training programs to
meet new market demands and Saudization plansa wesult, Saudization policies
are persistently evaded by the private sector duéheir limited participation in

planning and providing Saudis with the educatiom &raining compatible to its

labour market needs. Therefore, it is safe to lcmiec that the mismatch and
unbalanced skill formation programs including GOTES/ are not adequately
fulfilling labour market demands for Saudi humarsa@ces and this is arguably
creating the unemployment dilemma among Saudisadthtion, government systems
and policies are increasingly becoming obstaclesprivate organizations rapid
development as the government is imposing its luereéic performance instead of

assisting this economic sector in a businesslieageh.
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3.13 The Saudi Labour Market

The most important Saudi labour market dilemmaearigs a result of high
unemployment rates among Saudis while, ironicaiyploying massive numbers of
foreign workforce. This dilemma started to be ewdduring the county’'s high
economic performance at some stage in the 197Qseanly 1980’s (Madhi and
Barrientos, 2003). In the country, as mentionediezathere was little need for a
Saudi working class throughout most of the two desaln fact, the high oil prices
were so high that they convinced the governmetrittg and pay a large number of
foreign workers recruited mainly in the privatetsedo help in building the country’'s
infrastructure, while simultaneously employing m8siudis in government jobs (Al-
Humaid, 2005). It was nation building without gadt the citizens' fingernails dirty.
The government jobs’ salaries were not always emobgt government subsidized
this with flexible housing loans, free health caaed free education which gave most
citizens a comfortable middle-class lifestyle. 3d&egovernment jobs were always
limited and have finally reached their peak of abaace for Saudi manpower forcing
the government to look for more employment in toerdry's private sector. This
sector was already establishing, during the vyedrsbulding the country’s
infrastructure, a labour environment that is exekly dependant on utilizing cheap
foreign labour, which in turn created a dual labauarket of Saudis employed in

government jobs and cheap foreign labour in theapeisector.

This dilemma of an unbalanced growing foreign labfauce is associated with the

country’s rapid population growth, mentioned easlief 3.8% and with more than

50% of the total population under the age of 1%ishas put enormous pressure on
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the government to create employment at a rapidmatmly in the private sector to
cope with the increasing numbers of Saudi gradgagwvery year from government

educational and vocational institutions. Accordioghl-Sheikh (2001)

At the time when a lot of the private sector orgations in the Kingdom continued to
evade recruiting Saudi nationals the number of ensity graduates kept increasing and
the unemployment rate rising until it reached 27Bfis had negative effects on the

national economy and the security of the Saudietpci

(P: 123)

The dependency on the foreign labour force in thad§ private sectors continued
despite the sharp decline in the government reveimuéhe 1980’s from 368 billion
Saudi Riyals in 1981 to 104 billion Saudi Riyalsli®87, and despite the Gulf war in
the 1990’s (Al-Jasser, 2002). Figures indicated there was an increasing trend of
recruiting foreign labour as the applications fanptoyment visas have been
increasing annually by 24% between 1990 and 19®&cording to latest figures by
the Minister of Labour himself, the number of watkas for expatriates issued by his
Ministry in 2008 reached 1.7 million with an incseaof 34% from 1.265 million in

2007 (Al-Watan, 2008).

According to the 8 Development Plan, the total number of the worlcdoin the
Kingdom in both government and private sectors gim 7.23 million in 1999 to
8.27 million in 2003 at an annual growth rate @f98. Of the total size of the labour
force, 3.54 million (42.7%) were Saudis and 4.74liom (57.2%) are expatriates.
Most of these expatriates (95%) were employed ke phivate sector and the

remaining 5% were employed by the government settog participation rate of the
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Saudi work force in the government sector amoutdezsbme 85.2%, while the share
of Saudi employment in the private sector was diy8% in 2004 (Ministry of

Planning, 2005). In 2005, figures by the MinistfyLabour’s 2005 Annual Statistical
Report indicate that Saudis in the private secteached 623,465 employees
representing 11.63% of its total employment whibeefign workers amounted for
4,738,823 representing 88.37% (Ministry of Labo2@05). The same reference
illustrates that the majority (85.67%) of the totadrkforce (Saudis and none) in the
private sector were recruited in four major indiestr In the construction industry, the
workforce represented 36.24% of the total employmerthe private sector while
26.34% are in recruited in wholesale and retaddraMoreover, 11.67% of the total
workforce is performing the community and persosatvices while 11.42% are
working in the transportation related industrieBhe remaining 14.33% of the total
workforce in the private sector is recruited in thgriculture industries including
fishing and forestry by 7.09%; and 2.33% are inndpmrtation, storage and
Telecommunications. The remaining 4.91% are dividetween finance and real-

estate services, electricity, gas and water inghgséind non-oil mining and quarrying.

The direct result of this low employment of Saudisthe private sector was an
unemployment rate reaching approximately 9.6% atingrto the official report by
the Saudi Minister of Labour (Saudi Press Agen©)4). This percentage increased
to 12% at the end of 2007 (Al-Watan, 2008). Theng€iom’s unemployment
according to the findings of the"8Development Plan is described as ‘structural
unemployment’ which, according to its field surveiglates to a fundamental
mismatch between demand and supply of national ova@pin terms of quality and

guantity. That is to say, unemployment is not riyeaeresult of a lack of vacant jobs
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due to a downturn in the economy. The mismatctvéen supply and demand in the
labour market and lack of attractiveness to workhia private sector is due partly to
the relatively low wages and more importantly ttskills imbalance". Many Saudis
looking for jobs do not have the skills sought Ime tprivate sector (Ministry of

Planning, 2005).

Al-Shammaryet al. (2003) have examined this mismatch between sugpdydemand
in the labour market for three consecutive year2@d0, 2001, and 2002. They
conducted comparisons between the number of graslwdtgovernment educational
and training institutions, their major of studiesd the number of foreign workforce
employed in classified occupations in the labourrkeia They find four main
categories of supply and demand to these occuga#iocording to the time required
for their full Saudization provided that graduatembers or their supply remains at its
average for the three above mentioned years. if$techtegory includes occupations
in the Saudi labour market that have a surplusanidSgraduates over market demand
especially from literary and teaching study fieldsSecond is the category of
occupations that require 5 to 20 years of Saudiugages current supply just to fulfil
the current demands. These include medical dqceargineers, technicians in all
technical areas in addition to computer and eleatrspecialists just to mention a few
examples. Third are occupations that require ntfuae 20 years of current graduates
supply to fulfill current market demands. Thesandads include, for example,
laboratories and medical supporting technicianstoraabile mechanics and
electricians, veterinary doctors, salespeople, amstruction technicians. Fourth are
occupations that require only short focus trairengrses or merely on-the-job training

to be filled with Saudis due to unavailability ofjars in government educational and
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training institutions covering skills for these apations. They include, for example,
managerial skills for different industrial sectoesjiation specialists, pilots, human
resource and insurance specialists. (For complededetailed specializations see Al-

Shammaryet al., 2003: 31-45)

A number of studies by Ghabahal. (2002), Al-Saiegh (1995), Ministry of Interior
(1996), Al-Gaith and Al-Ma’ashoug (1997), Al-Sultgh998), Al-Nowaiser (2001),
Ba Ishen (2002) and Al-Shammagy al. (2003) have discussed unemployment in
Saudi Arabia and have reached the following outmk this dilemma. These

include that:

* Unemployment in Saudi Arabia differs from the reétthe Arab countries as
Saudi labour market is changeable according tdlticeuation of oil prices which
are the main economic source of the country.

* Unemployment rates are high among uneducated als aseéducated Saudis
irrespective of their education fields which arers¢o be unfulfilling to labour
market demands for skills.

* Unemployment rates are prevailing in the Kingdotwsh cities and villages and
among both Saudi males and females although ther lattes are much higher
reaching in Bourland (2002) study to 33% of thosenmeen 20-24 years old and
18% for females 25-29 years.

* Unemployment rates are higher among university wata$ literary majors in
comparison to those graduating from scientific mmjoDespite this more are still
graduating from the former. For example, accordiogAl-Shammaryet al.

(2003) for the years 2000, 2001 and 2002 the aeeragnber of university
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students graduating of the former fields of studgoants for 37,152 while
scientific graduates is only 12,586 for the sanéope

Foreign labour force is rigorously and continuoustynpeting with Saudi labour
force on available employment in the labour matkethe extent it is exceeding
its demands in some occupations.

60% of the foreign labour force is unskilled workevho are the major source of
unemployment to their Saudis counterparts.

Unemployment stems mainly from private sector oizgtions’ dependence and
preference to recruit foreign labour force instedidnationals for a number of
reasons as will be explained subsequently.

Business ownership concealment and exploitatioth@fsponsorship system are
increasing unemployment rates. The Sixth Develogmelan period has
witnessed the growing phenomenon of concealing tilve ownership of
businesses, to conceal the identity of foreigniersugh illegal practices to enable
them undertake some commercial activities and I8amdi nationals employment
opportunities in the private sector (Ministry oaRhing, 2000).

Unemployment in the country is a direct consequeatehe mismatch of
education outcomes and labour market demands deatondary and university
levels.

There are substantial differences among governarghiprivate jobs descriptions
with less incorporation to most recent changebtiésé jobs in labour market.
Doors for foreign unskilled and semiskilled laboecruitment are still wide open
in the Kingdom as a cheaper and more profitableugeior the private sector
instead of recruiting Saudis who might require shimcused or on-the-job

training.
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* Lack of job security, long working hours, few vaoas, unclear promotion
systems, no formal retirement plan (especiallysfoall enterprises employing 10
or less employees), and non-existence of minimumgevsystem create important
unbalanced employment differences among governmedtprivate recruitment
affecting Saudis’ attractiveness for employmerthim latter.

* Non-existence of any government social securityesysn the country to support
and ensure minimum life requirements for Saudis wgffer unemployment

despite their ability and willingness for employrhen

This unemployment as illustrated by Al-Sheikh (2D&lassociated with a number of
negative economic, social and security outcomedsatteathe consequences, as seen by
the study, of the presence of foreign work forcegha Kingdom, which also have

effects on the labour market. These include thevohg:

1. A lot of the foreign workers are working in jobdfdrent from the one specified in their
work permit,

2. There are transfers of sponsorships for some ofitbeps not needed in the labour market.
Such processes enable foreign workers to stay lyegalthe Kingdom to search for
alternative jobs,

3. Family reunion arrangements, which place a lot wfdbn on services such as education
and health,

4. 8% annual rate increase in remits by the foreigrkeis to their home countries from $3.63
billion in 1980 to $15.24 billion in 1994. In ahetr study of Abdel-Rahman (2003), this
percentage has exceeded this, reaching 10.37%gdtiménperiod of 1975-2001 achieving

$18 billion which constituted 11.79% of the courgr@DP over the last decade 1990-1999.

5. The foreign labour force represents a high proportif the Saudi population (46%).

(P: 109)
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On the other hand, Al-Sheikh (2001) echoes thergslof a number of writers (Al-
Ewain, 1999; Al-Nimir, 1993; Yamany, 1997) on thaimreasons for private sector
employers in preferring the recruitment of non-Sawvyer Saudis. Employers, first,
believe that available Saudi qualifications do rfotfil private sector skill
requirements that search for qualified and highdyned labour at low costs. Second,
employers argue that Saudi higher education igmatposition to provide graduates
with the specialisation needed by the private sedtbey believe that graduates of
arts, humanities and other theoretical disciplimeseed graduates from scientific and
technical disciplines. This argument in particukwidely supported in the Saudi
literature. In addition, employers believe that thnancial boom of the early
seventies has contributed in establishing a culadreecklessness and dependence
among Saudi youth. This culture accompanied whikeace of work discipline
education has led to the Saudi employees’ laclegibect to employment regulations
of the private sector with its challenging workiognditions. Moreover, employers
according to Al-Sheikh's study believe that Saobi $eekers lack the experience and
aspiration for the high productivity working envinment essential to this sector. The
majority of them are believed to lack communicatskglls especially in English
which is seen as essential requirement by emplajespite the argument that some
of these jobs are of the contrary (Ghaletral., 2002). Employers also claim that
Saudi nationals search for employment in managandladministrative positions and
are not flexible or willing for job relocation fromne city to another. Finally,
employers are facing the dilemma which is a restlinbalanced labour regulations
in the Kingdom. On one hand, Saudis are diffibnltlismiss; while on the other, they
are not stable in their private sector jobs duedmpetitors head hunting (Al Ajaji,

1995; Tejarat Al-Riyadh, 2001; Alzalabani, 2003).
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According to these reasons, it is clear that thghést priority is given to
incompatibility of training and education outcom&sSaudi nationals with market
skills demand, which is, arguably, the causes lier rest of the other reasons and
agrees with the widely accepted perspective of iega@audi employment in the

private sector.

3.14 Saudi Attitudes toward Labour and Vocational &bs in the Private Sector

The dilemma of unemployment among Saudis discussedtiis point has another
contributor factor stemming from the Saudi cultuteelf and accumulating the
complexity of the dilemma under consideration. tTisahe negative view generally
held among Saudis to labour and manual jobs availalihe labour market (Mellahi,
2000; Wiseman and Alromi, 2003; Alromi, 2001; Madimd Barrientos, 2003;
Hammad, 2005). This negative view evolved as altred socio-economic changes
the country has witnessed since the growth of edenues in the 1970’s. This
negative perception if continues in the Saudi caltwill, beyond doubt, affect
negatively the status and attractiveness to vataltieducation and training of young

citizens in the country for generations to come.

As a number of studies (Mellahi, 2000; Wiseman Afrdmi, 2003; Alromi, 2001,

Madhi and Barrientos, 2003; Hammad, 2005) noteseghmanual jobs are usually
associated with expatriate workers employed in gheate sector for blue-collar
careers with low social status in comparison to gogernment administrative or
managerial jobs most preferable by Saudis. Thidespite the Islamic principle

which extensively believed on among Saudis thatipits distinguishing among
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people based on their social status. These bllg-gobs were filled by expatriates
at times when the country was in a rapid need fmap skilled and semi-skilled
labour forces unavailable locally to establishinfsastructure when oil prices were at
their peak in late 1970’s and early 1980’s. Thegchfor a prompt establishment of
the country’'s infrastructure has, however, leadhe establishment of a negative
cultural attitude toward private sector manual jdbsat offer less salaries, less
vacations, longer working hours, less job securignd less social status.
Simultaneously, this negative cultural attitude wasmoted by the government role
of being the major employer for Saudis in whitelaoljobs with higher salaries,

longer vacations, less working hours, more employmsecurity, and more

importantly higher social status. Ironically,gpite of what one would think, Alromi

(2001) states that for most Saudis “low income imwlate-collar job would be

preferable to high income in a labouring job” (gt)5 This is despite the fact that
manual jobs were culturally accepted and perforime&audis in generations prior to
oil discovery (Al-Fagi and Shamsaldeen, 1995; Haohn2805). Concurrent with the
same findings, Madhi and Barrientos (2003) echoell fstudy by Al-Obaid and

Ateiah who found that 80% of Saudis refused mamask, 74% preferred high status
occupations, 64% selected jobs with good socialitedn over those with higher
wages, and about the same percentage favoured ngorfkir the government.

Interestingly, the former British ambassador draysn his experience in the country

and describes this cultural view by stating that

In the Kingdom, there is a disdain for any work ethis not noble. Most people shy
away from work they consider ignoble; Englishmeor, é&xample, are reluctant to be
waiters or dustmen. But the Saudi classificatibjobs is extraordinarily strict. Not only

they reject all manual and menial work; they arsoaleluctant to undertake anything
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which is tedious or humdrum. Plumbing is manual aoad sweeping is menial; for
these tasks they employ foreigners.

(Alromi, 2001: 54-55)

Looking at the Saudi culture as a “traditional atét’ Alromi (2001), one would find
that Saudi parents, according to Wiseman and Alrassume and perform the
guidance and support responsibilities for theiddten since they enter school till
beyond their employment because unlike the indegrerel view held by Western
societies, “the patriarchal family hierarchy is #elbng and life permeating
relationship in most Islamic Arab nations [inclugli®audi Arabia]” (2003:10). The
Saudi family, who usually maintains greater contmotl influence on their children’s
education and career choices, prefers universitycadn and government
employment over vocational and technical educatiod private sector employment
to ensure higher social status for not only théitdcen but the family as a whole
(Wiseman and Alromi, 2003; Al-Fagi and Shamsaldd®95). This is in part due to
the same negative view of manual and menial jokedutition to the unpredictability
of employment opportunities before the graduatesvotational and technical
education in the country (Hammad, 2005) due to nmzatibility between skill
demand and education and training system. Thes®ms affect negatively not only
the attractiveness toward this type of educationabeo the continuation of students
already involved in vocational and technical edwrat For example, in the same
study 52.5% of secondary school students survelyeded that they are unaware of
different vocational and technical programs avddah GOTEVT training colleges
and institutions due to their eagerness and foz@hter university education instead.

Aldaoud (2000) has also found that only 62.6% (5@&duated from GOTEVT
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secondary vocational institutions for the year ¥99while 37.4% (306) dropped out

for the same above reasons.

Supporting the notion of incompatibility betweenillskemand and education and
training system, Alromi (2001) argues that the Sageheral secondary school
educational system as seen by both its studentemployers does not adequately
provide its graduates with personal, social, arquhciy skills mostly needed in the
labour market. The study concludes that the systeorriculum and skills provided
do not “appear to have any influence on studemitéination to look for a job after
graduating from high school” (2001: 127) leading tamily and the student to pursue
higher education for further self-investment withetexpectation of acquiring

employable skills for employment preferably in tftezernment.

3.15 Government Efforts and Remedies

To rectify the situation, the Saudi government eté#d the Saudization policy in
1990’s, which was included in the development plangce 1985 with limited
effectiveness since then (Alzalabani, 2003). Saatdin, in its short-term objective,
aims at solving the dilemma of high unemploymem¢saamong Saudis. While its
long-term strategy aims at replacing the count®:g4 million foreign workers
recruited mainly (95%) in the private sector wite many qualified Saudis as
possible. These foreign workers are doing evamgthfrom managing large
companies, staffing hospitals with doctors and esirsand providing every kind of
professional service, to labouring in the oil fglddooking in restaurants, changing

hotel beds, and sweeping the country's immacula¢ets. The Saudization policy
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was published under the Council of Ministers Decie 50 on the 27th of
September 1994 requiring private firms employingenthen 20 workers “to reduce
their non-Saudi labour force annually by at lea%b, 5and to increase their
employment of Saudi workers accordingly; [it hasodlidentified some posts to be
filled by Saudi nationals only” (Madhi and Barrieat 2003: 75). To ensure a proper
and effective compliance with Saudization policg titovernment established a range
of incentives and penalties to encourage its implaation by employers. Non-

complying firms can be subject to:

. a freeze on applications to import new foreign veosk

. a freeze on applications to renew residence cardsxisting workers;
. exclusion from government tenders and financiapsu and

. exclusion from access to government subsidies aritities.

(Madhi and Barrientos, 2003: 75)

Moreover, according to Alzalabani (2003), the goveent has restricted government
loans, contracts and benefits to achieving Saudizaates requirements. It has also
introduced yearly prizes to organizations showiigglpercentages of Saudization. It
also encouraged the annual conduct of a Careettdaygh which the private sector
display their vacancies and promote their potectater development plans to Saudi
candidates. The government also has establishautitdte recruitment offices to
perform as employment agencies between employerj@mdseekers. It is also
arranging through its 37 Labour Offices in differeities for summer recruitment of
students in local companies to equip them withskihd work attitudes. Finally, the

government is increasing administrative expensegecfuiting expatriates from
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SR351 to SR1, 600 which all goes to the budgeh®tHuman Resource Development

Fund (HRDF).

HRDF was established in Riyadh under Council of isters Decree No. R/18 dated
5/8/2000. According to this Decree, the Fund Wdlfinancially and administratively
independent government organization “to realizeititended objectives set by the
Saudi leadership to qualify young Saudis for emplemt in the private sector”
(HRDF, 2004: 18). The Board of its Directors isachd by the Minister of Interior
with three representative businessmen from theaf@igector in addition to a number
of government representatives (Tejarat Al-RiyaddQ1). In order to achieve its
general objective, the Fund provides 75% of trgrinsts and 50% of the salary of
new employee in the private sector for a maximuntwaf years (Alzalabani, 2003).
The Fund also, according to its annual report, igides field programs and projects
to study Saudi employment in the private sectort also supports private
organizations involved in developing and employ8audi human resources. Finally,
the Fund conducts research as well as annual syamp®$o serve its main objective

of Saudizing HR in the private sector.

Since its establishment and up to 2004, HRDF haantied 43,774 employment
opportunities through its different programs--enyph@nt-oriented training program,
the direct employment program, and joint-trainimggrams (HRDF, 2004). In 2006,
the fund has financed 51,059 employment opporesiit the private sector (HRDF,
2006). Although HRDF is producing increasing reswand positive improvement,
both figures do not match the increasing ratio méraployed Saudis that have been

registered and that are increasing every graduggamn. In its ‘Saudi Employment
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Campaign’ run by the Ministry of Labour and GOTEM&round the Kingdom,

155,000 unemployed Saudis were registered tiletigeof 2005 (Al-Watan, 2005).

So it is safe to conclude that until this date a@edpite increasing and persistent
efforts by the government to Saudize the privatetose-- the major potential
recruiting market -- most indicators show the prefiee of this sector for recruiting
foreigners the evading the recruitment of Saudbnats (Al-Sheikh 2001) with some

few exceptions of organizations achieving high patages of Saudization.

3.16 Factors of Successful Saudization

The ineffectual Saudization in the private secter vave been discussing so far has
some successful scenarios in a number of quasingment as well as private
organizations. These successful Saudization exeanalthough generally overlooked
by Saudi HR literature, should be explored to usiderd the reasons for satisfactory
training and employment efforts behind their Saation. These organizations are
very active in providing their existing employeeghsvan in-house and on the job
training as well as reorientation training prograims their newly hired employees.
Organizations such as the Saudi Arabian Basic tndgsCorporation (SABIC) and
Saudi Electric Company (SEC) are two examples asggovernment organizations
that operate their own training centers. The Sgadernment owns 70% and 72% of
their shares consecutively while the rest are owmethe private Saudi citizens and
other Gulf nationals (Ministry of Planning, 2003|mfineef, 1994, Al-Salamah and
Wilson 2001). In Addition, there are a numberpdi/ate organizations, especially

banks and Saudi Telecommunication Company (STC) ambumber of smaller
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private organizations that have made remarkalvidest in their Saudization drive
with some of them achieving more than 70% targeth(Belah, 2005; Al-Jasser,
2002; Economy World, 2004, SABIC, 2004). TheselBnarganizations have been
awarded the Minister of Interior Award for achieyihigh Saudization figures (see

Alyaum, 2003)

After reviewing the limited available literature dhese organizations’ experiences
with Saudization, it appears their achievementeelatively high Saudization are the
result of three main factors. First there is aualibelief and recognition among top
management of these organizations that Saudizistiam achievable national strategic
long-term goal of investment in Saudi human capitallhis belief, although
encountering poor qualification of Saudi graduatégjovernment educational and
training institutions is, nevertheless, achieveaulgh redeveloping those graduates
on the businesses’ actual skills needs. Secondyutoit differently, they have
integrated policies to redevelop newly employed &nmesources and continuously
develop existing ones through in-house and ondbed{raining or customized
programs through coordination with local or intdioial training bodies. The third
factor is illustrated through their incorporatiamdamplementation of human resource
management initiatives that attract and retain Bawmdnpower such as the
implementation of a gradual Saudization plan, etiing and assessing potential
employees, linking employee progression plan ttheiscareer training plan, relating
salary and promotion system to employee performanm@viding employees with
clear retirement plans just to mention a few (Alyau2003; Alriyadh, 2003,
Bahthelah, 2005; SAMA, 2005; Al-Ghaith, 1996; SABIZ004; Economy World,

2003)
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As an example of an industry achieving high perages of Saudization and
implementing the above three factors, the attentidh be drawn to the banking
industry which has exceeded 79% Saudization ofHEs (SAMA, 2005). Their
experience as a sector of achieving such high dgywf Saudization represents,
arguably, the effectiveness and achievability of ®audization program. It was
clearly a government policy driven by the SaudilAaa Monetary Agency (SAMA)
the main supervisory and regulatory government boalytrolling the banking and
financial sector (Al-Ghaith, 1996). SAMA'’s implemt@ation of such a policy was
under a balanced process of maintaining the stneagt soundness of the sector
while gradually replacing its foreign HR by quadifi Saudis. This Saudization was
balanced not to overlook the local banks needsnf@rnational expertise to assure

their global competition (Al-Ghaith, 1996; Al-Jags2002).

To accomplish Saudization, according to Al-GhatB96), SAMA has established a

Saudization unit to supervise and study the bankeagor progress on

» Gradually replacing its foreign staff by Saudisldaling the government
annual quota of 5%.

* Saudizing their top management and leading position

» Establishing and implementing training and develepin programs to
redevelop Saudi staff to ensure their efficiency afiectiveness.

* Reporting their Saudization progress to the uniSAMA to assist them in

their Saudization efforts.
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It could be argued that SAMA'’s regulatory and clssgervisory role to Saudize HR
in local banks has put the spin on the wheel ofd&aition of the banking industry.
The gradual and constant process of Saudizatiorreased the culture and belief in
the banks’ top management to Saudize and invedeweloping its HR. This was
supported and accompanied by rapid growth of thakibg industry which is an

essential factor of their ability to invest in theiR development and retention.

Saudi banks were not absent from the economy bapmirsaudi Arabia since the
discovery of oil. For example, the 1970’s “was exipd of rapid growth for the
banking system; banks’ assets grew from 3 billi@ud Riyals to 93 billion Saudi
Riyals, and deposits from 2 billion Saudi Riyals@8 billion Saudi Riyals” (Al-
Jasser, 2002: 7). Three decades later, Saudi lzmakstill maintaining their growth
momentum and profitability despite the consequentéise tumbling oil prices in the
1980’s and after the Gulf crisis in the 1990’s, #mel difficult international conditions
including 1994 Mexican crisis, the 1997 South Esstin crisis and recent crises in
Russia, Brazil, Argentina, and Turkey. These erige Al-Jasser explains produced
“heavy withdrawal of deposits for precautionaryltémlding and transfer of funds
abroad [which] created a severe liquidity probleon fSaudi] banks” (2002: 8).
Internally, on the other hand, the Saudi bankingtaeis confronting competitive
trends among each other and with foreign investorsing to the country after the
new Foreign Investment Law 2000. This competifimeiudes consolidation through
mergers and acquisitions, diversification of agsehposition, offering conventional
and Islamic investment products to a diversifiedestor base and emphasizing
shareholder value as opposed to growth in balarsets(Al-Sayari, 2003).

Moreover, Saudi banks have to face the Saudi napidhual growing population of
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3.8 percent with their increasing consumer awarea@sl sophistication of not only
the banking services provided but also the qualitgroviding such services (World

Bank, 2002).

Despite all the above conditions and competiti@wjdi banks continued their rapid
growth in their assets by about 113%, deposits(\¢d, and capital and reserves by
169% during the period of 1990 to June 2002. Timeye also exceeded 18.7% on
their average risk-weighted capital to asset ratudich is considerably higher than
the minimum of 8% recommended by the Basel Comeitte Banking Supervision

of the Bank for International Settlements (BIS)1{fasser, 2002: 9)

Furthermore, Saudi banks have invested heavilyeim technologies in order to cope
with the instantly and secrecy demands of theitaruers. They introduced a number

of sophisticated payment and settlement systems.

[These systems] include Automated Cheque Cleariogskls; Saudi Payments Network
(SPAN) which supports ATM’s and Point of Sale Tarals and Tadawul the Electronic
Share Trading System, with T+O settlement featurbesse state-of-the-art systems have
been linked together with the Saudi Arabian Riyalet-bank System (SARIE), an
electronic fund transfer system with Real Time Gr&ettlement (RTGS) features. The

payment systems not only meet but also exceed tat#lards.
(Al-Sayari, 2003: 2)
Very importantly and despite this advancement chielogy, Saudi banks’ rapid
growth throughout its history was accompanied vatmilar growth in its human
resources management practices. Al-Sheikh (200and “basic elements of the

HRM models are quite visible in [...] the banking tee¢ which are according to his
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study, “relatively advanced” due to banks “compatitawareness.” Results of such
practices are clear in their recruitment and dgvakent programs that contribute to
the increase of their employees from 11,000 empglsyen 1980's to 25,000

employees in the first half of 2002. In his rep@dtJasser (2002: 9) states that

Saudi banks have invested heavily in the trainifhgSaudis by instituting their own
training programmes and also by benefiting from Itfsitute of Banking in Riyadh run

by SAMA. As a result, the Saudi banking systemas/ 2% Saudized.

Riyad Bank , for example, has even based its trgiand management development
‘philosophy’ on that “employees are the most valeaabsources in the Bank and they
shall be treated as such” for the same bank “dtie of training budget of the Saudi
staff payroll is equal to 18.5% which exceed tHanhost major local and international

company.” (Ashshowwaf 1995:2)

According to Al-Ghaith (1996), Saudi banks have lengented a number of
procedures to accelerate their Saudization prograhiese include attracting young
Saudis holding either Banking Studies diplomas froine Institute of Public
Administration or Bachelors from local universitiemgardless of their majors. The
banks then develop training programs and progregsiens according to their future
job description. The training and reorientationgrams usually are executed through
in-house training centers in the banks or througlmning contracts with local or
international training centers to provide custordizeining that entails on-the-job
training modules (Al-Ghaith, 1996). For exampleridg the researcher interview
with Mr. Al-Najran the General Manager of HR Groapthe Arab National Bank

(ANB) in 2004, he argued that the bank has a
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Training Centre staffed with ANB trainers who prd®i our employees with ANB-

specific training as well as some general bankia@ing. For areas not covered by the
Training Centre, we are pleased to have and alwagkre the resources of the Institute
of Banking. ANB staff attends many type of genemalnagement and banking programs
delivered by the Institute of Banking. In additiat,times we contract with the Institute

of Banking to provide a tailored program for ANB.

It is important to mention that the Saudi banks esigmce of Saudization is a
promising example like a number of other successkamples in the Saudi labour
market that should not be overlooked just becausemajority of Saudi HR literature
focuses on the contrary. Quite the opposite, lesshould be learnt from those few
examples of successful Saudization in the marKeétis is despite the considerable
argument in the literature suggesting that quasegument, banks and other few
mentioned above organizations are financially armbourcefully capable of
implementing and sacrificing time, money and efotb saudize their HR.
Supporting such an argument is the availability #ledibility of hiring cheap foreign
labour which beyond doubt increase organizationsfigability yet exploit the whole

Saudi nations’ economy.

To Sum up, this final section of this chapter exsadi the situation in the Saudi
labour market as discussed in the literature. fbloes was on the different factors
affecting supply and demand and leading to unemmpéoy of Saudis in the private
labour market. The section also included anothgyortant factor contributing to
unemployment among nationals that is Saudis' d#guwof rejecting employment in

the private sector and preferring employment in government. The section
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analyzed government strategies for reducing uneynpat in the labour market i.e.
Saudization in addition to different governmentiatives to increase employment of
Saudis in private organizations simultaneously e@se expatriates employment.
Finally, the section examined some successful cadegprivate organizations

achieving high rates of Saudization to understdred dontributing reasons for their

success which many others could not achieve yet.

Moreover, this final section will assist our dissigs and analysis of the findings of
this research collected from Saudi government, igagsrnment and private
organizations. The findings will provide curremdafrom the field information
regarding the situation of the labour market on sahthe above discussed matters.
That discussion will include the Saudization sggtand the dominance of expatriates
in the labour market. It will examine different sthcles encountering the
implementation of such strategy in the private labmarket. Furthermore, the
discussion will examine the factors that are legdm some private organizations to
accomplish Saudization as viewed by Saudi goverhmeunasigovernment and

private organizations.

3.17 Conclusion

This chapter sheds light upon HRD and educaticdherKingdom of Saudi Arabia. It

looks on the Saudi educational structure and systelh also examines each

educational stage’s objectives, development, andieeements as well as the

challenges facing such stages. From these chaliengis clear that despite the
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government’s ample expenditure and extensive ptanfar HRD and education there

are still major problems encountering Saudis dgualent in all levels.

This chapter aims to broaden the reader’s undetistgno the upcoming chapters that
will analyze and discuss in further details GOTEXY0Cational and training programs
in conjunction with private sectors demands forlijed Saudi manpower as well as

the proposed privatization of such essential HRiaoization.
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CHAPTER FOUR
TRAINING, EDUCATION AND HRD
A REVIEW OF THE LITERATURE

4.1 Introduction:

This chapter starts with a brief yet essential teahogical distinction between
training and education. This is followed by exaimgnthe essential assumptions and
implications of the human capital theory in Saudadia. Then a brief look at two
examples for skill formation developments in Gergnand Malaysia. The chapter
then focuses on Hendry’s framework that studiesiriteraction of factors that drive
or hinder firms’ support for training and encouragdgnem to practice it on a
continuing basis. The examination and discussioHendry’s model supports this
research in studying such factors in the Saudapgiwrganizations. It might also lead
to the modification of this model to identify therées driving, stabilizing, and/or

inhibiting HRD in the context of Saudization in t8audi organizations.

4.2 Training and Education

Prior to reviewing the literature in this chaptiéris essential to establish a common
understanding of the related concepts of trainimgy @ducation. This will produce a
concrete foundation for the issues that will beeaésed in this study since it will be
looking at the development of workforce skills aBdudization in Saudi Arabia.
Such development will, inevitably, include overlagpissues related to both training
and/or education. Apparently, both terminologies employed interchangeably in
substantial literature in Saudi Arabia to indicatell development provided by
different educational bodies in Saudi Arabia foe tlabour market. Therefore,

although, the main focus throughout this study vad on GOTEVT, the Saudi
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education role cannot be excluded from such disonsas it is, too, an essential
source of the development of workforce skills.fdot GOTEVT's outcomes of skills
are dependant on the level and quality of the atldecational entities especially from
the basic education stages --primary, intermedssteé secondary. However, this
section will not be involved in the conceptual mistion among these concepts since
it is thoroughly discussed in the literature ants ibeyond the scope of this research.
An excellent overview of this distinction can beufidl in the work of Buckley and

Caple (1990).

In reviewing the literature on training and edugatitraining according to Nadler and
Wiggs (1986) is an activity that focuses on “leagnithe skills, knowledge, and
attitudes required to initially perform a job oskaor improve upon the performance
of current job or task” (p.4). Similarly, Bucklend Caple (1990) define training as
“a planned and systematic effort to modify or depelknowledge/skills/attitude
through learning experience, to achieve effectigdggmance in an activity or range
of activities” (p.13). To Al-Khayyat and Elgamal997) training is a “planned
learning system aimed at attitude and/or behavialrange by equipping individuals
with desired knowledge and skills in order to maxzenhis/her potential performance
and, therefore, increase organization productivip/”89). Armstrong (2001) adopts
similar definition for training with an emphasis amanging behaviors through
“learning [that] occurs as a result of educatierstiuction, development and planned

experience” (p. 36).

Education, on the other hand, is a “long-term dddrundertaking, which focuses on

learning new skills, knowledge and attitudes thiitequip an individual to assume a
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new job or to do a different task at some predatezchfuture time” (Al-Khayyat and
Elgamal, 1997: 89). Buckley and Caple (1990) ieirttdefinition of education
assume an organic process and general effect. défeye education as a “process
and a series of activities which aim at enablingnaiividual to assimilate and develop
knowledge, skills, values and understanding thatreat simply related to a narrow
field of activity but allowed a broad range of pieis to be defined, analyzed and

solved” (1990: 14).

Therefore, it is clear that the concepts are thama¢hat aim at an end of establishing
a change in the person’s knowledge, skills anduati to maximize his/her potential
performance and, therefore, increase organizatiormaluctivity (Buckley and Caple,
1990; Al-Khayyat and Elgamal, 1997; Harrison, 1986mstrong, 2001). Similarly,
the integration of the two concepts through vocatie@ducation and training achieves
similar development to the individual’'s knowledgé&jlls and attitude in relation to
his/her job requirements. In other words, vocatioaducation and training are
defined as “the process and activities for acqgitime range of knowledge and skills
that are related to current or future work requigats by formal, structured, or guided

means” (Hendrgt. al., 1991: 57).

4.3 Human Capital Theory

This part of the chapter examines Human Capitalofjhén relation to the Saudi
context. It looks at its implications and utilimats by both Saudi students and Saudi
government planning for investing in developing d#izens. The discussion
examines studies that look into Saudis perspectieesinvesting in personal

development to obtain better employment and thesefmetter income. It also
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examines government investment in developing itsxdu capital as a venue for

increasing their employability and productivitythre workplace.

Human Capital Theory origins can be traced badkéowork of economists such as
Adam Smith, Gary Becker and Theodore Schultz, jisstmention few, on
establishing techniques and theoretical framewark study the importance of
education in promoting economic development (Askaod Green, 1996; Thompson
and Gray, 1995). The analysis of training and bgraent as investments in human
capital was pioneered in the late 1950s and ed&@604 through works of leading
economics scholars (Solow, 1956; Schultz, 1961;idden 1962; Mincer, 1962;
Becker, 1993). In the United States after WorldrWaHuman Capital Theory was
associating knowledge levels of American workersnarily with their levels of
formal schooling. Associating educational levelghwproductivity and economic
growth, led to the inference that more schoolingiddead to increased productivity.

According to Livingstone

Throughout the post-1945 expansionary era, the I&mepus increase of school
participation rates and earned incomes in advamzhgstrial market economies [which]
lent apparent support to both the individual angregate dimensions of this perspective
and encouraged the popular view that more schoalingld inevitably lead to greater

economic success.

(1997: 9)
In the 1950s, the main factors of production cdediof the four traditional factors
namely: physical capital, labour, land and managem# the early 1960s, economic
growth accounting studies, explained the growtlihef United States of America’s

economy in terms of the four traditional factors mbduction (Denison, 1962).
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However, the income growth accounting equationsendyalanced due to a gap
existed which was referred to later as the resifaetbr (Shultz, 1961). It was the
Nobel price winner, Theodore Shultz who identifigds residual factor as human
capital. This was the origin of this important telcapital’ that has now become very
important in the 2% century. Consequently, instead of confining #ent capital to

physical meaning, it has now acquired additionalammegs such as: intellectual
capital, human capital, structural capital, relaéibcapital, consumer capital, social
capital, financial capital, organizational capitahovation capital, and process capital
(Edvinsson and Malone, 1997). The fundamentalcppia that underpins human
capital theory, our primary focus here, is the dfelhat peoples' learning capacities
are comparable to other resources involved in teyction of goods and services
and when the resource is effectively utilized, tasults are profitable both for the
individual and the society at large (Shultz, 196Bgcker (1993) while explaining the

unique nature of human capital noted:

| am going to talk about a different kind of capitaSchooling, a computer training
course, expenditures on medical care, lecturedervittues of punctuality and honesty
are capital too, in the sense that they improvdtihemise earnings, or add to a person’s
appreciation of literature over much of his or tigatime. Consequently, it is fully in
keeping with the capital concept as traditionalbfimed to say that expenditures on
education, training, medical care etc., are investsiin capital.

