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The purpose of this study was to analyze the recruit-
ment of foreigners working in the civil service in Saudi
Arabia. The country is currently facing dual problems in
manpower in the form of shortages in both quality and quan-
tity of human resources in all levels and areas of employ-
ment, including the civil service. Saudi Arabia's strategy
to alleviate this problem is to recruit foreign employees
in all areas of work.

A survey of the literature related to the Saudi
Arabian civil service, especially government documents
recording the history of civil service legislation, re-
vealed that recruitment of foreigners was carried out on
an individual basis until 1953. When the number of for-
eigners increased greatly, however, recruitment sources
and methods were changed by the use of more modern tech-
niques and by the expansion of the labor market to the
international level rather than depending solely on a
limited number of countries as sources of potentials em-

ployees.
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In addition to the review of books, articles, govern-
ment documents, and other materials relevant to job re-
cruitment and selection in the Saudi Arabian civil service,
a questionnaire was developed and administered to 116 Saudi
civil service personnel who recruited foreign employees.

A total of 99 questionnaires.were returned, for a return
rate of 77.6 per cent. Personal interviews were also con-
ducted with selected civil service officials closely con-
nected to the recruitment of foreign employees. This re-
search was limited to twenty-five ministries and agencies
in Saudi Arabia, all in Riyadh, the capital city.

The research conducted in the course of this study
revealed the following major findings:

1. The majority of recruiters reported that the Saudi
Arabian civil service used the methods and sources which
are employed almost universally in the staffing process.

2. Recruitment of foreign as well as of Saudi em-
ployees has been centralized by the Civil Service Bureau.

3. Planning, which is the watchword for manpower,
was not used carefully, and many foreigners were not
working in the jobs for which they had been recruited.

4. The major recruitment method used was advertising
for job applicants.

5. All possible sources of applicants were not ex-

plored fully,



6. Evidence suggested that unnecessary delays existed
in completing recruitment procedures.

The recommendations resulting from these findings are
the following:

1. A double measure of careful planning for manpower
needs must be carried out in order to recruit the right
people for the right job openings.

2. All possible sources of applicants for positions
in the Saudi Arabian civil service should be explored in
order to reach all qualified potential applicants.

3. Recruitment methods used should not be limited
merely to advertising for job applicants. Private employ-
ment agencies, college recruitment, international search
firms, and professional associations also represent good
sources of applicants which should be considered.

4., Great care must be taken in the selection of re-
cruiters, and selection should be based on the potential
recruiters' knowledge and expertise.

5. An orientation program should be utilized for
foreign employees and their families, reducing turnover
and improving the employees' effectiveness, efficiency,
and adaptability.

6. The Saudi Arabian educational system should bear
its full responsibility for preparing the human resources

which the country needs.
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CHAPTER I

INTRODUCTION

The wealth of any nation or region is based upon its
ability to maintain, develop, and utilize its human re-
sources, The importance of this fact is not new., On the
eve of the Industrial Revolution, Adam Smith argued that
the quality and quantity of manpower resources constitute
the wealth of nations. WMore recently, other writers have
also characterized human resources as a form of capital
(4, p. ix). 1In essence, manpower is the basic resource;
it is the absolute means of converting other resources
to mankind's use and benefit. A country's rate of economic
progress depends heavily on both the quality and the quan-
tity of available skilled manpower at all levels,

Saudi Arabia, as one of the developing nations, faces
many problems; manpower is one of them. Saudi Arabia's
difficulty in this area is twofold, for it has shortages
in both quality and quantity of manpower. Saudi Arabia's
second Five Year Plan, for the years 1975 to 1980 (1395-
1400 A.H.), estimated that 170,636 new civil service
employees, in addition to those needed because of the

normal attrition rate among existing workers, would be



required within the governmental institutions covered in
the plan (6, p. 64). Therefore, civil service jobs
clearly require a large number of emplovees to execute
the programs carried out by various governmental institu-
tions.
The Saudi Arabian Educational System and
Its Relation to Recruitment
of Foreign Employees

Formal education at all levels is the most obvious
tool for manpower development. Of equal importance is on-
the-job development of employees through both informal and
systematic training within the working environment. The
educational system in Saudi Arabia, however, seems to be
partially responsible for the manpower shortage which the
country is currently experiencing. Perhaps the first prob-
lem for which the educational svstem is responsible is that
Saudi Arabia has several independent educational authori-
ties competing for shares of financial allocations and
student enrollments; other difficulties also exist.

The Educational System and Attitude toward
Manual Labor

An essential and major problem in Saudi Arabia's de-
velopment has been the general attitude that manual labor
has little prestige and that manual emplovees represent

an inferior class of society. Therefore, vocational



education is considered by the public to be inferior to
general academic courses of study.

A factor contributing to the spread of this belief is
the strength of family and other emotional ties in Saudi
Arabia; in an attempt to please their children, parents
may use all their influence to enroll their children in
general academic education rather than in vocational edu-
cation, regardless of the students' capabilities. Thus,
educational regulations have often been disregarded for
reasons of personal influence. Furthermore, the Saudi
Arabian educational system enables general academic stu-
dents to continue their education at successively higher
levels, which gives them access to more prestigious jobs.
Therefore the problem of social unfairness against manual
labor is exacerbated rather than solved by the Saudi edu-
cational system. This negative attitude toward manual
labor is a longstanding problem in Saudi Arabian society:

In some parts of Saudi Arabia this negative attitude

toward manual labor has become institutionalized in

the form of two distinct social castes: the Qabili
and the Khadiri. The members of the former group
claim to be descendants of original Arab tribes and
the members of the latter come from unoriginal and
mixed Arab tribes. The original tribes were not
supposed to engage in manual and vocational work.

It is noteworthy that neither the social biases

against manual labor nor the formation of two dis-
tinct castes originated in Islam (3, p. 51).



The Educational Svstem and Women
as Part of the Labor Force

In spite of shortages in human resources, Saudi Arabia
has not made a sound effort to use women in the labor
force. The education of girls has been opposed by some
conservative elements of Saudli Arabian society who mani-
fested their displeasure both toward the schools and the
parents who registered their daughters in them. This
attitude explains why the formal public education of girls
did not begin in Saudi Arabia before 1960-61.

"In the present system the ratio of girls to boys be-
ing educated in 1971-72 was one to two on the elementary
level, one to four on the secondary level, and one to ten
on the third level™ (3, p. 313). In spite of this con-
tinuing low proportion of female students in Saudi Arabia,
there has been a considerable increase in the number of
Saudil women graduating from teacher-training institutes.
The number of women teachers, however, remains small since
many of these graduates become wives and mothers--the role
usually assigned to women in Saudi Arabian society--rather

than taking jobs.

Other Problems ig_Education

Hammad comments on the difficulties caused by waste

in education:



Waste in education in the form of students drop-
ping out, repeating years, and proceeding slowly
through courses, constitutes serious problems in the
present system. . . . Such waste results in major
educational problems such as inadequate manpower,
fiscal losses, overcrowded classes, frustration, and
the relapsing of some students into illiteracy (3,
pp. 313-314).

Other current developments in the Saudi Arabian educational
system may also aggravate the manpower shortage:

Recent statistics show that while enrollment in

technical-vocational education has been declining,

enrollment in religious institutes has been rising
over the last decade, a situation which will have

some serious negative effects on manpower develop-

ment. Technical-vocational education lacks stable,

sound programs, enough social and material incen-
tives, cohesiveness with other educational and
training programs, secured jobs for its graduates,

and openness of the system so that students may pur-

sue further education (3, pp. 316-317).

Former Saudi Deputy Minister of Education Abd-el
Wassie believes that it is necessary to provide appropriate
training of a technical nature for the technicians, fore-
men, skilled workers, and semi-skilled workers who are
needed in such fields as industry and agriculture, since
the economic revival of Saudi society depends on their
abilities. He also states, "We urgently need technicians

and skilled workers but cannot provide employment for

many of our university graduates™ (1, p. 40).

Problems of Bureaucracy in Civil Service
It seems that deficiency is a characteristic of pub-

lic employment everywhere. This deficiency is a matter of



degree from one nation to another, depending upon the
developnent of the country in question and the services
which are performed there. In any country deficiencies
in public employment without doubt have an effect upon
the quality and quantity of personnel needed.

A question which frequently arises is "Why are public
organizations less efficient than private ones?" If suc-
cessful management from the private sector were brought
to the public sector, would conditions be different, or,
to make the question clearer, '"Does the red tape in the
public sector come from the system itself or from the
people managing the system?"