(P. 15-16)
Much has been written about the benefits of inmgstin human capital as a
precondition to a country’s development. Countrigst endowed with natural
resources such as Korea and Japan argue that therasaurce is the people hence

the need to invest in them. Their strategy of &twvg in their human resources is
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consistent with views of economists such as Rot@9({, 1994) who regards human
capital in terms of the contribution of ideas as phimary source of economic growth
and development of any society. Similarly, Alig@®01) asserts that the theory of
human capital is one theory that “better explaies gains of education and training”
(p: 442) as a form of investment in human resourcBse theory also, according to
the same study, considers as its main proposiian“human capital [including skills

and knowledge] is a form of capital [which] is imbstantial part a product of
investment” (2001: 443). In other words, educatsord training are processes of

human capital formation of people resulting fronlilzkrate investments.

Another consequence or outcome of this investmenthuman capital is the
improvement in the person’s income due to his/laém gf new skills and knowledge.
Becker (1993:17) asserts that, “high school antégeleducation in the United States
greatly raise a person’s income”, and that “manykers increase their productivity
by learning new skills and perfecting old ones wloh the job” (p: 31). Education
and schooling are seen as activities that preperdabour force and account for the
“otherwise unexplained rise in earnings” (Aliag@02:443; Shultz, 1961). Therefore,
human capital theory is an economic theory thatresf®s the macroeconomics of
production and economic development. Zidan (20f87) observed that “human
capital theory views human capabilities — their\lemige, skills, health and efforts —
as integral parts of the capital of a country, glomith financial and natural
resources.” This is concurrent with Hogendorn @)98ho explains that the premise
of the Human Capital Theory is that investments enaceducating the workforce and

developing their skills among other services sugpraviding them with nourishment
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and maintaining their health would pay economicidéimds for a country or

organization.

A Number of scholars including Becker (1993), Shyt961), Mincer (1962), and
Dennison (1962) present their theories to explaeitpact of education and training
on an individual's performance, lifetime wages, @adnings. Education and training
are the most tangible concepts in the Human Cafikeory which have direct
linkage with HRD (Aliaga, 2001). In the same studjiaga attempts to explain the
relationship between Human Capital Theory, HRD, padormance as illustrated in
Figure 4.1. Human Capital Theory has its foundatiothe economic theory of the
firm which “explains the use of inputs to produagput” (2001: 443). A firm as an
economic unit employs several resources, includimighan resources or human
capital with the main objective of profit maximigat. Thus, through HRD, human
resources are developed and employed by the firorder to achieve its objectives.
The theory of human capital states that educatrmahteaining equips workers with
competent skills, knowledge and attitude that nthieen more productive. It equips
people with durable traits and makes them goodop®drs in organizations,
communities and in society at large. Therefore, dhly way to improve individual
performance is to increase their productivity tlyloweducation and training. Human
Resource Development, beyond its effect on ind&isluand organizations, also

carries with it the potential for economic benefdglan, 2001).
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Figure 4.1: Economic Theory as a Foundation of HRIDiscipline

Economic Theory

Human Capital < > Theory of the Firm

Human
Resource
Development

Performance Improvement in organizations, community and
society

Source: Aliaga, O. (2001) Human Capital, HRD and tb Knowledge Organization. In O. A.
Aliaga (eds.):Academy of HRD 2001 Conference Proceedings (pp: 441-448), Baton
Rouge, LA., Academy of Human Resource Development.

A Similar belief of investing in human resourceshasnan capital has been adopted
by both individual Saudis and their families as Iwa$ the Saudi government
throughout its successive development plans. ¥amele according to Wiseman and
Alromi (2003: 11) “human capital rationale predoatm school to work transition
investment and implementation decisions among Ssiudients and families”. On
the other hand, the state has also establishedaohdstHRD strategies on investing

in Saudis as its human capital. According to tA®@velopment Plan for example

International experience in the field of socio-emmic development clearly demonstrates
that the ultimate source of a nation's wealth iasigly lies in its human resources and
the productive skills of its labour force, or is ithuman capital”. Recognizing this trend
from the onset of development planning, the Kingdosuccessive plans have given

greater attention to human resources developmesudh continuous support of primary,
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intermediate, secondary and higher education, ab age of technical education,

vocational training, and pre-service and in-sertia@ing.

(Ministry of Planning, 2000: 44)

This investment in fact was translated into considie quantitative development of
both graduates and schools of all education andirigalevels starting from general
education --primary, intermediate and secondaryid aniversities to technical
education and vocational training colleges andresnfMinistry of Planning, 2000).
However, despite all these developments an eskeqiestion of quality of these
developments and their outcomes remains uncleamaccounted for which might
challenge some of the principles of Human Capitadry when applied in a country
like the Kingdom (Alromi, 2001) and add to the icigm of such a theory already

existing in the literature.

In Alromi’s (2001) study, the attempt was to exaenthe conditions and abilities, as
seen by students and potential employers, of thergésecondary school system and
curriculum to provide its students with personaicial and capacity employable
skills. The study concluded that “spending timaigeneral high school system such
as Saudi Arabia’s without acquiring multiple skiligpersonal, social and capacity--
does not ensure employment for general high schmduates” (2001: 129). This
finding, as argued by Alromi, ‘challenges’ one bé tpropositions of Human Capital
Theory which proposes that acquiring more knowlealge basic vocational skills by
spending more time in schooling would assist greetusn their future employment in
(Becker, 1993). Accordingly, Alromi asserts thainran Capital Theory overlooks
the diversification of skills provided to studeiristead of just focusing on knowledge

and skills as an approach toward better produgtesipecially in the case studied in
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the Saudi context. Alromi’'s argument advocatesetieb understanding of labour
market needs for skills and knowledge to be incataal into the school system and
curriculum for best return on human capital investin However, it is essential to
mention that the Human Capital Theory advocatepritgositions in societies that
dose not use excessive foreign labour in theirdalnoarkets. In other words, Alromi

arguments, although still valid, it should not deek the unique variables of the
Saudi offer and demands systems that were not atmbdor in the Human Capital

Theory.

Livingstone (1997), on the other hand, argues thlaming learning systems for
shortages in Human Capital Theory is just an ambragoplied by human capital
advocates to overcome its failure in accountingtfe ‘education-jobs gap’ in the
Canadian system. His critique of the theory ardbas“investments in education and
training programs [...] are unlikely to close the ealion-jobs gap in light of the

surplus of human capital already widely availabl@997:12). This surplus,

according to Livingstone, has created underemploymesulting in people’s years of
investment through the formal and further educatwiich has produced “the

credential gap” and “the performance gap”. Botlpsgeepresent a discrepancy in
employment between what people are qualified andwledgeable of, and the
entrants’ and performance requirements for the .joblsvingstone asserts that
economic reforms are the key to these gaps betwhaheducation produces of skills
and knowledge and what the labour market demantishton and Green, (1996)
consider similar view in that economists perceittepugh Human Capital Theory,

that education systems as a “black box” to prodikiks regardless of what goes on

inside “as if it were a form of physical capitaly:18). This ‘black box’ will be the
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one to receive the blame if the employment markeffess high rates of

unemployment.

In conclusion, to be fair, although the argumentja@édlity in the Saudi education and
training system would stand resulting in a skillapg the employment market,
especially in the private sector, is not entirelgacent. In fact the private sector is
seeking cheap foreign labour to maximize its reespuand practice more
employment control on recruitment, promotion, seklrrelocation, and dismissal.
On the one hand, this dilemma has been supportetidogovernment ‘open door
policy to foreign workers’ implemented to this datecumulating the challenge of
growing unemployment rates in the Kingdom. Whifetbe other hand, it has been
encouraged by the Saudi cultural avoidance andteelae to gain employment in the
manual and menial vocational jobs in the privatgae It has been also stimulated
by mismatched workforce development programs tha ot yet developed

according to industry needs to support the coumtefforts to Saudize the private
labour market. In other words, even if the Sauwlividual wishes to invest in

developing him/herself to be employable, the curskill formation systems do not

support such ambition. Graduates of such systams the specialization skills,

knowledge and attitudes that can increase theida@me@nt opportunities as well as
their longevity in the more challenging and perfarmoe demanding environments of

the private sector.

4.5 Overview of the International Process of SkilFormation

Two examples on the process of skill formation ier@any and Malaysia are

examined briefly. Although there are many othéerahtives, the selection of these
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two particular countries was based on their indgaistation and skill formation
developments which have impacted on the Saudi’' &kimation development.
Their skill formation processes frequently influendhe Saudi ones during
government strategic planning and policy develogmenn addition, these two
countries have major consultative cooperation ptejavith the Saudi’'s systems that,
beyond doubt, affect the latter with the accumuéatiexperiences from these
countries.

Germany, after the war time and the end of the Meziwas divided into 16 regional
states l(anders) (Al-Dhuwain et al., 2000). This supported the country’s new
approach of pluralism and replace Hitler yearsodédlitarian principles (Ashton and
Green, 1996). Regional policies concerning skithfation became the responsibility
of the regional states leaving the central goventméth limited role of setting broad
legal boundaries and a regulatory framework as wasll supervising vocational
training and certification (Shackletat al., 1995; Gibbons-Wood and Lange, 2000).
This process according to Al-Dhuwaghal. (2000) guarantees more flexibility to the
regional states to pursue educational and skilin&dion policies that fulfill their

regional market needs.

On the other hand, Germany’s central governmeset lmak achieved a high degree of
success in resolving conflict between capital amdolr. This structure has the
strength of regulation and enforcement by the staith coordination with
professional unions or ‘Guilds’ and the German Caruial and Industrial Chambers
(Al-Dhuwain et al., 2000). Therefore, it produced the country’s appiceship
gualifications systems in addition to a financiaistem encouraging long-term

investment in developing the country’s human resesir It also established a market
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strategy of high-value-added production systemerdependent on technology
leadership and a highly skilled work-force (Ashtord Green, 1996). However, this
heavily structured system which is characterizedtdyigh levels of skill formation,
according to Buectmanet al. (1994) and Ashton and Green (1996), is inflexiduhel
limits workers’ movement between occupations omepsogression to higher skills

professions.

Unlike Germany, the Malaysian central governmenthis main controller on skill
formation systems. The creation of a Malaysianl $&rmation system has been a
gradual process following the economic developmantkie country. According to
Tzannatos and Johnes “the primary goal of educaltipalicy [in Malaysia] has been
to foster national unity.” (1997: 436). The goveent has made significant efforts to
increase investment in education and training anking them to research and
development (Obaid, 2004). But only where sucbreffwere well coordinated and
linked among government, private actors and acaaldrave they been successful

(Al-Mutawa, 2005).

The bureaucracy responsible for skill formationMalaysia was highly fragmented.
The country’s skill formation system was dividedtvibeen different Ministries,
guasigovernment agencies, research institutes,orpns and the Economic
Planning Unit in the Prime Minister’'s office (Makgn Ministry of Finance, 2002).
There was very little coordination within the bureeacy or among these entities (Tan
and Gill, 2000). The patterns of bureaucratic ffnagtation at the line ministry level

were increasingly put together with an increasingpant of bureaucratic decision-

126



making centralization in the office of the Primeridter (Research Institute for Asia
and Pacific, 2001). According to the same stuolyreaucratic fragmentation

prioritized investment into the public rather thamvate sector. Therefore, instead of
creating firm-focused training institutes, the gowvaent chose to expand the public

system of education and training.

To overcome such obstacles, Malaysia attempteddate linkages of consultative
mechanisms with the private actors to extract mron regarding their HRD needs
and the venues of meeting such needs (Tan and2B600). But these mechanisms,
according to Ritchie, (2001b) and Ritchie, (200dsgume that once government has
acquired the necessary information, it can respgoriiese needs of the private sector
on its own. While this was perhaps true when peivactors needed roads and
telephone lines, it is decreasingly true when teeded goods are skills, knowledge,
innovation, and so forth. Especially that the goweent training efforts focused on
pre-employment training rather than in-service nirg (Tan and Gill, 2000).
According to their study, they found that graduaikthe skill formation system were
“tested for competencies in basic skills, not ie ttermediate or advanced skills that
are needed after entering employment” (2000: 23#)jchv may not reflect the

country’s transition toward their Vision 2020.

4.6 Private Sector Organizations and the Developménf Workforce Skills

As indicated earlier in this chapter, the inclusminHendry’s model in this study
assists our understanding and analysis of the riathat affect investing in training

Saudis on the level of the organization. The exation of Hendry's work in this
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chapter establishes the theoretical backgroundhfarexamination of the findings in
the Analysis Chapter later. In this respect, #ists examining the current factors that
drive, stabilize and/or hinder Saudi private orgahons to invest in training to
accomplish Saudization or for retaining qualifiedpdoyees after achieving high rates
of Saudization. The latter, we believe, is morgec@ from an HRD perspective than
the former as it ensures long-term investment welbping Saudi employees that is
not merely conditioned to Saudization requirememrtscordingly, this approach is an
investment approach that views Saudi employees r@alahuman capital asset for
private organizations’ which is a belief and an rappgh that government policy

makers and skill formation systems should not @al

Hendry (1991) employed in his study a model orilyndeveloped from a research
with Pettigrew and others in 1989 to assist in usta@ding the factors that interact
with each other to either drive or stop firms @inrand to encourage them to train on
a continuing basis. The study of the Centre forpGmate Strategy and Change at
Warwick University was used to understand the HREBctices in small-to-medium
enterprises. Over a period of years, the two stidxamined over 40 detailed case
studies of organizations employing between 25 &t é&mployees, covering a range
of sectors and regions to study the relationshipwéen corporate strategy and
training-as one means towards securing skill supphd how the latter “has been
driven by strategic responses to heightened cotigeti(Hendry, 1991:79). This
relationship, as Hendry concludes, is “not simpté direct” and involves “a wide
variety of human resource practices” to meet itsgiterm needs of skill supply.
More importantly, it is affected by a variety ofridng’, ‘stabilizing’, and/or

‘inhibiting’ factors (1991:79).
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According to Hendry (1991), the training drivingdastabilizing or ‘positive’ factors
which are shown in Figure (4.2) include businesategyy, competitive pressure, the
external labour market, the internal labour mark&grnal actors and systems, and
external support for training. On the contraryerth are a number of ‘specific
circumstances’ that inhibit or have a ‘negative’pat on training in organizations
such as the simple products or tasks, lack of ficetions culture, clerical and
technical bias of training with low status traine@nd lack of influence of
management training. The study argues that fonitig activities to produce an
‘effective change’, organizations must ‘mobilize’ large number of the positive
factors and ‘neutralize’ the negative ones. Initamld and for the same purpose,
training activities must be incorporated with thieddler HRD and HRM process since

they will be affecting organizations’ recruitmegtading, pay, and appraisal.

Hendry (1991) argued that individual organizaticlegide their training in response
to competitive pressure which, in his conclusionll wot serve the country’s or
individual's interests. This pressure might be tbsult of technical change, product
market development or even management changetgusention a few examples,
which all in all trigger an urgent business stratég fulfill the performance gap
created by such changes. On a broader level, régsyre might even extend to
include changes resulting from internationalization globalization of markets
exposing national industries to be “...vulnerablethie superior products, costs, or
quality of goods produced elsewhere” (Robetrtal., 1993: 10). Paradoxically,
Hendryet al., (1991) found that growth in organizations, alsgpacts training needs

and practices. While it tends to increase trainmggeds, if only through the
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recruitment of new staff, growth tends to put puesson the necessary managerial
and financial resources. This training decisiorually is associated with the
importance of spending versus not spending onitigiand, therefore, investing on
high performance instead of high spending on tngini The latter in particular,
according Hendry, “has often seemed to stem frdailare of imagination, planning,

and of systematic thinking” (1991:85).
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Figure (4.2): The Interaction of Factors Drivingand Stabilizing Training and HRD
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Figure (4.3): THE GENERAL MODEL OF FACTORS DRIVING AND STABILIZING TRAINING
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The other factor affecting training decision in amgzations, according to the same
study, is the consideration of the external laboarket to determine the availability
of skills readily to be recruited as a cheaperradteve to conducting training. The
external labour market for firms, as indicated bgnHry et al (1991) “may well
...have local, national, and sectoral components3{f): The study has found that
firms look at the economics of this decision “bkite into account non-monetary
factors” such as the impact of the decision “on thetivation and retention of
existing employees” (Hendry, 1991:85). It has dtaand that, as a broad framework,
firms normally adopt short term adaptive responsesheir manpower and skills
supply strategies which resemble their way of dgvely their business strategies of
solving specific problems step by step. Interggyinthe study observed that mature
sectors such as retail and banking were able tdictpate changing skills
requirements quite adequately from watching congsti by cooperation and
communication at inter-firm level and by adoptingngrally held assumptions about
how that industry would evolve” (1991:86). Howevir the case of new sector and
smaller firms, predictions for the future skill misedepended on watching the ‘lead’
firms via participating in trade fairs and exhibits which also assist them in

identifying technological opportunities.

Decisions driving training in organizations areoailsfluenced by a number of internal
labour market factors interacting with the exteroaés. First, organizations tend to
decide to train or retrain existing employees assalt of its reduction of the number
of staff to improve productivity, cut their emplogmt costs, and/or drive down
responsibilities to lower level by for example rasturing production operatives,

redundancy and/or stripping out middle managem@&iiese operative decisions lead
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to an expansion in tasks and skill demands of iddads requiring ‘composite skills’
and a ‘multi-’ and ‘cross-skilling’ retraining. @anizations’ objectives of skill
development are seen “to be curtailed by loyaltyhe existing workforce, minimize
industrial relations frictions following redundaasj and by the desire to keep
retraining costs to a minimum” (Hendry, 1991:87%econd, as a result of firms’
expansion and moving upmarket which causes, agidedcby Hendry (1991:87),
“high levels of attrition”, firms tend to employ ‘@ositive approach’ to training
through recruiting and retaining its high qualitgf§in order to cut the alternative of
head hunting process resulting in pay competitidhird, training people with higher
levels of skills working under the traditions ofjhiquality recruitment, retention and
promotion is a practical option in an organizatiglanning for or experiencing a
change. This option, as the above study reveatgijtical in influencing those higher
levels of skills to direct the change as plannedirzot to resist its long-term impact on

recruitment, training, and industrial relations.

Looking at the other side of the coin, internaldab market driving factors for
training may encounter a number of negative oradétre elements from training
toward recruitment. First, firms tend to fall baicka recruitment option instead of
long training periods, to overcome an introductioha heavy investment in its
production which requires non-existing high skiiitem its current staff. Second,
organizations tend to consider the option of teraporecruitment, such as contract
employees, extracting themselves from the immediai@ing onus of the surplus
pool of people and focusing on providing trainimgtheir small permanent group

(Hendry, 1991).
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At this stage of our discussion, it is importantitmte Hendry’'s conclusion that

These observations about external and internal ulaboarkets need qualifying in
relations to firms’ size, their respective abilitieo resource recruitment versus training

solutions and, indeed, by lack of clarity aboutl skiquirements.

(1991:89)

Moving from the ‘driving’ forces to train in orgazations, the discussion next focuses
on the ‘stabilizing’, ‘enabling’, or ‘nice to havdactors. They are concerned with
internal actors, systems, philosophy, and orgaoizahat are grouped according to
Hendry (1991) as the ‘internal actors and systenidiese factors include, first, top
management commitment and company values towargbstipg training. This was
confirmed in Hendry's study which found “the belief the chief executive in the
value of training was a prime mover in constanorftlevoted to it [and that] top
management endorsement and support was a majot @€l: 98). This support is
demonstrated through considering long-term trainiegsus the short-term one, the
influence of financial values in controlling attitess to training, and the willingness to
invest in training despite the pressure for shemat profit criteria imposing concerns
with short-run performance of the company. Althoug the case of the latter,
evidence from Hendry's study of organizations raggirom 25 to 500 employees,
suggests that “production problems underlie muchthef training effort and that
concern with short-run performance drives this réff(Hendry et al, 1991: 90). So,
in this case, companies concern with productioitieficy became a driving force to

training.
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The second stabilizing training factor is the comps training infrastructure
including planning. According to Hendry (1991), afiective training philosophy
requires structures and mechanisms to “carry itrdand see it shared [which] in turn
create upward pressure for training” (p: 91). H®iesence of such structures and
mechanisms creates a planning gap between organigapractices and their good
intentions. This can be overcome by creating meishas for top-down planning for
skill development involving training departments at earlier stage of the larger
strategic planning for the organization to spedifgining plans instead of late
involvement as problems arise (Hendry, 1991; Nadhet Wiggs, 1986). This top-
down planning can encounter bottom-up demandsrfasragoing training based on
individual, departmental and process needs whicghinéndanger the stability of
training process since they are not set in any rgérfeamework or strategy for
training. This as concluded by Hendry is what “emkraining vulnerable to cuts”

(1991:92).

The Third factor assisting in stabilizing skill ddepment in organizations is their
ability to overcome budgetary and time constraoftdraining. This can impose a
problem especially for the limited number of staffsmall-to-medium organizations
to release some of their employees for trainingctvhwill also have a cost factor
associated to it. This cost amounts to 75% oftthe training costs; according to
Hendry (1991), this is due to firms’ effort “to neck headcount, continuing pressure
to reduce costs and raise productivity, and liglgplus resources to cover for
absences and overtime” (p: 94). The cost and &b=miem constraints can be bridged

with a number of training methodologies such astadise learning, video
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conferencing, computer-based training, and on-be4raining through training

managers to be trainers in their sites (Hendry 1199

The fourth factor to stabilize training is througiore engagement of line managers in
budgeting responsibilities for the developmenthdrt staff. Those managers are the
key ‘gatekeepers’, according to Hendry (1991) whe the most knowledgeable
persons in their organizations of their employdesning needs and who are held
accountable of improving productivity and profitabgh improving their employees’
performance. Similar arguments opened the doatetentralization concepts and
practices in the 1980s to devolve more responsésliof productivity, management,
and profit down the organization structure. Inligat of these themes, organizations
decentralize a number of their central operati@awivities in order to achieve an
effective and efficient performance and to be dldsetheir customers. Among such
activities are training and personnel functionscilserve Hendry's argument of the
essentiality of line managers’ involvement in théedent aspects of employees’

development.

Trade union membership is the final stabilizingtdacof training in this set of
‘internal actors and systems’. Trade union repregisn in organizations is supposed
to act as a ‘watchdog’ pressurizing and controllorganizations’ training. This,
according to Hendry (1991), was not the case inpaones they have studied. They
have found that the trade union role has been téithio health and safety matters and
to performance by shop stewards of their represieatdunctions” (1991:95).
However in his conclusion, Hendry indicates thatler union membership makes a

positive impact through agreements or high levptesentation to ensure companies’
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commitment to training, in addition to their coopgon with companies’ who have

undergone changes which have created skill gagsigéhese companies to train.

Lastly are the external support factors for traggimhich stimulate organizations to
train. These factors include health and safetislatipns, customer requirements for
quality, external training provision, training gtan and shaming comparisons

(Hendry, 1991).

First, health and safety legislations have beegpraing to Hendry, influencing
training activity positively. It has survived thgeriod of recession in the UK to
become second in importance to ‘sharpen up cometéss’ in some companies
investigated in his study as a result of the pupbticies implementation (Hendry,

1991).

The customer requirement for quality is the secan@ortant factor stimulating

training. As we all know and as illustrated by Kgrs study that quality is a corner
stone in the competitiveness process which créateasurable criteria that training
can fix” (1991:97). Examples of such criteria irKWusiness are BS5750 and
AQAP-1 (see Hendry, 1991:96). These quality steasl@xpose training efforts of
companies adopting such measures to external agididies to gain accreditation to

their product or service.

The third external factor is the availability anditability of external training

provisions which are affected, in the UK, by théeetiveness of the mechanisms

adopted by Training Agency-grants and the publming infrastructure. Hendry in
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his study suggests that these infrastructuresesabling factors’ for most companies
who are looking for modifiable training programsfudfill their specific requirements.
He discriminates in this instance between smalintdium firms and larger firms
which have the resources for formal off-the-jobrtireg. In general, he includes the
report of Deloitte/IFF which shows that “only onéh of employers’ training is
carried out by external providers, public and pev41991:97). Indeed, the Johnson
and Gubbins study confirms this in their findingShey have found that training in
small to medium enterprises is firm-specific througerely showing recruits ‘how
things are done here’. For these enterprises fpreteuctured courses are the
exceptions rather than the rule. In fact, informaithe-job methods are superior to
more formal training due to lack of resource toalep their own formal programs.
In addition they consider that external provideestao costly and often too general in

nature (1993).

The fourth factor is the external sources to fimat@ining costs through training
grants. Again deciding to train in accordance \tailable grants awarding process
appears to be influenced by firms’ size. In smdliens, as illustrated by Hendry
(1991), a training decision is preceded by a caraiibn of grant availability, while
in larger ones such decisions to train are takes fiollowed by a search of ways of
defraying the cost if available. For the lattesc@ding to the same study, business
changes are more important in driving training rdbess of the availability of grants

which “do not induce them to train” (1991: 98).

The final external support factor to training isetHirms’ considerations of

embarrassing comparisons. Instances of such caoparcan be found in reports of
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training performances known to training professisnand line managers
internationally and locally which are according Kendry (1991) occasionally
expressing concerns unfavorable to UK own firmgfgrenance. Another venue of
such information comes from mergers between conegahighlighting training
performance deficiencies of new partners. Thi®rimation as Hendry believes,
despite the absence of supporting evidence of aucbnclusion, that “information
about training by firms in the same sector couldeffective ... [even though it is]

commercially sensitive” (1991: 99).

Finally, Hendry’'s model, although adapted and immated on Western
industrialized countries, can determine the braadhéwork of driving, stabilizing,
and/or inhibiting training factors influencing tnang activities in Saudi organizations.
The factors discussed earlier, are implementedaésté/n contexts with an underlying
philosophy of adopting and implementing the invesitrhabits of continuous training
in private organizations. If adopted by Saudi @t sector organizations, this
philosophy of continuous development or ‘Human Rese® Development’ would
assist Saudi private firms in establishing longrteskill formation and development
objectives. It would also provide a “consciousitgy, rather than being a responsive
to external forces” such as Saudization which ifisfed at some stage of
organizational development, could impact on tragnio fade out (Hendry, 1991:

101).

It could be argued that Hendry’s work, in genesabf relevance to the Saudi context.

This relevance is expected to affect our understgndf the driving, stabilizing

and/or hindering factors determining private orgahons’ decisions to invest in
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training Saudis. In other words, it will serve tinemediate purpose of this research
by diagnosing the existing factors that affect vreyvtraining as a long-term and
continuous investment in Saudi human resources laydiS private sector
organizations. However, to achieve the ultimateefie of such relevance the model
requires essential adaptation to business pradcit@spproaches of the Saudi private
labour market. The eventual outcome of such mcatifon to the model is expected
to generate new driving, stabilizing and/or hindgrifactors that could be

incorporated in Hendry’'s framework to fit the Saadntext.

4.7 Hendry’s Model and the Saudi Context

Hendry’s model although adapted and implemented Vestern industrialized
countries, it can determine the broad frameworkddking, stabilizing, and/or
inhibiting training factors influencing training tagties in Saudi organizations. The
factors discussed earlier, are implemented in Westeontexts with underlying
philosophy of adopting and implementing the investtrhabits of continues training
in private organizations. If adopted by Saudi @tévorganizations, this philosophy of
continuous development or HRD would assist Sautiafe firms in establishing
long-term skill formation and development objecsive It would also provide a
“conscious strategy, rather than being a respontiveexternal forces” such as
Saudization which if satisfied at some stage ofanizational development, could

impact training to fade out (Hendry, 1991: 101).

Deriving from theoretical terms which will be veeidl against empirical findings of

this research in the analysis chapter, it can geealr Hendry’'s work, in general, is of

141



relevance to the Saudi context. This relevanexpected to affect our understanding
of the driving, stabilizing and/or hindering factadtetermining private organizations’
decisions to invest in training Saudis. On otherds, it will serve the immediate
purpose of this research by diagnosing the exigtntprs that affect viewing training
as a long-term and continues investment in Saudiamuresources by Saudi private
organizations. However, to achieve the ultimateefie of such relevance the model
requires essential adaptation to business pradcit@spproaches of the Saudi private
labour market. The eventual outcome of such mcatifon to the model is expected
to generate new driving, stabilizing and/or hindgrfactors that are incorporated in

Hendry’s frame work to fit the Saudi context.

It is expected that the driving and stabilizing téas would include Saudization
policies and requirements as a major external migihand stabilizing factor. This
policy is encouraging organizations to invest airting and employing Saudis on an
annual basis to avoid government penalties andveedts incentives. The factors
would also include private organizations’ interestautilizing available government
funds from the government Human Resource Developmend. These funds, as
will be discussed later in this chapter, are desigto assist private organizations to
train their potential Saudi employees for employtmehis is mainly on-the-job
training. It is anticipated that Saudi private amgations initiate their decisions to
invest in training their employees to bridge thekill gap to improve their
competitive advantages in their markets. Such @atitign, as evident in Saudi
market, is not merely on physical products but aman capital as private
organizations are headhunted for their competemti®rees. Therefore, they invest

in training such employees to ensure their stgbdimd retention. However, this
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driving factor in some organizations is merely p leanagement belief in developing
Saudis as a part of their public commitment towttlr Saudi fellow citizens. The
skill gaps, on the other hand, evolve as a resulntocused skill formation provided
by government controlled skill formation agenciesluding GOTEVT. The gaps
also increase due to the introduction of new prtgland technologies as well as new
employment regulations and requirements in the aboarket by the Ministry of

Labour.

The modified model of Hendry will emphasize, aduhally, the hindering factors of
this investment approach of training that are disaging private organizations of
such investment. In this regard, the model wabahighlight, as government training
is expected to lead to Saudization, that such e¢apen is imprecise as it is
encountered by skill formation systems that aredpcong unfocused and non-
industry related skills, knowledge and attitudesccordingly, investment initiatives
in training Saudis are geared toward retraining 9ygems’ graduates to fit private
organizations’ needs instead of investing in primmgdthem with advanced industry
related skills, knowledge and attitudes. Such shwent is developing into costly
efforts which can be a hindering factor for the gagarm and continuous HRD
philosophies. Another hindering factor is the fHwat these systems have not yet
created recognized Saudi training vocational qigalibn standards. They, if
available, can assist both skill formation systemsdetermining their training
programs as well as employment market in measuskitls and knowledge of
persons, Saudi or non, against job requirementgrivate organizations. This is
fueled by the evident Saudi labour market dilemnea private sector long-lasting

dependency on the cheap and easy to retain expatd@minating the market and
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creating high rates of unemployment among nation@lse dilemma is intensified by
Saudis’ attitudes for rejecting employment in thévade labour and performance
demanding jobs. These attitudes resulted in Sdetisming instable and unreliable
for employment in the private sector as they arefgoring employment in the

government sector like the old days of the Sauzbua market.

4.8 Conclusion

This chapter establishes the conceptual frameworkife study. It examines the
essential literature on training, education and HR&uding Hendry's model. These
three elements represent the theoretical backbonéhis study as they support its
examination of the Saudi skill formation systemBhe analysis of these theoretical
areas and Hendry, in particular, will assist oudemstanding of the driving and
inhibiting factors to view training as a HRD appebafor long-term investment in
Saudi employees by private organizations. It @iflo assist the analysis in chapter
seven as it will highlight the consequence of thalability of cheap and well trained
expatriates on adopting such a model. This idduliteon to other influential factors
that are unique to the Saudi context such as thliergment influence, organizations’

size and systems, and unavailability of industd/ttaining programs.
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CHAPTER FIVE
RESEARCH METHODOLOGY

51 Introduction

This chapter will explain and identify the reseancbthodology employed to achieve
its overall objectives including definitions andsdaptions of the methodology,

research sampling, as well as procedures of ddecton and analysis.

As mentioned earlier, this research focuses onetlwentral objectives. First, it
investigates the missing link between employmenthi@ private sector and skill
formation systems with the emphasis on the vocatianaining provided by
GOTEVT. Second, it explores successful Saudizapoectices in a number of
private industries to highlight the factors thadl f® their high rates of employing
Saudis. Finally, it evaluates practical suggestbrihe possibilities and impact of
transforming the role of a government training itnsion i.e. GOTEVT to industry-
led training organizations as the prerequisiteht $audization in the private sector.
Saudization means replacing the country’s 4.7 amllforeign workers recruited
mainly (95%) in the private sector with as manyliieal Saudis as possible. Young
Saudi graduates are increasingly unable to findleyngent despite the existence of
4.7 million jobs. This is creating an unbalancalddur market structure as well as
economic, political and social problems. This eesk assumes that ineffective
Saudization in the private sector is not the cooblem of the employment process in
Saudi Arabia. In fact, it is the outcome of thevggmment’s heavy and unnecessary
involvement and control of vocational and trainisigstem in the Kingdom. This

involvement imposes the government’s rigid bureacgrand limited funding on a
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very dynamic, flexible and self-sufficient econoiike the private market in Saudi

Arabia that is operating in a very competitive @hdngeable environment.

5.2 Methodology Definition and Description

To achieve the above objectives, this study implema qualitative approach. Its
exploratory nature can only be fulfilled throughiaductive approach of an in-depth
investigation of the present Saudi skill formatisystems and Saudization in the
private sector. This approach assists the reseattdémpts for profoundly
investigating the possibilities, requirements, ang@act of changing the present role
of GOTEVT to an industry led training organizatias explained by a selected
sample of experts in Saudi Arabia. In additions tualitative approach allows the
employment of Hendry's framework to understand theces driving, stabilizing,
and/or inhibiting HRD in the private sector. Howevthe location of the research in
Saudi Arabia with the process of Saudization addstleer level of complexity.
Hence, the utilization of Hendry's model will noé lof “theory-testing” strategy in
this research, rather it will be to assist our ustiding of the interacting factors that
drive or stop Saudi private sector organizationewing HRD as a continuous
investment in Saudi manpower even after their aemeent of high rates of

Saudization.

Quantitative research, in general, allows the rebea to familiarize him/herself with
the problem or concept to be studied, and perhapsrgte hypotheses to be tested.
In this paradigm: (1) the emphasis is on facts eauses of behaviour (Bogdan and

Biklen, 1998), (2) the information is in the forrhraumbers that can be quantified and
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summarized, (3) the mathematical process is the fior analysing the numeric data

and (4) the final result is expressed in statisteaninologies (Charles, 1995).

Generally, gquantitative research “[...] supported the positivist or scientific

paradigm, leads us to regard the world as madef gbbservable, measurable facts”
(Glesne and Peshkin, 1992: 6) though their assomghat “social facts have an
objective reality” and “variables can...be identifiaadd relationships measured” (p: 7)
which can be problematic. The notion of ‘measurimgeans to understand

educational issues by performing an operation ddheeasurement’ on the physical
world by the observer (Crocker and Algina, 1986)herefore, one may perceive
measurement as necessarily objective, quantitatikestatistically relevant. Simply
put, measurement can be about numbers, objectrdedaga which does not fulfil our

primary purpose of the research in hand. Our giteéhrough this research is not to
fragment and delimit phenomena into measurableooinecon categories that can be
applied to all of the subjects or wider and simdémations (Winter, 2000). Nor is the
attempt to involve the "use of standardised measswethat the varying perspectives
and experiences of people can be fitted into atéichinumber of predetermined

response categories to which numbers are assigRatton, 2002: 14).

Qualitative research, on the other hand, uses arailstic approach that seeks to
understand phenomena in context-specific settisggeh as "real world setting

[where] the researcher does not attempt to martpule phenomenon of interest”
(Patton, 2002: 39). Broadly defined, qualitatiesgarch means "any kind of research
that produces findings not arrived at by meandaifssical procedures or other means

of quantification” (Strauss and Corbin, 1990: 17)l enstead, the kind of research that
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produces findings arrived from real-world settingsere the "phenomenon of interest
unfold naturally" (Patton, 2002: 39). Campbell 979 122), argues that qualitative
research “assumes that reality is socially consttuand that variables are complex,
interwoven, and difficult to measure [and thatle@€her seeks the insider’'s point of
view and is personally involved in the process’enérally, these types of studies end
with hypotheses (assertions, themes, or patternsgrounded theory. Unlike
guantitative researchers who seek causal detenmmatrediction, and generalization
of findings, qualitative researchers seek, instelginination, understanding, and

extrapolation to similar situations (Hoepfl, 1997).

Qualitative analysis results in a different typekoowledge than does quantitative
inquiry because one party argues from the undeylyhilosophical nature of each
paradigm, enjoying detailed interviewing and thd&eotfocuses on the apparent
compatibility of the research methods, “enjoying ttewards of both numbers and
words” (Glesne and Peshkin, 1992: 8). This meach methods like interviews and
observations are dominant in the naturalist (imtgipe) paradigm and supplementary
in the positive paradigm, where the use of surggyaramount. Although it has been
claimed (Winter, 2000) that quantitative researshattempt to disassociate
themselves as much as possible from the reseaotegs, qualitative researchers
have come to embrace their involvement and rolaiwithe research. Patton (2002)
supports the notion of researcher's involvementiamdersion into the research by
proposing that the real world is subject to chargel therefore, a qualitative
researcher should be present during the changescood an event after and before
the change occurs. However, both qualitative arahtjtative researchers need to test

and demonstrate that their studies are credibldile/the credibility in quantitative
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research depends on instrument construction, iltgiine research, “the researcher is
the instrument" (Patton, 2002: 14). Thus, it seevhen quantitative researchers
speak of research validity and reliability, theg aisually referring to a research that
is credible while the credibility of a qualitativesearch depends on the ability and
effort of the researcher (Merriam, 1998; Coleeal., 2000). Although reliability and

validity are treated separately in quantitativedsts, these terms are not viewed
separately in qualitative research. Instead, twotogy that encompasses both, such

as credibility, transferability, and trustworthisas used.

5.3 Qualitative versus Quantitative Research on Thki Topic: advantages,

disadvantages and practical issues

Both research methods have their own individuargiths and weaknesses. These
need to be recognised so that the most suitableatetan be applied to this research

project.

Qualitative research usually achieves a greateel l®f depth and detail than
guantitative techniques due to its inductive, itigagory and exploratory nature. It is
preferred when researching sensitive subjectsheRdhan being constrained by pre-
set answers, qualitative methods allow sensitilgesis to be approached in a open
way by allowing the researcher to employ persokidsgo help lessen the difficulties
of the subject matter. These methods create opsrreween all parties and can help
generate new theories or new problem solving teglas. Participating subjects can
discuss issues that are important to them, rathan tresponding to closed

guestionnaires’ questions that dominate qualitaipproaches. Subjects can also
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clarify ambiguities or confusion over concepts. daibnally, observation can take
place allowing attitudes to be revealed, and oleskrv'lt certainly seems reasonable
to suggest that one may have a better understarafirg community members
situation by reading a descriptive passage tharnqoking at demographic statistics”,

(Kruger, 2003:18). .

However this openness and greater interaction thighresearcher can in some cases
be counter-productive. Some subjects can feel mfartable in the presence of an
interviewer and give answers under duress; addilipnnfluences like gender and
ethnicity of the researcher can impact on some haf answers given by the
participating subject. Moreover, qualitative réswre more difficult to aggregate and
therefore make systematic comparisons. It can lasdifficult to replicate research

due to the lack of structured design or standaddsecedures (Cohest al., 2000).

In contrast, the use of standardised methods intdative research allows for greater
objectivity and accuracy of results. Generallyamfitative methods are designed to
provide summaries of data that support generadisatabout the phenomenon under
study. In order to accomplish this, quantitativeseaarch usually involves few
variables and many cases, and employs prescrilmgures to ensure validity and
reliability. Using standards means that the redearan be replicated, and then
analysed and compared with similar studies. Kru@f03: 19) confirms that
“‘quantitative methods allow us to summarize vastirees of information and
facilitate comparisons across categories and aweg”t However the research is
often carried out in an unnatural, artificial emviment so that a level of control can

be applied to the exercise. This level of contngght not normally be in place in the
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real world yielding laboratory results as opposedeal world results (Cohest al.,
2000). In addition preset answers will not necelyseeflect how people really feel

about a subject and in some cases might just beldkest match (Merriam, 1998).

The development of standard questions by researciaer lead to 'structural’ bias and
false representation, where the data actuallyaisflthe view of them instead of the
participating subject. However, personal bias loaravoided by researchers keeping
a 'distance' from participating subjects and emplpysubjects unknown to them

(Cohenet al., 2000).

Quantitative methods allow for a broader study,olmng a greater number of
subjects, and enhancing the generalisation of #&ults. Unfortunately, in
comparison to qualitative methods, quantitativehods collect a much narrower and
sometimes superficial dataset. Results are limigsdthey provide numerical
descriptions rather than detailed narrative andeggly provide less elaborate
accounts of human perception. Additionally, thestatistics can be humanely

insignificant, therefore yielding insignificant tdts (Coheret al., 2000).

Quantitative methods are ideally suited for findmgt who, what, when, and where
(Day, 1998). However they are inappropriate fax tollection of behavioural and
humanitarian aspects of data (Coleeal., 2000). Questions of quantitative methods
have to be direct and easily quantified, and madelable to a large sample of
participants to permit reliable statistical anadysi These questions can be “quite
complex and require considerable investment fomp@rounderstanding and use”

(Kruger, 2003: 19).
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To conclude, in this section advantages and disddgas of qualitative and
guantitative research methods have been descrilmeld explained. Qualitative
research is an unconstrained method of phenomendy. stAlthough data collection
standards exist (Bogdan and Biklen, 1992), qualgatesearch is highly reliant upon
the researcher carrying out the study. The rebBealtas total control over the type of
data collected and the methods used for analysmtr&stingly, the benefits of
guantitative research lie in the researcher’s tgliii summarise results in statistically

meaningful ways, allowing findings to be generalise other populations.

Employing the above advantages and disadvantadaesitoimethods as the criteria for
selecting the appropriate method, the researcheoses not to implement a
guantitative approach in this study due to theepth, realistic and exploratory nature
of this study. In addition intimate information liWbe gathered from a sample of
several sectors of the economy in Saudi Arabiaineguinteractions that can only be
achieved through a qualitative approach. MoreoWer research deals with sensitive
issues and information on Saudization that are qmiplicized to authorized
government representatives through official govemnincorrespondence. This
information can only be obtained through face-teefanterviews with a number of
executives and training managers to establish amroement to overcome the
sensitivity of issues discussed. In other worlls tesearch is not concerned with a
large quantity of participating subjects; insteadis looking for quality and
insightfulness of a few experts and managers froth the government and private
sectors who are encountering and dealing withitrgiand Saudization issues in the

country. Finally, this research will be tryingaaswer why and how questions rather
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than who, what, when, and where ones which als@a@tiselecting a qualitative

method for this research.

5.4 Reliability and Validity in Qualitative Researc

The discussion of quality in qualitative researchswnitiated from concerns about
validity and reliability in the quantitative traghh which “involved substituting new
term for words such as validity and reliability teflect interpretivist [qualitative]

conceptions” (Seale, 1999: 465).

Validity and reliability for Patton (2002) are twiactors which any qualitative
researcher should be concerned about while degignstudy, analyzing results and
judging the quality of the study. This correspomalghe question that “how can an
inquirer persuade his or her audiences that thearel findings of an inquiry are
worth paying attention to” (Lincoln and Guba, 1988). To answer, Healy and
Perry (2000) assert that the quality of a studgaonh paradigm should be judged by
its own paradigm’s terms. For example, while thienis Reliability and Validity are
essential criterion for quality in quantitative agdalitative paradigms, the terms
Credibility, Neutrality or Confirmability, Consistey or Dependability and
Applicability or Transferability are to be the essal criteria for quality (Lincoln and
Guba, 1985). To be more specific with the termetiibility in qualitative research,
Lincoln and Guba (1985: 300) use “dependabilityt, qualitative research which
closely corresponds to the notion of “reliabilityi quantitative research. They
further emphasize “inquiry audit” (p: 317) as oneasure which might enhance the

dependability of qualitative research. This canubed to examine both the process

153



and the product of the research for consistencyedp1997). In the same vein,
Clont (1992) and Seale (1999) endorse the condegemendability with the concept
of consistency or reliability in qualitative reselfar The consistency of data will be
achieved when the steps of the research are \ktifiough examination of such

items as raw data, data reduction products, antepsonotes (Campbell, 1997).

To ensure reliability and validity in qualitativeesearch, the examination of
trustworthiness is crucial. Seale (1999), whiléalekshing good quality studies
through reliability and validity in qualitative rearch, states that the “trustworthiness
of a research report lies at the heart of issuasationally discussed as validity and
reliability” (p: 266). This was also supported hiyncoln and Guba (1985) who
indicated that the idea of discovering truth thiougeasures of reliability and validity
is replaced by the idea of trustworthiness, whilfdefensible” (Johnson 1997, p:
282) and establishing confidence in the findingd/hen judging qualitative work,
Strauss and Corbin (1990) suggest that the “usarabres of ‘good science’...require
redefinition in order to fit the realities of qualiive research” (p: 250). Lincoln and
Guba (1985) argued that sustaining the trustwoedsnof a research report depends

on the issues, quantitatively, discussed as vglatit reliability.

5.5 Reliability and Validity in This Research

The above brief debates of validity and reliabiigmonstrates the divergence among

scholars of developing a consensus as to the apgt@puality criteria for qualitative

research based on validity and reliability measurdswever, it is essential for this

research like any other research to establish soaitdience in the field the
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trustworthiness of its research results in ordeendch the empirical literature and
make a difference in people’s lives. To estabfigbh trustworthiness, this research
will be seeking understanding of the constructadlities as interpreted by selected
managers from Saudi private, quasigovernment angrgment organizations who
are dealing with Saudization and training issuesaataily basis. Their inputs and
interpretations evolving from the field regardirigese two issues which are the core
of this study are essential to provide trustworthslid and practical results from the
Saudi environment. This dependency on human sishjemterpretations
demonstrates the fact that validity of qualitatresearch depends on reality that is
based on multiple sets of mental constructionhiefituman beings (Merriam, 1998).
This is, according to the same study, “because huiveings are the primary
instruments of data collection and analysis in itp@le research, [and that their]
interpretations of reality are accessed directhpulgh their [...] interviews” (1998:

203).

The other side of the coin of trustworthiness ialdative research increases from its
reliability which is concerned traditionally withomsistency and replicability of
research findings in order to minimize errors amasés. Reliability is considered
problematic especially when dealing with sociaéaces due to the dynamic nature of
human behaviours (Merriam, 1998; Cohemnal., 2000). However, it is not the
intension of this research to isolate the lawswhan behaviours in order to achieve
the reliability; yet it is to explore to understanehlities and experiences of Saudi
managers of linking training of Saudis to Saudmati On the other hand, the
researcher considers that when dealing with isstuged in this research concerning

Saudization and the HRD of Saudis, minimizing exrand biases can be achieved to
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a degree to ensure this research reliability vieobmrating documents and other

evidences from Saudi organizations included instimaple.

Moreover, this research will implement the ‘Triatagion’ strategy advocated by a
number of scholars such as Merriam (1998), Pa06AY), Mathison (1988), Johnson
(1997) and many others to ensure its reliabiliglidity and trustworthiness. In any
gualitative research, the aim is to “engage in aese that probes for deeper
understanding rather than examining surface fegituf@hnson, 1993, p. 4) and
constructivism incorporates such an aim. The cooBvist notion, that reality is

changing whether the observer wishes it or not §slipl993), is an indication of

multiple or possibly diverse constructions of rgali Constructivism values multiple

realities that people have in their minds. Theeefdo acquire valid and reliable
multiple and diverse realities, multiple methodssefirching or gathering data are
required. If this calls for the use of triangubattiin the constructivism paradigm, then
the use of investigators, method and data triatigais to record the construction of

reality is appropriate (Johnson, 1997).

Triangulation is defined as “a validity procedurenese researchers search for
convergence among multiple and different sourcemfofrmation to form themes or
categories in a study” (Creswell and Miller, 2000,126). It includes incorporating
“multiple methods to confirm the emerging finding@¥erriam, 1998, p: 204).
Triangulation is typically a strategy (test) forproving the validity and reliability of
the research or evaluation of findings which “sgttvens a study by combining

methods” (Patton, 2001, p: 247). Mathison (198&perates on this by stating that:
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Triangulation has raised an important methodoldggsale in naturalistic and qualitative
approaches to evaluation [in order to] control kéasl establishing valid propositions

because traditional scientific techniques are irmatible with this alternate

epistemology. (P: 13)

Accordingly, multiple methods, such as, interviewape recordings, as well as the
collection of Saudization documentation from theddiwill be utilized in this research

to ensure the achievement of more valid, reliabl® diverse construction of realities.
The focus will be on successful Saudization expess as they are linked to industry
led training efforts in Saudi Arabia by quasigoveemt and some private sector
organizations. In addition, and to improve thelgsia and understanding of the
construction of realities of the selected samptegtlzer step will be taken by the
researcher to involve a peer researcher’'s exantonesmment on the data collected,
the interview questions and findings of the redeas they emerge. According to
Johnson (1997, p: 284) a qualitative researchefwsainvestigator triangulation and
consider the ideas and explanations generated dijicadhl researchers studying the
research participants” (Johnson, 1997, p. 284).is Tgeer examiner will be a

knowledgeable Saudization-field specialist researctwho has wide range

experiences of vocational and training issues udBArabia.

5.6 The Research Sample

Selected sampling was incorporated in this studsnfgovernment, quasigovernment
and private sector. Since this study investigaedrategic aim of changing the role
of GOTEVT to an industry led training organizatiom addition to examining a

national strategic objective, i.e. Saudization, #ampling pool consisted of top
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management in the selected sectors. The selectiterion of the government
organizations in this study was based on their idiate involvement with
employment, Saudization supervision and HRD of &udOn the other hand, a
number of large quasigovernment organizations wase included due to their
successful implementation of Saudization amongrtheman capital. Similarly,
different private sector organizations from differéendustries such as banking, retail,
automobile, services, leisure and food were chosemaccordance with their
achievements in linking their training programs tteeir Saudization efforts. In
addition, the selected sample included also a nunobemanagers from private
training organizations investing in the HRD indystinat had been well recognized
for their training achievements of Saudi human tedpi Finally, two managers of
recruitment companies were also included to inc@fgotheir perspectives on training

and Saudization in the private sector.

5.6.1 Government Organizations

Government organizations under consideration insthdy included the Ministry of
Labour, GOTEVT and the HRDF. The Ministry is thepstwisory and regulatory
government body directly responsible for Saudizatrchile GOTEVT is the HRD
organization responsible for providing vocationmairiing and technical education for
Saudis wishing to be employed in the private seckéRDF, on the other hand, plays
an important role as the government body chairedth®y Minister of Labour
responsible for recruiting, funding training andceuaraging the Saudi nationals to

take up private sector jobs.
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The research sample will include the following esmmtatives from the above

mentioned government organizations:

The Deputy Minister for Planning and Developmentirthe Ministry of Labour who
is also the Acting Manager of the HRD Fund to idgnbbstacles they are
encountering in executing the Saudization strategy their view of the research
proposed changes to GOTEVT as a solution in linkmaging to recruitment in the

private sector.

GOTEVT top managers to investigate their perspestand reactions to the research
proposal of changing GOTEVT to an industry led riray organization as the

prerequisite for Saudization in Saudi Arabia.

5.6.2 Quasigovernment Organizations

The sample also included a number of human resspuscetraining managers in
guasigovernment organizations conducting focused kading to employment
training programs of Saudis. The reason for thiscion was to verify their training
prerequisites, philosophy, and strategies thasta#isem in linking their training to
recruitment and achievement of high rates of Satidz in their industries. This was
aimed to assist our understanding of the factord eonditions to achieve the
connection between training and employment in orgerachieve high rates of

Saudization. These quasigovernment organizationsist of the following:
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* Saudi Basic Industries Corporation (SABIC).

According to its annual report of 2004, SABIC wasated in 1976 by the Saudi
government to be the Middle East's largest nonemimpany to use natural gas
associated with the production of crude oil forrpelhemical productions. It has
achieved a record production volume in 2004 ranl®AdgIC as one of the world’'s
largest exporters of granular urea; second largestiucer of ethylene glycol,
methanol and MTBE; third largest producer of pdiyétne; sixth largest producer of

polypropylene; and overall the fourth largest prahof polymers.

SABIC is headquartered in Riyadh and has two landastrial sites in Saudi Arabia
(Al-Jubail on the Arabian Gulf coast and Yanbu ¢twe tRed Sea coast) with 19
manufacturing affiliates. SABIC also has interestthree regional ventures based in
Bahrain. In addition, SABIC Euro-Petrochemicals hao petrochemical production
sites, in Geleen (Netherlands) and Gelsenkirchearn@ny), for the production,
marketing and sale of polypropylene, polyethylend hydrocarbons (SABIC, 2004;

Economy World, 2003).

According to the same report, SABIC has a strongradment to investing in its
human resources through its training programs ahdrchuman resource practices
with a broad array of market-competitive benefgialaries and other financial and
non-financial incentives that are geared towarchtang an attractive and “learning
organization” corporate culture. As a result, 8% SABIC’s workforce in the
Kingdom of Saudi Arabia are Saudi nationals. MosFp\Baudization has exceeded
93% especially in technical fields in some of tleenpanies affiliated with SABIC

(Economy World, 2003).
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» Saudi Electricity Company.

The Saudi Electricity Company (SEC) was establishgdoyal Decree mandating
the restructuring of the electricity sector andtsth its operations in 5 April 2000.
The SEC was formed through the merger between @heetectricity companies
working in the kingdom, which were the major supmi of electricity power and

geographically covered the kingdom (SABB, 2003).

The Saudi government owns 74.15% of the SEC’s slwagital, while the

government-owned oil company of Aramco owns 6.8%% @e private sector owns
18.96%. As of end of July 2003, the company actamifor 13% of the Saudi stock
market capitalization - ranking the 3rd largest Iplyp listed Saudi corporation by

market value (SABB, 2003).

In 2002, the Company divided its activities accogdio specialization instead of the
previous geographic division. The new SEC divisians generation, transmission,
and distribution to subscribers. Under the newsilivi system, four geographic works
departments were formed, which include the CenEastern, Western and Southern
works areas. In addition, separate departments feemeed to include the following

activities: finance and accounting, general sesjicdhuman resources and
shareholders’ affairs, planning and programs, awhll and internal audit affairs

(SABB, 2003).

According to SEC Annual Report (2004), the compdms achieved 80.9%

Saudization among its 29.047 employees. This hagg of Saudization according to
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the Report is due to focused and continuous HRDQyraras implemented in the

company'’s training centres.

* Saudi Telecommunication Company.

Saudi Telecommunications Co. (STC), the largesicteh operator in the Middle

Eastern region, started as Saudi Arabia’s soledelenunications operator in 1998,
when it was established as a Joint Stock Compartidyaudi Government. It was
operating under the umbrella of the Ministry of Rd®lephone and Telegraph, to
achieve the government’s objectives of telecomnatiuo services and was not
intended to make a profit. This establishment fw@anced entirely by Government
capital and it had a separate budget. Operatingugin four subsidiaries, the
company provides a wide range of telecommunicatgmrgices including fixed line,

mobile, data and internet.

In 2005, the Saudi Government decided to part@liyatize STC, selling 30% of the
equity to Saudi nationals while controlling 61%tlé company shares. The rest 10%
are also owned to two government funds of the Gan@rganization for Social

Insurance and the Public Pension Fund each ownitngfi3he company?2.

According to its Annual Report of (2005), since itseption, STC has witnessed a
rapid subscriber growth catering to 600,000 custserbg the end of its very first year
of existence; at the end of 2005, it boasted acsildes base of over 15 million. As of
now, STC is primarily a domestic operator servicordy the Saudi Arabian market.

It covers 95% of the country’s geographic landscapihn a penetration rate of

2 Cited from the STC internet websitetp://www.stc.com.9eon 18" of August, 2006 at 5:00 P.M.
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57.14% (as of the end of 2005). The company engogsonopoly in the fixed line,
data and internet segments and is the leading geowaf mobile services. At the end

of 2005, STC controlled over 80% of Saudi’s mobdiecommunications market.

Currently, STC is employing 20.804 employees of cthB8% are Saudis (STC,
2005). The company is providing its human capih focused training programs
and systemized evaluation procedures linking perémce to pay and promotion

which exceeds market standards to retain its hegfopming employees (STC, 2004).

5.6.3 Private Organizations

Twenty general, human resources or training masaffem a number of private
organizations were selected to participate in 8stigdy. In addition, the sample
included two managers from the Riyadh Chamber ah@erce and Industry who
were responsible for training and recruitment aff&i These two managers in
particular were selected for their important radéproviding focused and industry led
training programs for Saudis either employed orhiwig to be employed in the
private sector. The rest of the private organizetiare selected to represent a wide
variety of industrial activities including bankingyanufacturing, retail, construction,
leisure and travel, farming and food industrieshe Belection is also based on their
continuous cooperation and utilization of trainewgd recruitment contracts with the
government HRDF. These organizations are mediularge organizations that
provide their own focused training programs foritlexisting as well as newly hired
employees in their training centres. Studying rthimcused and leading to

employment training programs will assist our untirding of the training
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prerequisites, philosophy, and processes of linkiregning to recruitment and,
therefore, achieving high rates of Saudization. e @ample also includes two
managers from private training industry to identibpstacles of investments
encountering such industry in Saudi Arabia. Thidl vallow an in-depth

understanding of Saudi private training environmivat will impact the proposed
changes to GOTEVT to be an industry led trainingaarzation. The selection of
these organizations is based on their outstandiRD ldrograms recognized by both
labour market and by GOTEVT as the supervising baay private training

institutions in Saudi Arabia. Finally, the sampbeludes two managers of private
recruitment agencies who are dealing on a dailyisbasth Saudization related

matters. These organizations are:

1. The National Commercial Bank.

2. Riyad Bank.

3. Arab National Bank.

4. The Savola Group.

5. M. Al Hokair and Sons Group

6. Zamil Industrial Investment Company
7. Almarai Company

8. The National Agricultural Development Company
9. Al-Safi-Danone Company

10. Saudi Research & Marketing Group
11. Alshaya International Trading Co.

12. Advanced Electronics Company

13. Mobily Telecommunication Company

164



14. Saudi Real Estate Company

15.Federal Express Corporation

16.Riyadh Chamber of Commerce & Industry
17.Saudi Japanese Automobile High Institute
18. Al Yamamah College

19.InterSearch Saudi Arabia

20. Tawteen Training and Recruitment Company

5.7 Data Collection Technique

Answering the core question of this research wellthe criterion to choose the most
appropriate qualitative approach for this studyo fuilfil this criterion and establish

the fit between the research question and the ndsegpproach, structured face-to-
face interviews with a set of pre-determined questito a selected sample in the
natural setting in Saudi Arabia were carried oupleamented. This technique
provides “uniform information, which assures thenparability of data ... [at the

same time], will require fewer interviewing skillshan does unstructured

interviewing” (Kumar, 1999:109).

The interviewing technique is employed in this e¥sh because it serves the
exploratory nature of the study. It seeks in-daptbrmation about skill formation

outcomes and Saudization in the Saudi labour markete latter issue and the
information to be obtained are very sensitive ternviewees in this study. Therefore,
interviewing is the most appropriate approach. sTdan be achieved through a small

sample of representatives from selected sectdnemrdhan focusing on a large scale
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population. Interviewing will, also, enable thent&rviewer to supplement
information obtained from responses with those egifrom observation of non-
verbal reactions” (Kumar, 1999:115). Moreoversthualitative research falls within
the context of discovering possible barriers anallehges encountering Saudization
and HRD in Saudi Arabia. Therefore, it is esseértbaprevent any possibility of
misunderstanding of research questions that widdded as the interviewer can either
repeat or explain such questions in the spot wbahonly be accomplished through

face-to-face interviewing.

However, as a flexible approach to this reseatcis, important to mention that as a
result of using the interview technique and theonmfation gathered from the
interviews, new assumptions may evolve accordinthéfindings which may open
other doors for further investigations. It mayoalavolve complete redirection, or

modification of, or additions to, existing ideagygasted by the research.

In this regard, it must be, also, noted that ineawmng technique is “time-consuming
and expensive [to conduct]” (Kumar, 1999:115), esgly when it involves the

travelling of the researcher and the valuable tofiesf those selected sample to
participate in the interviews. Another disadvaetad this technique comes from the
fact that “quality of data [obtained] depends upbe quality of the interaction

between interviewer and interviewers [and the slall the interviewer in conducting
face-to-face interview]”. More dangerously, théeiviewing technique is vulnerable
to the researcher’'s “bias in forming questions #mal interpretation of responses”

(1999:115).
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For this research, interviews were conducted ttecotlata, as the interview allowed
the researcher to obtain and analyze large amatfirdsntextual and important data,
even though the data are subject to misunderstgadimwhich might lead to

misinterpretations. These misunderstandings aretaldke cultural background and
uniqueness of Saudi culture; yet the researchagkeimember of this culture and of
Saudi HRD environment will reduce the risk of sudghisconceptions. The

interpretive analysis that was used in this reseprovides explanations and helps to
create some generalizations of the actual missnkgdes, if they exist, between HRD

in Saudi Arabia and the promising strategic obyectf Saudization.

In fact, this research did not utilize any othetadgathering techniques like focus
groups or surveys due to the confidentiality ofomfation provided by the

interviewees and to explore in-depth and desceptiata.

5.8 Overview of Data Collection Stage

The trip for data collection to Saudi Arabia stdrten late December 2006 and
continued until late April, 2007. Twenty-Nine inteews were conducted exceeding
the Twenty-three initial target number of intervievexpected before this trip.
Interviews were conducted with a number of Gendfahagers, Human Resource
Managers, and/or HRD Managers of some private angsieggovernment

organizations. In addition, interviews with goverent top management officials
were carried out including one with the Deputy Mter of Labour for Planning and

Development who is also the Acting General Managlethe HRD Fund. The
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Governor and his Deputy of GOTEVT were essentiakspaf this interviewing

process as they represent the immediate focussofabearch.

The selection of the Human Resource and other tapagers in this interviewing
process represented and achieved the diversitpdate for this research. In other
words, the sample interviewed included differenicBaconomic activities to ensure
diversity in human resource practices and perspgecto deepen the understanding of
the collected data for this research. The intevgek managers represented different
industries such as manufacturing, services, telemamcation, journalism and
distribution, banking, training, education and u#itnent industries, retail, leisure and

food.

The majority of the interviews (27) were face-tadaaped interviews while only two
interviewees preferred answering and submittingr tiiéerviews on paper and on
their own time. One of which was from a quasi-gaveent organization while the
other was from a private one. The conducted irdery required on average between
45 minutes to an hour of taped open-ended questidmsh were then transcribed
verbatim to paper format. Ten of the interviewsravan Arabic which were then
translated into English by a recognized translaiervices agency. The interviews

took place in three different cities in the Kingdam Riyadh, Jeddah and Dammam.

The researcher/interviewer has encountered soméeras and constraints in the
process of data collection for this research ad aslsome opportunities. Among
these challenges are the unexpected hesitaticmswinber of interviewees to provide

views and/or critiques of GOTEVT. Such hesitatimasne from government and
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guasi-government organizations which, prior to cartichg the field study, were
expected to occur from private sector organizationBe latter were noticeably open
and transparent in providing such information aedspectives. Some participants
from government and quasi-government organizatiqunestioned the qualitative
research methodology implemented and the intervigwechniques used as they are
used to deal with questionnaires implemented byntijaéive methodology studies.
This in particular is viewed by the researcher asopportunity rather than a
constraint to educate the participants of the tptale methodology as a parallel
research approach. Another byproduct of this deddection trip was the
establishment of the researcher’'s networking witim&n resource professionals in

Saudi Arabia for future research projects and pralcinsightfulness.

The interviewees participated in this study aredsn the following (5.1) table.
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Table 5.1: Lists of interviewees Participants

Name of Interviewee Position Organization Sector
Deputy Minister for Planning & Ministry of Labor
1. Dr. Abdulwahed Al-Humaid Development and Acting Manager of Government
Human Resources Development Fund Human ReS(I):Lerc]gs Development
2. Dr. Naser Al-Ghafees Governor
3. Dr. Hamad Alogla Vice Governor for Education & Thiag GOTEVT Government
4. Jamman AlWagdani General Manager The Instituteasfidg Government
] : - Saudi Electricity Company- Quasi-
5. Dr. Hamad Al-Shagawi Manager of Training Department Central Region Branch Government
Vice President of Human Resources and  Saudi Telecommunication Quasi-
6. Saleh Al-Zamel "
Training Company Government
7. Mohammad Al-Bat'hi Vice President of Human Resosirce | Saudi Basic Industries Corporatipn Quasi-
Government
8. Bleihid Albleihid Human Resources Director Saudi Res(e;arl(r)cur;)& Marketing Private
9. Haitham Al Shaya General Manager
10. Hisham Al-Khaldi Human Resource_s Serylces Manager in Alshaya International Trading Co. Private
Saudi Arabia
11.Khalid Al-Khwaiter Chief Financial Officer
Abdullah AlSaad Training Operation Supervisor Advanced Electronics Company Private
12.Dr. Fahad AlZahrani Vice President of Human Resesirc Mobily Telecommunication Private
Company
13.Hamoud Al-Malki Training & Recruitment Manager The National Agricultural Private
Development Company
14.Dr. Abdulrahman Al Turaigi General Manager of HunResources Almarai Company Private




15.Khalid Al Thumairi

Director of Human Resources

AdEDanone Company

Private

16. Abdullah AlSai Human Resources Department Manager . AINHokair & Sons Group Private
17. Abdul Mohsin Al-Ghamdi Director of Corporate Administration & Zamil Industrial Investment Private
Human Resources Company
18.Dr. Sameer Hussain Director of Human Resources Shwela Group Private
19.Dr. Muafig Al-Rwaily Human Resources Developmenariger Riyad Bank Private
20.Khalid Al-Koblan Assistant General Manager Personnel Arab National Bank Private
Manager
21.Saud Sabban Assistant General Manager and Head of The National Commercial Bank Private
Human Resources
22.Salim Al-Asmari Director Saudi Japalnness{ﬁu?:tomoblle High Private
23.Sultan Al Ammash Managing Director InterSearch $S&udbia Private
24. Abdullah Al-Zehairi General Manager Tawteen Training and Recruitment Private
Company
25 Kl A-Qaian o e YA Charoer o Commerce &g
26. Mohammad AlSwailim Centre P Industry
Chairman of Human Resources Committed&kiyadh Chamber of Commerce &
27.Eng. Ali Al-Zaid and Chairman of Saudi Real Estate Industry Private
Company Saudi Real Estate Company
28.Dr. Abdullatif Ghaith Managing Director Federal Egps Corporation Private
29.Dr. Ahmed Al-Eisa College President Al-Yamamah €gé Private
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The three sets of open-ended question fdgae Appendix 2.exploring similar data
were used in the interviews representing differgnvate sector and government
organizations. In addition at the end of eachrimésv, a proposed change to role of
the General Organization for Technical Educationd aviocational Training
(GOTEVT) is introduced to stimulate further disdoss and insight from each

interviewee(see Appendix 2.)

5.9 Data Reporting Technique

The researcher employed ‘the Ad Hoc Meaning Geloeratechnique suggested by
Kvale (1990). Such a technique advocates the mmgxeation of individual and/or a

combination of different reporting and analysistitssc These tactics range from
descriptive to explanatory and from concrete toenmnceptual and abstract. They

are

(1) Noting patterns or themes, (2) seeing plaugibi(3) clustering of “what goes with
what”, (4) making metaphors to achieve more intégnaamong diverse pieces of data,
(5) counting the number of agreements or disagretne (6) making
contrasts/comparisons to sharpen the understandininterviewees’ responds, (7)
partitioning variables to differentiate betweenp@sses, (8) subsuming particulars under
the general to seeing responses and their relatfwnsnore abstractly, (9) factoring to
establish an analogue to a familiar quantitatidhnégue, (10) noting relations between
variables, (11) finding intervening variables, (1)ilding logical chain of evidence to
systematically assemble a coherent understandatd¢a, dand (13) making

conceptual/theoretical coherence.

(1990: 204)
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The selection of Kvale’s model for this study wasedhe freedom it provided in

selecting from its alternative tactics that allonestablishing coherent relationships
between the huge qualitative data obtained in thsearch. These tactics, for
example, allowed the researcher to establish comimemes from direct quotations
that involved similar and intervening responsesnfigarticipants which this research
is aiming for. They also allowed counting the nemlof agreements and/or
disagreements of participants within each themeddicate different variables that

could be discussed in a clearer manner in the apamalysis chapter.

Reporting the data using Kvale’s model includede@&ding the interview transcripts
several times to become familiar with the data, theah attempting to identify the key
concepts and the relations between them. The si&ge involved cataloguing
occurrences of these concepts in the data, nat@gadources, how often they occur,

and what level of confidence they provide.

The findings of this research which will be repdrten the next chapter were

developed from direct quotations of the interviesvedio were categorized according
to the sector they work for i.e. government, quassgnment and private sector.

According to Kvale’s tactics this reporting evolvatbund a number of themes that
were generated from connecting the dialogues ofrttegviewees’ direct quotations

on human resource issues including Saudization. ddimg so, the researcher
examined the responses looking for similar conceptsds and/even expressions that
could fit together to generate a general theme. ekample, the researcher looked for
phrases such as ‘problems encountering Saudizatidack of Saudization’,

‘ineffective Saudization’ and so forth to fit withia theme that would be discussing
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the obstacles encountering Saudization in the f@igactor. Within this theme, the
researcher also counted the agreement and disagmeamong the responses on the

major insightfulness and perspectives provided.

This data reporting included the last name of eatdérviewee when quoting their
views as it appeared in the above table. Theitajioms were minimally intervened
with by the researcher unless proven necessargréonmatical purposes to convey

the correct views expressed by interviewees.

5.10 Data Analysis Technique

The interviews were analysed using a techniqueedalthe Ad Hoc Meaning
Generation’ suggested by also Kvale (1996). Téchique uses “a free interplay of
different approaches and techniques for meaningrgéion during the analysis” (p:

203). For instance it allows the researcher to

Read the interviews and get an overall impressiben go back to specific passages,
perhaps make some quantifications like countintestants indicating different attitudes
to a phenomenon, make deeper interpretations afifgpstatements, cast parts of the
interview into a narrative, work out metaphors tapture the material, attempt a

visualization of the findings in flow diagrams, asalon

(1996: 204)

This analysis technique gave the possibility fa tesearcher to look at the data on a
more abstract level and from different point ofwsg since it is giving the possibility

to look into the interview material as a whole. fiéhés a more free interplay of
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different techniques during process of analysis.eilanalyzing the themes, the
researcher could use counting and in others cosgeibetween variables. This
meaning generation technique gives a good poggibalifind out the real and deeper
meaning of the data since no structure is harmiegfteedom of analysis. (Kvale,

1996)

The analysis of the current findings, once grouped themes, was interpretively
analyzed with connection to the issues discussedhapter three and four. The
emphasis at this stage was on evaluating the ezapdata with established literature
to fulfill the research objectives and to extrdat teal meaning from the interviews.
The analysis attempted further and deeper intexpoet for the findings to explore
and understand the discussed issues related taz&aod and skill formation as
viewed and practiced by the different managers fittwn field. It also included
linking dialogues from different participants’ viewto generate new meanings,

modify existing ones and/or develop new concegdraahework.

5.11 Conclusion

To sum up, this chapter reviewed the qualitativeeaech strategy chosen which will
enable the researcher to fulfil the core objectvethis research. It also described the
research sample and the criteria of selecting qpatnts for this study and the
intended data gathering technique. It also pralidedescriptive insight for the
experience of data gathering in Saudi Arabia toeberuture academic efforts to
overcome some of the obstacles experienced inrdssarch. The chapter also

presented the data reporting technique that williroplemented in the following
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chapter. Finally, it gave an introduction to tleehnique to be used in the analysis
chapter of this thesis to analyse the findingsh&f interviews conducted in Saudi

Arabia.
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CHAPTER SIX
RESEARCH FINDINGS

6.1 Introduction

This chapter reports the research findings coltetheough the interviews in Saudi
Arabia. These findings are grouped into the follay/five major themes to illustrate
the insights of the different interviewees. Asi@pated, the evolving themes from

the interviews are echoing the questions that $&ated them in the first place.

Theme 1:The challenges encountering the Saudization prognahe private sector.

Theme 2: The factors assisting the Saudization program imes@rivate sector
organizations.

Theme 3: The factors influencing training investment demis in Saudi employees
in private organizations.

Theme 4: Evaluation of GOTEVT'’s current role and its graghsa skills level in
regard to the private sector manpower needs.

Theme 5: Evaluation of the proposed changes of the roleGGITEVT toward
industry-led training organizations to fulfil immiate needs of the Saudi

labour market for employable Saudis.

6.2 Theme 1: The challenges encountering the Saudion program in the

private sector.

This theme mainly focuses on exploring the chaksngencountered by the

Saudization program in different private and quasggnment organizations that were
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included in this study. It also investigates goweent perspectives on such
challenges as they are the regulators, the supeyvésid human resource providers
for such a strategy. The theme itself evolved dgexct result of answering the first
and second question from the interview questioas AZ#PENDIX 2). The number
of respondents varied as a few mangers did not ensgie questions directly.
However, the majority of interviewees responded @ade supporting empirical
examples. Three major challenges evolved thatlaxesalaries provided by the
private sector organizations, government's infleeaad role in addition to Saudis’

attitudes to work in the private sector.

 Low Salaries

The four government interviewees asserted thatntagr challenge encountering
Saudization stems from low salaries provided by lstoanedium size private
organizations. These organizations as AlWagdaminfithe Institute of Banking
explained “have the potential to recruit a huge bemof Saudis [...yet are]
depending greatly in their strategies on reducixgeases” to maximize their profit.

Al-Humaid from the Ministry of Labour for exampleated that

The imbalance in [the labour market] occupatiomialcdure leads to decrease in salaries
as our standards of salaries are set by cheamfol@bour forces from Bangladesh and
Sir Lanka. [...] low salaries don't attract Saudiseixert efforts and specialize in such
occupations. Saudi workers will not continue perfing these jobs as they will work for
one week or two and then leave because salariediyudon’t exceed the SR 1,500 level.

This level will be too low to meet Saudi living exgse standards for even the necessities.
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This low salaries dilemma for Al-Ghafees from GOTEY the result of foreign

labour controlling and managing “all small size amgations [in the country].

Foreign labour forces amount for 94% in small smganizations”. They evade
recruiting Saudis as they usually recruit theitol@l citizens. Al-Ghafees generally
believes that “private sector is always searchorgpfofits through reducing salaries
and searching for cheap foreign labour forces’ogid also from GOTEVT indicated
that Saudization is affected by “organizationalisture” or organizational maturity
which provides Saudis with better employment sé¢guhan small-to-medium sized

private organizations.

As for the private sector interviewees, they geherperceived the obstacles
encountering Saudization in their sector diffengftitian the government interviewees.
The majority of private sector interviewees (20 agers) asserted that skill
formation systems including GOTEVT are not linkitigeir programs and outcomes
toward the labour market needs and Saudizationrexgants. They did not view low
salaries as the major obstacle for Saudizationamphtation. They considered the
level of salaries to be reasonable especially with non-industry-led qualifications
provided by skill formation systems in the Kingdomlbleihid, for example, from
Saudi Research and Marketing Group argued thatabetry has serious shortages of
skilled Saudis who can take over expatriates’ pwsstin different industrial fields.
Albleihid stated that “for some industries we ddméve the qualified skills within the
local market”. One of which is the media industttyich his companies specialize in.

He explains that

The country does not have enough qualified peapldhé media specialization such as

journalism, in illustration, in design, in all ofidt; so we have to take the long run to
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make our own talents [as a company]. [King Saudvé&isity] teaches public relations
only and marketing but not journalism. They alsovde Bachelor degree in fine art but
those graduates are not developed in a way [toabé} to design for lay-out and

illustration of magazines and so forth.

He believed that skill formation systems do notvme the “minimum required
training” that industries of the private sector ¢ald on through their on-job-training
afterward. For example, Al-Khaldi from Alshayadmational Trading Corporation
argued that “English and work ethics are very ingoarand are both absent in Saudi
employees”. Both English and work ethics were ¢atkd by the majority of
respondents (16 private managers) to be unavail@bl8audis who are seeking
employment in the private sector. On the othedh#me government interviewee, Al-
Ghafees from GOTEVT argued the contrary. He cldintbat the private
organizations are seeking any tactics to evadeaimgl Saudis including requesting
English communication skills even though the m#joaf their jobs do not require

English. He affirmed that

Employers in the private sector insist in using l&hgas a mean for teaching in
GOTEVT and blame our graduates just for the sakdarhing that they are not qualified
because of their English communication skills. tA¢ same time, you find that the
foreign labour force does not speak Arabic or Efgland they are attractive for

employment in the private sector.

In addition, Al-Malki from NADC stated that “the rab prevailing feature in the
Saudi labour market is its scarcity of qualifiedran resources”. This necessitates
organizations in the private sector recruiting thell qualified and easy to retain

foreign labour instead of Saudis. These industteasnot depend on the slow and
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bureaucratic responsiveness of the governmentfskifiation systems to fulfill their
needs of skills in their very dynamic and competitmarket. For example Al Turaigi

from Almarai Company asserted that

Saudi universities are producing 70% social orignp@aduates. The need for the private
sectors does not exceed 5 to 6% [of such outcornk]th®e need is for medicine,
engineering, IT, food related majors, science, méittance, marketing and business

majors; [yet] only 15% of the output is geared toigathat.

AlSwailim from Riyadh Chamber of Commerce and Irndualso confirmed that

Graduates of certain majors exceed market demamdtsas social and religious studies
that represent 42.2% of universities’ graduates|jengraduates of engineering, medical
sciences and agricultural sciences represent aBB6,813% and 2.9% respectively. At
the same time, our studies of the labour markewstmt GOTEVT'’s technical high

school graduates entering the labour market represdy 13% while 81.8% are coming

from general high schools.

Al-Zehairi from Tawteen Training and Recruitmentiad Ammash from InterSearch

two recruitment companies both confirmed that lavaldy and non-industry focused

skill formation programs are the main obstacles Saudization. Al-Zehairi stated

that “the first challenge that faces Saudizatiothes poor and weak training system
that is not capable of qualifying youth to avaipbbs in the labour market”. Al

Ammash also asserted that “universities’ studeataat have the mechanism through
their current curriculum whereby they can improvad aeally have the smooth

transition from higher education to the labour ne¢itk More alarming, Al-Zehairi

confirmed that
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Saudis know that their skills are not up to the kirog standards in the private sector, so
they look for employment in the government knowihgt they will not be dismissed
whether they perform or not. They look for empleym for life until they retire

regardless of the amount of salary they will beehéng.