Peter F. Drucker, a writer with international ex-
perience and expertise in the field of manpower and
management, expresses his view about these questions
when he states:

In World War II large numbers of American
business executives who had performed very well

in their own companies moved into government posi-

tions. Many rapidly became bureaucrats; the men

did not change, but whereas they had been capable

of obtaining performance and results in business,

in government they found themselves primarily pro-
ducing procedures and red tape--and deeply frus-

trated (2, p. 139).

If an advanced nation like the United States is
plagued with bureaucracy and frustration in spite of

the technologv which it exports to other nations, a

less developed country like Saudi Arabia seems likely



to be entangled in even more red tape because of its lack
of development. Therefore, the Saudi Arabian government
asked the Ford Foundation to assist in studying, organiz-
ing, and developing the nation's ministries. The Ford
Foundation's consultants carried out field research in
most of the ministries and prepared numerous reports.
The following statement was included in the Ford Founda-
tion team's report:
In general, the government service appears to be
overstaffed for the amount of work performed. Ex-
cept for a few localities, the work seems to be
exercised by poorly educated, inadequately trained
individuals who have little productive work to per-
form, operate under weak supervision and have no
interest in providing efficient services to the
public (5, p. 49).
The Deputy Minister of Education in Saudi Arabia has
stated, "The administration in Saudi Arabia is sinking
in a deep ocean of deficiency and facing innumerable
obstacles™ (5, p. 60). Therefore, the numbers of foreign
employees working in the Saudi Arabian civil service will
remain large and may even increase unless a sound program
is undertaken to improve the government's organized insti-
tutions and the civil service employees' performance.
Increasing Saudi Arabia's manpower problems is the
nation's commitment to a rapid buildup of domestic industry
as a means of strengthening its economy and raising its

standard of living. In addition to the shortage in man-

power, rapidly increasing domestic industry in the private



sector has not made efforts to train its employees; thus
this sector competes with public institutions for the
limited numbers of Saudi employees available, making it
more difficult for the government to fill wvacant civil
service positions with qualified employees. The govern-
ment has imposed some restrictions on graduates for speci-
fied periods of time (for example, each student who re-
ceives a scholarship from the government must work in the
civil service for a number of years equal to those spent
in higher education), but they are not sufficient to
alleviate the manpower shortage to any great extent.

To reduce the shortage in its native human resources,
Saudi Arabia's strategy is to recruit foreign employees

for all areas, including its civil service.

Statement of the Problem
The problem of this study was to analyze recruitment
of foreign employees working in the civil service in Saudi

Arabia.

Purposes of the Study
The following were the main purposes of the study:
1. To survev and analyze the current method(s) of
recruiting foreign employees working in the civil service.
2. To compare the present method(s) of recruitment

with other available method(s).



3. To determine the method(s) of recruitment and
the working conditions which could be effective in at-
tracting competent foreign employees who will be highly

motivated and whose tenure will be satisfactory.

Significance of the Study

The recruiting function is closely interwoven with
other activities of employment such as identifying job
requirements, interviewing, testing, pricing jobs, and
devising selection procedures. Recruiting is perhaps most
closely associated with selection, and the two concepts
seem identical in some respects. Selection of people has,
in a sense, already occurred when it has been decided to
seek recruiting interviews in Country A rather than in
Country B, in that all possible hirees in Country B have
automatically been excluded (9, p. 86).

Forecasting of future manpower needs is conducted
by nearly all organizations, both on a short- and a
long-range basis. Regardless of which basis is used for
planning, existing manpower resources must be determined.
The estimated manpower supply is then compared with
the forecast of manpower needed. The result of this
comparison is the essence of manpower planning.

Saudi Arabia's Second Development Plan (1975-1980)

states that the fundamental values and principles which
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guide the nation's balanced development are expressed in
the following goals:

1. Maintain the religious and moral values of Islam.

2. Assure the defense and internal security of the
kingdom.

3. Maintain a high rate of economic growth.

4. Reduce economic dependence on export of crude oil,

5. Develop human resources.

6. 1Increase the well-being of all groups within the
society.

7. Develop the physical infrastructure to support
achievement of the above goals (6, p. 4).

Thus, Saudi Arabia is now committed to a rapid buildup
of domestic industry as the means of strengthening its
economy and raising the standard of living on one hand;
but, on the other hand, the country is experiencing an
extreme shortage of employees. Recruiting foreign em-
plovees seems to be the answer to alleviate the shortage
in manpower until the Saudis develop their own labor
force qualitatively as well as quantitatively.