Al-Zehairi asserted that private sector organizetiare offering introductory salaries
higher than the ones offered by the governmentisggover “SR. 2,800 for graduates
of elementary, intermediate and high school. Tdiarges of these jobs will be raised
to SR. 3,500 and 4,000 within one year of recruitthe Gaith from Federal Express

Corporation (FedEx) confirms that

The pay scale for higher middle management and ehighanagement in Saudi
companies for qualified Saudis is actually sky eiglg. Now a human resource
manager with limited experience would bring abo®&. 20,000 total pay and that is

considered in the middle of the pay range.

In other words, “what is absent are the Saudi peepth skills to be employed as
there are no [shortages] of jobs [in the labourke@ as Gaith explained. Al-Koblan

from the Arab National Bank (ANB) supported Gaithisws and stated that

ANB sometimes pay 70% increase to a Saudi who dedid leave us if the bank feels
that he is worth it. [...] We will even triple his p&o keep him as the labour market is
suffering from shortages of skilled workers [espHig] as new businesses are eager to
attract well trained human resources. | can chgeanyone saying that pay is the source

of the problem of Saudization.
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« Government’s Influence and Role

Three government managers, Al-Ghafees from GOTEXINVagdani from the
Institute of Banking in addition to Al-Humaid frothe Ministry of Labour believed
that Saudis are not attracted to employment inapeiorganizations due to lack of job
security and unavailability of clear career develept plans. On the other hand, job
security has been always available in governmdrg brough their employment for
life for Saudis since the discovery of the courgrgil. AlWagdani for example

emphasized that

Saudi youth still fear the risk of moving from ooneganization to another due to long
lasting recruitment culture founded by governmemtruitment in our society and by the

guasigovernment organizations such as SABIC angfeth

Al-Humaid also stated that

Among [the obstacles that hinder Saudization] beslow salaries, long working hours,
working on Thursdays and evenings whereas governjuobs provide great stability. |

believe that some Saudis are spoiled to the extamtthey don’'t want to work anyway.
They have cars and servants at their homes andatgeyot accustomed to work and

follow work values.

In contrast, Al-Ghafees believed that the goverrtmestitutions are achieving their

objectives and fulfilling their duties in assistiBgudization efforts. He asserted that

The training process in the Kingdom is not the peobof Saudization. The real problem

doesn't lie in training or GOTEVT, but in the prteasector which doesn’'t want to
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achieve Saudization and puts the blame on GOTEV1]. The private sector is always

searching for profits through reducing salaries saaching for cheap labour forces.

In addition, the quasigovernment interviewee, Atvigh from STC illustrated the
problem of overlooking the graduates’ quality irder to achieve the quantitative
requirements of Saudization which contradicts vatganizations’ competitiveness.
He argued that the country is in a serious protdechwhilst it is important to achieve
Saudization it is even more important that theréhes right selection of workforce.

He explained that

| [as a private organization] cannot just seek &audi who might not fit in my
organization just to fill positions and show thay rarganization is accomplishing

Saudization percentages. | cannot survive the etitign.

Private sector interviewees in general (18 privaémagers) affirmed that government
interventions overlook and sometimes hinder thiéares to achieve Saudization. As
discussed earlier they believed that the governrslglitformation systems were not
responding nor fulfilling the needs of qualifieddamdustry-led human resources.
Moreover, according to Gaith from FedEx, the goweent through its economy
booming years developed in the minds of Saudivite that providing employment
is “a right and privilege but not only as a paymfamtresults an employee delivers”.
Private sector interviewees confirmed that the gawent is not “synchronizing” nor
unifying its economic vision with strategic plangifor human resources especially
regarding Saudization and skill formation. For rap#e, Al Zaid from Saudi Real

Estate Company stated that
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The major challenge [for Saudization] is that thisreo unified and clear vision towards
the economy and without having such vision one ofplan for human resources. There
is no coordination between various human resouockel in the country such as private

sector, education, the Ministry of Labour and thiaistry of Commerce.

Gaith from FedEx also supported such a view andncented that “the educational
system and the needs of the economy are not bgnmuip®nized”. More alarming, 5
managers of this sector confirmed that the goventitinieough the Ministry of Labour
was “not listening” nor “consulting with” the prit& sector regarding government
regulations for Saudization. In fact, the governingas “forcing” the strategy on the
sector according to the majority of intervieweeg fitivate managers). Albleihid for

example explained that

The Ministry [of Labour] needs to listen to us ke private sector who is the subject for
their pre-existing regulations for the last 30 geaiThe labour office of the Ministry is
deciding on its own government bureaucracies thegt anable to address the
[Saudization] issue properly. What they are domayv is forcing Saudization. The
private sector is forced to take the quality [cAdpates] that is not up to their standards
and pay more money. This will result in hinderig competitive advantage because of

the cost and inefficiency that we will have.

Al-Eisa from Al-Yamamah College also confirmed that

The real defect lies in the regulations and pdid@ Saudization because some of them
are issued according to reactions or may be isfoed bodies and entities that are not
related directly to Saudization. For example, ¢hesgulations force Saudization on
certain private sectors and industries [like thédGetail market and Taxis market]. | am

against Saudization forced on a complete sector.
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On the other hand, the Ministry of Labour restdctand tightened companies’
abilities to dismiss any Saudi if unable to prodocdit into private organizations.
Such an attempt was establishing a practice andltare of avoiding Saudis by
private employers who fear employing already unifjedl Saudis and being unable to
dismiss them if do not achieve profitability. Guaifor example from FedEx
confirmed that such regulations although an attebypthe government to protect

these employees from arbitrary dismissal, causer gtoblems. He explained that

The government is protecting them so much that @ffecting their ability to perform.
[...] This was an extension to the employment cultine government has created in the
minds of Saudis whom if cannot be utilized, they @& put aside and just rely on the

people that can be relied on [the expatriates].

Al-Asmari from the Saudi Japanese Automobile Highktitute supported the view
that the government is not providing the labour katrwith quality Saudis for

Saudization to be achieved. He stated that

The government should prepare Saudi workers wighktiowledge, skills, attitudes and
work ethics to be ready to work and compete in gheate sector. The government
cannot just say to the private sector take thosengoSaudis because they are
unemployed then train, prepare and recruit thenthaswill be a heavy load on the

private sector.

* Saudis’ Attitudes to Work in the Private Sector

Three government interviewees, Al-Humaid from thmistry of Labour and Alogla

from GOTEVT in addition to AlWagdani from the Instie of Banking, suggested
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that Saudis are still looking for employment in gevernment or large organizations.
Saudis are not accepting nor realizing the fact thase employers are unable to
create job opportunities like small-to-medium ptévzaorganizations.  These
organizations like other private businesses redugh performance and provide low
introductory salaries. AlWagdani emphasized thlag¢ ‘teal employing organizations
at the moment are the small-to-medium ones thapetento reduce their employees’

wages who are usually foreign workers”.

Developing this issue, Al-Humaid also confirmedttha

Saudi youth prefer government jobs for they havedgealaries in comparison to the
effort an employee may exert. Saudis should adteptow salaries at the beginning of

their careers as they will get better as they msgin the private labour market.

Similarly Alogla also supported such an argumentillwgtrating that “[the Saudi]
society has developed a culture of seeking emplayrimethe government or large

organizations not in the private sector.

Two quasigovernment interviewees, Al-Zamel from SAar@ Al-Bat’hi from SABIC,
agreed with Alogla that the challenges encountefagidization are the result of
Saudis not being prepared for employment in thepmditive work environment of
the private organizations. Therefore, Saudis prefieployment in the government in

office and non-technical jobs. Al-Bat’hi statecth
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In the Kingdom of Saudi Arabia there were some sdgi@valent in society, which did
not value the technical work and work in privatetee Therefore, the demand for such

works was below the expected level.

Five private sector managers commented on the Saattiiudes towards working in
the private sector. Similar to Al-Bat’hi’s viewaJ)-Zehairi from Tawteen Training

and Recruitment stated

Saudi society does not respect Saudis who are gegio lower jobs that represent the
majority of all available jobs in the private secBuch as sales, cashiers and customer
service jobs. This view stems from the person egwa in the private sector viewing

himself with less self-respect then other Saudibéngovernment sector

Al Turaigi from Almarai confirmed that as well

The majority of Saudis especially in the entry leirecluding the dropouts of high
schools have problems with work attitudes, disoli coming to work on time,
respecting their colleagues and their employersedsas respecting and honoring their
employment contracts. When we ask them to joinrua two years contract and demand
that they give us one month notice before leavthg; majority of them leave without

seeing them.

Al-Khaldi from Alshaya International Trading Corpoion also indicated another

attitudinal obstacle for Saudization of the senadented careers. He explained that

Saudis from the central and northern regions inkimgdom do not accept working as

sales advisors for fashion or to serve coffee tstaruers in our Star Bucks as Saudis
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come from tribal backgrounds and are not used twicge oriented careers. The

perception of these jobs was a low status.

This for Al Ammash from InterSearch is the direesult of the country’s sudden

wealth from the discovery of oil. He stated that

The country has passed to another state wherepiriexced immense growth in its
wealth which has caused people to really come fmovary tough environment to a very
spoiled one that has created the problem to newrgéan. Young people do not have

the common sense to realize the importance of wndkof being successful.

Such argument is supported by AlZahrani from Mobillecommunication
Company who asserted that young Saudis lack theatiae and eagerness to invest in

their development with employable skills. AlZahrarplained that

Most of the students do not realize the importasfc@vesting in developing themselves
[...] which is a big problem for the Saudi peopléd $audi] has to invest extra effort in
developing himself with basic skills in computemdtish and also in knowing how to

present and market himself to other people.

6.3 Theme 2: The factors assisting the Saudizatiqggrogram in some private

sector organizations.

This theme focuses on exploring the factors thatdethe successful implementation
of Saudization in some private organizations. Tiheme assists the research to
examine those successful scenarios to support #search’'s findings and

recommendations. The theme evolved from answerlgtefviewees on questions
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number 3 and 4 from Question Form#1 in additiongt@stion 3 from Question
Form#2 (seAPPENDIX 2). The number of respondents varied as few mardjdrs
not respond to the questions directly. Howevee thajority of interviewees
responded and gave supporting empirical examplég main factor for the majority
of managers was top management belief in Saudizaspecially in large private and

guasigovernment organizations.

* Top Management Belief in Saudization in Large Orgaizations

The government managers, Al-Humaid from the Migisti Labour, Al-Ghafees and
Alogla from GOTEVT in addition to AlWagdani from ehinstitute of Banking,
agreed that the key successful factors that ledesprivate organizations to high
percentages in Saudization are high salaries amdr chnd attractive career
development path. Both factors as indicated byttedl government managers are
associated with large private or quasigovernmergamgations in which top
management view Saudization as a strategic ordamzh objective. Al-Humaid

confirmed such an argument by stating that

We notice that high salary jobs are more attradtivBaudis. There are certain graduates
who are better qualified than others. For examptaduates of King Fahad University
for Petroleum and Minerals, Al-Jubail and Yanbulegds of SABIC are greatly wanted
in the market and businessmen are competing tacatthem. Some companies have

flexible working hours, no evenings or Thursdaysclviall attract Saudis.
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Al-Ghafees also added that successful Saudizasoevident in organizations that
provide “their employees [with] clear professioraald career development [plans]

including on-the-job training”. For Alogla the kégctor for such success was that

SABIC and other large organizations such as bahktecommunications and Energy
companies [have] well defined organizational stiet and apply successful
organizational practices. They have clearer capaghs than even the government’s
ones. They are able to implement [Saudization]leggpns and rules at the same time act

as major players in the economy and development.

AlWagdani, from a training institute that serveg thanking sector, indicated that
Saudization success in the banking sector “rangtsgden 80 to 90%”. This is due to
a number of factors that are evident in the sectdhese included according to

AlWagdani

1. There is a government supervising body namely thedS Arabian Monetary
Agency (SAMA) that considers Saudization a veryam@ant national program since
the 1980s. It put standards and established dradhiat necessitated and monitored
achieving the sector’s high ratios of Saudizations.

2. SAMA also established the Institute of Banking (ICGid linked its activities to the
sector to be responsive and flexible to its custsmeeeds of industry focused
Human Resource Development.

3. This sector has the financial and organizationdltigis to attract Saudi employees,
invest in their development as well as retain theitih attractive incentives and

competitive pay and compensation schemes.

Similar to the views of AlWagdani and Alogla, Qugsiernment interviewees, Al-

Shagawi from the Saudi Electricity Company (SEC});ZAmel from the Saudi
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Telecommunication Company (STC) and Al-Bat'hi fréd@ABIC all agreed on the
essentiality of top management beliefs in Saudimatand the availability of
organizational support systems. Al-Shagawi fomepie argued that their successes

in Saudization required their

Leaders’ belief as well as focused and compatibdkDHbrograms. Our training focuses
on what the company needs of skills and competsenci¢SEC] also provided its
employees with a number of [human resource managgmeements to ensure
occupational satisfaction [such as] the right werkvironment, a career development
system, a promotion system as well as incentiveramgrds systems that are linked to
performance. [Therefore] Saudization in SEC ishi#ray 88% among 27,000 to 29,000

employees.

The experience of the Saudi Telecommunication Comypas explained by Al-
Zamel, was different than other private and quasggaument organizations in the
labour market. The company did not encounter acigaof qualified Saudi

employees when it joined the private sector maakietr its partial privatization from
state ownership. Their success in Saudization (E®adization out of 20,000

employees), as reported by Al-Zamel, required

The right selection from its already recruited Sawdnpower through the assessment
center, a lot of training and repositioning as veallproviding attractive early retirement

program to reorganize and relocate the companyisliSaanpower.

SABIC, on the other hand, achieved 87% Saudizattming a relatively short

period of time” as Al-Bat’hi indicated. He explauhthat
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[SABIC's top management] made the utilization af thation’s human resources its first
strategic objective to achieve its other stratediective which is the development of the

country’s natural hydrocarbon and mineral resources

Therefore, SABIC invested in establishing two indascolleges in Jubail and Yanbu

to provide industry-led training programs. In dgidi, Al-Bat’hi confirmed that

[SABIC worked on] attracting nationals by offerirf§audi technicians future career
opportunities. It [also] succeeded in preparingtiomal trained and qualified
competencies [...] through a series of training, bltation and development courses of

action.

The above argument by government and quasigovemnmanagers was supported
by the majority of private sector managers (16 rgarg). They confirmed that top
management belief in Saudization and the avaitgbdi advanced and attractive
human resource practices were the major contributtor the successful
implementation of Saudization. For example, Al yh&om Alshaya International

Trading Corporation suggested that

Top management in Alshaya is supporting all depamtsion achieving high Saudization
percentages. Alshaya have very good training ifigsil to change Saudi employees’
long-lasting culture to accept service jobs in aiores. [We provide] career
development and high salaries. For example, HisAaihaldi started with us as a

receptionist and he is now the Human Resource Marefter less than 8 years.

In the same way, Al-Ghamdi from Zamil Industriavéstment Company supported

such an argument by indicating that his compamgrtstl by believing in Saudization
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because if we do not believe in it we cannot aahiév Similarly, Al-Thumairi from
Al-Safi-Danone confirmed that Saudization is anegbye that his company “believes
in”.  He agreed with Al-Humaid from the Ministry dfabour that King Fahad
University for Petroleum and Minerals in particuisirassisting their Saudization as it
provides them with graduates that are “literateEmglish and great in computers.
Likewise, Al-Khwaiter from Advanced Electronics Cpany (AEC) confirmed that
top management in their company was the instigatotheir 73 to 80% Saudization.
Al-Khwaiter stated that “it was a belief at AEC ifncthe top management as we were
ahead of the national initiatives for Saudization"This belief directed other

organizational practices in AEC. For example,@dicmed by AL-Khwaiter,

One of our objectives is to have more Saudizatiomur technical production. As a
result we have 80% Saudization in these jobs. ile Saudis and then give them the
trust by immediately working on meeting their KRkey Performance Indicators). We
create a good working environment by giving them tight and fair compensation, the
trust and the motivation. We also have a pipe ¢éiheew comers that we train [to cover

the attrition rates].

From Al-Yamamah College, Al-Eisa also believed ti&#udization success was
linked to companies’ abilities to create an ativ@cbccupational environment. He
asserted that “for example in the banking sectoe can find great incentives to
gualified youth and a great competition to atti@aetstanding persons”. Al Zaid from
Saudi Real Estate Company supported other privgigasigovernment and
government managers’ views that Saudization succegsired “a solid work

environment, clear future and good pay”. Such el@for Al Zaid were evident, for

example, in the banking sector
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Due to their financial success and their [orgamizel] capabilities, they are able to
spend as much as possible on training and the mgravironment. [They have] joint
ventures with international banks who imported rtheisiness cultures and environment
that created employment attractiveness to Saultiss successful scenario also happened

in SABIC with joint ventures.

Al Ammash from InterSearch and Al-Zehairi from Taemh Training and Recruitment
both agreed that companies that invested in dewgdpeir internal human resource
practices were more successful in achieving Satidiza For Al Ammash this could

be accomplished through

Putting a benefit package whether monetary or poattract the most qualified Saudis.
Once attracted the hardest job is to retain thEhhis is through] long-term training and
career growth opportunities. Once the companyduwe all this, Saudis will come to

them.

In addition, Al-Zehairi also commented on some bé tsuccessful Saudization
implementation experiences he encountered whendingvemployment services in
the labour market. He gave evidence from LazordidGVanufacturing Company,
which according to him “is one of the successfuhpanies in applying Saudization”.

He explained that

They provided and executed well planned orientapoograms which focus on their
salaries and their potential increase accordinglémned performance and evaluation.
They provided them with career path developmetteatime of employment. They also
receive training either in-house or outside thegdiom. They receive bonuses at the end

of each year linked to the profit of their plant.
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The three managers interviewed from the bankindosed@l-Rwaily from Riyad
Bank, Al-Koblan from Arab National Bank and Sabb&om the National
Commercial Bank supported the importance of top agament belief and the
essentiality of attractive human resource practiceal-Rwaily, for example,

confirmed that his bank achieved 92% Saudizatida.explained that

Riyad Bank’s Board Directors and top managemenk the lead and responsibility to
implement and monitor Saudization plans throughbetBank. The Bank developed an
intensive training program for the selected Sautdversities’ graduates. It revised its
salary structure to be competitive with 75% of tharket's salary benchmark. It also
adopted detailed exit plan for non-Saudi staff ok only the CEO has the authority to

change any pre-set dates.

Arab National Bank, on the other hand, achieved ®®adization as confirmed by
Al-Koblan. The Bank was directed by “the beliefdasupport of the Board of

Directors to increase Saudization in different ANBisions”.

Like all other banks in the sector, ANB providesdacalaries, more compensation and
benefits such as housing allowances, housing schesme share options for the bank’s
top fliers. [ANB] invests big money on training dadeveloping the human resources.
The Institute of Banking of SAMA develops tailor deacourses that serves the bank’s
needs of skills and qualifications. All Banks [meneral] have more a mature

organizational atmosphere in their businesses cmdpa other sectors in Saudi Arabia.

Finally, Sabban from the National Commercial Baskeated that the Bank achieved

87% Saudization through their careful selection aecdruitment and training of

196



Saudis. He explained that their criteria for setec were “based on English,
computer skills and creative thinking”. The Bartken invested profoundly in
developing Saudis to fit the employment demandsthef Bank’s divisions and

departments.

We select people, we put them through a trainiragm@am of 6 months, and once the
training is finished our divisions or departmentaild see the value of replacing non-
Saudis with Saudis who have English language amdpuater skills [as well as] 6-8

months of training.

6.4  Theme 3: The factors influencing training invesnent decisions in Saudi

employees in private organizations.

This theme explores the factors that influence 8waudi private organizations’
decisions to invest in training Saudis as a lomgitelevelopment approach. The
views of interviewed managers assist the examinatioHendry’s framework in an
international context like Saudi Arabia. It assighderstanding the forces that drive,
stabilize and/or inhibit HRD in the Saudi privatganizations. The theme evolved
from the answers of interviewees on questions nuntband 7 from Question
Form#1, questions 4 and 5 from Question Form#adadition to questions 3 and 4
from Question Form#3 (se&PPENDIX 2). The majority of interviewees responded
and gave supporting empirical examples on this ¢hensome of their response
overlapped with other responses from the previbesne as both themes in reality
focused on achieving factors of successful SaudizatThe factors that influenced
investing in training and development for the migyorof managers included

Saudization and government grants for training aecruitment, in addition to
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organization size. They also included the avdilstnf the expatriate work force and
Saudis’ high employment turnover, in addition te tlnavailability of industry-led

skill formation systems to graduate what the labuoarket is requiring.

» Saudization and Government Grants for Training andRecruitment

Al-Humaid from the Ministry of Labour argued thataglability of government grants
for training from the HRD Fund (HRDF) was an eswgriactor that was driving and
stabilizing the investments by private organizagiom national manpower. He also
indicted that Saudization was an important infli@nfactor in driving such

investments. Al-Humaid, for example, explained tha

The HRD Fund grants Saudi youth financial suppod force them to join a recognized
private training institutions such as Al-Romaizastitute for Gold. This profession must
be Saudized completely as the Ministry of Laboufoiging 100% Saudization on this

industry.

A quasigovernment manger, Al-Bat'hi from SABIC, ¢omed that their
development investment in their Saudi human ressuveas driven by Saudization.

He stated that

SABIC managed to attract a large number of youngdBBawho underwent a series of
training and intensive developmental programsdmsnd outside the Kingdom. With

this investment, SABIC has accomplished its orgethi@audization process.
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On the other hand, a number of private sector m&sgd5 interviewees) agreed that
their organizations have considered investing aming as a long-term development
approach due to Saudization regulations and toawsdéable grants from HRDF.
They argued that the government’s push for Saudmzatnd its rigorous follow-ups
and supervision on achieving the annual quota afiation on different industrial
sectors is driving and stabilizing their Saudizationplementation. They also
believed that the government’'s HRDF supported #hesldpment and recruitment of
Saudis in the private sector. For example, Al-Thuwimfrom Al-Safi-Danone

commented that

The government is doing a good job by putting Szatéhn as a strategic objective for
the whole industry and by asking for a set of gsidkeat decrease every year. It obliged

companies to Saudize [at the same time] Saudihédped by the government.

AlZahrani from Mobily Telecommunication Companyuskrated that his company,
an international investor in the country, had areagent with the government to
Saudize its manpower. He asserted that “we havede that Saudization was an
element that we cannot ignore and have to commiebes to because we signed

this with the government”.

In the same context, both Al-Rwaily from the RiyBdnk and Al-Koblan from the
Arab National Bank supported the view that Saudpategulations are playing a
major role in their training as a long-term investrhin the Saudi human resources.
Al-Rwalily, for instance, confirmed that “their insttnent in HRD is [to meet] the
always changing business requirements includingid2ation] job regulations and

requirements.” Al-Koblan also reinforced such ewiby stating that “ANB trains for
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new products [...] or for [employment] regulationsjueed by the regulator SAMA.”
These regulations for Al Ammash from InterSearchreveomposed by the
government “so that companies have to really complly if they are to survive and

sustain growth”.

Similarly, Al-Asmari from the Saudi Japanese Autdmh® High Institute supported

other interviewees’ view on this argument. He axpd that

Satisfying the Saudization percentages requiremeeatzied by the government in an
annual basis is the major driver for private sectmmpanies to invest in training. At the
same time, they want to have qualified Saudis wheehhigh commitment and good

work ethics.

In the same way, Al-Qahtani from Riyadh ChamberGafmmerce and Industry

confirmed that

The pressure and effective follow-up by the Minisif Labour is increasing Saudization
in the [private] organizations. The government &las supported the private sector in its
efforts to attract Saudis through HRDF as it sulkegltraining cost and salaries of newly
recruited Saudis for two years until they gain eigee and the trust of the private

sector.

AlSwailim also from Riyadh Chamber of Commerce &mdustry asserted that “the
government’s financial and administrative supptwotigh HRDF has encouraged

many private organizations to invest in develomng recruiting Saudi employees.”
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In fact AlSai from M. Al Hokair and Sons Group ahissain from Savola Group
both supported Al-Qahtani’'s and AlSwailim’s viewsat their Saudization processes

were encouraged by the HRDF. AlSai confirmed that

[Our organization] depends greatly (90%) on thepsupfrom HRDF in their recruitment
and training of Saudis. HRDF supports training fkdeading to recruitment by paying
half of the salary of our newly recruited Saudis tiee first two years until they fit our

business.

Similarly Hussain stated that “Savola had the eepee with HRDF and we are
among the first companies to have great cooperattm the Fund as we invested

more for the Saudization program.”

This is true for Al-Zehairi from Tawteen Trainingé&Recruitment who believed that

90% of the [family businesses] do not invest innireg their human resources and have
only started training because the HRDF has predefiteancial support to these

organizations.

* Organization Size

Interviewees from government, quasigovernment duedprivate sector agreed that
investment in a long-term HRD and therefore sudaé&audization implementation

were associated with organization size. Al-Ghafem® GOTEVT stated that

Large organizations in the private sector such &Zafil, Al-Salam for Plans and

Advanced Electronics Company have no problem iimgsh training and developing
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their human resources. Small-to-medium sized dzg#ions, on the other hand, depend

on a foreign labour force and they do not consid@ning as their main priority.

Linked to his previous perspective earlier in Thelra this chapter, Al-Ghafees also
added an alarming argument that the majority ofllsitbanedium sized organizations

are

Taken over illegally by foreign labour forces whaypsalaries of SR. 5,000 to the Saudi
owners for their businesses. These organizatipesate and obtain work licenses under
the Saudi owners’ names yet are controlled and gahdy expatriates who evade

recruiting Saudis [and do not invest in their tiagf.

However, for the lawful small-to-medium organizasothat are run by Saudis,
AlWagdani from the Institute of Banking believedtlihey lack the management and
leadership abilities to view training from a loreg+h investment perspectives. He

argued that

Those who are managing such organizations aredstittloping as they do not yet have
the time to manage their operations in a marketmnded approach or manage the training
and development process. [...] The persons respenfib training decisions may not
know the return on investment or how to measurgtiich negatively affects such

decisions and investments.

The three managers interviewed from the large goasrnment organizations agreed
on the importance of organizations size and deeelapternal management systems
for training to be viewed and practiced as a lamght investment in Saudis’

development. For example Al-Shagawi from SEC iathd that
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The Saudi Electricity Company does not view thigestment as an excessive cost.
Training, as we view it, should be spent generoasig according to planned strategies
based on the determined needs of various depadrbgntheir managers. We develop
the occupational loyalty to the company through @ontinuous development and

training courses for Saudis and through attrastiveking environment.

Al-Zamel from STC, similarly, confirmed that trang prior to their privatization
from the government ownership was viewed as a frement for promotion”. He
believed that such a philosophy changed as thenpeoy entered the private sector
and as “people are promoted when they are competertecause they got training”.

He added that

Our decisions for investing in training stem frone tfact that we believe in training our
people as we cannot really move further in our s without it. It is not the cost or
the percentage of retention that drives our dewssiolf training is justifiable and the

return on investment is clear, we go ahead withriiaing and development.

Al-Zamel’s argument supported Alogla’s perspectifresn GOTEVT who stated that
“when [STC] joined the labour market with its offand demand processes, its

standards changed completely which affected thdenri®lecommunication] sector.”

For SABIC’s interviewee, Al-Bat’hi the driving foec behind their investment in

training and developing Saudis emerged from
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The belief that the real investment is to inveshi& national human resources, which was
the key element in the success of SABIC. [TheefdBABIC pursued the approach of

intensive utilization of capital, energy and ecoyam much as possible in manpower.

A number of private managers (8 interviewees) stppothe above argument of
government and quasigovernment managers. Thelynta the organization’s size,
its internal management systems and top manageediefs-discussed earlier-with
viewing and investing in Saudis as a long-term tweent approach. Two of them,
Al-Ghamdi from Zamil Industrial Investment Compaayd AlSai from M Al Hokair
and Sons Group, went even further by stating tet invest in training to fulfill their

organizations’ “social responsibilities” toward®ihfellow Saudi citizens. Therefore,
Al-Ghamdi asserted that the Zamil Company, as gelasrganization with top

management believing in Saudization, established

A training center which will be open and contrilmgtito other industries to support
quality Saudization of machine operators, weldeas;-conditioning technicians,

maintenance specialists and mechanics.

Al-Rwaily from Riyad Bank and Al-Koblan from Arabdtional Bank both agreed
that “the cost of training is not an issue” wheweisting in the long-term development

of Saudis. For Riyad Bank, Al-Rwaily confirmed tha

We usually have a very well developed training gtama whole year based on individual
training requirements. The managers decide theintafor their employees including

where to go and what type of courses they are tapfar.
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For Al-Sabban from the National Commercial Banle thrgest commercial bank in
the country, “quality of training comes first. Vdee ready to pay; banks and financial
institutions have the capacity to develop peopld @nofoundly invest in their

training. The question is what are we paying for?”

On the other hand, Al Asmari from the Saudi Japan®stomobile High Institute
supported the government managers, Al-Ghafees dwthddani, in that small-to-
medium sized organizations in the private secterrat investing in the long-term

development for Saudis. He stated that

Small-to-medium sized organizations depend on erdh training which is not
guaranteed to be successful because the peoplanetmoviding the training for Saudis
are non-Saudi workers. They know that these Sautlibe replacing them which create

problems. Any small mistake [by a Saudi] is maigdifso they do not get hired.

More alarmingly, Al Zaid from Saudi Real Estate Guamy argued that small-to-

medium sized organizations

Lack the long-term planning by their owners cauding majority of them to become
short sighted and opportunists. They want to jumnpany opportunity to make the

maximum possible financial return.

Agreeing with earlier argument by Al-Ghafees fro@®@TEVT, Al-Eisa believed that

Some small-to-medium sized organizations do nosicen training as their responsibility

and they consider it to be a loss not an investniémrefore, 90% of the foreign labour
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force is recruited in these organizations andhéopresent time, the government is unable

to help them even through its HRDF in planningedoruit and develop Saudis.

» Availability of Expatriate Work Force and Saudis’ High Employment

Turnover

Al-Ghafees from GOTEVT argued that the availabilitfy cheap expatriates in the
private labour market is a major inhibitor for a®audization efforts including
investing in developing and recruiting Saudis. blamed the private sector by
asserting that “the private sector is always seagclor profits through reducing
salaries and searching for cheap foreign labouretdr However, such availability
and demands for expatriates in the Saudi laboukehagmerged to be inevitable

“fact” for Al-Humaid from the Ministry of LabourHe stated that

If we employ all qualified Saudis in certain vocets, this will never balance the
shortages of manpower we have in these vocatibmghe Kingdom at the moment we
have 470,000 unemployed Saudi. If we employ altheim, foreign labour forces will
still be needed and will not be stopped as we 1&460,000 job opportunities held by

expatriates.

These expatriates are more retainable than Sauuisave as confirmed by a number
of private managers (11), hard to retain as theyenbi@tween private organizations in
the labour market looking for a slight increasepay. This was supported by Al-
Malki from NADC who confirmed that investing in medting, retraining and

developing fresh graduate Saudis is becoming & apkroach for private businesses.

He explained that
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There are no clear laws and regulations by theuabffice of the Ministry of Labour to
maintain company’s rights and guarantee [Saudi eyegls] continuity in our company.
[On the other hand] the foreign workers’ passpartd resident licenses are in the hands

of the company and they cannot leave us.

One government interviewee, AlWagdani from the ot of Banking, supported

Al-Malki’s views and acknowledged that

There should be guarantees and assurances for y@aplostability in his or her
organization in order for management to investhieirt development. These assurances

are totally missing from the Saudi labour market.

Al-Ghamdi from Zamil Industrial Investment Compaalso emphasized that “high
turnover of Saudis is becoming a major challenge&audization”. Al Thumairi from
Al-Safi-Danone Company supported Al-Ghamdi’'s viemd sstated that investing in
Saudis through “Saudization is very difficult esip#g with the very high turnover in
certain jobs. These are basically field and lalemanding jobs. Saudis eventually
leave us for SR. 500 or SR. 1,000 difference soreesvielse”. AlSai from M. Al

Hokair and Sons Group also confirmed that

Their group suffers a lot from Saudi employeeshawver. It is becoming a problem for
all Personnel and Recruitment Managers. It ismaportant factor that is influencing

their decisions to invest in training Saudi empkse

Al Turaigi also corroborated other private intewees’ views and affirmed that
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Almarai’'s employee turnover in 2006 was 25% for @suwhich means that if |
employed 100 during 2006, 25 of them have alreaftynhe within 2006. This is costing

us from 150-200% direct and indirect actual coshauit their annual salaries.

Two managers from the banking sector, Al-Rwailynir®iyad Bank and Al-Koblan
from the Arab National Bank (ANB), commented thaghhturnover is a major
obstacle for the Saudi banks to invest in Saudjd@mm development. Al-Rwaily for

example argued that

High employee turnover is usually in the entry lemsad is a problem for the whole
industry. Usually we have to take a little bittohe [3 months] to see if the person is
going to continue with us or will be seeking an &yment opportunity in other places.
We provide training despite these concerns. Afaning, we make recommendations if
he/she is okay for the jobs according to his/henm@ment, discipline, communication

skills, and customer services skills

For Al-Koblan, “ANB invests by budgeting for therear development programs to
retain top players and high potential Saudi emmeyi@ the bank [...] as their bank

get headhunted” for their qualified people.

In the same way, Al-Zehairi from Tawteen TrainingdladRecruitment supported other
private managers on the perception that Saudisuastgable in their employment
which prevents private companies from investinthegir development. He explained

that

The most important factor that hinders private argations from investing in training

Saudis is the lack of awareness of the newly reaiuef the importance of continuity and
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stability in their jobs. There is no refunding &y that guarantees the return of training

expenses to companies if a Saudi terminates hisfhployment contract.

* Unavailability of Industry-Led Skill Formation Systems

A number of private sector managers including Al rAash from InterSearch, Al-
Zehairi from Tawteen Training and Recruitment, Gdiom FedEx and Al-Asmari
from the Saudi Japanese Automobile High Institlt@greed that the unavailability
of industry-led skill formation systems was a hirdg factor for investing in

developing Saudis. Al Ammash for example explaitied

A young Saudi does not really understand the vafugork or how to work not because
he is bad but because the society is not givingdiirthe chances to learn. Even though
it is an extra cost, it is the private sector’s jolbridge that gap to take the person from
the current stage to the desired one. Yes somgfinie not the job of the private sector
to do so as it is the role of the higher educationd the society, but if they are not

performing it well then it is the private sectojob.

For Al-Zehairi, such a gap especially in the prev&mily businesses which represent

“T5% of the private sector companies” was not ledlthrough

Providing their new employees with formal trainitm establish the basic knowledge
needed for the job, instead they only provide anjtb training. On-the-job training is
considered the most beneficial approach in traitiagonly if combined with the formal

one which is absent from most of these companies.
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These organizations even required its employeexirding to Al-Asmari, to “have
afternoon courses in computer and English skillthag are mostly depending on on-

the-job training.”

Gaith also believed that investing in Saudi's dgwelent was always conditioned to
their “readiness to do the job they are assigned fih we find a Saudi who is
gualified and fit and have eagerness to stay wsthva have no problem investing in

him.”

6.5 Theme 4: Evaluation of GOTEVT's current role ard its graduates’ skills

level in regard to the private sector manpower neesl

This theme examines the current role of GOTEVT thadlevel of skills, knowledge
and attitude of its graduates as seen by differeanhagers from government,
guasigovernment and the private sector. Intervisveeenmented on GOTEVT as the
main government provider of HRD programs for thegde sector. The responses of
interviewees which generated this theme evolvednfranswering the question
numbers 8, 9 and 10 from Question Form#1, questiong and 10 from Question
Form#2, in addition to questions 7, 8 and 12 fronefion Form#3 (se&PPENDIX

2). The majority of interviewees responded to thegeestions and provided
supporting empirical examples. Some of the resggwn®cused on evaluating
GOTEVT's operational and strategic role while othprovided critical empirical data

on the level and employability of GOTEVT’s gradusate
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» GOTEVT'’s Operational and Strategic Role

Al-Humaid from the Ministry of Labour believed that

GOTEVT is doing a great job and graduating thousamidSaudis. In the last years,
GOTEVT has changed its curriculum according to & mpdilosophy which will take

more time to be apparent.

For Alogla from GOTEVT this change in the curriculsupported GOTEVT's

Quality [focus which] now begins to evolve greatyGOTEVT have a great role in
developing human resources through satisfying altket needs. [GOTEVT’s] annual

reports and statistics [show] extraordinary jumpsgraduates’ numbers in the recent

times.

On the other hand, the government manager, AlWagttam the Institute of

Banking, criticized its performance and role bytiatathat

Different private industrial sectors suffer from GEWT's generalization and mass
training in meeting specific needs of individualoromic sectors. There are no
flexibilities in their training programs. It hasetome the government body that
determines training standards for the [privateinhtrey sector and supervises its activities

in addition to conducting training and evaluatitegdwn
Only one quasigovernment manager, Al-Zamel from Siaeidi Telecommunication

Company, admired GOTEVT's role and management @ges. He agreed with

Al-Humaid that
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GOTEVT has changed during the last 5 years. ri¢gadly improving and moving into the
right direction. Its management is asking the gigvsector to be involved in committees
to develop their programs. They are very succegsfulinking with the private

businesses.

The other quasigovernment manager from the Saudctfidity Company, Al-

Shagawi actually criticized GOTEVT by stating that

[GOTEVT is conducting]theoretical [training] which is incompatible withettapplied

nature of our company. Technical colleges’ cutacand teaching methods differ from

our applied and practical approach of our business.

A number of private managers (16) commented on GOTE operational
approaches and strategic role in serving the miMabour market with Saudi
manpower. Only one private manager, Al Khwaitesnfr Advanced Electronics
Company supported some of the above views of Al-bBidnmand Al-Zamel. He

explained that

GOTEVT were trying to re-write their materials thgh talking to everybody in the
private sector as some of our colleagues [in tmepamy] got invited. So we can actually
see improvements in [GOTEVT] in the recent yeafslowever] personally, | do not
expect GOTEVT to go at the same speed as the erisattor especially with the

government bureaucracy.
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Other private managers like Hussain from Savolau@rand AlZahrani from Mobily
Telecommunication Company both confirmed a contaagyment to the views of Al-

Humaid and Al-Zamel. Hussain, for example, exm@din

| participated in some committees for GOTEVT's taichl college here in Jeddah to
develop their curriculum. Honestly, it did nottlagOn the other hand], SABIC's two

industrial colleges have a big department calledi@uum Development whose aim is
to meet the demands of the private sector. Th&ted us many times to investigate and

realize our training and development needs to delihem in their curriculum.

Moreover, AlZahrani also confirmed that “the cuate designed [in GOTEVT] do
not take the market consideration into account’l-TBumairi from Al-Safi-Danone
also added that he never had “any serious reldtipngith GOTEVT” despite being

in his HR position for more than 10 years. He akmd that

| should be the prime customer of an organizatibe GOTEVT. It is sad to say that as
we have relationships and work with much smallevegoment entities than GOTEVT

but not with GOTEVT.

Similarly, Al-Qahtani and AlSwailim from Riyadh Cimber of Commerce and
Industry suggested that private sector managerscameplaining of GOTEVT's
curriculum overlooking the training needs of thedustries for Saudi manpower.