During the period of the First Development Plan (1970-
1975), Saudi Arabia's labor force grew from 1,328,000 in
1970 to 1,600,000 in 1975; it is expected to grow to
2,330,000 by 1280, The growth rate for Saudi workers

between 1970 and 1980, however, was reported to be lower
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than that for non-Saudis. For example, it has been esti-
mated that, for the period 1975-1980, the increase in
Saudi workers will be 18 per cent; that for non-Saudis
will be 158 per cent (6, pp. 12, 217). TForeign workers
entering Saudi Arabia are an important source of labor

in almost all occupations.

Richard J. Ward, in his examination of long-term
employment prospects for labor in the Middle East, believes
that Saudi Arabia must continue to rely on foreign em-
ployees:

The foreign workers in Saudi Arabia are to be
found in a wide variety of occupations. Saudi Arabia
must continue to rely on a large number of foreign
nationals to augment its work force for vears to
come (8, pp. l47-162).

The structure of the labor force in Saudi Arabia is
changing. Since 1970 there has been a remarkable decline
in agriculture and a sharp rise in construction. The
agricultural sector had a 40 per cent share of total
employment in 1970 (6, pp. 114-115), but in 1975 its share
had dropped to about 28 per cent. 1In contrast, the con-
struction sector had more than doubled by 1975, accounting
for 20.6 per cent of the countrv's employment.

According to Saudi Arabia's Second Development Plan

for 1975-1980, the following are four basic objectives

for the country's massive program of manpower development:
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1. Raise the labor productivity of new labor force
entrants, giving priority to moving Saudis into managerial
and technical positions.

2. Increase the participation rates of Saudis in
the labor force in order to raise the number of Saudis at
all age levels.

3. Supplement the labor force with non-Saudis to
the extent required for diversified industrial development.
Foreign workers of high quality must be attracted to the
kingdom in sufficient numbers and with the appropriate
skills to meet the predicted shortfall in the Saudi labor
force,

4. Establish the institutional arrangements for
planning and organization needed to implement the above
objectives (6, p. 216).

The Second Development Plan also suggested that the
following policies be implemented in order to achieve these
objectives:

1. Through educational and training programs, pre-
pare the new Saudi labor force.

2. Increase labor force participation rates by
creating better educational and training opportunities
for all citizens of the kingdom, by increasing the reward

system through differential earnings based on productivity,
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and by providing better working conditions for all male
and female members of the work force.

3. Adopt whatever measures are necessary and appro-
priate to ensure that foreign workers can be obtained and
retained in sufficient numbers to meet development re-
quirements. The estimated number of foreign workers
required to achieve the Development Plan's objectives,
based on an assumed structure of employment, is 812,000

in 1980, compared to 314,000 in 1975 (6, pp. 216-217).

Procedures and Methodology

The data for this study were collected in Saudi Arabia
during three months from June to August, 1979. The fol-
lowing procedures were employed:

1. Data, books, articles, and government documents
relevant to recruiting and selection were reviewed in
order to analyze the current methods of recruiting foreign
employees in Saudi Arabia.

2. A questionnaire was formulated, composed of yes-
no and multiple-choice questions. The major aim of the
questionnaire was to gather information pertinent to the
criteria for recruitment, such as the foreign countries
from which employees were selected, skills required, and

standards for selection.™®

*The questionnaire was formulated in English by the
researcher and read by the Director of Personnel at North
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3. The questionnaire was administered to Saudi
civil service personnel who recruit foreign employees.
Some of these recruiters were randomly selected; others
were selected from a judgment sample of the organiza-
tions which employed the largest numbers of non-Saudis.

4., Personal interviews were conducted with selected
decision-makers in order to obtain additional information

to that gained from the questionnaires.®

Method of Distribution
Before distributing the questionnaires, the researcher
visited the Department of Foreign Employees in the Civil
Service Bureau in Riyadh, Saudi Arabia, in order to gather

information and advice about the organizations employing

Texas State University, two Saudi employees in the United
States, two Saudi doctoral students in business and psy-
chology, and one graduate student from Lebanon, who com-
mented on its readability. After the questionnaire was
approved, a Saudi graduate student with a major in business
and the researcher translated it into Arabic. The transla-
tion was then reviewed by an expert in the Arabic language.
Before distributing the questionnaire on a large scale, the
researcher met with a small sample of five Saudi recruiters
and asked them for their responses to it.

*The following process was used to select the inter-
viewees: _

1. The fifteen ministries and agencies employing the
largest numbers of foreign employees were identified.

2. An attempt was made to interview a high official
from each of these organizations.

3. One official involved in the recruitment of foreign

em%loyees from each of seven ministries and agencies and two
officials from an eighth agreed to be interviewed. _In addi-
tion, the Assistant Resident Regresentative of the United
Nations Development Programme (UNDP) in Riyadh, Saudi Arabia,
was interviewed. The UNDP is a major recruiter of expert
foreign employees for the Saudi Arabian civil service.
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the largest numbers of foreign workers. This information
led to the distribution of the questionnaires to two

groups of organizations. The first group was selected
because they employed the largest numbers of non-Saudis;
the top five ministries and agencies (shown in Table III-4,
p. 69) were selected, which employ 6% per cent of the total
number of foreigners working in the Saudi Arabian civil
service. Fifty per cent (n = 20) of the remaining minis-
tries and agencies located in Riyadh were randomly selected
as a sample for the purposes of the study (all Saudi Arabian
ministries, with the exception of the Foreign Ministry, are
located in Riyadh).

The method used in selecting the sample was the fol-
lowing:

1. All organizations in the population were numbered
from 1 to 40 in order to include the total population from
which to draw the sample.

2. A row number and a column number in a table of
random numbers were selected as a point at which to start
drawing the sample (7, ppn. 156-157, 410-411). Row and
column numbers were selected by writing the numbers of
the rows and columns on pieces of paper, placing them in
two containers, and drawing one from each.

3. Selection was begun at the starting point to in-

clude the entire sample (n = 20 was the sample size).
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4. The list of numbers drawn from the table was then
referred to the population listing; organizations in the
population whose numbers corresponded to the numbers drawn
from the table were designated for the sample.

The method used in distributing the questionnaire was
to ask the personnel department in each ministry and agency
surveyed for their recruiters' names. Some personnel de-
partments asked the researcher to give them a number of
questionnaires and to come back later to collect them after
they had been completed. Other departments gave the re-
searcher the recruiters' names and questionnaires were
distributed and collected personally. The personnel de-
partments of the ministries and agencies surveyed were

the best channels for reaching the various recruiters.

Limitation of the Study

This research was limited to twenty-five ministries
and agencies in Saudi Arabia, all in Riyadh, the kingdom's
capital city. This analysis depended on a combination
of empirical research and study of the literature. How-
ever, the literature written about recruiting foreign
employees, in particular those working in the civil
service, was very limited and provided only generalizations

for this study.



17

Organization of the Study

Following this introductory chapter, the second chap-
ter presents important background information. It consists
of two parts. The first part is a description of the five
major civil service laws which were issued in Saudi Arabia
between 1931 and 1977, and the second part is a description
of the changes which have occurred in the Saudi Arabian
Civil Service Bureau from its establishment until the
present time.

The third chapter presents a discussion of recruit-
ment of non-Saudis working in the civil service in Saudi
Arabia. This chapter is also composed of two parts. The
first covers the recruitment process in general, presenting
material which is applicable to organizations anywhere.
Part two of the third chapter deals with current recruit-
ment methods and sources of foreign emplovees working in
civil service positions in Saudi Arabia.

The fourth chapter is devoted to an analysis of cur-
rent recruiting methods. Its purpose is to describe and
analyze the statistical findings of the research. Chapter
five, the last chapter of the dissertation, presents the

conclusions drawn from the research.
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CHAPTER II

HISTORY OF THE CIVIL SERVICE

IN SAUDI ARABIA

This chapter presents a description of the civil ser-
vice in Saudi Arabia during the last five decades. Al-
though the specific focus of this dissertation is the
recruiting of foreign employees working in the Saudi
Arabian civil service, reviewing the history of the civil
service provides background information that enhances the
study of that topic. The chapter consists of two parts.
The first describes the five major civil service laws
which were issued between 1931 and 1977; the second out-
lines the changes which have occurred in the Civil Service
Bureau from its establishment in 1939 until the present
time.