Al-Qahtani explained that

GOTEVT is not fully coordinating with the privateector organizations to determine
their present and future skills’ demands. The deadf private organizations are not

given the opportunities to participate and be ideti in GOTEVT's training and
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education process. GOTEVT is not concentratingraviding the required attitudes and
dedication to performance and work disciplinesh@ private work environment. It is

still following the lecturing techniques in trangiag knowledge to their students.

In fact, GOTEVT is not even encouraging participatiof professionals and
practitioners from different industries to presentheir programs. Al-Koblan from

the Arab National Bank stated that

GOTEVT do not welcome people from the Industry tartigipate in providing
knowledge and experiences from the field. | hasteen been asked nor my colleagues in

the banking sector to go and talk about the bankéugor to GOTEVT's students.

For Gaith from FedEx and Al-Eisa from Al-Yamamah TEYT’s curricula are not
preparing its graduates with intellectual abilittesbroaden their perspectives. Gaith

argued that

GOTEVT is not taking care of the other facets afiltng development such as reading,
writing, social science, critique and a bit of lgiure. What they are creating is a person
who cannot take other directions and grow to higiesitions. He is not a person who

has learnt to think and see the broader perspective

Al-Eisa also explained that

GOTEVT is not preparing its graduates with intellet and mental thinking as well as
behavioral training. Ignoring these areas lechtodecrease in scientific subject in their
programs which provide their students with thelsldind abilities to analyze and learn

continuously.
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In fact, Gaith, Al-Eisa and Al Ammash and a numbtrer private sector managers
(7) criticized skill formation systems in generatcluding GOTEVT for providing
Saudi students with excessive “memorization” anel treceiving of information”
while overlooking essential experimental and pcattiearning. Such systems for
AlZahrani from Mobily are “knowledge providers” witn focus on theoretical

learning.

Furthermore, Al-Turaigi from Almarai, Al-Malki frolNADC, Al-Thumairi from Al-

Safi-Danone and all confirmed that GOTEVT is notsidering the dairy production
needs of their industries of trained and specidli@audis. For example, Al-Turaigi
confirmed that GOTEVT “do not have any major comgrihe core of our business

that is dairy production”. Al-Malki also arguecath

During the seven years | have been working in tieafe sector, no one from GOTEVT

asked us about our human resources needs. Thegptarealizing our real needs of dairy
specializations forcing us to recruit foreign labéorces [...] There is no Saudi graduate
who is specialized in this field despite the exisgof many dairy production companies

in the country.

In the same way, Al Shaya from Alshaya Internatidirading Corporation asserted

that

There is no one in the market that has a retail@og or a training program to prepare
Saudis to work in a retail business. They graduatany major and come to us for

retraining.
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This overlooking of different market demands foalfied and specialized Saudis in
different industrial sectors was associated in G@Tkvith “extremely poor trainers”
as confirmed by Al-Ghamdi from Zamil Industrial Bstment Company, Al-Asmari
from the Saudi Japanese Automobile High Institutd &l-Zehairi from Tawteen

Training and Recruitment Company. Al-Ghamdi asskthat

Their trainers are hopeless and do not have drivkicentive factor [to perform and
develop themselves]. [They are] protected by tbgegnment employment system.
Government salaries are not attractive to have gooféssional trainers. [So GOTEVT]
have to have the full authority to dismiss and u#&cas well as having a different pay

scale [that is] linked to trainers’ performance.

Al-Asmari supported this argument by stating that

The problem is their trainers. GOTEVT do not hdke flexibility to recruit trainers
from different nationalities. Their trainers araudlis who do not have the skills yet they
are training their trainees to graduate and worla ivery skill demanding environment

like the private sector.

In fact, even Alogla from GOTEVT substantiated sachew by stating

[Our trainers] come to GOTEVT from other educatg8ystems in the Kingdom and it is
not an easy process to involve them in the trainndustry. For example, industrial
countries utilize their skillful workers who haveagtical experiences in the industry. As
for GOTEVT, its role as a training provider is irfed with by different government

bodies and we became the victim of Saudization.
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On the strategic level, for some of the interviesvé®), GOTEVT as a government
organization is expanding with less effectivenessiéveloping industry-led skills,
knowledge and attitudes. Alogla from GOTEVT ackitenged that GOTEVT s
getting larger as it is “dealing with the vast amdathe Kingdom with its growing

demography.” Al Ammash from InterSearch recruitinanganization believed that

GOTEVT was brought on to help drop-outs in findiggod jobs. [Now] it is a huge
organization in which its management always trytogfix the problems within the
organization structure. They are wasting moneh@n to manage their institutes not on
helping Saudis to get jobs by preparing them tolébeur market. It is also trying to

plan for others [private training industry].

Similarly, Gaith from FedEx and Al-Eisa from Al-Yamah College both argued that
GOTEVT is increasing its dominance and control astéier industries to become the
government body for any vocational training initrat in the country. Gaith for

example explained that

GOTEVT seem to have a direction of expanding itsited rather than actually
concentrating on developing standards for the feahrand vocational training by
bringing industry consultants groups to be accoedifor other training organizations and

institutes.

Al-Eisa also argued that

GOTEVT's main problem lies in the lack of clarity iits mission and its overall
objectives as they do not know what they want. G®T is providing the joint training

program, female and military training, in addititm establishing and running technical
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institutes. People in GOTEVT are just trying tookofor a mission to redefine

themselves.

In fact, they are even competing unfairly with tpdvate training industry as

illustrated by Al-Zehairi from Tawteen.

They are the one licensing my training businesshay are the supervising body on
private training industry. At the same time, tlag competing unfairly with my center
by providing free training to the public. They Milin such competition due to the strong

support they receive from the government.

Furthermore, Gaith criticized GOTEVT for intervegimto the micro management of

such industry. He stated that

With their [GOTEVT] recent regulations, they are maly deciding what the curriculum
should be, they are actually interfering with tteeydo day management of the private
training industry. They say to them you do notehinless we interview your future staff.
They say a diploma has to be two years. They atiénguigid rules that will actually

jeopardize initiative for the whole industry of yate training.

Al Zaid from the Saudi Real Estate Company empledsiaat

Vocational training, if not linked directly to thadustry on very tight bounds, would not
achieve its basic objectives. It is becoming enidhat it is very difficult for GOTEVT

to train people and put them in the market.

Two private managers Al Zaid and AlSwailim from Ri#n Chamber of Commerce

and Industry criticized GOTEVT and other skill faation systems of not considering
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or attaining to the future vision of the Saudi emmyy. For example, Al Zaid stated

that

Our government leaders have decided that the Kimgddl be world major player in
three main competitive advantage sectors i.e. gndrgnsportation and information
communication technology. We have not built yee tkentire human resource
infrastructure to develop and run these sectorsthése sectors, we have to deepen the

knowledge to create the knowledge work base instéa@ining on low skills.

+ Evaluation of GOTEVT's Graduates

Al-Ghafees from GOTEVT affirmed that their gradusateare attractive for
employment in different organizations in the labooarket as they provided them

with quality and specialized vocational and techhiraining. He explained that

Aramco, Saudi Electricity Company, Water and Saioita Agency in addition to the
General Organization for Water Desalination sigtrathing agreements with GOTEVT
to obtain our graduates. These agreements arermad that our graduates are needed

and attractive to the labour market.

He also argued that those graduates are needeitedbgr development in GOTEVT

in Arabic. He added that

If Aramco is convinced of the level of GOTEVT's duates, this is a clear indication
that there is no problem in our training programd gualifications despite our usage of
Arabic in training. These big organizations argirsg give us your graduates with their

technical skills and we will train them in Engli&dr our own needs.
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On the other hand, AlWagdani from the Institute Bdnking contradicted Al-
Ghafees’s views and stated that “GOTEVT'’s gradudtesot meet the needs of the

labour market.”

Two of the quasigovernment managers, Al-Shagawmfrithe Saudi Electricity
Company (SEC) and Al-Bat’hi from SABIC both agreedh some of Al-Ghafees’s
views. Al-Shagawi, for example, asserted that ‘tbhecomes of GOTEVT are good”
yet they require “more emphasis on the practic sif their technical training”. His
company for example recruits them after implementfngorous screening and
selection techniques to ensure that we only retheitbest”. He added that SEC then
“retrains them according to the nature of our wihréxt is completely different from

their study in GOTEVT's Colleges.”

Similarly, Al-Bat’hi recognized that

GOTEVT has been instrumental in the side of SABIGd ahas aided in the
implementation of a series of training programs ohhiyielded good numbers of
graduates who represent important groups in theatipa and maintenance of SABIC’s

industrial complexes which apply the latest worllaiss cutting-edge technologies.

At the same time, he also believed that

The challenges facing the outcomes of GOTEVT araceotrated in meeting the
demands of the labour market of the private sectorthis area, SABIC has established
advanced [training] centers within all plants tmialvthe shortage of required capacities

and skills.
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Private sector managers, on the other hand, unasin(®3) agreed that GOTEVT'’s
graduates are not fulfilling their employment dech&of specialized skill, knowledge
and attitudes for different industries. The samenagers also believed that these
graduates lack interpersonal communication skd|seeially in English in addition to
basic computer skills and work ethics. Al ShayarfrAlshaya International Trading
Corporation asserted that “a fresh graduate frorMBX’s technical college needs
retraining for one year. They do not have EngJgills] as our business deals with
international brands and market.” Al-Khwaiter aAfl Saad from the Advanced
Electronics Company also confirmed that a technmalege graduate who has
studied for three has “less knowledge depth irahes”. Al-Malki from NADC also

asserted that

The outcomes of the technical colleges do not rieetequired skills and attitudes level
in the private sector. GOTEVT’s graduates [alsayé problems communicating in

English which has become the basic media for conzation in the work field.

Al Thumairi from Al-Safi-Danone supported otheryaie managers’ arguments and

stated that

GOTEVT graduates’ quality is not up to our multioagl organization's standards.
They do not have the English proficiency, and llglcal thinking and critical reasoning
skill, so their chances of being promoted on thais are slimmer than other graduates

from the Institute of Public Administration for exrale.
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Similarly, Al Zaid from Saudi Real Estate CompaA}Qahtani and AlSwailim from
Riyadh Chamber of Commerce and Industry all agteatt GOTEVT’s outcome is
not matching the skills and attitudes demandedhay drivate sector. Al-Qahtani
emphasized that “GOTEVT graduates lack Englishuage and computer skills that
are essential for the majority of private sect@amizations and the new era in Saudi

Arabia.”

Albleihid from the Saudi Research and Marketingpralso argued that

[GOTEVT's graduates] lack English which is very ionfant in our business and | think
in all businesses across the country. We are rantvgé the World Trade Organization

and we cannot only speak Arabic as we need t@mselroducts [internationally].

He added that

If I hired qualified graduates for our needs fro®@TEVT who only require two months
orientation on-the-job, | would not invest in ciiegtthis institute (Prince Ahmad Applied
Media Institute). | would use the money of thisaatment to develop my business and

create more jobs and Saudize better.

Al-Ghamdi also described graduates from GOTEVTshiécal colleges as “big

disaster and big failure”. He added that

We are big recipients of technical colleges’ gradsia We have to redo [or retrain them)].
They do not have the general skills such as Englisimputer and communication
[skills]. It is not in the curriculum of GOTEVT.Their specialty skills are very bad.

GOTEVT wastes government budget money.
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Hussain from the Savola Group indicated that

GOTEVT's graduates are totally out of line. Thesed a lot of off and on-the-job
training compared to graduates from SABIC’s Yanhd aubail Industrial Colleges who

are far away better. They are business driveroaiedted.

Two of the managers from the banking sector agwaddother private managers that
GOTEVT's outcome do not match their employment nemuents. Al-Rwaily from

Riyad Bank asserted that

GOTEVT's graduates do not pass the profiling [sthge be admitted to the interviews.
Other graduates from the Institute of Public Admiirsition, Community Colleges and
universities pass as they have high grade in pigfii [GOTEVT's graduates] have
minimal knowledge, skills and attitudes toward woKR heir writing and reading are

miserable.

On the other hand, Al-Koblan from the Arab NatioBank (ANB) although at the
start acknowledged that GOTEVT'’s graduates are €aaat caliber”, he confirmed

that

ANB Invest in retraining them off and on-the-joOTEVT train their students with old
books from the 50s and 60s. Their manuals anditigziimaterials are outdated and all in

Arabic. GOTEVT's graduates have a major weakne&nglish.

Sabban from the National Commercial Bank statet“ttéo not have any experience

with GOTEVT so | cannot comment on them.”
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Both managers from the two recruitment companiésrwiewed, Al Ammash from
InterSearch and Al-Zehairi from Tawteen are hesitarrecommend the recruitment
of GOTEVT's graduates to their clients in the ptezaector. Al-Zehairi, for example,

explained that

Until recently, my recruitment company has not wited any GOTEVT'’s applicant in

the private sector because | believe that theieleeware not suitable for my clients.
GOTEVT's graduates have a poor qualification withick they cannot compete with the
Institute of Public Administration graduates or lwigraduates who studied for 6 or 7

months in [the training centers of] the Chambe€ommerce and Industry.

In fact, Gaith from FedEx, AlZahrani from Mobily [BEommunication Company,
and Al-Eisa from Al-Yamamah College all agreed tgeaduates of GOTEVT are
only seeking diplomas in any major just to get joWdsch in most cases are not in

their majors. Gaith for example explained that

What GOTEVT offer their students is not up to thepectations of the students
[themselves]. So many of their graduates aretheste to take a degree but when they

leave they find that it is not really somethingttegerybody is running after.

Therefore, according to Al-Eisa, many of these dgiites can work as administrative
employees but cannot perform what they have beeoniajzed in as electricians or
mechanics [for example]”. In this respect, AlZatirdisagreed with some of the
earlier views of Alogla from GOTEVT. Even thougle lagreed with him that

GOTEVT is “graduating so many people every yeag’ahgued that
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The point here is not how many people GOTEVT ishings to the labour market, but
how many of those are succeeding in getting dejodn# related to their majors which
they spent studying for three years. Most of ¢hgiaduates are not looking for work to
practice their majors, but to compete on jobs rgastlthe military or the government.

[Therefore], GOTEVT's students come to class wibhnmotivation.

Similarly, Al Turaigi confirmed that

GOTEVT's graduates lack motivation and clarity etopational vision. A graduate has

a degree from GOTEVT in a major but he never thbaglout having a job.

Finally, three managers Al-Zehairi from Tawteen;RWaily from Riyad Bank in
addition to a quasigovernment manager Al-Zamel ftbenSaudi Telecommunication
Company all argued that GOTEVT's inadequate finabdpct is linked to its
admission of low grade students graduating fromeg@nhigh schools. Al-Zehairi

supported this argument by stating that

GOTEVT, throughout its history, was never the ficstoice of youth. High school
graduates go to GOTEVT because it is their lasnchaafter all other distinguished
graduates are admitted somewhere else. Thus,itatknlleges have a bad reputation in

the labour market and their graduates are notetbbiy the private sector.

Similarly, Al-Rwalily stated that

GOTEVT admit low grade high school graduates. Wguaher high school graduates
with good or average grades go to top collegesenthié rest go to GOTEVT. | think

GOTEVT have also a stigma associated with theictfal training.
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6.6 Theme 5: Evaluation of the proposed changes tie role of GOTEVT
toward industry-led training organizations to fulfil the immediate needs

of the Saudi labour market for employable Saudis.

This theme mainly focuses on evaluating the pd#saisi and requirements of
changing GOTEVT to industry-led training organinas that are affiliated to
different economic sectors as explainedAPPPENDIX 2. The aim for GOTEVT is
to remain a government body that is only regulatswygpervising and financing these
training organizations without its involvement ihet actual implantation of the
training itself. It is, accordingly, the resporibtp of these different economic sectors
to plan to develop and conduct their own trainingttis serving each sector’'s needs
of skills, knowledge and attitudes. The themelfitegolved as a direct result of
answering the questions after the introductionha study’s proposed changes to
GOTEVT. These questions were 1, 2 and 3 from lnikstion Form#1 and #3, in
addition to questions 1, 2, 3 and 4 from Questiom#2 (sedAPPENDIX 2). A few
mangers did not answer the questions directly. ¢él@r the majority of interviewees
responded and gave supporting empirical exampleg. managers' perspectives were
either fully supporting the proposal or supportitgyessence yet are sceptical of its
practicality and acceptance by the government anethe private sector itself

especially by small-to-medium sized private organans.

For the government interviewee, Al-Humaid from taistry of Labour, changing

GOTEVT was recommended by a prior study. In fAtlumaid argued that

The idea of privatizing GOTEVT is not a new oneindgKFahad University for Petroleum

and Minerals conducted a study and prepared a pabdor the former Manpower
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Council that suggested dividing economic sectais dfusters each one is responsible for
its own training in coordination with the governmeMNow GOTEVT's strategy includes

more details that consider participation of diffgreectors in GOTEVT'’s work.

He also added that “privatization of training iretKingdom is theoretical and may
not be successful. If the private sector took owih its training institutes, would

your proposal guarantee having better outcomes@@hEVT's?”

Al-Ghafees and Alogla from GOTEVT, similarly, wen®t opposed to transferring
the training conduction role of GOTEVT to the ptiasector itself. Alogla argued
that “if the private sector has the desire to getived in training [as the study
proposes], we are the first supporters of suchsirele But the problem is who will
adopt this? This is an expensive and difficultgess.” In fact, both managers
claimed that their new strategy and practices werestablish strategic partnerships
with a number of private organizations to condieirt own specialized training for

their industry. Al-Ghafees confirmed that

GOTEVT have no problem accepting the privatizatibfowever, the important question
is that how many companies would be able to actteg? They only represent 20% of
the Saudi private market while 80% are not eageprtwvide training to their human

resources.

Al-Ghafees also provided some examples of their pewnership strategies with

some private organizations.

The strategic partnerships with the Saudi JapaAesemobile High Institute (SJAHI),

the intended establishment of the Institute fosttawith Sharg Company, a Vocational
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Institute for Cars with Al-Jafali and Al-Eisa, arad partnership with the Ministry of

Petroleum to establish a joint institute for pedtoh services.

On the government level, Al-Ghafees and Alogla kagleed that in order for such a
new direction to be implemented it “requires flakip in the government systems to
operate these institutes and colleges by allowgrmational cooperation programs

with some patrticipating countries under the supgon of GOTEVT.”

AlWagdani from the Institute of Banking also suppdrthe proposed changes to the
current role of GOTEVT to be an industry-led trampiorganization as “mass training

does not serve the market”. Furthermore, he stegddisat

Training should be the responsibility of the marked the people who work in each
industrial sector as they will conduct training grams when and how they need them.
GOTEVT, [at the same time], can conduct trainingifalividual professions that are not
included in any cluster of industries in the prevatctor. It can establish standards and

examinations for different professions.

Quasigovernment managers, on the other hand, esseshthusiastic or supportive to
changing the role of GOTEVT. Al-Bat'hi from SABI@nd Al-Shagawi from the
Saudi Electricity Company both focused on the ingmre of participation and
coordination between GOTEVT and the private secfdrBat’hi for example argued

that

The focus is on the outputs of GOTEVT to meet fgeveector needs. The challenges

require cooperation between GOTEVT and the econa@eitors. The focus is also on
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the English language as the language of businabkseghnology. The focus is on work

behaviors and the technical skills required by hesses.

Al-Shagawi also explained that

GOTEVT meets the needs of the labour market andsmandevelop its outcomes. It
lacks developing English skills in its graduatds$.needs periodical examination to its
curricula and accepting ideas from others in thmla market. Participation between
GOTEVT and all private organizations benefitingnfréheir products is the only means

for their development and success.

Similarly, Al-Zamel from the Saudi Telecommunicati€ompany was uncertain of
the effectiveness and practicality of giving thdvatre sector the training and

development role of GOTEVT. He argued that

Training cannot be left to private industry itsed6 it will not work. Different
organizations including GOTEVT might have certageladas that cannot be completely
transferred. In addition many private organizatiom Saudi Arabia are family owned

which might affect the outcome and decisions oifttraining.

On the other hand, the majority (15) of the intewed managers from the private
sector supported the proposed changes to the tuoknof GOTEVT. The few
others agreed with the essentiality of changingrthe of GOTEVT to industry-led
training organization to be more responsive to eadbstry’s training needs yet they
were skeptical of its applicability. Albleihid fino the Saudi Research and Marketing

Group confirmed that
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We [as the private sector] are crippled not to mbeeause of heavy governmental
involvement in the economy. | think GOTEVT shoblel restructured totally. GOTEVT
should not be affiliated to the Ministry of Labourl think having it as regulatory,
supervisory and financial supportive to industrg-leéraining institutions is very
important. | do not think they should carry out tinaining themselves; this is a huge bill

on the government plus they cannot add value.

Both managers from Alshaya International TradingpOaation, Al Shaya and Al-
Khaldi supported Albleihid’s views. Al Shaya inrpeular believed that GOTEVT
should “get the right people even from outside twuntry who have more
international experiences to teach Saudis”. Botnagers illustrated that their
company considered establishing its own “retaihtrey academy to serve Alshaya as
well as the industry” as explained by Al-Khaldi. | Shaya also added that his
company was forced to consider such an expensivesiment as they were not
provided with the needed skills, knowledge andwtgs by GOTEVT. He explained

that

Unfortunately we are thinking about this kind o¥éstment. It is unfortunately because
we are considering the financial burdens of sughnogect. In addition there are a lot of

challenges that we are facing from the governmenirsstries.

Similarly, the three managers from dairy and pguitrdustries, Al-Malki from
NADC, Al Thumairi from Al-Safi-Danone Company and Furaigi from Almarai all
supported the proposed changes to GOTEVT to be nalusiry-led training
organization. The three managers similar to Al y@hand Al-Khaldi were
considering establishing a joint training academysérve their industry needs for

gualified Saudis. Al-Malki explained that

230



GOTEVT with its huge training staff and variousitiag programs must accept the idea
of participating with the private sector to opeivate institutes under its supervision to
conduct industry-led training for each economict@ec Our strategic committee in

NADC suggested setting up an academy to attradt, émd develop and recruit Saudis to

serve companies that are working in agricultural d@airy production.

Al Thumairi also confirmed that “changing GOTEVT todustry-led training

organizations is a brilliant idea.” He added that

We in Al-Safi-Danone and the dairy companies hawdaimy board where all general
managers in dairy industry thought about somethirgctly related to this proposal.
They thought about developing a centralized trainirstitute to generate talents for the

dairy industry.

Al Turaigi also supported the earlier views of othmivate sector managers and
believed that “changing GOTEVT to industry-led miag organizations is absolutely

the right approach”. He explained that

The graduates of those organizations will be veompetent and can seek job
opportunities anywhere in the world as all compsiniél be competing to get them from

day one as the selection and training criteriaigtg.

Simultaneously, Al Turaigi expressed his concenas t

The government sector [especially GOTEVT] is ndhking in the direction of the
study’s proposal. There are some people’s inteitbsit might be in danger. They have

about 8,000 government jobs which | am not suret wiauld they do about them if they
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decided to privatize GOTEVT. They need to havdedint set of skills to run these
institutes or colleges. Will those people come amork in the private sector’s

environment?

AlSai from M Al Hokair and Sons Group similarly domed that “there is no

government training institute in Tourism and Leestields”. Therefore,

Their Group was considering establishing an intiegkdraining institute to benefit the
whole sector from their 35 years of experiencehin ltoth field to graduate qualified and

specialists Saudis.

From Savola Group, Hussain asserted that “GOTEVAdulshnot be involved in
conducting training. They should invest in shaping training criteria and audit the

training in the country”. Furthermore, He suggddteat

Through plastic conversion in Saudi Arabia we captare 25% of the market share
worldwide as we already trying producing 25% of gegrochemical share in the world.
Therefore, we need to have a training institutioty dor plastic production and industry

as well as retailing. This proposal of yours agplio every industry in the private sector.

Both managers Al-Koblan from the Arab National Baakd Al-Asmari from the
Saudi Japanese Automobile High Institute suppoetatier views by Al Shaya. Al-
Koblan suggested that “GOTEVT should get intermatloexperiences into the
country to educate and train their students.” Ahl#ari also supported Albleihid’s
perspectives of altering and restructuring GOTEVTErrent affiliation to the

Ministry of Labour. He explained
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The only thing that will make GOTEVT successfuligtonomy from the restrictions of
government rules. They need to be autonomous tt @® a private sector to get the
freedom to recruit trainers from different coungrie transfer the skills and knowledge to

Saudis and not to be the victim of Saudization geues.

He also added that the private sector if GOTEV®le was changed to industry-led
training organization might not accept GOTEVT’s gounent manpower as “they

might not have the skills yet have very high saksiti Al-Asmari argued that

This proposal can be accepted to the private compah GOTEVT evaluated and
rehabilitated its manpower who even after that inigit fit to the private sector training
requirements. Private companies would prefer lmgngheir own instructors from their

workshops to conduct their training.

Correspondingly, Al Ammash from InterSearch, Al&#&iom Saudi Real Estate and
Al-Eisa from Al-Yamamah College approved of chang@®OTEVT to industry-led

training organizations. Al Ammash confirmed that

GOTEVT have to be broken down to smaller units treate their own strategies, goals
and measures of performance. The role of GOTEVHoisreally to do the education
itself as this is not its specialization. Its dpézation is to regulate, supervise and
finance the people who do it the best, the privegetor. GOTEVT will be a very

influential entity if it became industry-led tramg organizations.

Al-Zaid, likewise, supported that “GOTEVT should/giits budget to private industry
and let the industry be the trainer to itself”. then provided specific evaluation to

the proposed changes. He argued that
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Clusters of the industry that claim a single prddoic complementary products should
have their own training. Those people are the rnapable ones to develop their own
training. [Nevertheless,] the focus of this pracetould be on building the business
work environment in companies and bringing theureltof training to the industry that

can understand and link such culture to its ovénadiness objectives.

In the same way Al-Eisa stated that

| support changing GOTEVT to industry-led trainingganizations provided that the
Ministry of Education rectifies the problem of doajs from public education for whom
GOTEVT was established initially to rehabilitatedabecome useful members in our
society. This is not the responsibility of thevate sector. It cannot recruit them directly

in its labour market as they have behavioral prolland learning difficulties.

On the other hand, a few of the private managgra/éde doubtful of the success and
acceptance of the proposed changes to the cuoknof GOTEVT by government
entities in the country. AlZahrani from Mobily Belommunication Company and Al
Khwaiter from Advanced Electronics Company botheagrthat “changing GOTEVT
to industry-led organization theoretically is vggod but practically is impossible” as

explained by AlZahrani. Similar to Al Turaigi’s dar views, Al Khwaiter stated that

GOTEVT as a government agency is paying salariaging expenses according to
government rules and budgeting and spending mekbgids. This proposal might not
see the light because of the practicality of ititais attempting to change and may be
privatize a government body. My concern also rssimall-to-medium sized companies
which do not consider training as their major cancée cannot let training depends on

their interests which is always based on reduckpgeses.
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Al-Asmari agreed with Al Khwaiter by stating that

Business people want to stay in the business andoiovant to spend their money
outside the business. Spending it on trainingitingins can be tolerated by large

organizations but it is a cost especially for sA@medium companies.

AlZahrani even suggested alternative proposal OTEVT to be more responsive to

the needs of the labour market. He recommendead tha

Instead of establishing something from scratchpulel propose co-partnership between
private industries and GOTEVT by which it is nottmside. For example Banks
approach GOTEVT to support certain number of sttelana special training program.
GOTEVT will train them on the basics and banks wélect the elite to deviate from the
curriculum to sponsor them and teach them bankingses. Then, the best 75% will be

signed up to guarantee them jobs in banks.

Finally, Al-Zehairi from Tawteen Training and Reitrnent Company also agreed

with the earlier views of Al Turaigi that

Changing the role of GOTEVT to industry-led traimientities will be rejected as its
implementation requires not only economic or adstiative decisions but a political

one. All persons in charge of GOTEVT will fightighn all their strength.

235



6.7 Conclusion

This chapter presented the core of this researdirggorts the findings of its face-to-
face interviews with selected managers in Saudbiara The interviews with the
managers provided the wider viewpoint about Satidzeand HRD practices in the
country. Their practices and views regarding these matters, which will be

discussed in depth in the following chapter, cledhistrate the correlation between
the ineffective Saudization resulting from unfoalisecational and technical training

provided by skill formation systems and GOTEVT particular.

The interviews revealed and confirmed the fact thatSaudization dilemma in Saudi
Arabia is a multidimensional national problem thequires multilevel solutions. It is

not and will never be the responsibility of a gowaent body or the accountability of
the private sector alone. However, if training adlication as well as recruitment
strategies persist, this dilemma will worsen asdbentry is witnessing massive and
rapid economic development that will indeed req@m®rmous supplies of skillful

human resources. In worst cases these high demartisman resources will only be
covered from the ready to work expatriates takimg ¢ountry back to square one of
the 1980s when this entire dilemma of high ratesimémployment among Saudis
emerged. Yet this time it is going to be even woas Saudi Arabia already have

more than 4 million foreign labour that are floaglitthe country’s labour market.

The findings can be grouped under the followingmgaints:
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* Government Involvement in Skill formation Systems ad the Labour Market

Answers of the interviewees tend to follow simifzatterns depending on whether
they are from the private, the government or thasggovernment organizations.
There is a general agreement among intervieweegrighte organizations that
GOTEVT and the Ministry of Labour are not listeningr fulfilling their needs and
demands for skilful human resources. Not only that also they are imposing
outdated and restrictive recruitment regulationd procedures on their businesses
that are affecting their economic activities. Théglieve that government
organizations in general in Saudi Arabia are ngtabée of coping with the rapid
changes in the business environment and are puhemm back and discouraging their

competitive advantage in Saudi Arabia as well astgrnational markets.

There is unanimous agreement among intervieweesn frdifferent private
organizations that the quality of GOTEVT's gradsaie not up to their work
requirements and recruitment standards. Their aomigation, work ethics and even
technical skills are undoubtedly weak and ‘unemalidy’ compared to the time they
spend in GOTEVT's institutes and colleges. Thewsfdurther investment in
retraining in the private sectors' training centkson the job, are required resulting
in money, time and effort wastefulness. In additio this expensive investment in
their reorientation, there are no employment lawat tguarantee GOTEVT's
graduates and Saudi employees in general contimuatith their employers as they
tend to move from one private organization to aeotbllowing the slightest increase

in their salaries.
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On the other hand, foreign employees are skilfatdhworking and easy to maintain
as employers hold their passports and their wodnsgrship. Interviewees in the
private sector agree that if a Saudi worker perfoamd competes as a foreign worker
they will be content to keep him/her. Not onlyttihat also they are willing to pay
him/her higher salaries according to their perfarogaand the skills he/she has. They
believe, in general, that their labour market emiplent practices are spoiled by the
employment and work environment implemented in gowent organizations as
Saudi employees are granted lifelong employmerdrciégss of their performance or

discipline.

Interviewed private sector managers consider thadi@ation program as a noble
national effort that has to be implemented provitted they have the well trained and
committed Saudis as well as the supportive govenhi@@ployment mechanisms. To
achieve the former, a number of private sectors ating constructively and
considering establishing their own training ingtdns to invest in retraining young
Saudis and bridge the skills’ gap to fulfil themmediate line of businesses’ needs

and to support their industry as a whole.

The government and quasi-government intervieweasthe other hand, view the
private sector as not paying enough salaries taiS@a keep them and increase their
Saudization percentages. They believe that privedetor organizations are
attempting any possible tactic to evade employiagds as they aim to increase their
profits. They consider GOTEVT as not part of thestacle of Saudization and that
their graduates are well trained and up to the eympént requirements of the labour

market. GOTEVT officials support the idea that émgment is not their number one
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responsibility as they are only acting as a govemniraining and education body
responsible for graduating what the labour marketds. These needs are well
advised by different private industries’ represemes and accordingly included in
their training and education programs. In additibiey claim that they are attempting
to establish strategic training program partneshiyth different industries to equip
industries to train for themselves. However, drge industries that are capable and
willing to accept this approach appeared to beifemumbers. Most Saudi industries
are small-to-medium size organizations that, adogrdto GOTEVT's top
management, regard training and skill providing the responsibility of the

government.

Quasi-government organizations, in particular, altfh they retrain GOTEVT's
graduates in their own well equipped training ocesitrbelieve that they are well
qgualified for their employment requirements. Thesganizations were recently
privatised or partially government owned. They arell established financially,
managerially and organizationally and obliged nslty to participate in increasing
Saudis’ employment. They have some concerns, henwveabout GOTEVT's
graduates’ English communication competencies égdhe trained in GOTEVT only
in Arabic. This weakness in fact seems to recaivenimous agreement also by all
interviewed managers from different private seci@anizations which was not seen

as problematic for GOTEVT's officials.

In brief, Saudization strategy is seen as a natieisaon and priority among all

interviewed managers. However, it seems to latlem@nt practical mechanisms and

cooperation between shareholders for its implentiemtzand evaluation especially

239



among responsible human resource government bogiesMinistry of Labour,
GOTEVT, HRD Fund and other skill formation systemsthe Kingdom. In the
absence of those mechanisms and cooperation, itfeepsector cannot interrupt its
production and competition waiting for the govermiodies to sort themselves out
in such a challenging and seriously competitive ket that Saudi Arabia and the
region as a whole are witnessing. So, the easibesice for private sector
organizations is to look for foreign labour recnuént to run their production while

slowly implementing Saudization, a long lastingfieetive national strategy.

e Successful Saudization

All managers interviewed agree that the successSaddization implementation
depends mainly on the organization size. Largargations are more successful in
achieving its requirements as it is supported rttop management belief on its
urgency and priority. Therefore, they invest irplementing advanced and attractive
Human Resource Management systems and invest Zéavitraining Saudis to fit
their employment needs. They establish their itvgided training institutions that
allow linking their HRD programs to their industngeds. A number of the private
managers as well as government managers believegtiv@rnment interventions
through HRDF grants accompanied by rigorous govenmtrmonitoring are assisting

Saudization success in the private sector.

» Saudi Negative Attitudes to Jobs in the Private Séar

Private sector managers agree that their humarun@s@ractices are spoiled by

employment practices in the government sector @datiter overlooks linking its pay
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to employee performance with the majority of its ppmgment for office and
administrative jobs. They also confirm that Saupiisferred employment in the
government and quasigovernment organizations infleé by the long-lasting
negative social view that private sector employmisrfor expatriates. This created
less attraction to such jobs as they are viewetepoesent lower social status for
Saudis. Therefore, Saudi employees recruitedarptivate organizations are hard to
retain as they move between private sector orghoirma following the slightest
increase in their pay. Government managers atpaeSaudis are still not valuing
jobs in the private sector as they were spoiletheyyears of economic booming the

country has witnessed.

* Investing in Saudi HRD as a Long-term Approach.

Government, quasigovernment and private manageveelisagree that decisions to
invest in a long-term development of Saudis in gevorganizations are determined
by the organization size, top management beliefahdinced and attractive human
resource management practices. They are also kegduy available funds from the
HRDF. A number of managers believe that Saudinatinitoring by the Ministry

of Labour is a major driving factor for investing HRD in the private sector. On the
other hand, such an investment is inhibited by miggion size being small-to-

medium, unavailability of industry-led trained Saud/ho has, at the same time, high
labour turn over, in addition to availability ofagy to work, cheap to employ and

highly retainable expatriates.
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CHAPTER SEVEN
ANALYSIS OF THE FINDINGS

7.1 Introduction

This chapter discusses the findings reported irptelasix in the framework of the
research’s objectives. The findings are also aealyin relation to the relevant

literature in previous chapters with special emghas Hendry's model.

At the beginning of the discussion, though, theufoés on examining the role and
influence of the state involvement in dominatinglisformation systems in the
country including GOTEVT as the main vocational aechnical skill provider for the
private labour market. The analysis then focusesv@aluating specific issues related
to GOTEVT's strategic and operational outcomeseiation to the manpower needs
of the private labour market. Second, the discussxplores the obstacles in
implementing the Saudization strategy as seen bwyages from government,
guasigovernment and the private sector. The asafysamines unemployment and
Saudis attitudes toward employment in private omgdions. Third, the chapter looks
into the factors that led to high rates of Saudirain some private sectors. It
explores the reasons behind some successful S#adizacenarios in private
organizations that have industry-led training atities. The discussion will facilitate
proposals to be introduced in the next chaptehéoHuman Resources Development
practices to bridge the missing link between skifmation programs provided

mainly by GOTEVT and the Saudization requirementthe private sector.

At the end of this chapter, the analysis examinesdty’s interaction factors in a

different labour market environment such as thedBawith its employment and
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training complexities. It attempts to understam@ tdriving, stabilising and/or
inhibiting factors that influence Saudi private angzations to invest in training
Saudis as a long-term investment approach. Hendmybdel was originally
developed and implemented in the UK to investigaéeHRD practices in relation to
corporate strategies in small-to-medium sized dmgdions. The study developed a
model (see Figure 4.2) to highlight the interactiaf factors that drive, stabilize
and/or inhibit training as a strategic long-ternadstment approach in organizations.
The driving factors according to Hendry (1991) ud® changes in business strategies
and competitive pressure in addition to availaldelss supplies by external and
internal (within the organization) labour markefBhe driving and stabilizing factors
also include internal actors and systems as wedixéernal support for training such
as government grants. The inhibiting factors,lendther hand, hinder the process of
investing in training from a long-term HRD perspeet They include simple
products or tasks, lack of a qualification cultwierical and technical bias of training
with low status trainers, and lack of influence management training. Hendry
argued that in order for organizations to pursaeing as an investment approach
and have effective training practices, they mustrekse or even eliminate the

negative effect of the inhibiting factors and rentke the driving and stabilizing ones.

7.2 Government Bureaucratization and Skill Formatian

As mentioned earlier in the introduction and thiedtichapter, the state is dominating
HRD activities in Saudi Arabia. Their efforts inde regulating, planning for,
financing and executing all aspects of its acegti The outcomes of this heavy
governmental involvement are affecting the Saudivape labour market and

Saudization strategy in particular which are exadim this chapter. The emphasis
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of this examination, however, is on government buceatization that is primarily
influencing GOTEVT’s role. Other general educatgtages and higher education
institutes such as universities are examined lriafthis analysis as they are not the
core focus of this study and as they require furthied extensive research and
investigation and may add to the complexity of tverent research. These systems
including GOTEVT, nevertheless, share many sintigias they are all controlled,

run and influenced by the government’s systemsogedations.

The findings of this research are consistent whk tmajority of the literature
discussed in this thesis. They, especially thes dhestrated by the private sector and
guasigovernment interviewees, confirm that rigidvegaoment bureaucracies are
delaying the responsiveness of skill formation itogs including GOTEVT to the
private sector’s rapidly changing needs for skkispwledge and attitudes. They are,
therefore, hindering the efforts of implementing ttrucial government Saudization
strategy to reduce expatriates employment by isangaqualified Saudis’ recruitment
in the private sector organizations. This, if aelid, could reduce the annually
increasing unemployment rates among Saudis. Mereothese government
bureaucratic approaches are delaying the achiewemierthe country’s overall
economic vision as they are not synchronizing susfon into the country’s skill

formation strategies.

Currently, the private sector is emerging to be r@gnthe main contributors to the
Saudi economy beside the country’s natural oil angherals resources. The
government is increasingly encouraging the secfmaisicipation in establishing and

running its developmental and industrial projectsccordingly, the private sector is
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becoming the major employer in the country as opgde the government which has
reached over the years its ultimate employment agpaf Saudis. Naturally, the
private sector’s business and work environmentarpetition driven and profitable
oriented. These eventually are directing its humesource management practices in
general and employment criteria in particular. ref@re, the sector is currently
demanding from the country’s skill formation systenmore technical skills,
knowledge and attitudes as well as scientific sgieeations that are trained toward its

specific employment and production needs.

In a more futuristic perspective, AlSwailim fromyBdh Chamber of Commerce and
Industry and Al Zaid from the Saudi Real Estate @any anticipate huge demands
on skills and qualifications in three industrialeas i.e. advanced information
technologies, energy related industries and tratesfpan. These three industries and
services represent the Kingdom'’s strategic visibisdeaders for its future economic
competitive advantage. They are even includedhéncountry’s Development Plans
in order to establish the Kingdom’s industrial catifiveness. Nevertheless, a major
challenge for such a vision stems from the abseheeclear unified as well as a long-
term economic strategy for the country that caredints HRD and recruitment

strategies. The constraint for such long-term lag is the country’s dependency on
oil production and prices that can change dramiaticepending on fluctuations of

the market, political and economical circumstanc8sich constraints had forced the
country’s long-term strategic planning to be ovasiwed by shorter-term five years
Development Plans. These plans, of course, asessive plans complementing each

other; nevertheless, they do not fulfill the requients of the long-term planning for
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the human resources development and recruitmetitegsrequire more stable and

achievable plans that are longer than five years.

Furthermore, the implementation of such a visiogas encountering challenges by
government executors and planners for governmelhf@knation systems. It is still

hindered by the government’s rigid bureaucraciesstablish skill formation systems
that are capable of preparing the country’'s hunemources for the new economic
development era. This promising vision requires aed innovative approaches that
are not yet practiced or planned for by the difiéreninistries responsible for

planning the country’s overall skill formation s&gies. They require, according to
Al Zaid from Saudi Real Estate Company and GaitimfiredEx, new government
practices, a culture and a skill formation systéuat is knowledge-work base. They
involve training for advanced skills, knowledge attitudes that are still absent from

curriculums and plans of the country’s skill formatsystems.

The skill formation systems are still graduating tiajority of their students from
majors that the labour market is not requiring sastsocial, arts, and literary studies
while the real need is for scientific and techniaedas. Al-Qahtani and AlSwailim
from Riyadh Chamber of Commerce and Industry comirtiet there is a scarcity of
technical and scientific majors that can graduateugh quality and quantity
manpower as the private sector is developing aogrpssing quicker than the present
production of the government skill formation bodid3rivate businesses are evolving
with new technologies and new industries and prastithat the government skill
formation systems are unable to keep pace with tdutheir bureaucratic nature

dominating their practices, decision making proessand long-term planning. Al
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Turaigi from Almarai also supports the fact thau&@auniversities are not graduating
its students with labour market interests in mindiccording to him 70% of their
programs’ outcomes are studying majors that theapei labour market is not
demanding anymore while only 30% are focusing orketaneeds. This, eventually,
will delay the implementation of Saudization anddan the government and the
private sector as well with extra cost to retrdme incompatible skill formation’s
outcomes with new employable skills and behavidrsother words, skill formation
systems are not linked to the country’s employnmeads or to the country’s strategic

economic vision.

On the same prospect, Al Ammash from InterSearariienent Company confirms
that university curriculums are focusing on academnd theoretical teaching and
learning approaches. They are not producing a weihded employable graduate
that is equipped with essential practical knowledgel skills that can guarantee
his/her school-to-work transition. In addition,ula universities and GOTEVT as
well do not prepare Saudi graduates for the colmfpyivate labour market by
building their essential interpersonal and commation skills such as English and
necessary IT skills prior to providing them withbgact matter skills. In fact, in the
case of GOTEVT, Gaith asserts that it is not broadgtheir trainees’ prospects with
essential learning and development cognitive skilish as general reading, creative
writing and critical thinking. These skills, acdorg to many interviewed private
managers, are the necessary tools that, if providedsSOTEVT and other skill
formation systems, would enhance their graduategil@yability and increase their

career promotion opportunities afterwards. Ideghgvate sector industries expect
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them to have the specializations’ skills, knowledge attitudes as well as abilities

and potentials to compete in a businesslike manmecompetitive environment.

Yet, in fact, skill formation systems including GBVT consider themselves to be
only knowledge providers without the need for imégn or consultation with
private managers about their market demands fdls sk$ described by AlZahrani
from Mobily. This tactic is appropriate for therbaucratic planning and developing
approach of any government system and procesmnsiires lengthy decision-making
processes and intensive planning and budgetingguves for developing any new or
existing HRD initiative. In other words, it impasenore bureaucratic control over
expenditures from their limited government budgetsch is inconsistent with the
rapidly changing skill demands of the private sethey are serving. In addition, it
reinforces and encourages less involvement, coatidim and consultation from the
private organizations to discuss their employme®ds. The latter cannot jeopardize
and interrupt the immediate business requiremehtiss cexperienced managers to
participate in such time-consuming processes ofgtheernment. As a result, those
managers discard involving in the prolonged skilinfation development projects
proposed by GOTEVT and other skill formation systenTherefore, private sector’'s
managers, according to Al-Qahtani and AlSwailime ameither directing nor
participating in the educational and vocationaliniry curriculum development.
They are not able to influence such programs tdymwe what their industry needs. In
addition, managers from the private sector arécwimg skill formation systems for
not utilizing their work experiences and willingseso participate in presenting
workshops, lectures and studies in their prograniherefore, they blame skill

formation systems of being merely theoretical kremgle providers with less
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concentration on the most demanded practical legrthat increases the graduates’

employability in the labour market.

In fact, skill formation systems, as indicated bt from FedEx and Al-Eisa from
Al Yamamah College, are still operating to enfomezeiving and memorizing
information. They are not attempting any exper&énéarning and hands on learning
approaches that encourage creative, analyticatatchl thinking which are essential
to create the knowledge society. They are alsei@ruequirements for current
employment demands of the country’s evolving pavsdctor. Such demands are yet
mostly unaccounted for by the majority of skill heation systems which focus on
graduating literary majors as opposed to techraadl scientific majors as explained
by AlZahrani. More alarming, essential coordinatiand consultation with the
private organizations on their skill, knowledge attitudes requirements are hardly

implemented by such systems.

e GOTEVT's Role Under the Government Influence

Interviews confirm the literature that GOTEVT's wemt role is not fulfilling the
private sector’s requirements that the country’srall economic vision demands.
Such argument, as expected, does not corresporid peitspectives of the top
government managers from both GOTEVT and the Miist Labour. They defend
its existence and achievements, and deny the pragttor argument that government
bureaucratic and heavy involvement is hindering G®@T's responsiveness to the
employment needs of their labour market. In fdw, two GOTEVT's top managers
Al-Ghafees and his Vice Governor Alogla, in additito Al-Humaid from the

Ministry of Labour, believe that their organizatios doing a great job. It is
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developing and flourishing and more than that fiuify the private sector’s needs for
gualified Saudis. Their graduates are, accordmgheir perspectives, annually
increasing and are trained according to the privadeistry needs. Al-Ghafees, in
particular, indicates that their graduates are in@eg attractive for employment in
Aramco and the Saudi Electricity Company among rstivéhich only seek the most
qualified human resources. This, for Al-Ghafessempirical evidence that such
graduates are well preferred over other skill faramabodies including universities.
However, Al-Ghafees tends to overlook the fact thatorganizations referred to are,
on one hand, either government organizations lik@mo or quasigovernment ones
that are obliged to Saudize their manpower as they partially state-owned
organizations. On the other hand, they have tbwm state-of-the art industry-led
training institutions that are financially and ongaationally well equipped to retrain
GOTEVT's graduates to their specific needs. Thigaatage, in fact, is not available
to the majority of private organizations that awerently struggling with GOTEVT’s

outcomes in their employment and Saudization effort

Substantial general pattern evolves from interviewsh the managers from
guasigovernment organizations. They demonstratesergativeness in criticizing
GOTEVT's programs and the government role in flitfg their demands for
qgualified national skills. Those managers inclgdiAl-Shagawi from the Saudi
Electricity Company, Al-Zamel from Saudi Telecomnuation Company, and Al-
Bat’hi from SABIC are, on one hand, still inclinéd support government entities
since the government is a significant shareholfi¢har organizations. On the other
hand, they are capable of retraining and rehatalgaGOTEVT’s graduates in their

advanced industry-focused training facilities. Emample, they consider GOTEVT'’s
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new approaches to involve private managers in fhr@igrams development to be a
positive approach towards the right direction. ¥ety confirm the conclusive fact,
illustrated by other private managers, that suabcguures are lagging behind the
expected and required time and quality for protesslis and specializations to serve
the private sector of national human capital. BEwem, GOTEVT's vocational
training programs are still utilizing an incongrgotheoretical teaching approach
instead of a practical training approach that istiyarequired by private industries
including quasigovernment. To overcome this sl@sponsiveness and theoretical
teaching approach of GOTEVT’s, quasigovernment riggdions are investing
substantially in implementing advanced selectiod @atruitment procedures that are
followed by considerable retraining of GOTEVT's duates to fit their needs. For
example, Al-Shagawi asserts that they first impletmegorous selection and
recruitment practices to ensure the recruitmentthef best graduates including
GOTEVT's. Second, they retrain those newly hirethbmyees on the practical work
environment which is absent from the theoreticaticulums of GOTEVT's technical
colleges. SABIC, on the other hand, as Al-Bat'dnfrms, is utilizing its financial
capabilities to establish its own training facdgi in all of its plants to fulfill its
industrial demands for skills. They have evenldstaed two industrial colleges in
Yanbu and Jubail to serve their immediate needsvedks as the needs of similar
private organizations in petrochemical industriedn all their industry-focused
training facilities, they retrain GOTEVT's gradudtestudents to suit SABIC's

industrial technologies and production requirements

For the private sector current employment needs fandhe country’s ambitious

economic vision, unfortunately, GOTEVT's efforteaurrently overshadowed by its
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government role and inclination to extend its goweent authority. At present,
GOTEVT is implementing an unclear mission that i$eaing its strategies,
operations and outcomes. On the strategic lev@ITE/T, as described by Al Zaid
and Gaith, is trying to expand its responsibilittesinclude any vocational training
initiatives in the country while overlooking its reo mission. In fact Al-Eisa
substantiates that GOTEVT is decreasing some oéxtsting vocational training
operations in order to seize the new vocationahitrg opportunities. Such new
initiatives will increase its allocations of the vgonment budgets as well as its
domains of authority and control over different ustties as well as its private
training industry and military training. In additi, these new responsibilities will
enhance its strategic status in the governmentttaadjeneral public domains as an
organization of multidimensional roles to assidtiacing the state’s overall strategic
objectives of HRD and recruitment. Accordingly, G®/T has moved from its
original role of providing the private industriestivemployable Saudis. It is now
interfering in micro activities of the private tnang industry such as deciding their
curriculums, the length of their programs and ettem selection and recruitment
procedures for their training faculty. Not onlatlbut also it is attempting to develop
vocational curriculums and accreditation standdatsother well established and
developed industries such as the banking and imesdtsectors. Gaith believes that
these sectors’ training programs and accreditattandards can only be determined
and approved by the industry itself with less ifgence by GOTEVT. Such
interference will only impose its government bur@atic procedures and business
approaches on very dynamic sectors that are leddengountry for years in business

achievements as well as in advanced human resmacagement practices.
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Moreover, on the operational level, this uncleasswin of GOTEVT is hindered by
heavy government control over its activities raagltin a bureaucratic and slow to
respond system that has been focusing on quarftiramluates instead of quality.
Such an argument is supported by Alogla the VicegBwor of GOTEVT himself.
Alogla asserts that GOTEVT's focus on quality iadmating skills and qualifications
has just been introduced. Unfortunately, GOTEW{resence as the country’s main
vocational training provider for the private sedbas evolved for more than a quarter
of a century. Since its establishment the focus @rathe quantity of Saudi graduates
rather than their quality of technical and vocatiloskills, knowledge and attitudes
that are mostly needed by the private sector. Wi&@a asserts that the success of
GOTEVT in fulfilling the market needs of vocationskills should be measured by
their graduates taking over vocational jobs in rttepecializations not merely by
graduating large numbers of graduates every ykanther words, GOTEVT should
be focusing on its qualitative measures more tteaguantitative ones which basically
requires establishing their programs accordinght labour market needs. Such
measured will guarantee GOTEVT's ability to attrgcivate companies to recruit
their graduates in their specializations with s@omn-the-job orientation periods.
However, AlZahrani argues that the present sitaatbGOTEVT is of the contrary
where quality of vocational training is being maajized and overlooked by
GOTEVT. As a result, this is costing private ongations important and risky
investment especially that Saudis are hard to mesaid mainly look for office

employment preferably in the government.

Therefore, GOTEVT, according to AlWagdani from tihetitute of Banking, is still

focusing on the mass production of skill, knowledgel attitudes for different private
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industries via theoretical teaching and learninghoé@s while overlooking the needs
of specific industries. At the same time, as iathd by the majority of interviewed
private managers, very few and slow efforts aradp@nplemented to involve their
inputs in the development of GOTEVT’s programs it their employment needs.
Such a slow process is becoming inevitable due @I'EB/T's slow government
bureaucracy system and to the fact that it is aéogervast geographical areas of the
Kingdom as Alogla indicates. Consequently, theskistries cannot jeopardize their
business plans and competitive advantages to maGEOTEVT's slow development
and overdue quality implementation on its progranierefore, the sector, despite
extensive government efforts, is increasingly rgcrg the ready and, in most cases,
gualified expatriates especially that GOTEVT is tommously claiming its
unaccountability for employment responsibilities time country. In fairness to
GOTEVT, they have less control over the decisiansetiuce or discontinue foreign
labour force recruitment in the fields that they draining Saudis to take over.
However, in the absence of industry-focused qualifons and standards as well as
required work ethics in GOTEVT'’s graduates, as esped by interviewees from the
private sector, Saudization is even harder to aptiem Not only that but also
achieving the country’s ambitious economic visioh aveating knowledge-base

society and industries are unfeasible.

In contrast, other examples of skill formation syss have succeeded in fulfilling
their industry’s demands such as SABIC’s Al-Julzaitl Yanbu industrial colleges,
training by the banking sector and training by 8sudi Electricity Company just to
mention a few examples. These organizations amgittag and training students

graduating from the same general education syse@Q@TEVT. As evident from
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the interviews, these sectors have achieved higgs raf quality Saudization and
benefited other industrial sectors with qualifis#iliful and business oriented human
resources better than GOTEVT. The significantedéhce is that they are providing
industry focused vocational training while GOTEVE not. For example, Hussain
compares GOTEVT’s outcomes with SABIC’s Yanbu aodail industrial colleges
that are establishing and developing their curamd according to the private sector’'s
needs. Unlike GOTEVT that is conducting mass inginprograms for different
industries, SABIC’s colleges focus on petrochemiecalustries. Their graduates
receive industry-led training programs which suptblg needs of Savola and other
similar industries. According to Hussain, the t&®#BIC’s industrial colleges
conduct regular training needs assessment to Sawnaleother private organizations
which is then incorporated in their training pragse Their graduates demonstrate
industry focused technical competencies and knaydeds well as employable

English and computer skills that are geared tovaydur market needs.

Other empirical evidence emerges from the intersigsvconfirm GOTEVT's lack of

responsiveness to the employment and developmexdsra the labour market. Al-
Malki from NADC, Al Turaigi from Almarai and Al Thenairi from Al-Safi-Danone

represent the dairy and poultry production industrthis study. They all agree with
other private managers that GOTEVT's graduatesnatematching their business
needs. In fact they criticize GOTEVT for not hayia major specialized in the dairy
and poultry production industry although they h&een in the Kingdom’s market
since its early days. All three managers belidnag GOTEVT's graduates lack the
necessary employable skills including English, ¢agiand reasoning thinking. They

also lack the general preparation for personalceffeness including clarity of self
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and employment vision, motivation for employmenttle private sector, ability to
market one’s self, and essential employment dis@pl They confirm that GOTEVT
never approached them to participate and consuitsircurriculum development
processes despite the fact that they are amonlgridpest companies in their industry
in the local market. Therefore, similar to othadustries, these companies train
GOTEVT's graduates for their production needs adliskattitudes and knowledge in
either their training centers or through privagarting providers. In both cases these
companies are wasting their time, effort and mameyhe HRD that has been the core

mission for GOTEVT in the first place.

Similar criticism comes from Al Shaya and Al Khaliom Alshaya International
Trading Company who illustrate that GOTEVT do naeivé a vocational training
program specialized in retail. Alshaya which hasrbin the Kingdom sine the 80s,
attracts graduates from unrelated fields of studynfuniversities and GOTEVT and
retrains them for at least one year to fit theiede These graduates have already
spent at least two years of vocational trainingG®TEVT'’s technical colleges or
training institutes in any major just to obtain acational diploma which become
almost obsolete if deciding to be recruited in titendustry like Alshaya. The
industry start from square one in providing ess¢rdnd lengthy retraining which
consume Alshaya's valuable time, effort and mooegttify the qualification gaps of
the country’s educational and vocational trainirgglies. This retraining will also
provide them with basic English communication sktthat seem to be an immediate

need for most organizations included in this study.
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On the operational level too, GOTEVT’s organizasibstructure has become so large
that it is incapable of managing itself to prodtice planned and desirable outcomes
for the Saudi private labour market. Al AmmashirimterSearch views GOTEVT as
too large an organization that its management lly faccupied in its day-to-day
contingency management for its operations and ressuather than planning for its
strategic organizational issues. These issuesidactirecting its resources toward
synchronizing its outcomes with the labour marketds and achieving the country’s
overall strategy of Saudization and its futurisiconomic vision. However, since
GOTEVT is a government organization, its organaai system and outcomes are
influenced by its affiliation and identity as a gowment system. In fact, Al
Khwaiter, from Advanced Electronics Company, acklealges that this system has
been always challenged by the private sector'sdraj@velopment, changes and
demands despite the efforts to cope with such ehgdls. GOTEVT is actually
hindered by its own bureaucratic practices of ogional management in addition
to its limited government financial resources.fitencial incomes and budgets are
constantly susceptible to the country’s overallerayes that are affected by oil prices
fluctuations as demonstrated by Table (7.1) antbitswing illustrative chart. These
resources since depending on the country’s oilmegas consistently unpredictable
and will always be as such for GOTEVT. They evalyurestrain performing its
basic role as well as implementing any future dgwelent plans in developing the
country’s human resources according to the labcanket employment needs. They

will also affect its adaptability to changes to dems in the market it is serving.

257



Table (7.1): GOTEVT's Annual Budgets (1979-2003)

Year Annual Budget (Riyals)
1979/80 1,701,195,000
1980/81 1,662,970,000
1981/82 1,253,670,000
1982/83 1,310,243,000
1983/84 925,766,000
1984/85 670,305,000
1985/86 751,062,000
1986/87 708,955,000
1987/88 713,019,000
1988/89 944,736,000
1989/90 950,724,000
1990/91 1,174,799,000
1991/92 1,299,298,000
1992/93 1,046,198,000
1993/94 1,108,625,000
1994/95 1,128,071,625
1995/96 1,283,892,000
1996/97 1,278,091,000
1997/98 1,437,974,000
1998/99 1,644,831,000

1999/2000 1,526,443,000
2000/01 1,508,900,000
2001/02 1,542,184,000
2002/03 2,004,880,000

GOTEVT’s Annual Budgets

2,500,000,000
2,000,000,000

Annual 1 500,000,000
Budgets
(Riyals) 1,000,000,000
500,000,000-
0,
1
Year
@1979/80 mW1980/81 [11981/82 [11982/83 M 1983/84
m1984/85 mW1985/86 [11986/87 mWM1987/88  m 1988/89
[01989/90 @1990/91 MW 1991/92 mW1992/93 M 1993/94
W 1994/95 W1995/96 [11996/97 [11997/98  [11998/99
0 1999/2000 I 2000/01 @ 2001/02 [ 2002/03

Acquired from official documentations from the Budgetary Division in GOTEVT's General
Department for Planning and Budgeting in 2005
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The following simple example can illustrate the dem of the government
bureaucracies and limited financial resources omadly congested organizational
structure For GOTEVT to incorporate, for exam@enew program in one of its
technical colleges or change an existing one agugrth a new evolving training
demand from a private industry, approvals fromt@s management have to be in
place prior to any further procedures. The top agament has to consent on such
program or changes according to available governhimaagets provided to GOTEVT
at the beginning of its fiscal year. Otherwise, TEYT has to either reallocate some
of its finances assigned for other projects to suppghe new demand which
sequentially obstructs another already plannedfoject. Alternatively, GOTEVT
requests further financial support from the Ministf Finance, another government
organization implementing its own bureaucratic appl procedures. Both cases can
delay the introduction and changes of such demapdegtam to the point it becomes

obsolete to the private industry.

Therefore, if this industry which demanded the paag is financially strong, it will
eventually establish its own training facility ieatl of depending on or waiting for
GOTEVT. Examples of such institutions are increglsi emerging in the market to
overcome such bureaucracies to produce Saudis plipith industry-led skill,
knowledge and attitudes. Some of the examples fiteeninterviews include the
Institution of Zamil Industrial Investment Companthe Prince Ahmed Applied
Media Institution, SABIC’s two industrial collegesand the Saudi Japanese

Automobile High Institute.
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However, the rest of small-to-medium industries acpipped with neither huge
financial assets nor the advanced human resourcegament practices like other
guasigovernment and large private organizations.herdfore, they are either
dependant on recruiting GOTEVT’s graduates withrtineass training approaches
and invest in retraining them on-the-job with thepé that they will retain their
employment contracts afterwards. Alternativelygytthave to recruit expatriates to
fill their skill gaps and production requirementsieh is making Saudis redundant

and unemployed in their own country.

To add to this dilemma, GOTEVT's system is overkxhdvith its supervisory and
regulatory roles on the huge private training induef the country which, according
to AlWagdani, is resulting in an unfocused and fewfve organizational
management. For example, GOTEVT has to establishstandards for training,
examinations for different vocations and accretditegt for different private training
programs available in the country. This has bexdoo vast a task for such a
government organization with limited resources \whis only exacerbated by its
bureaucracies to manage and accomplish its manofdHRD. More alarmingly and
consistent with the findings of Al-Shammaatyal. (2003) and other national scholars,
Al-Zehairi, from Tawteen Training and Recruitmentor@any, confirms that
GOTEVT is unjustly competing with its clients i.the private training industry.
GOTEVT is supplied with large governmental annuatigets and have massive
human resources as well as considerable traincilifitzs. It provides free vocational
training programs that are similar to what the @i@vtraining industry is conducting.
Its training certificates are more recognized fonpeoyment in both the government

and the private sector. Private training instititeertifications, on the other hand,

260



have to be accredited and approved by GOTEVT irerotd be recognized for
employment for both sectors. At the same time, 6Q@T is imposing its

bureaucratic and rigorous regulatory and superyigmocedures on the private
training industry which is delaying its developmentd competitiveness. As a result,
investing in such industry becomes risky which willthe long run depreciate such

valuable national economical resource.

On the same operational level, another major olestcountering GOTEVT, as a
government organization, emerges from its trainiagulty and their employment
practices as trainers. Their trainers, accordingvidence from Al-Asmari from the
Saudi Japanese Automobile High Institute (SAJHIY &-Ghamdi from Zamil
Industrial Investment Company, have exceptionallgakv training skills which
eventually produce poor outcomes to the labour etarkhose trainers are mainly the
product of GOTEVT as it recruits its graduates fritgrdifferent technical colleges in
addition to some from the national universitieshey usually join GOTEVT as they
could not find better recruitment opportunitiesotiher government, quasigovernment
or lager private organizations. On the other hahe,other well qualified technical
Saudis graduating from these universities are fethe labour market and the private
sector and quasigovernment organizations are imfldheir salaries to attract them.
Limited by the government employment system with ldw salaries, GOTEVT
cannot stand such competition with private and igoasrnment organizations.
Therefore, it depends on recruiting from its owadyrates. These trainers become
government employees as GOTEVT also is obliged aadi&e its employment
regardless of trainers’ competencies or performanc®nce employed in the

government civil system, GOTEVT will have less auity to terminate their
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employment if they are incompetent in achievingirdéde outcomes. On the other
hand, those trainers will be receiving governmealirees which are not always
attractive but will fulfill their eagerness and atidn for a lifetime employment in a
government agency. In fact, Alogla from GOTEVT fions this view as he states
that GOTEVT's abilities of recruiting professionatrainers for different
specializations are hindered by their obligationsvards Saudizing GOTEVT's
positions. In other words, GOTEVT, itself, becomestricted by rigid government
regulations to recruit from different industrializ€ountries in order to enhance its
outcomes with advanced technical practices and ledge. It is also limited by the
government employment system that predetermineslogmpnt salaries and
compensation benefits that are not always attractor employing distinguished
performers. Not only that but also GOTEVT's tras)eaccording to Al-Asmari and
Al-Ghamdi during their employment receive less pssfonal development to
enhance their skills and update their knowledgethair fields to match new
advancements as GOTEVT is always subject to iteigmaent limited expenditures

and budgets.

o Evaluation of GOTEVT's Current Outcomes

Numerous examples from the interviews illustrai,tion the outcomes’ level, skills
provided by GOTEVT are incompatible with and nopgorting the private sector’s
efforts of employing nationals. Interviewees esmfc from the private sector
corroborate that state bureaucratization hindecerporating and benefiting from
coordinating and including the private sector'sutgpin GOTEVT'’s planning and
performing HRD strategies. Factual evidence frdra field advocates that the

dominance of government bureaucracies on its pegtnd role accompanied by its
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unclear mission are yet resulting in graduatingd&awnemployable to the private
sector. Al Zaid, Gaith and Eisa among other pevatterviewees support this
argument and believe that GOTEVT is struggling @hiaving its main mission of
providing the labour market with employable Saudigor the majority of the
interviewees, GOTEVT as a government organizatidhngver be able to fulfill the
different demands of skills, knowledge and attisiaé different industries in the
Kingdom. As indicated earlier, GOTEVT is executiagd administering training
programs in vast geographical areas in the Kingdonaddition to exercising its
governmental regulatory and supervisory role ongheate training industry. It is
also being limited by government expenditures arstesns. Therefore many of the
interviewees believe that vocational training mustthe role of the private industries
themselves as they are more capable of determitieig manpower training and

employment needs.

Unanimously, all private and some of the quasigowvent managers confirm that
GOTEVT's graduates lack English competencies, basmputer skills and, more
importantly, essential work ethics. Some privatnager interviewees consider them
even to lack subject area and technical speciaiz&nhowledge and skills. However,
Al-Ghafees from GOTEVT claims that organizationstie labour market are after
their graduates’ specializations regardless ofr tlaek of English competencies and
basic computer skills. Yet Al-Ghafees insists tihair graduates are highly attractive
for employment despite training them in Arabic. n@mnies, according to his
perspective, are willing to provide English and ibasomputer training for their
graduates as long as they can obtain them withr thehnical skills. It is evident

from such argument that GOTEVT's training priostiare different from those of
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their clients especially when it comes to Englisamputer skills and work ethics.
GOTEVT views such skills, knowledge and attitudesé the responsibility of the
general education system (elementary, intermediate secondary); therefore, they
are reluctant to incorporate them in their curucns as they will prolong the study
period for their trainees. They also considerrtihesponsibility is to provide work
related vocational training which, in their viewged not include rectifying failures
and deficiencies in the previous educational stageghtly argued, these stages of
general education have not been capable of edtaigighe solid foundation for
English and basic computer skills in addition tsesdial work ethics that establish
accepting as well as respecting vocational andulalweork concept among Saudi

graduates.

This previous insight by Al-Ghafees, in fact, reqmets a long-lasting trend of
GOTEVT’s management approach which justifies diagrdipg their clients’ essential
requirements. This argument is supported by AlZahfrom Mobily who used to be
a Vice Dean for one of GOTEVT's technical colledgpegore being employed by the
private sector. From his experience as an ex-GOTB¥icial and later as a
employer of their graduates, he confirms that GOTEWerlooks the labour market
needs and do not utilize and incorporate theiming needs assessments in its
curriculums. The market needs, for example, greduaith English, computer and
interpersonal skills that are essential for emplegtmand advancements in private
sector jobs. They are, according to AlZahrani,eabsrom GOTEVT’s curriculums
and are persistently claimed to be unessential OyE/T’s officials. Consequently,

GOTEVT's graduates who demonstrate employable piaterdue to their individual
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achievements usually work in different professidhan they are trained for in

GOTEVT.

Therefore a graduate, for example, from the Ele&liTechnology Department of the
Technical College will perform better in adminisiva or retail jobs after being
retrained in the private sector. This is the restilpoor qualification by GOTEVT
accompanied by lack of willingness and motivation its graduates to takeover
technical careers. This illustrates that theidstis initially joined their programs
just to acquire a diploma knowing beforehand thatgrivate sector will retrain them
again. Such belief and practice, in fact, dempealitheir students’ eagerness to learn
as confirmed by AlZahrani. They usually prefer é&mgment in the government or at
least change their profession to work in officesvoid technical and labour jobs for
which they have studied for three years. As altethese jobs will only be filled by
expatriates who are either well trained or eas#fainable after investing in their

orientation by the private sector organizations.

Another argument cannot be overlooked in this stendt evolves from the insights

of two private managers, Al-Rwaily from Riyad Baakd Al-Zehairi from Tawteen,

in addition to Al-Zamel from STC quasigovernmenthey all tend to agree that
GOTEVT insufficient outcomes to the private se@og the result of their admission
criteria in the first place. They confirm that bysoor outcomes of GOTEVT are the
result of admitting poor performers graduating frma country’s secondary schools.
In other words, GOTEVT is becoming the last altéueafor those who cannot enroll
in other competitive higher skill formation systemsn fact throughout its years,

GOTEVT has been known among Saudis as being thedsart for those graduates
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who could not get admission elsewhere because ef tbw grades. They enter
GOTEVT looking for diplomas that allow them emplogm preferably in the
government sector or quasigovernment organizatiomé hoping to peruse
employment in technical vocations in the privatetse They will, of course, be
looking for office employment which does not fulffrivate sector’s available jobs
that are mainly technical and in-the-field. Thigoi@ance of technical jobs is
reinforced by the poor preparation of GOTEVT's idées of its graduates which,
according to many interviewed managers, focus @or#tical learning approach

instead of the mostly required practical one byléheur market.

The results of either scenario are graduates whmaither assisting the achievement
of Saudization nor fulfilling the quality employmenequirements of the private
sector which if both achieved would reduce unemplenyt among Saudis. They can
also facilitate achieving the country’s future egomc vision and establish a
knowledge-base society. However, in reality, Al@ai and AlSwailim from
Riyadh Chamber of Commerce and Industry confirm thair clients i.e. employers
from private organizations are complaining of GOTEY/inefficiency in providing
them with knowledgeable, skillful and disciplinedtional manpower. GOTEVT’s
graduates are in fact described to be immenserdaby Al-Ghamdi, for example,
from Zamil Industrial Investment Company. Theyrlu have the basic employable
skills such as English, computer and interpersoaaimunication as they are not part
of their curriculums. More alarmingly, those gratks, according to Al-Ghamdi, lack
the specialization skills which they have studieddt least two and a half years. Al-
Ghamdi’s insights regarding GOTEVT, in particulagntradict the claims by Al-

Ghafees that considers Zamil Industrial Investm@umpany to be empirical
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evidence of GOTEVT's success in matching the labmarket needs of qualified
Saudis. Al-Ghamdi confirms the contrary as his pany has to retrain what
GOTEVT has produced which consumes large portiortheir effort, time, and

money.

Similarly, both managers of the private recruitiogmpanies, Al Ammash from
InterSearch and Al-Zehairi from Tawteen, believatt6OTEVT is not fulfilling the
needs of their recruitment businesses. Therethey have not recommended or
recruited GOTEVT’s graduates to their clients ie frivate sector. Al-Koblan also
blames GOTEVT for never involving or inviting awable practitioners from private
organizations to enrich their curriculums and gedds’ prospectives by practical
experiences from the field. These curriculums ddpen outdated text books in
comparison to the advanced applied knowledge artthtdogy of the private sector.
Al-Zehairi, in particular, asserts that GOTEVT saduates lack not only basic
English and computer skills but also technical Iskiind knowledge in their
specializations. Therefore, GOTEVT’s graduatesnoarcompete for employment
even in administrative specializations like offisceanagement, accounting or
marketing with other institutes in the Kingdom. €Bl include, for example, King
Fahad University for Petroleum and Minerals (KFURKI}Jubail and Yanbu as well
as the Institute of Public Administration. Theiradguates, as many interviewees
confirm, are vocationally trained and prepared dmployment in the private sector
and not just attending skill formation institutesr facademic qualifications like
GOTEVT's. The latter's graduates require furthetraining to fit private sector’s

needs. This necessitates further unnecessary isgery the private sector.
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Therefore both the government and the private sest® wasting valuable financial

and organizational resources to develop the cosrtiyman resources.

Therefore, the Savola Group, according to Hussainot finding the ready to employ
Saudis who only require a brief on-the-job orientakither from local universities or
from GOTEVT's technical colleges. They requireearyof retraining investment to
take over their jobs in Savola which is consideredhe private sector standards a
long time and a massive investment. Such timef@aacial investment in HRD s,
theoretically, the mission of the government thto@OTEVT and universities who
supposedly plan for, finance and train for the gevsector’s needs. Yet in reality
such presumption is unattained for by the majaftppaudi skill formation institutes.
Although Saudi private organizations are to investdeveloping their human
resources, such investment should be geared tospacfic job requirements’ skills
not toward basic skills behavioral attitudes th&@T&VT and other skill formation
institutes are receiving their budgets to produdee government, according to Al-
Asmari, should not expect the private sector tdiddd accountable for conducting the
basic technical and vocational training for themapkyed Saudis as this is merely the

GOTEVT's mission.

Al Khwaiter and Al Saad from Advanced Electronicenipany (AEC) consider
GOTEVT's graduates to lack the depth in electrdmowledge that is essential for
the company’s production. They are only trainedsonple electronic sets while the
company deals with advanced and expensive electriooards. In other words,
GOTEVT's simulation training equipments are outdaite comparison to the labour

market's advanced production equipments which aletay these graduates’
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transformation period to the working environmeiitiey require intensive retraining
which, according to Al Khwaiter, undermines thetindy period in the GOTEVT'’s

institutes. Such period, as Al Khwaiter supportsuanber of interviewees, is even
worsened by imposing the less beneficiary theaktraining approach instead of the

needed practical training by the labour market.

Finally, two of the managers from the banking seatterviewed in this study, Al-
Rwaily from Riyad Bank and Al-Koblan from Arab Natial Bank, assert that they
prefer employing graduates from other instituted aniversities rather than from
GOTEVT. Sabban from the National Commercial Bamk,the other hand, never
employed from GOTEVT or had any business of any with them. So he prefers
not to comment on them. The former managers, erother hand, confirm that their
banks employ GOTEVT’s graduates after rigorousesurggs and selection processes
and invest in their retraining. Therefore, the tmanagers support earlier views by
other private managers that GOTEVT's graduates I|&eriglish competencies,

computer skills and work ethics.

In conclusion, this section examines the impacthef extensive involvement of the
Saudi state in skill formation systems. In thiswtext, the attempt is to satisfy an
essential research specific objective that examities consequences of the
government involvement in controlling skill formai systems in Saudi Arabia. The
emphasis of such examination is mainly on GOTEVTha&smain government body
responsible for providing Saudis with technical amdcational training for

employment, essentially, in the private labour reairkThe discussion highlights the

present position of skill formation systems in gaheand GOTEVT in particular
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considering the state dominance on their strategidsperformance. Their evaluation
concentrates on their responsiveness to currenfogmpnt requirements of the
private sector including Saudization along withithechievement of the country’'s

overall economic vision.

For both requirements, the analysis of empiricah d@nfirms that such systems are
not fulfilling their role in providing the labour anket with concurrent knowledge,
skills and attitudes. They are also unable, gesyhchronize, incorporate and satisfy
future human capital demands for developing thentgis planned for competitive
advantage industries i.e. advanced informationrielciyies, energy related industries
and transportation. These systems are still gatgrthe employment market with the
majority of their graduates from literary and sécgiences majors instead of
scientific and technical majors. The latters, fas literature and interviews assert,
represent the core demand for employment in boéh @imployment market and
economic plans. Accordingly, skill formation syste are still utilizing the
unproductive theoretical teaching approaches wktohulate merely memorization
learning technique and undermine developing andtipnag higher learning abilities
in their graduates. These unaccounted for alsiliie demonstrated by interviewees
would develop employable individuals who could ifuurrent job requirements and

would be potentially promotable across any privatganization structure.

Nevertheless in reality, these systems become ittteng of the rigid government
bureaucracies that are hindering their prompt nesipeness to rapid HRD demands
of the private sector. These bureaucracies, ageddy interviewees, are producing

the contrary consequences of their intended obgxti Initially, they are introduced
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to systematize and regulate skill formation strateglanning, performance and
expenditures. Nonetheless, they convert into lindeand obstructing mechanisms
to the development and responsiveness of suchnsysteward achieving its core
clients’ (the private sector) needs for a natiomanpower trained according to
industry employment requirements. Consequentigitgduates from these systems
become either unemployed or have to accept iretighloyment with low salaries as
they require further development providing thatytieould retain their employment
as the majority of businesses interviewed struggith Saudis employees’ high

turnover.

In the case of GOTEVT, in particular, their planmsd gperformance evolve around
increasing their government dominance and authangr other industries in the
market and therefore increase their governmenné&iah allocations. They are, until
recently, focusing on the quantity of graduatesi@athan their quality. They, as
confirmed by their top management, claim less residity for ensuring recruitment
of their graduates as this is merely the task béogovernment organizations. The
role of their organization is entirely to qualifitet national human resources with
knowledge and skills, which GOTEVT presumes is negliby the labour market as it
implements minimal consultation or participationtiwidifferent private industries.
Therefore, GOTEVT produces mass theoretical trgifion different industries which,
judging by its results, serves only its bureaucrajovernment performance and
interests not necessarily its clients’ or evercdantry’s. Likewise, it is overlooking
the basic development and employment needs of fguagli its graduates with
English, computer skills and work ethics. In faGOTEVT's outcomes are

unsatisfactory for the private managers who dematestthat providing mass
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vocational training for all industries will neveerse the core purpose of providing
quality and specialized national manpower to thbolm market. Therefore,

Saudization program implementation and the fututeb& jeopardized as the labour
market is expecting specialized and competent matiouman resource products from

any vocational training program and GOTEVT will eebe an exception.

In general, the government, if indeed it wants tewoeirage the private sector to
involve in developing its economy will have to siinenize all of its requirements,
procedures and regulations including skill formatgystems with the private sector’s
business nature and environment. In other word$ias to change its existing
bureaucratic practices and performances, espedidlyones serving the private
sector, to fit its business nature and needs radttear forcing the latter to adapt to
government bureaucracies. This can only be thraingimging the current role and
practices of the country’s skill formation systemespecially GOTEVT to be

responsive to existing and future production andetigpment needs of the labour

market.

7.3 Saudization, Unemployment and Saudis Attitude® Work

This section focuses on Saudization and unemployymeBaudi Arabia especially in
the private labour market through examining emplegtobstacles and Saudi
attitudes to work in private organizations. Itestigates such obstacles according to
perspectives of interviewed managers in relationliszussed literature to diagnose
such a national dilemma that is affecting the cotsmteconomy despite the

government’s efforts to force Saudization.
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» Saudization versus Unemployment: reasons and obstas.

Saudization strategy when created was aiming ahg-ferm investment in the Saudi
human resources through a steady and progressive HRIJ replacement of
expatriates by qualified Saudis. Interviews witbp tmanagers from different
government, quasigovernment and private sectorfirgonhat the strategy and its
practices are not yet effective as the country'snyployment rates are still high and
increasing to 12% in 2008 from 9% in 2004. Intevw&es unanimously support that
the Saudi labour market is, indeed, generating iveagsnployment opportunities and
absorbing the millions of foreign labour that armaally increasing. In other word,
the Saudi economy even at its recession times whgaices were at their lowest or
during the two Gulf Wars was capable of creating ¢gpportunities at a rapid rate.
However, such opportunities were constantly ocaljge ready to work, cheap and
easy to retain expatriates leaving Saudis to stiften unemployment in their own
country. At the moment, the country is developamgl its massive infrastructure or
development projects are increasing thanks to ¢éaerd high oil prices. Equally,
employment opportunities are increasingly evolviegpecially in the country’'s
private sector as the government increases itsymedo reduce unemployment by

Saudizing the sector's manpower.

Despite all these facts, the Saudi labour mark@taseasingly recruiting expatriates
instead of Saudis who are unable, or accordingrionaber of interviewees, unwilling
to seek employment in the private sector, the ggisninain employer. This sector,

according to mostly government managers, is evafaglis’ employment to achieve
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higher financial profits as nationals are more aspee for employment than
expatriates. On the contrary, potential Saudi eye#s, according to the majority of
private managers, are not qualified nor trainedthy country’s skill formation
systems to their employment requirements. At thmes time, they request high
salaries and require expensive development investmeNevertheless, they are
unstable in their employment and this does not @reate for their high salaries and
achieve the return on their development investmelnt.fact, they are striving for
employment in government organizations as theyroffiable lifelong working
opportunities that do not demand high performamze@ovide reasonable salaries in
comparison to work requirements. It is vivid the&ch party -- government,
guasigovernment and/or private -- recognizes tretaabes encountering Saudization
according to their interests’ perceptions. Thiagdiostic diversion to an important
national dilemma is resulting in further complicets to an already multidimensional
dilemma i.e. Saudization. Hence, this sectiorhefdiscussion focuses on analyzing
these obstacles as viewed by interviewees in oglat the literature discussed in

earlier chapters.

The core problem encountering Saudization stemms flow salaries offered by
mainly small-to-medium private sector organizati@ss illustrated by some of the
government interviewees as well as by a numberivhie managers. Those salaries,
according to government officials Al-Humaid frometiMinistry of Labour and Al-
Ghafees from GOTEVT are determined according tatgies’ living standards and
requirements in the majority of jobs in the labmarket. In fact, the private sector is
establishing its benchmark level of salaries adogiyg while overlooking differences

between essential living expenses and family respdmies of Saudis and
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expatriates. For example, Al-Asmari illustratesattiprivate organizations are
recruiting an expatriate car technician for lesstBR. 2000 while a Saudi cannot live
on any pay under SR. 3000 to 4000 depending ogitieeof the city a person lives in.
For the private organizations, the difference betwthe two salaries represents a cost
that could be spared to even recruit another elgpatto double the profit. In the
same prospect, Al-Ghafees, similarly, insists tloat pay schemes in the private
sector are the main contributor to ineffective Sazaiibn implementation in the
market. Expatriates are dominating and managirty 8 small-to-medium sized
organizations which are the major source for jolpastunities in the country.
Evidently, these foreign labour forces are evadang fighting the recruitment of

Saudis as they will take over their jobs.

Quasigovernment managers, in particular, view Saatidin as hindered by ineffective
selection and recruitment methods. Lack of utilmeas of scientific selection and
recruitment procedures result in recruiting andesting in developing Saudis who
may not continue in the private labour market. yrtage always looking for
government or quasigovernment employment. Thiveg/ much related to the
negative social attitudes adopted by society aboaational and manual profession
play which is a major obstacle for Saudizationhe private sector as explained by

guasigovernment managers.

However, it could be argued that this low salatgmdima is, in fact, the direct result
of organization size which empirically can deterenthe achievement of Saudization.
The existence of small-to-medium organizations ddpeon reducing expenses as

both AlWagdani and Al-Eisa illustrate. Such exmEnsesult mainly from recruiting
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Saudis who are hard to attract, demand high wagdssearch for long-term career
development plans in comparison to the cheap, réadyork and easy to retain
expatriates. These organizations usually are aftert-term business operations and
strategies that generally achieve their objectif@sshort-term and yet consistent
profitability. The private managers, AlZahrani,-&hamdi and Al Ammash are
conclusive that such strategies do not complentenSaudization’s long-term HRD
investment approach. In fact these organizatiasdjustrated by a number of private
managers, lack the competent management and legdgmsrsonnel who have the
aspiration or the time to invest, plan for and nggns human resources development
practices. In other words, they lack the capabdiffor the long-term planning in

regard to their Saudization programs.

This latter fact of long-term Saudization requissth contradicts with the core
principle of small-to-medium organizations’ existenthat is making quick profits
with less expenditure. Therefore, their recruittnda not usually start with high
salaries and office employment as Saudi employaerddiprefer as indicated by Al-
Zehairi, Al Shaya and many other private manag@®s$.course their first preference
is to recruit cheap expatriates; however, if thagruit a Saudi, these companies prefer
to start with low salaries then increase their gagdually as the employee’s
performance enhances and employment longevity aseie This practice is widely
accepted and implemented for employment even foresof the government jobs as
employees start by provisional employment with lealaries that increase after they
become permanent employees. However, in the prigattor, Saudi candidates

especially in the outdoors jobs, which represeatriajority of available jobs, expect
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higher salaries than these jobs actually offereeisfly that when they only hold

lower than secondary school diplomas.

On the other hand, Saudization is successfullyraptished by big organizations in
the country such as SABIC, ARAMCO, banks, STC ahd Baudi Electricity
Company to mention few examples. These organizstare accomplishing high
rates in Saudization as they have well establistmeticlear human resource systems
as well as advanced management practices and sfirmargcial positions making
them the second if not the first employment chdareSaudis after the government.
Most of these organizations pay high salaries, Hagh retention rates and invest
considerably in their employees’ development asoatnall of them have their own
training institutions. These organizations, aglent from empirical data, can cope
with the slow implementation prerequisites of theudzation strategy. They are
capable, for example, of establishing and pradicefficient human resource
management systems to attract, develop, and r&8audis. These systems attract
either new graduates or experienced human resoarcgprovide them with career

development and promotion plans and attractivegpaycompensation schemes.

For example, the three interviewees from the bankector did not view low salaries
to be among the Saudization obstacles at leasthéarsector. Quite the opposite, Al-
Koblan confirms that banks are capable of payinghhsalaries and attractive
compensation schemes to skillful Saudis. Banksgesto retain them especially after
they are headhunted for their well trained and egpeed staff by new operating
banks or bigger investing organizations. Banks peed Saudis with the basic skills

and attitudes who demonstrate high performance eagerness for development.
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They usually invest in their development and evetmaming through customized

training in off and on-the-job setting to fit theieeds.

Al-Rwaily, echoing Al-Ghamdi perspectives, also siolers gaining top and middle
management belief and support afterwards are tteeat@llenges and the keys for the
success of implementing Saudization. The otherllesiging factor which is
supported by Al-Koblan also is replacing alreadgruged highly skilled and
experienced foreign staff with inexperienced fr&iudi graduates available in the
labour market from skill formation systems inclugi®@OTEVT. The size of this
market suffers from no shortages of Saudi graduadethey are unemployed in high
rates, yet it suffers from qualities of their s&jllknowledge, work attitudes and
behaviors toward working environment requiring bmnk invest heavily in their
employment and retraining. For example, theseugimd are not capable of speaking
English, using computers, thinking creatively, amiocessing mathematical
operations. These basic skills actually are inetbds early as public education in
students’ curriculum but executed poorly. They ao¢ geared toward employment

requirements.

In fact, the majority of interviewees support thew that the skill formation systems
including GOTEVT outcomes are not related to themployment and production
needs and therefore affect their efforts of Saumima Al Thumairi, for example,
illustrates that Saudi university and vocationadyrates with the exception of King
Fahad University for Petroleum and Minerals and thmstitute of Public
Administration lack English and basic computerlskilAl-Khaldi and Al Shaya also

agree with Albleihid that Saudi graduates from GOTEand other skill formation
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systems lack English skills and work ethics thatlawth essential for their businesses.
These behavioral and work ethic problems are redtided in educational, vocational
and training programs run by GOTEVT or any othelll dhrmation institutions.
They are even neglected in pre-employment publibosiing due to the
misconception that such behavioral implantatiothéresponsibility of postsecondary
education and prior employment vocational traininbhis disregard of work ethics
from both parties is affecting the employment fatof Saudis in the private sector.
Al-Asmari supports the general consensus of prigatgor interviewees that the poor
outcomes and incompatibility of knowledge, skillsdaattitudes provided by skill
formation systems is the major obstacle encourgeSaudization. He believes that
business owners and private organizations will ioolet employing expatriates to
overcome the shortages in knowledge, skills antudés of Saudi graduates as they

are operating in a free market.

On the same prospect, Al-Eisa confirms that Satidizas hindered by the fact that
skill formation organizations are still graduatinmcompetitive and incompetent
Saudis who are unattractive for employment in theape sector. The graduates are
poorly equipped with technical skills and intergagral communication competencies
like English and require reorientation on work bebes and disciplines. The skill

formation organizations, as Al Zaid and Gaith confilack the proactive strategic
planning approach that synchronizes their prodweith the Kingdom’s future

aspiration and development plans such as encogragfiernational investments and
the establishment of the country’s Economic Citesnention a few examples. The
latter are projected to create massive employmppbmunities for Saudis who are

supposedly are already being prepared in diffeséiit formation organizations to
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take over such projects when launched. HoweverEigd confirms that such

preparation is not yet attained or realized by systems.

As a result of the government poor strategic plagniSaudization is not yet
supporting the country’s long-term planning andions In an ideal scenario, they
should be focusing on specifying the Kingdom’s cefitive advantage which should
determine its long-term HRD planning and practicesSaudization. At the moment,
such vision and practices are not yet put into ééfiéct to assist the country to focus
on major economic products that will put the Kingdoamong the industrial
countries. Therefore, in the absence of this presete synchronization between
economic planning and HRD and recruitment requirgs)eskill formation systems,
undoubtedly, are planning their objectives and @ow outside the interests of the
labour market. As a result, they are focusing kifissthat are not needed in the
labour market like memorization while overlookingnge essential higher cognitive
skills like analysis, creativity and relating kn@abe to real life cases that are mostly
required for employment in the private sector. Séheystems, in the same way, are
ignoring educating and training their graduatesnd@rpersonal communication skills
and attitudes as well as work ethics which, acogrdo Gaith, are as important for
employment retention in the private sector as hpvither technical skills and

knowledge.

Similarly, Al-Qahtani and AlSwailim agree with pate sector interviewees that
implementing Saudization is hindered by a lack kiflss knowledge and attitude
provided by GOTEVT and other government skill fotioa bodies. They are not

fulfilling the sector's human resources’ needs. atidition, AlSwailim explains that
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education and vocational systems lack accreditethtianal standards which are
essential to measuring and training for competanaguired for each profession in
the labour market. In the absence of such megssupply and demand mechanisms
are disrupted and inoperative resulting in an udssonized determination between
available jobs and their required skills, knowledgel attitudes. The undeniable
result will be skill formation systems that areinmag outside the demand boundaries

of the market.

Al-Humaid and Al-Ghafees argue that the employnwér$audis in general including
GOTEVT's graduates is affected by the ineffectikédl snechanisms for supply and
demand dominating the Saudi labour market. Prigatepanies are more attracted to
available, cheap and easy to retain expatriatesdifferent technical areas.
Simultaneously, they evade Saudi graduates whedifuited would decrease their
profit advantages as they are more expensive ardkhto retain. They assert that
GOTEVT's training is in fact qualifying its grad@st according to the needs of the
market. They would actually fulfill its employmemdemands if expatriates
employment discontinued at least for occupationsireng unskilled and semiskilled
workers. Such jobs require less vocational trgrand low educational qualification

and could be filled with the majority of the unemygd Saudis of schools’ dropouts.

Needless to say, this whole dilemma was the re$ulte government’s poor vision in
the first place as discussed in previous chapt&rey took during the late 1970s the
easiest alternative by opening the doors for fordajpour importation instead of
investing in training nationals to build up the otwy’s infrastructure. More

alarmingly, such practices are still continuingfaseign labour force import on the
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Saudi labour market follows similar decisions b tMinistry of Labour which is
supervising and protecting the efforts of GOTEVTFor example, Al-Humaid
confirms that training produced by GOTEVT is satt$bry to labour market demands
and that the private sector is looking for cheapifm labour to maximize their profit
with less consideration to the country’s econonmd aocial interests. This argument
of blaming the private sector has been the gerntbmhe by government officials
since the beginning of this dilemma through differemmeans of the media. On one
hand, the government is trying to implement the ffeonomy concept to attract and
maintain a healthy and competitive private seatdnje on the other, they are forcing
old and rigid employment regulations and policestlom private sector to ease the
pressure on them from the public who are incre&sinmable to find good
employment opportunities despite graduating fromalauniversities or GOTEVT's

institutions.

As a result GOTEVT and government officials strgngklieve that GOTEVT's
training programs are not part of the obstaclesdah@mencountering Saudization in the
private sector. In fact Al-Ghafees argues thereoyt GOTEVT's graduates are not
finding jobs in the service sector because theyeapgipped with poor vocational
skills but rather because of expatriates’ contrarats occupations. However, if this
claim is accurate, the argument here is that GOTEBMJIOt studying the market needs
to establish their training strategies accordinglin fact GOTEVT officials are
claiming that employment is not part of their rasgbilities. GOTEVT is an
organization responsible for HRD not recruitmentialhis true according to their
mission. Recruitment mission is the responsibitify the labour offices of the

Ministry of Labour, the Chamber of Commerce andubtdy as well as the private
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sector itself. However, GOTEVT’s courses and paotg are not designed according
to the labour market demand of skills, which waevah conclusively by empirical

data in this study. For this reason, GOTEVT isenan achieving its core mission of
coordinating with the sector it is serving to flilthe needs and requirements for
qualified Saudi human resources that could Sautieie labour forces. Instead, they
are continuing in graduating skills that are alseaderloaded with cheap foreign

labour that a Saudi cannot even compete with.

Earlier arguments regarding ineffective skill sypahd demand in the labour market
by government officials, Al-Humaid and Al-Ghafeesyalid as one of the dilemmas
affecting the employment market and Saudizationowéler, Al-Humaid and Al-

Ghafees give less significance to the establishegirecal evidence by the private
sector interviewees of GOTEVT'’s incompatible vooasl training with the private

sectors’ demands of skills, knowledge and attitudes$n other words, such

mechanisms even if rectified would not guarantesiyuGOTEVT graduates that are
trained according to each industry’s needs and @ynpnt standards. GOTEVT with
its massive resources, according to private masagerviewed, will never be able
to fulfill different, increasing and changing derdanof different industries in the

private sector. Their views confirm that GOTEVTexisting programs are not
developing intellectual abilities and behaviorst thebtivate continuous learning and
development. GOTEVT, as indicated by Al-Eisa atiters, is unable to provide well
rounded professional individuals who can interantl earn from the surrounding
business practices. This could be a direct reUBOTEVT's admission standards,
as indicated by a number of managers. It is asugdbwer secondary school

performers and dropouts who have already learning mteracting problems.
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GOTEVT was never the Saudis’ first choice for pestsdary degree education

unless they cannot enroll in universities.

Empirical data provided by the private managersthis study illustrates that
Saudization is also hindered by bureaucratic prestiand lack of coordination
between different government bodies. Saudizatamor@ing to Al Zaid is challenged
by lack of constructive coordination between diéf@rhuman resources management,
development and recruitment bodies in the coumcjuding the private sector. Al-
Eisa also illustrates that the government decisantsregulations for this strategy are
sometimes based on reactions from government aifito related issues or statistics
raised in the media. They are also sometimes dsbyeentities that are not related
directly to Saudization such as the Ministry of baly the Ministry of Interior, the
Ministry of Civil Services, the Ministry of Planrgnthe Ministry of Trade, GOTEVT,
and the Chambers of Commerce and Industry justeotion few. Both approaches
have failed to achieve Saudization. Examples ef fitrmer are evident in the
government approach to Saudize complete sectorshvidiconsidered a reaction for
public and government pressure that has failedhénviegetable and gold market as
well as in the taxicab industry. These decisioagehcreated a counter reaction of
illegal practices that created an illegal labourrket where people working in
different professions than what their employmennt@cts and work permits
stipulate. The decisions of those government Ispdimdoubtedly stem from the
country’s core belief that Saudization is an indisgable national strategy that will
benefit its people although they are not compleingnéach other as coordination

among these entities is not yet proven to be actishga. As one would expect the
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results are unsynchronized interpretations, intgfgas and solutions for an already

multidimensional complex dilemma like Saudization.

For example, Saudization for Gaith is challengedheystrategy itself overburdening
managers of private organizations’ abilities tomiss a Saudi employee with ease.
The Ministry of Labour through the Saudization ierpkentation mechanisms is
overprotecting Saudi employees from dismissal ¥ amployee is found unfit for
private organizations’ needs. This overprotectisrviewed by managers of the
private organizations as a hurdle affecting theiimbn resource management
practices and their struggle for productivity amdfgpability. On the other hand, it is
viewed by the government as an indispensable puveetb limit the unjustified
dismissal of Saudis by private organizations asmpleyment rates disrupt the
country’s economy, social structure, and even sgquist to mention a few. This is
based on the general perception of governmentiafficinterviewed in this study,
that private organizations seek alternatives ambres or justification to evade
recruiting Saudis. Therefore, the governmentagyiply the ‘big brother’ role to retain
the employment order in the labour market througiighening dismissing Saudi

employees even if not supporting the organizatipnégluction and performance.

Consequently, the Ministry of Labour, for example,considered by a number of
private interviewees to not be sustaining the gidgesupposed to serve i.e. the private
sector. On the contrary, the general belief i$ ithia standing against the interests of
the Saudi private market through its unproductiangtstanding bureaucratic
practices that does not match the modernity ofgheate sector. Albleihid also

confirms that the Ministry is not listening to paike sector’'s Saudization side of the
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story. To be precise, he believes that Saudizatidnndered by the Ministry's old
registration policy for Saudization quotas imposeér different industries with less
realization of each industry’'s needs of skills. e3& quota are disrupting
organizations’ performance as the Ministry is kndenits regular quotas’ changing
in response to pressure from private organizatimalers who complain of shortages
of skilful Saudis to Saudize their jobs. Such pahares convey an uncertainty by the
Ministry of the seriousness in implementing Sautilirain different industries. Clear
examples of such practices were well documentetthenmedia when the Ministry
kept changing deadlines and percentages for Sagdizonstruction companies,
taxicab industries as well as travel agencies, lwhittil the date of this research, are

not complying with their Saudization percentages.

Moreover, private manager interviewees blame theistty for not imposing clear
laws and regulation to ensure the retaining of Saemployees after private
organizations invest in their development and rnéoment. Such a dilemma is
becoming the general practice dominating employmanthe labour market as
organizations suffer from headhunting of their eigreced and invested in Saudis.
Such practice is influencing Saudization efforts mivate organizations. For
example, Al Khwaiter agrees with Albleihid thatyate companies suffer from head
hunting practices by other newly formed or evensi&éxg organizations that are
willing to double or even triple their employeesilaries. These organizations are
looking for already trained and experienced empeylgecause of their scarcity in the
labour market. This employment mechanism creaiespne hand, an unbalanced
labour market as organizations compete on a snaall pf skilful Saudis who are

welling to move from one organization to anothethwess regard to their contracts
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and with less assurance to some employers who idlnegwo invest in their career
development. On the other hand, it stimulates @mdforces undesirable instable
employment habits in the Saudi workforce. It diseges employers from recruiting
Saudis in the first place and look to employ maeble expatriates. Along these
lines, employment contracts do not guarantee coation of Saudi employees in the
private sector which signifies shortcomings in #mployment laws and regulations
practiced by the Ministry of Labour. Al-Malki supgis similar conclusion which is
affecting companies’ return on investment from diepimg the hard to retain Saudis.
On the contrary, expatriates are obliged to comtinith their present employers as
they hold their passports and work residence legrgiown adgama. If for any
reason they decide to resign or their contract wenrainated, they will have to leave

the country.

e Saudi Attitudes to Work in the Private Sector

As illustrated by the literature and confirmed bwypgrical data, Saudization is also
hindered by Saudis’ attitudes to work in the prvaector especially in small-to-
medium size organizations. Saudis, in generalfeprevorking in government,
guasigovernment or large private organizationseyTdlso expect office employment
with high salaries rather than manual and servarears which are the majority of
available jobs in the labour market according tez&hairi. These jobs score low on
the preferred employment scale for Saudis unless the government,
guasigovernment or big private organizations whath have limitations in their
employment capacities. Since the early developnuys of the private labour

market in the country, these jobs are looked aéxgsatriates’ jobs. This created
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segregations in the labour market that was reiefbrby the rapid wealth and

economic growth the country witnessed suddenly #fie discovery of its oil.

Saudi expectations of high salaries and office egipent are encouraged, first, by
comparing government employment to the privatean® second, by the misleading
Saudization strategy creating the view that Sautpleyment is a national right for
every citizen. The latter in particular should toee but is not on the basis of
equitable competition on skills, knowledge and tade among employment
candidates to employ the most competent for jobquirements. This competency
and behavioral based employment was rarely thedatdnfor employment in the
government since the beginning. For Saudis, gowemt jobs guarantee life-long
employment with less performance demanding enviemtm This employment
provides progressive annual salary increase ancercapromotion that are
hypothetically linked to performance and disciplin&lore importantly, it provides
the individual with the respected social status aept-worthiness even with low

salaries as concluded by Al-Zehairi.

As a result, throughout these years Saudis werelogagp by government while

expatriates mostly from less wealthy and underapesl countries were employed in
private jobs. This snowball-like dilemma of empimgnt segregation creates
unbalanced employment and dual labour marketsvast not an issue and was rarely
discussed in the literature at times when the ggisnéconomy was booming because
of high oil prices and when government employmeas widely available for Saudis

in the 1970s and late 1980s. Accordingly, it gisoduced a new generation, as

indicated by Al Ammash, who do not value nor realire importance of work as the
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country is served by cheap expatriates from lesspgarous countries. In addition,
there have not been serious attempts by skill faomacurriculums to change this
paradigm and implant important work values andasthi The society was slow to
realize the importance of work in the private seotspecially with oil prices

fluctuating to affect the country’s economy. Ecomo growth became relatively
unpredictable depending on the oil market supplg aemand. Government
employment has reached its peak since early 98@& only that but also population
growth rates have escalated to be among the highdabie world crating massive
demands for employment in the country’s unbalariabdur market in which Saudis
still unrealistically believe that they should bevgrnment employees. Therefore,
lack of Saudization for Al-Humaid who also suppotite conclusions of the™8

Development Plan is the result of the imbalanc@aoupational structure. Saudis
insist on employment in already overstaffed goveaniobs and resist employment

in the main employer in the market i.e. the pri\seetor.

Al-Zehairi confirms that Saudis prefer employmemtthhe government because they
cannot fulfill the private sector performance regments. They do not have the
needed skills, knowledge and attitude essentialedmpetitiveness and job security
in the sector. Indisputably, this is associatethwioor employment and human
resource practices by small-to-medium organizatiomhis, in fact, is enforcing the
widely held views in the society that private seamployment provides less job
security and uncertain career development and grom@lans for Saudis than the
government. Employment in the latter might provadgob security for life, as an
employee cannot be dismissed unless committingnairal act or being absent for

more than 15 successive days in one year. Yet mgoertantly it is more attractive
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for employment than a private sector because nbtsas performance demanding as
the private work environment. The latter requis&sls, knowledge and attitudes as
well as the self-motivation and commitment to waskich Saudi graduates of

different skill formation systems have not yet ggovo acquire and seize.

For example, Al Turaigi argues that even though dampany’s management and
shareholders believe in Saudization and recruitdSaan a large scale, they are
struggling with their attitude toward work and therkplace. Saudis especially in the
entry level have no work disciplines such as puadiu to working hours,

respectfulness of coworkers and superiors, as aseliespectfulness and compliance
with their employment contracts. The latter in tigatar is producing a major

behavioral employment dilemma of high turn overesabmong Saudis which is

discouraging Saudization as viewed by the majafityterviewed private managers.

Al-Qahtani and AlSwailim confirm that Saudis’ higiirnovers and negative attitudes
to work in private organizations are affecting teeruitment and development of
Saudis and therefore damaging the Saudizationegirahs a whole. Empirical

evidence by Al Thumairi illustrates similar conalus that the private sector are
evading Saudization because of Saudis attitudesefidain jobs in the private sector
resulting in their high turnover. These jobs ud#g labour and field professions
which require dealing with heavy equipments and ateinchanging ones’ social
pattern to work early morning shifts and long houtde explains that his company
cannot provide attractive career development planssuch low level Saudi job

holders as they do not have the progressive patdotimiddle or higher positions in

his organization. Moreover, employees of such lEeweill eventually leave the
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organization for any slight increase in their pdyich in the short-term benefits these
job holders yet in the long-term damages the Satidiz strategy. Therefore, private
organizations will be hesitant to recruit Saudighesy have developed the reputation
and attitudes for being unstable in their jobs #u& encouraged by the ineffective
Ministry of Labour employment laws and regulationsstead and to maintain their

competitive advantage and to keep their businessesng, these organizations will

never depend on such unreliable manpower and aek £xpatriates’ employment as

they are easily controlled, cheaper and skillful.

AlSai also agrees that Saudi employees’ turnovehesbiggest challenge they are
facing in the course of implementing Saudizatiomifar to Al-Khaldi view, AlSai
considers Saudis to be still influenced by the Hasging wealthy lifestyles.
Therefore, they are reluctant to accept initial Exyiment salaries of SR. 3000 or SR.
4000 which is considered reasonable for someonk witly secondary diploma
gualification or a school dropout. Ironically, sua salary will be accepted if it was
offered by for any government employment yet icamsidered low if offered by a
private organization. Understandably, the lattélt have longer working hours,
fewer vacations, and more importantly challengingl gperformance demanding
working environment; at the same time, arguablwilitalso have more development
opportunities and pay schemes linked to performaase well as hands-on

experiences.

In brief, the negative attitudes resulting in higirnover dilemma is negatively

affecting the employee-employer relationships anerghadowing their employment

practices. The employer in this case cannot gogtloying a Saudi and investing in
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his development and promotion as he will not mamnkas employment contract. On
the other case, the Saudi employee cannot work twélrsame financial rewards and
salaries as the expatriates, especially with timdi expenses in the country are
hitting the roof. Saudis’ false expectations ofasa bench marks are based on
government salaries’ while salary norms in the gtevsector, especially in small-to-
medium organizations, are set by cheap expatriafEsis creates huge deviation
between what is expected by Saudi employees and ishactually offered by
employers. However, if skill formation systems &év align their outcomes with the
needs of the labour market, this would cut the obsetraining graduates from these
systems. This in the long run will eventually ie&se the employment attractiveness

and vocationalism of the Saudi labour force ingheate sector.

To sum up, this section of discussion attemptatfilifone of the research specific
objectives regarding the obstacles encounteringliation as viewed by different
interviewed managers. Findings of the empiricahdaveal and confirm the fact that
the Saudization dilemma in Saudi Arabia is a mirtghsional national problem that
requires multilevel solutions. It is not and wikkver be the responsibility of a single
government body or the accountability of the pevaector alone. However, if skill
formation systems as well as recruitment strategezsist, this dilemma will worsen
as the country is witnessing massive and rapid@oendevelopment that will indeed
require enormous supplies of skillful human resesrcin the worst case, these high
demands on human resources will only be covered fre ready to work expatriates
from different Asian and Arab countries taking twintry back to square one of the
late 1970s when high rates of unemployment amongliSemerged. However, this

time it is going to be even worse as Saudi Aradr@ady has high rates of
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unemployment that are increasing every year andiomsl of expatriates that are

flooding the country’s labour market annually.

Answers of the interviewees tend to follow simifzatterns depending on whether
they are from the government, the quasigovernmetiteoprivate organizations. The
government and quasigovernment interviewees se@riliate sector as not paying
enough salaries to Saudis to keep them and therefmrease their Saudization
percentages. They believe that private sectorntegaons mainly small-to-medium

ones are attempting any possible tactic to evadeglaing Saudis as they aim to
increase their profits with less regard to the riedes of the country. GOTEVT's

officials, in particular, consider GOTEVT as nottpaf the obstacles for Saudization
and that their graduates are well trained and upa@mployment requirements of the
labour market. They claim that the responsibiliftyemployment is not among their

missions as they are only responsible for the HRD.

Quasigovernment managers, in particular, view tBatidization is hindered by
ineffective selection for recruitment methods imnmpémted in Saudi Arabia. In
addition, they think that the Saudi negative soatitudes associated with vocational

and manual profession in the private labour maskathindering Saudization.

On the other hand, there is a general agreemema@mterviewees from the private
organizations that skill formation organizationgluding GOTEVT as well as the
Ministry of Labour are not listening nor fulfillingheir needs and demands for
qgualified human resources. The former are produainemployable skills and

attitudes as they are still focusing on humanitan@ajors and overlooking the most
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needed technical and scientific studies. Simutiasly, the latter is imposing
outdated and restrictive recruitment regulationd procedures for Saudization that
are affecting the private sector economic actisitiePrivate managers interviewed
confirm that Saudi government organizations in ganare not capable of coping
with the rapid changes in the private businessrenment and are pulling them back
and discouraging their competitive advantage indsaa well as in the international

markets.

There is unanimous agreement among intervieweesn frdifferent private

organizations that graduates of Saudi skill fororasystems including GOTEVT are
not up to their work requirements and recruitmeiandards. Their interpersonal
communication, work ethics and even technical skdfte undoubtedly weak and
unemployable compared to the efforts and moneytsperthem by different skill

formation institutes. Therefore, further retramion and off-the-job is required
resulting in money, time and effort wastefulnegspiiavate organizations. In addition
to this expensive reorientation investment, there mo employment laws that
guarantee Saudi graduates continuation with theipleyers as they tend to move
from one private organization to another followitige slightest increase in their
salaries with less considerations of their emplayn@ntracts. On the other hand,
foreign employees are skilful, hard working andyetasretain as employers hold their
passports and their work sponsorship. Unlike tbgegiment managers’ claim,
interviewees from the private sector confirm thiag¢yt are willing to pay higher

salaries to Saudis who are able to perform and etenpith the expatriates.
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Private sector interviewees conclude that Saudisfepr employment in the
government as they have less emphasis on perfoerart guaranteed employment
for life even if their salaries are not as highsasne of the private organizations.
Some interviewees relate such a preference totgscreegative view resulting from
the country’s intensive employment of Saudis in dgbgernment while expatriates in
the private sector creating dual employment markelowing the transitory
economic growth the country witnessed in the 1970key believe, in general, that
their labour market employment practices are sgoig the employment practices
and work environment culture implemented in govesntnorganizations as Saudi
employees are granted lifelong employment regasdies their performance or
disciplines. This accordingly created negativeepptions and attitudes to work in the

private labour market.

Interviewed private sector managers consider thadi@ation program as a noble
national effort that has to be implemented provitted they have the well trained and
committed Saudis as well as the supportive govenhi@@ployment mechanisms. To
achieve the former, a number of private sectors atng constructively and
considering establishing their own training ingtdans to retrain young Saudis and
bridge the skills’ gap to fulfil their inmediatenk of businesses’ needs and to support

their industry as a whole.

Saudization is seen as a national vision and pyiamong all interviewed managers.
However, it seems to lack coherent practical meshan and cooperation for its
effective implementation and evaluation especiallgnong responsible human

resource government bodies i.e. Ministry of Lab@&@QTEVT, HRDF and other skill
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formation systems. In the absence of those meshsnand cooperation, the private
sector cannot interrupt its production and comjoetifor the government bodies to
sort themselves out in such a challenging and s&l§iocompetitive markets that
Saudi Arabia and the region as a whole are withgssiSo, the easiest choice for
private sector organizations is to look for forei@bour recruitment to run their
production while slowly implementing Saudization,lang-lasting and ineffective

national strategy.

7.4 Successful Saudization in Some Private Sectairfas

This part of the discussion focuses on successfwidi@ation implementations in
some private organizations. Interviews with mamage relation with relevant
literature assist in understanding the factors tedtto their successes while many
others have failed. The importance of studyinghsdactors enhances the
understanding of their effective visions and manageractices that are developed in
the Saudi context to solve a Saudi labour markknana. These visions and
practices could assist the ineffective Saudizataplementations in other private
organizations by adopting similar approaches. wibitpdifferently, these successful
practices can establish long-term remedies for teoma problem that is uniquely

persistent in the Saudi labour market.

Empirical data confirm that successful implemeptatof Saudization requires top
management belief and supporting human resource ageament systems.
Undoubtedly, both requirements are consistent withanization size. They are

available in large organizations while ineffecturmbmall-to-medium ones which are,
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as mentioned earlier, looking for short-term prdfiét can be achieved via recruiting
expatriates not Saudis. Nevertheless, regardlesgyanization size or management
belief, skill formation systems in the country aret supporting neither especially

with their incompatible outcomes of skills, knowdgdand attitudes.

Managers interviewed confirm the earlier discussion the literature that

guasigovernment and large private organizations raocee capable of achieving
Saudization. In these organizations, top managebedief is, usually, the key behind
the successful implementing of Saudization. Tomagament, as confirmed by the
private manager interviewees, cascades and traaskich belief into immense
investments in Saudis’ HRD and recruitment in tleeganizations. They invest in
attracting and developing Saudis according to thustry needs to overcome the
poor qualification of skill formation systems inding GOTEVT. They also establish
attractive retention and compensation systemst&nréheir high performing Saudis

who usually get headhunted by other large orgapizain the labour market.

These proper human resource management practicestforecruitment companies’

managers, Al Ammash and Al-Zehairi, are the keguocessful Saudization. This is
achieved through establishing attractive recruitnpromotions where candidates are
clear about their compensation benefits, careeeldpment plans as well as their
employment future. Al-Zehairi in particular illuates examples from companies he
provided recruitment services to in which Saudisopee ambitious and distinguished
performers. They even become managers receiving mhan triple their starting

salaries within five years. Al Ammash believes tsyaroper practices guarantee
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employment attractiveness to private companies #virey provide low salaries at

the start of their employment.

Supporting this argument, Al Zaid also believest tBaudization success in the
banking sector, and other quasigovernment orgaormatare the result of their
advanced work environments, attractive salariescéa employment futures. These
sectors due to their huge revenues are, as hermmsnftapable of providing focused
training and invest in developing their employee3herefore, they become the
primary preference for employment among Saudis oesen government
employment. Moreover, these industries are alsefiteng from their joint ventures
with international businesses. These ventures igeovthem with the latest
management experiences that may not be availab&ghter non-international joint

businesses in the Kingdom.

Examples for successful Saudization in some quasigment organizations such as
the Saudi Electricity Company (SEC) and SABIC confithe importance of top
management belief in Saudization to support inmgsin its implementation. Al-
Shagawi from the SEC supports that their Saudizattarts from the belief of their
organizations’ leaders. Therefore, they establisaehuman resource management
system that attracts potential Saudis with adeggetgies and compensation schemes
that are linked to individual's performance and @epment plans. Then they invest
in retraining the selected Saudi employees in tapany’s training center which
provides focused development programs linked tor f@duction and performance
needs. Similarly SABIC, as confirmed by Al-Bathhas accomplished its

Saudization through considering the Saudizatiorately to be their strategic
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objective. The company attracts potential Saudpleyees from different regions in
the Kingdom by offering them good future employmepportunities. These include
excellent salaries and compensation systems as aseltlear career development
plans. The latter entails HRD programs customizedSABIC’s industrial and
production needs in the company’'s Jubail and Yalmuolustrial Colleges. These
colleges are established to bridge the shortagepiatity and quantity of qualified
Saudis to support employment in SABIC and otherlamprivate industries. Both
colleges, as indicated by a number of interviewgesduce distinguished technical
graduates equipped with good English, interpersepaimunication and computer
skills. They are highly competed in the labour kearas Al-Humaid from the

Minister of Labour indicates.

Implementing a similar approach, Al Khwaiter frontvanced Electronics Company
(AEC) asserts that their Saudization started betfseegovernment’s initiatives in the
1990s as it represented their top management belief result, they are 73% to 80%
Saudized especially in their technical jobs whéeemajority of private industries in
the Kingdom lack Saudization. According to Al Khtea, the company has
accomplished these high percentages through th&nsive job related training to
preset performance standards. AEC also providesntployees with an attractive
working environment via attractive compensation amdhly motivating work

conditions regardless whether they are Saudis q@ataates. They also have
succession plans to retain their employees althabhgly suffer from continuous

headhunting from other industries for their welkaplined and high performing

employees.
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Al-Ghafees from GOTEVT also supports the view tpatate organizations that
provide clear career development plans are momrdyliko be successful in their
Saudization. These development plans in ordeeteffective should include on-the-

job training in their area of specializations.

For the three managers interviewed from the bankewjor Saudization is becoming
among the main objectives for their Board of Dioestwhich they believe to be the
reason for banks’ high rates of Saudization. AlaRyy for example, asserts that the
Board of Riyad Bank is impelling the accomplishmeot Saudization by

implementing different supportive mechanisms. Ehexlude attracting university

graduates and enrolling them into the bank’s intenaining program that integrates
formal class training with on-the-job training. é’bank also revises its salary scale
and compensation schemes in accordance with siorg@nizations in the market and
makes all necessary adjustments to ensure its ddivgeess and attractiveness. In
addition, Riyad Bank implements a periodical follagw on the achievement of

Saudization plans.

The supportive mechanisms for Al-Koblan from Aralatidnal Bank also include
establishing achievable Saudization percentagesyeyear. They also offer
competitive salaries, career development programd, attractive compensation and
benefits allowances including low-interest houslogns and financial participation
for their employees. They also run a very challeggwork environment that
contributes to individual's learning and excellingAl-Koblan also asserts that the

banking sector is benefiting from the governmestitate of Banking programs as it
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is capable of adapting to the rapid changes irb#mking business through providing

cutting-edge courses and tailor-made programs.

Similarly, Saudization in the National Commerciabrf& as Sabban asserts has
became more effective because of their advancedahuesource practices. Their
human resource department, for example, is actng bhusiness unit to serve other
business units in the bank with human resourceduats. Therefore, it attracts and
filters potential candidates according to their Esigand computer skills then enrolls
them into a six months focused training programpgrtonote them to other divisions
in the bank. These businesslike practices contlgeHR Department to ensure that
the process of attracting, selecting, training praimoting potential Saudi employees

has to be precise from the start.

The banking industry in Saudi Arabia, in particulaas been shaped to implement the
most advanced human resource management practioesgaall other industries.
Interviewees in this study as well as the availdibdeature on management practices
in the country especially on human resource maneagermsupport this conclusion.
This can be attributed to the sector’s financiedrggth that enables them to attract and
invest in developing their human capital in all kag and business areas including
human resource management. Simultaneously, therseas capable of establishing
very advanced human resource supporting systemetiadled them to utilize their
human assets to generate financial and managegakss including leading other
sectors in implementing Saudization. AccordingisEisa and Al Zaid banks are
producing attractive organizational environmentsoagpanied with advanced human

resource management practices that are resultifggim Saudization percentages.
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Also, they are becoming the source that providesrahew competitor in the labour
market with qualified and well disciplined Saudi @oyees as they are frequently

headhunted.

Although one might expect that the strong headhgnfiractices over the banking
sector would eventually harm the sector’s busimgssations the sector, according to
AlWagdani, is capable of recovering from employaeover. Banks are financially
and managerially capable of retraining and re-fyialj Saudis with needed skills,
knowledge and attitudes for jobs in private orgatans and therefore increasing
their Saudization. They are, as Gaith indicatésyipg a major role in attracting and
retraining graduates of skill formation systemsptoduce quality and employable
nationals as they invest heavily in developingrtieenployees. Therefore, banks are
becoming the primary preference for employment agn8audis who are seeking
further career development and attractive humaoures management practices. The
banks’ employment and development approaches.cin dse becoming employment
attractive tools that distinguish management pbpby and organization maturity in
the labour market. This maturity looks beyond mematisfying the Saudization
requirement to investing in developing a qualityioraal manpower that is capable of

understanding and practicing competitive employment

Empirical data also introduce other government rugetions that assist private
organizations to achieve Saudization. Al Thumemmfirms that Saudization in the
private sector has progressed as a strategy, I|partb@cause of the government’s
guota for Saudization. This obliges each industryachieve gradual and steady

Saudization percentages among their human resouke®ahtani also asserts that
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Saudization has proven to be successful in someatpriorganization due to
government pressures and rigorous follow-ups byemiht government agencies
including the Ministry of Labour and SAMA for theabking sector. Accordingly, Al
Zaid supports AlWagdani’'s view that the governmespresented by SAMA is

contributing to the success of Saudization in t#weking sector.

The government also provides training that leadengployment through the HRD
Fund to encourage private organizations to Sautheie manpower. This Fund has
assisted, for example, M. Al Hokair and Son Groefferts in Saudizing their human
resources, as AlSai indicates. It provides theth Baudi trainees/recruits to receive
on-the-job training for two years that leads toirthrecruitment in the Group. The
Fund during this period pays half of their salagsswell as the cost of their formal

class training if required.

In conclusion and satisfying one of the study’scHpeobjectives, interviewees agree
on some factors that have lead to success in imgrleng Saudization in some
private and quasigovernment organizations. Sonen event further to consider
generalizing such factors on other organizationthélabour market to enhance the
Saudization implementation which, till the datecoflecting this data, has proven to
be a struggle for the majority of private organias. In general, interviewees’
responses tend to agree on the priority of top wemant belief in the importance
and urgency of Saudization strategy for its succeBis priority as the interviews
revealed is the core for the success of other factoThese factors include the
investment in establishing proper human resourcaagement practices that start

with the right employment promotions, scientific lestion and recruitment
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approaches, attractive career development plansappéaling compensation and
benefit schemes. The emphasis among the intereewewever, is on providing
clear career development plans as well as focusedod related HRD programs for
Saudis. A number of interviewees believe that shecess of a number of
organizations in achieving Saudization can be maited to their managerial

advancements and stability as well as their fir@rstrength.

A number of the interviewed managers in this stedyphasize the role of the
government in encouraging Saudization by its rigermonitoring and by providing
financial support for training that leads to emplent programs through the HRD
Fund. A Few managers, on the other hand, crititiee government's efforts and
consider their bureaucratic contributions toward #thievement of Saudization to
negatively affect its successful implementationheyl believe that the success of
Saudization is in fact the result of individual angzation’s efforts of believing in
Saudization and therefore investing profoundly @veloping their human resource
management systems as well as retraining new 3Saaudiits. They believe that the
government labour regulations accompanied by micimeat outcomes of skill
formation systems with the market demands are s®$tng their Saudization efforts.
Therefore, the quality of Saudization is and wihtnue to be in jeopardy as long as
the country’s skill formation systems persist inedgoking the labour market's

employment needs in their curriculums.

The present picture of skill formation outcomesha country, according to empirical

data, is not very promising as the pool for skil&audi workers is still small and

shrinking rapidly. Companies are competing throlgladhunting the few skilful

304



workers and therefore escalating their salaries amgloyment demands. Such
headhunting practices are, in fact, stimulating asdforcing a culture of employees’
lack of stability in the labour market which is agely affecting organizations’

long-term business planning and investments as ageffaudization. The moment a
skillful Saudi worker becomes well developed anghezienced in any industrial

sector, other companies start their competitivedheating for his employment

especially for middle and top management positioEsnployee rotation inside the
labour market is an established practice in anynless environment. However, such
a practice in Saudi Arabia is distinctive as thdl $armation systems are not yet
capable of supporting the employment shortagedtiegurom rapid movement of

skillful workers to larger private and quasigovesmh organizations. As a result,
small-to-medium sized organizations are becomisg &tractive for the employment
of skilful Saudis who expect high salaries andaative employment benefits that are
not always available to the less profitable segneéi@audi industry in comparison to

the larger organizations.

7.5 Hendry’s Framework and Skill Formation by SaudiPrivate

Organizations

This part of the Chapter focuses on Hendry's (198dmework to understand the
forces that drive, stabilize, and/or inhibit HRD time Saudi private organizations.
This discussion incorporates assessing the relevahcsuch forces to a different
labour market such as the Saudi with its uniqueleynpent practices. The study
utilizes the framework to examine the Saudi privatganizations’ perceptions and

practices regarding HRD as a continuous investrmei@audi manpower even after
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achieving high rates in Saudization. The desirableclusion of this discussion is to
reinforce the driving and stabilizing factors thessist Saudization and long-term
investment in developing Saudis. At the same tires discussion aims at
understanding the inhibiting factors of viewingitrag from a HRD investment

perspective in Saudi employees.

By assessing Hendry's factors against the empitficalings of this study, some
practices and approaches in Saudi private orgaoinsatend to be congruent with
Hendry’s factors while others are unaccounted fothe Model.  Such variation is
expected and consequential of evaluating such aemoda different labour market
like the Saudi with its complex structure, interaald external employment factors,

and its culture.

7.5.1 The Driving and Stabilizing Factors in SaudPrivate Organizations

The driving and stabilizing factors in Saudi prevairganizations as evolved from the
empirical data include Saudization, organizatiare stop management commitment
and belief in addition to government grants foriniregy leading to employment.
These factors stimulate and support the efforSanfdi private organizations to invest
in training as a long-term HRD organizational agmio even after achieving

Saudization.
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e Saudization

The Saudization strategy is a new element to Héndnpdel to reflect the Saudi
context. As illustrated earlier in the literaturkapter, Saudization is becoming a
major underlying driving and stabilizing force famvesting in training in Saudi
private organizations. In fact in this contextidtas urgent and important as the
model’s original core driving and stabilizing fardowhich stimulate investing in
training as a response to competitive pressureeantving business needs. In other
words, long-term investment in developing and eryiplp Saudis to replace
expatriates have become a national objective thatlominating private industry
training and employment strategies and practiceéSaindi Arabia. This government
strategy enforced by the Ministry of Labour is baang the country’s most urgent
strategy as unemployment among Saudi graduatasrisasing annually while private
organizations are employing millions of expatriateEherefore, the government is
imposing annual quotas for Saudization to be aeudw private organizations that
are reinforced by strict follow-ups and governmeenmalties on private organizations
evading its implementation. At the same timesiproviding private industries with

government funds to encourage their efforts tontfei Saudization.

In the banking sector, for example, Saudizatioategy as a driving and stabilizing
factor facilitates viewing and practicing trainimg a long-term investment in the
Saudi human resources. Saudization has been anipatjonal strategic priority to

plan for and implement. Consequently, the sedcsrdchieved high Saudization rates
reaching 80% to 90% while continuing to invest lie evelopment of the national

human resources. The Saudi Arabian Monetary AgéS&MA), the supervising
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and regulatory government body for the banking ®eatras determined since the
1980s to increase Saudization in the banking sdot@ progressive approach to
maintain the country’s financial stability. AlWagad from the Institute of Banking
confirms that SAMA implements rigorous mechanisnts énsure achieving

Saudization in the banking sector.

AlWagdani’'s argument is supported by an officialpBe obtained from SAMA’s

Banking Inspection Department on'28f May, 2004 describing SAMA’s efforts in
achieving Saudization in the sector. The Rephrstilates that SAMA conveyed to
all banks in the country its intention and visiongradually Saudize their supervisory,
technical as well as administrative jobs. To do SAMA first established the

Banking Inspection Department to closely supereisée evaluate Saudization efforts
in each bank. The Department examines their empdoy strategies, HRD programs,
compensation and benefit programs as well as jbbkirotations. For this reason,
SAMA also established the Institute of Banking tosely assist banks in their HRD
and Saudization implementation by providing indgé#éd HRD programs. The

Institute, according to AlWagdani, provides custoaai development and training
programs that are devoted to the needs of the Saundting industry. Therefore, the
institute, although it is affiliated to a governmé&ody i.e. SAMA, is not hindered by
the government bureaucracies and is responsiveflaritble to the needs of the

banking industry to invest in the development alis.
According to the same Report, the Banking Inspadbepartment, on the operational

level, conducts regular filed inspections includiagrutiny of the bank’s human

resources management documentations. In addibanthe strategic level, the
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Department dictates the different banks to regyliswdlude Saudization issues in the
agendas of their board of directors meetings. SAMIS0 imposes terms and
conditions on agreements with some of the Saudidbamich have partnerships with
foreign franchises to ensure transferring the kedgé and expertise to Saudis.
Furthermore, SAMA through the Banking InspectionpBement closely inspects
banks’ outsourcing activities for certain technioaladministrative jobs to ensure the
recruitment of Saudi human resources. SAMA usuatfigourages banks wishing to
outsource some of their services to contract compaproviding mainly a Saudi

workforce. For example, every six months the Depant requests from banks their
outsourced jobs information including employeesniea, nationalities, and dates of
recruitment to ensure that banks are not manipgattheir Saudization

implementation.

Therefore, interviewed private managers from theklvay sector confirm that training
cost is not an issue when investing in developind @mploying qualified Saudis to
achieve quality Saudization. This HRD philosopsywery much expected from this
financially growing industry. In fact, Al-Rwailyral Al-Koblan from Riyad and Arab

National Banks respectively, support some of tlotofg from Hendry’'s model. They
confirm that evolving business requirements, change technology and job

regulations including Saudization requirements e main drivers to invest in
developing their national human resources. Thesesiments for the National
Commercial Bank, as Sabban indicates, are usutahjiliged and supported by the
availability of industry-led training programs ratally or internationally. In reality,

such investments, like any other investment, asayd conditioned by their return on

the overall corporate capital. In the case of Biy8ank such investment, besides
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developing potential human resources, assesse®ymgrht suitability of new Saudi
entrants to the Bank. Their conservative employna@proach recruits Saudis for a
trial period of three to six months to measurertkkills, knowledge and attitudes on-
the-job in accordance to the Bank's needs and gmuat standards. The Bank
adopted such an approach to overcome the high geglmirnover inhibiting factor
that is evolving as an employment concern in thedSprivate labour market which
will be discussed below. Similarly, in the Arab tidaal Bank investing in
developing Saudi human resource supports the bastkstegy of developing and

retaining the Bank's high potential and future bess leaders.

Both cases illustrate that banks like all largeaoigations are utilizing the long-term
investment in HRD accompanied by clear career dgweént plans and
compensation benefits to retain the most talentetlexperienced Saudis. In doing
so, they also plan to attract new Saudi talentthase private organizations endure
aggressive headhunting by other large organizationsheir high achieving Saudi
employees. This is becoming the general pracBoetlzer large organizations realize
that banks invest in developing their staffs to ltighest standards and implement the
best human resource practices in their working renment compared to other
industries in the Kingdom. Banks produce high aghg personnel that are attractive
for other big organizations compelling banks toretgple their employees’ salaries

and invest heavily in their development to retaien.

In fact, such investments are reflecting a stahbijzfactor according to Hendry's

long-term investment in HRD approach. Banks’ éff@re congruent with Hendry’'s

findings which advocate that organizations invest training as a strategic
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organizational approach to improve their interadidur market recruitment, retention
and promotion plans. Such an approach drives tafuliges investing in training as
HRD organizational objective to Saudize and rete@nSaudi employees who seek
clear career development plans more than salanésanuses. The latter rewards
can always be surpassed by competitors who are gabave the most qualified and
industry-trained Saudis especially with the pootcomes of the governments’ skill

formation systems.

Similar to the banking experience, large quasigavent organizations included in
this study view investing in training their Saudngoyees as a long-term HRD
investment. On one hand, these organizationseapared by the government, since
they are partially state-owned, to invest in tnaghand developing Saudis as part of
their Saudization obligations. Internally, on tbhther hand, they are financially
growing, managerially advanced and organizationa#l structured. All this has
supported their awareness and development of ithiteimal actors and systems -- as
named by Hendry -- to practice HRD of Saudis from iavestment approach.
Moreover, since they were state-owned, these compamave a wider range of
internal labour markets that provide them with alevi pool to select the most
gualified employees from. They are also, cultyratiecoming the most preferred
employment places for Saudis which increases théernal labour market potentials
and, therefore, provide them with better opportasitto select the best Saudi
candidates. All these factors are assisting aailsting their training efforts which
support Hendry's findings that suggest that top agament commitment is essential
for driving and stabilizing investing in HRD. lhis respect, their commitment stems

from government obligations and is supported byrthelief of the importance and
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urgency to Saudize their jobs with the most qualifSaudis from their internal or
external market. Therefore, these large orgamatiare proven to be successful
through their willingness to invest in developirgit internal actors and systems as
well as their training practices while defrayingeithcosts to achieve long-term
investments in their human resources. They amea&singly achieving high rates of
Saudization and are considered, by the all inter@te managers, to provide the best
HRD programs. These programs are closely linkedhtar industrial needs to

overcome the incompatible outcomes of the counsikilt formation systems.

Al-Shagawi, for example, asserts that the Saudititgty Company (SEC) does not
consider investing in training Saudis to be an aftnancial cost but an essential
organizational approach to achieve employees’ tgydhvesting in HRD at the SEC,
according to Al-Shagawi, is part of their effortsdttract and retain qualified Saudis
who are seeking careers with outstanding progrespatential. The company
provides focused training in its affiliated traigimstitution for both newly recruited
Saudis as well as existing employees. Their lirenagers, or the gatekeepers as
Hendry describes them, determine their departmargeds for skills and expertise
and then incorporate them into the company’s inskotraining programs. This
industry-led training ensures efficient and effegtiutilization of the company’'s
financial and human resources. In addition, lirenagers facilitate providing their
employees with any essentials to enhance their wwakkronment, productivity and
satisfaction through financial and non-financial mpensations and benefits.
Considering Hendry’s framework, SEC, generally, espp to utilize the driving and
stabilizing factors to invest in training as a lelegm approach for HRD. They are

committed to Saudize their jobs with the most digali Saudis through providing
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them with their industry-focused training. Whathslping such a philosophy to
succeed is the company’s financial growth that Esathe expenditure on training
and qualifying its employees first to increaseStaudization and second to maintain
their loyalty and commitment. The only inhibitifigctor for such a philosophy that
the company has to deal with is the poor outconigte country’s skill formation
systems which seems to be overcome by incorporatimgining institution to retrain

such mismatched qualifications.

For a different quasigovernment organization ilee tSaudi Telecommunication
Company (STC) training is determined by businessdseand justifiable return on
investment in human resources. Al-Zamel from SXglans that the company when
privatized had to work on changing the governmetuisy-lasting philosophy for
training. Government perceives training to be myei@ promotion purposes which
cannot serve the company’s new business direchdntlze competition environment
dominating its future in the private sector. Thenpany was overloaded with ex-
government Saudi employees who exceeded its emplatyneeds and might conflict
with its new competition approach. Therefore, th@d to invest in selecting,
retraining and retaining the most qualified oneshat same time offering attractive
early retirement benefit programs for the rest. nc8i their privatization, STC

considers training to be a value added process.

STC’s experience in training as long-term HRD inwent according to Hendry's
framework is driven mainly by its privatization and targets to compete in the
private sector market. Saudization for the compamg not an issue as it was

privatized from a state-owned organization. Howgedar STC to invest in quality
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Saudization through selecting, retraining and nétgi the right Saudis was a business
must and strategy in order to maintain its competiadvantage. Such competition
could not be accomplished by maintaining the gowemt approach for employment
and training. It is now a company that is marked @aompetition driven based on
utilizing all its resources including its human itapefficiently and effectively. This
was not to be accomplished without focusing on sting in the right training either
on the individual employee level or as an orgamnal solution to ensure changing

the company’s governmental paradigm to operatepaivate sector organization.

The last quasigovernment manager, Al-Bat’hi fromB82 asserts that Saudization
was the key driving and stabilizing factor for istiag in training Saudis to take over
the company’s technical as well as managerial eynpdmt positions. Believing in
such strategy, top management provided all negessaestments to develop the
country’s national manpower in the technical arbas SABIC requires. Therefore,
SABIC has developed its human resource expertidesgstems i.e. Hendry’s internal

actors and systems to be in synchronization withdtrategic belief and commitment.

For this reason, the company established two indlstolleges, Al-Jubail and
Yanbu, and benefited from internal educational amatational training bodies
including GOTEVT and Saudi universities. They eveent their trainees for
scholarships internationally.  The two industriablleges, in particular, are
organizationally affiliated to SABIC yet not exciusly graduating for their factories
which is part of their commitment toward serving twider Saudi community. In
fact, they graduate students for the whole Saudustry as private organizations

prefer them over GOTEVT's, as indicated by Husdaam Savola. Their training
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standards and qualities are determined by SABICchvlexceeds all other skill
formation bodies in the Kingdome including GOTEVTUnsurprisingly, SABIC has
become among the preferred employment organizations Saudis who seek
attractive employment and development opportunitied are driven and stabilized
by the company’s continuous investment approackraming the national human

resources.

Another driving and stabilizing factor is governhé&amding and financial support for
training leading to employment of Saudis by the HRIhd (HRDF). This support is
assisting in achieving Saudization, according tmuanber of interviewees. For
example Hussain from Savola confirms that theirinmss strategies including
Saudization achievement are the main drivers feir imvestment in training their
Saudi employees. Savola has been utilizing thé’sugrants for six years which,
according to Hussain, has assisted and stabilired training and development

strategies.

Similarly, AlSwailim form the Chamber of Commercedalndustry and Al-Humaid

from the Ministry of Labour confirm a similar comslion that the availability of

government funds for training has assisted orgénizsl training decisions especially
in small-to-medium sized organization. Larger oigations, on the other hand, have
the financial and organizational resources to ihueSaudis’ training as part of their
HRD and retention programs as will be discussedemently. They, according to
AlSwailim, utilize their industry-led training ingations to retrain their existing and
new employees to fit their organizational needsskitls, knowledge and attitudes.

Finally, AlSwailim's and Hussain's views supportndeg/’s external factors that
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suggest that financing training costs through trgingrants is among the driving

forces for investing in training in organizations.

* Organization Size (large organizations)

As evident from empirical findings, the effectiveseof Saudization implementation
as a driving and stabilizing factor is interrelatedhe organization’s size. The size,
as apparent from the interviews and the discussadture, influences organizational
views and practices of training as a long-term &tweent approach in human
resources leading to Saudization. In other wardganization’s size in Saudi Arabia
can drive and stabilize a Saudization or inhibg mmplementation. Large

organizations are more capable of utilizing Sautmrastrategy as a driving and
stabilizing force to invest in developing their ioatl human resource despite its
financial burdens. They have large financial cdpas, internal systems, long-term
strategic planning and commitment to develop Sawaihnpower. For example, Al-

Ghafees from GOTEVT confirms that large organiaaiavhich, according to him,

represent only 20% of the labour market are capaitewilling to invest in training

Saudis and providing them with clear career devek plans to retain them
afterwards. Al-Ghafees’s views, in addition to ethnterviewees in this respect,
confirm that an organization’s size and availapilitf proper internal actors and
systems including top management commitment as waellsupportive training

philosophies and mechanisms are among the drivirge$ to invest in training as a

long-term HRD philosophy.
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Similar to quasigovernment organizations and thekiog sector, other large private
industries in the country realize the same urgesmag importance of investing in

retraining Saudis to, first, accomplish Saudizataeomd, second, to ensure having
qualified national human resources. This realarais, indeed, costing the industry to

adopt self-sufficient solutions by establishingithedustry-led training institutions.

For a large company like Zamil Industrial Investméme driving and stabilizing

factors to invest in the development of Saudis pagtially derived from the

company’s social commitment and responsibility tawéellow Saudi countrymen.
They are also according to Al-Ghamdi stimulated thg company’s efforts to
implement Saudization by recruiting qualified aneddated Saudis. Supporting
these strategic objectives, the company is alsangito provide training to enhance
the Saudis’ employability in the private sectoraasvhole. In fact, Zamil is in the
final stages of establishing their training indta that will serve the entire industry
with industry-led qualified staff. They investedofoundly in this institution,

according to Al-Ghamdi, to overcome the shortadgeskiiful Saudis who are poorly

prepared in GOTEVT and other skill formation system

Zamil's perspective of investing in training fronsacial responsibility and a national
commitment standpoint is included under the manageielief in Hendry's internal
actors and systems to drive investment in trainimbis investment reflects Hendry’s
so called top management commitment and organiZatialues toward supporting
training and valuing training as a long-term inwesnt in the Saudi human resources.
It is, in fact, an ‘enabling’ factor that drivesdstabilizes the training philosophy.

However, such perspectives are not merely deriwedhb organization’s business
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strategies as indicated by Hendry's framework.thim Saudi context, they stem from
top management belief as a social contributionhigyltig organizations in the private

sector to enhance Saudi employability accordingdastry needs.

Interestingly, these social responsibilities anchgotment to invest in training Saudis
for employment for the private industries or tramifor the market is evolving as a
trend by big organizations that enjoy financiaksgth and organizational stability.
This trend in fact is not accounted for by Hendryedel which relates such
investments to business strategies and organizdtdavelopment needs. Examples
of such trends include Al-Romaizan Institute forldsd’rince Ahmed Applied Media
Institute, and the training programs provided byHdkair Group just to mention a
few. These efforts, arguably, could be viewedrahcations of the private sector’s
adaptation of proactive strategies to redeveloprarglialify the poor graduates of the
country’s skill formation institutions in order &chieve quality Saudization. They
are also, undeniably, driven by increasing comipetion the rare talents in the labour
market from national as well as international orgatons planning to invest in the

Saudi market as a result of the country joiningWharld Trade Organization.

AlZahrani, for example, asserts that Mobily as agdacompany considers the
investment in retraining Saudis to be as imporesgenerating profits. This is to
increase Saudization and retain its most qualiiegployees. Their efforts, in this
respect, are initiated in essence by the goverrimebtigations on new companies
investing in the Kingdom to Saudize their manpowéit the same time, they are
supported by Mobily’s top management belief thatudszation and investing in

training the national manpower is becoming an etitra cost-effective organizational
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alternative over recruiting experienced expensiwpatiates from international
telecommunication industries. This strategic bessalternative also supports the
company's plans of retaining its Saudi employees nasy telecommunication
companies are investing in the market and will leadhunting available trained
Saudis in the same industry. The plans also imcaittacting Saudis with clear career
development and progression paths that are linkdubth employment longevity and

high quality performance.

Some of Mobily’s practices, similar to many otharge organizations in Saudi Arabia
are accounted for by Hendry’'s Model. They areudeld under practices related to
attracting and retaining skilful employees in thigamization’s internal labour market
(see Figure 4.2). In general, Mobily and otheraoigations are headhunted for their
high performing employees unless they develop ejiat human resource
management approaches to retain such employeeswevdg in Saudi Arabia
headhunting is becoming an employment trend thatildcoarguably inhibit
organizations’ willingness to invest in long-terrmveélopment of Saudis even in large

organizations as is evident from empirical findings

7.5.2 The Inhibiting Factors

On the contrary to the driving and stabilizing #s¢c empirical data illustrate a
number of inhibiting factors that hinder viewingdapracticing training from an

investment approach by the Saudi sector privatarozgtions. Among these are the
organization size, unavailability of industry-ledausli graduates together with

availability of ready to work and cheap to emplopatriates, in addition to Saudis’
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high levels of job turnover in private organizagsonThese inhibiting factors are new
elements to Hendry’'s model which reflect the unipss of the country’s labour

market.

* Organization Size (small-to-medium sized organizabins)

One facet of organizational size and investing raining as a long-term HRD
philosophy is indicated by Al-Ghafees from GOTEVHe confirms that some small
organizations are controlled and run by a forempolur force which, in his view, is
inhibiting the investment in training Saudis. Téewrganizations resist employing
Saudis in the first place let alone invest in thaming. This situation, in particular,
is an uncommon organizational practice dominatimges of the small organizations
in the Saudi labour market which has not been adedufor in Hendry’s Model.

These organizations are run unlawfully by foreigiodur forces that pay Saudi
business owners a monthly agreed upon salary te taker their businesses
franchises. Subsequently, they employ their nedatior fellow citizens to ensure their
profitability and continuity in the market underettprotection of Saudi business
owners. This unique organizational behavior dymraaiismall organizations in the
Saudi labour market contradicts the essence of anilamework that is established
to study lawful and approved organizations dynamicat the same time, it is

obstructing and working against Saudization and effgrt to develop the Saudi

human resources as indicated by Al-Ghafees.

Another facet stems from small-to-medium organaratilawfully owned and run by

Saudis who evade investing in training. Al-Eisanir Al Yamamah College agrees
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with views of Al-Ghafees, Al-Asmari and Al-Zehairthat small-to-medium
organizations do not consider training to be arestment but a cost to be evaded.
These organizations are the major source for empoy in the labour market yet
90% of their employment is of expatriates. They after short-term profits with as
little expenditures as possible from recruiting araning Saudis. Saudi business
owners are affected by massive business opposesnévailable in the country to
consider training as a long-term investment foirtbeganizations. Coming from a
long period of recession since the early 1990s¢thmtry’s economy is witnessing an
immense economic boom due to record high oil pric&his has created massive
demands and business opportunities in all industsipects to establish and maintain
the country’s increasing projects. It, sequentjalias created short-term business
attitudes and practices that dominate businestegies of different small-to-medium
organizations in Saudi Arabia. This is includihgit short-term commitment or even
reluctance to provide training as an investmentieneloping the country’s human
resources and as an essential requirement to ®athdizabour market as indicated by

Al Zaid from the Saudi Real Estate Company.

Simultaneously, these organizations are granted wisas by the Ministry of Labour
to recruit cheap expatriates who do not requiréh&rrdevelopment and are easy to
retain. The Ministry, according to Al-Humaid, catnisk obstructing the country’s
rapid development to enforce the long-term strateig$$audization on a short-term
business environment evolving in the country agpoides can fluctuate at any time.
Therefore, small-to-medium sized organizations lyargeek nationals who are
considered not yet available, due to incapabilitglall formation systems to fulfill

the private sector's employment requirements. Sydtems, as confirmed by Al-
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Eisa, will never be able to fulfill all employmergquirements for available jobs in the
market. For him, this role should be fulfilled the on-the-job training which small-
to-medium organizations could provide yet try t@idvdue to its cost and their focus
on the urgent profit strategies. In reality, thiemma is even made worse as some of
these organizations attempt to decrease their sggely providing on-the-job
training by their existing expatriates who, cergiattempt any viable effort to evade
their replacements by Saudis. As a result, theganations use any possible
deception not to Saudize their manpower as thisradicts their core profit strategies

to reduce costs including training.

So in brief, these short-term business stratege®¥ecoming inhibiting forces for the
long-term investment approach in national HRD aaddization. Business owners
are devoted to seize any business opportunitysietve that they are hindered by the
Saudization process due to the unavailable qualibad ready to work Saudi
manpower. They consider Saudis to require furtegstment in developing due to
mismatched qualification provided by the countrglsll formation systems. They
also require high salaries and career developméntspto retain them that are
unattainable by small-to-medium businesses. Astrae time, available and skillful
expatriates obstruct business owners’ vision ardtime to consider training as an
investment in Saudis as expatriates require lessig investment and provide

higher profits due to their low salaries.

Hendry, in fact, has reached similar conclusion clvhstresses the fundamental

correlation between competitive pressure and thendrforce for training activities

as discussed in the Literature Chapter. Howevethé case of Saudi Arabia, the
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essential elements for small-to-medium organizatimnachieve competitive edge are
seen by business owners through recruiting expagrimstead of Saudis. For them,
expatriates are an easier and cheaper alternatarete train on any new technology
or new production; they cost much less as theyiredower salaries; and at the same
time, they are easier to manage and retain. Thgue practice has not been included
in Hendry’s framework as the Model was generatetl @raluated in the UK context

which unlike Saudi Arabia does not suffer from inmee competition from foreign

labour forces with nationals.

* Unavailability of Industry-Led Saudi Graduates

This practice of evading Saudi’'s employment, unifoately, is stimulated by the
scarcity of skillful and experienced Saudis and dkaeilability of cheap and skillful

expatriates. Saudi graduates, although, widelyilaba are considered by the
majority of interviewed managers to require furtlimvelopment in specialized as
well as general skills. According to Al Ammash,-2¢hairi, Gaith and Al-Asmatri,

just to mention a few examples, these graduatesotianderstand the value of work,
are not yet ready to work and require extensiveelig@ment in English and computer

skills.

Therefore, small-to-medium sized organizations wounkver attempt to recruit
nationals if it was not for government pressur&samdize their manpower which has
not yet proven effective despite government finahsubsidies for training through
the HRDF. These subsidies are still utilizing #euntry’s poor skill formation

systems that are overlooking, in their program® thal business needs of the
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country’'s labour market. In fact, this pressure Saudize tends to overlook
individualized circumstances and business needgach industrial sector. One
example that supports this argument is clear in dbestruction industry. This
industry has engaged with expensive contractstabksh and develop the country’s
massive new projects and infrastructures like timee Economic Cities in three
regions over the last two years. These proje@suaable to be launched yet due to
the unavailability of qualified Saudi manpower. eféfore, the industry is trapped
between the business needs to fulfill their comsrand the unavailability of trained

national manpower.

To make matters worse, interviewed managers coritirath small-to-medium sized
organizations, due to their limited financial resms, do not have the advanced
internal management systems that could facilita¢elong-term investment approach
to the country’s human resources. This reinfoatesr inhibiting factors to invest in
training in the majority of Saudi private organinas as they do not have the right
systems or expertise to execute such expensive torent. In fact, AlWagdani
links viewing training as an investment in privatganizations to the awareness of
managers of the return on the investment from plingi Saudi employees with
training. Managers responsible for training dexisi in small-to-medium sized
organizations, in his view, are still unaware andrained on the importance of
investing in training and measuring its return ba investment by their employees.
This argument supports Hendry’s findings that regunanagers’ commitment and
understanding of the training philosophies accorngehby management systems to
support viewing and practicing training from an estment approach in

organizations. For Al-Zehairi this commitment amaderstanding is only practiced
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by 10% of business owners of family organizatiomsciv according to him represent
75% of the volume of the labour market. Therefoilegse small-to-medium
organizations only practice training to utilize govment grants from the HRD Fund

to train for Saudization.

As a matter of fact this training for Saudizatianalready becoming an inevitable
investment to rectify the incompatible outcomespo#-employment skill formation
systems with the needs of large or small-to-medionganization alike. These
organizations are compelled to retrain Saudi greu@an subject matter skills,
knowledge and attitudes in addition to providingrth with essential linguistics,
interpersonal and computer skills. This dilemmainsfact, influencing the labour
market entirely and slowing the speed of the dewaknt process as skill formation
bodies controlled by government bureaucracy arapable of adjusting to the private
sectors’ businesslike approach. It is making Sagididuates expensive, time
consuming and a risky alternative for small-to-nuediorganizations. They require
longer training investment and are difficult toaiet afterwards whereas expatriates

may only need shorter on-the-job orientation amdratainable.

» Saudi High Labour Turnover in Private Sector Organizations

Private sector managers confirm that Saudis arerssiye to invest in as they are
unstable in their employment in the private seotganizations. This inhibiting factor

opposes company philosophies regardless of thads $0 invest in training to achieve
continuous HRD for Saudis. Typically, it adds e tost of training and discourages

training managers to pursue such an expensiveigktraining investment decision.
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For example, Al-Asmari confirms that owners of da@medium organizations

consider training to be an added cost especially $audis high turnover that inhibits
investing in their training and development. Thesaers are confounded between
the government’'s pressures to Saudize their staff their Saudi employees’

unwillingness to retain their jobs. Al Turaigi frAlmarai states similar conclusion.
He believes that Saudi employees’ retention iscéiffg their company’s business and
training investment as their turnover reaches 2692006 alone. This turnover of
Saudis is costing Almarai according to Al Turaigeat loses. This raises a very
critical concern for private organizations that aeeking profit and cannot afford

expensive and risky investments in unreliable mationanpower.

In the same prospect, Al-Malki and Al-Zehairi blarttee country’s employment
regulations and laws enforced by the labour offaethe Ministry of Labour. These
regulations and laws do not guarantee the retentibrSaudi employees after
companies’ investment in their employment and tngin Saudi employees terminate
their employment for any higher salary offer wigs$ consideration to their contracts.
Al-Malki believes such behavior is supported by tlan-existence or ambiguity of
employment regulations and laws which is resulimgompanies’ unwillingness to
employ Saudis in the first place yet to invest it training. On the contrary,
expatriates require inexpensive short orientationgmam and they are utterly
retainable as their employers hold their work péramd passports. They are also,
generally, cheaper than Saudis especially in nomagement positions and
administrative jobs which represent the majority tbéir employment demands.
Unlike Saudis, they are service oriented and flexifor job rotation and job

reassignment.
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Al-Malki’'s perspectives on the Saudi labour mankésten examined in accordance to
Hendry's framework confirm that investing in trangi Saudis is not only becoming
expensive yet also an uncalculated risk as Sauelibaad to retain due to unpracticed
or lack of clear regulations in the country’s enyphent law. This factor is not
included in Hendry’'s Model due to the uniqguenessuth practices for the Saudi
context. They could be included as external laloarket inhibiting factors to invest
in training which is considered accordingly an eagee and risky investment by
private organizations. Similarly, a new inhibitifgctor to Hendry’'s framework
representing the Saudi context is the availabdftyhe reliable and cheap expatriates.
They are hindering Saudi organizations’ motivatiamd willingness to invest in

recruiting and retraining Saudis.

7.5.3 Hendry’s Model According to the Saudi Context

Figures 7.1 and 7.2 illustrate Hendry's interactiaators that drive, stabilize and/or
inhibit businesses in Saudi Arabia to practicenirj as a long-term investment
approach to develop the national manpower. Inetliggures, Hendry's framework
has been modified to include the (discussed abadditional specific elements that
are unigue to the Saudi context as explained bgnimwees in Chapter Six.
Furthermore, Figure 7.3 has been developed tdriditesthemajor driving, stabilizing

and hindering factors to the long-term investmegraach of HRD in Saudi Arabia.
The intention in creating Figure 7.3 is not to doek, simplify or alter the essence
and significance of Hendry’ distinguished and wydedspected work. In effect, this
effort is to summarize and focus on the factorediy in relation to Hendry’s final

framework outcome i.e. viewing training as a loegx investment in the HRD. In
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the same prospect, the aim is to understand gepeaatices and factors affecting
skill formation and employment in private organiaas in the Saudi labour market
which are better accomplished through such a hatkcgperspective to the elements

of the original model.

As Figure 7.1 illustrates, these additional elemmente including two major
government interventions i.e. Saudization and alb&l government grants from the
HRDF to encourage private organizations’ effortsnigest in training and recruiting
Saudis. The developed model from Hendry's alstudes organization size which
interacts with a number of factors affecting thgamization’s internal labour market
and its internal actors and systems. The modiiedel also added some elements to
the external labour market and external supportriining which are unique to the

Saudi context.

Saudization has been included in the modified meal@qual the importance of the
original Model's driving factors i.e. competitivergssure and evolving business
needs. This national strategic program is affgctimost business strategies in the
private sector organizations as is apparent fromireal and literature findings. This

policy is encouraging organizations to invest airting and employing Saudis on an
annual basis to avoid government penalties andiveec#s incentives. The

government’s efforts and follow-ups to accomplibis tstrategy through the private
sector, although perhaps not be as effective assticeessive Development Plans
aimed for, is forcing private businesses to considen their strategic employment

planning. Although still concentrating on quarttita measures, Saudization is

driving the private sector’'s human resources imaests to develop a national work
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force that might be able to replace the milliongwpatriates in the foreseen future of

the labour market.

Organization size was also included to illustrdte importance of such a factor in
either driving or inhibiting investing in trainingaudis as a long-term HRD approach.
The size of the private organization has a diredationship with investing in
developing Saudis to achieve Saudization. Empinieda supports the view that
Saudization increases with larger organizationsclwhimplement advanced and
attractive human resource management practicesyidgroattractive working
environments, and demonstrate organizational ntgtilvat reflect better job security.
Top management in these large organizations arallyssupportive with profound
investment in developing Saudis and dedicate ghmizational internal actors and
systems to achieve such direction as they are siggpby strong financial resources.
These organizations usually do not depend on gowemh financial support or
outcomes from its skill formation systems but irtvies developing Saudis in their
industry-led training institutions to serve themmediate shortages of qualified

Saudis as well as serving their industry as a whole

On the other hand, small-to-medium organizationg ariven by reducing
expenditures and relying on short-term profit stgéts that are accomplished through
recruiting expatriates. Since they have limitadhficial capabilities, they implement
simpler internal managerial systems that might ame instances require only a
manager and an accountant. They do not investaimitg from a long-term
perspective as they are mainly dependant on eapedrivho are ready to work. They

evade Saudi employment as they are expensive amqubliired to perform without
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extensive retraining. Not only that but also, tlaeg unlawfully, in some instances,
controlled and run by expatriates. All in all, glyoes against Saudization as indicated

Figure 7.1.

The external labour market is also affected byralmer of factors that are included in
the modified model to represent the Saudi cont&itey include scarcity and poorly
prepared Saudi graduates from skill formation syst¢hat are mainly controlled by
government bureaucracies. These graduates rdqtiner retraining that can only be
accomplished in large organizations through the &ailable industry-led training
institutions. However, even after such expensmwestment, Saudis are hard to retain
as labour laws are not guaranteeing employee retentSaudis tend to move from
one job in the private sector to another but gdlyetiaey prefer employment in the
government, quasigovernment and/or large orgaoizatior office and non-technical
jobs. On the other hand, the external labour ntaskalso suffering from the wide
influx of million of expatriates who compete witra&lis on available jobs that are
mainly available in small-to-medium organizationkiethh only invest in developing

Saudis to acquire the government available fundgdming.

The modified model in Figure 7.1 also reflects ampl findings on the importance
of available external government financial suppdtisough the HRD Fund in
assisting private organizations to invest in tragni These funds are designed to
support private organizations to train potentiau@aemployees for employment.
Some Saudi private organizations as, apparent filmeninterviews, initiate their
decisions to invest in training their Saudi empkg/dased on the availability of such