Part One: The History of the Civil Service
in Saudi Arabia

Legislation and decrees affecting civil service em-
ployment in Saudi Arabia began over fifty years ago. After
the recapture of Mecca, on January 10, 1925 (15/6/1343 A.H.),
King Abdulaziz Al-Saud announced the first royal decree
officially to the public. It declared that government

employees would continue in their positions as long as



20

the public did not object to their continuation (8, p.
125). 1In 1926 (1345 A.H.), another decree established
the requirements for governmental jobs. It required that
every employee who worked at a public job should be of
Saudi Arabian nationality, efficient, known for good
behavior, and of good religious behavior.

Between 1931 (1350 A.H.) and 1977 (1397 A.H.), five
important administrative changes were made in the civil
service laws in Saudi Arabia. In 1931, the first compre-
hensive civil service law was passed. Other changes took
place in 1945, 1958, 1971, and 1977. Each of these is
described in the following paragraphs.

1931 (1350 A.H.)--First Law: General Ma'morine
Cadre or Law (5, pp. 1-18)

The cadre or law of 1931, the first comprehensive law
which dealt directly with civil service employvees, had
ten chapters and contained 113 articles. Article 5 of
the first chapter dealt with requirements for employment.
For the first time the law mandated newspaper advertise-
ments of government jobs. Article 8 required that a com-
mittee of three people (the head of the agency where the
job was to be filled and two high-level employees in that
agency) should supervise the employee selection process.
The second chapter of the 1931 law dealt with em-

ployees who held positions involving access to money
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(e.g., treasurer, tax collector). Article 14 of this
chapter required that every employee who wanted such a
job should offer some guarantee or collateral in case
he misused his position; Article 16 required that anyone
unable to renew the guarantee should be discharged. 1In
addition, if an employee who had not offered a guarantee
misused his position, this article placed full responsi-
bility upon the superior who had hired the employee without
requiring a guarantee from him.

The third chapter of the 1931 law, containing eleven
articles, covered salaries. Chapter four dealt with
the duties of employees; chapter five, with job classifi-
cation. Chapters six and seven covered vacations and
transfers, and chapter eight was concerned with the dis-
charge process, Chapter nine covered arbitration, and
chapter ten, the final chapter, was devoted to penalties.

Other statutes affecting government employees were
Ceneral Articles 109-113. Article 109 stated that laws
applying to health employees and to foreign employees were
to be continued without change. Article 110 declared that
the law of 1931 cancelled all previous laws or orders

unless otherwise specified.
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1945 (1364 A.H.)--Second Law: Ceneral Civil
Service Law (4, pp. 1-33)

On June 29, 1945 (19/7/1364 A.H.), a new civil ser-
vice law was passed superseding the Mam'morine Cadre or
Law which had been issued in 1931. The new law was com-
prised of twenty-three chapters and contained 215 articles.
The first chapter was devoted to the so-called "principle

T

rules,” such as naming and administering the law, and the
second chapter covered the job classification system,
Article 5 of the second chapter classified government posi-
tions into eleven grades plus a superior grade, the superior
grade being the highest and the eleventh being the lowest.
These grades were classified in three clusters. The first
cluster contained the superior and the first five grades,
the second cluster contained grades six to nine, and the
third and last cluster contained grades ten and eleven.
Article 6 divided each grade into three ranks (1, 2, and
3) of which rank 3 was the lowest. Chapter three of the
1945 law was devoted to the general registration book for
keeping records of employees' names, etc. Chapter four
covered the employment and selection process, and chapter
five covered promotion.

Chapter six described employees' duties. Chapters
seven, eight, and nine were devoted to the Penalties Com-
mittee Council and arbitration. The tenth chapter covered

temporary discharge, and chapter eleven covered employees'
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rights. The twelfth, thirteenth, and fourteenth chapters
were devoted to sick leave and vacation time. Chapter fif-
teen covered the requirements by which in-cadre employees
could transfer to ex-cadre status, such as servants or
drivers. Chapter sixteen covered the Health Committee,

and chapter seventeen covered separation from employment,
such as resignations and retirements. Chapter eighteen
was devoted to proxies (i.e., employees performing jobs
other than their own). Relative to the latter, the fol-
lowing conditions had to be met (Article 156):

1. The proxy had to perform a job of a lower rank
than his own.

2. The two jobs had to be similar.

3. The proxy could not neglect his first job.

4. The proxy should not take more than one job be-
side his owm.

Chapter nineteen of the 1945 law was devoted to wages
and salaries; chapter twenty covered supplemental pay,
such as extra pay for extra work; and chapter twenty-one
covered travel expenses. Chapter twenty-two covered
special rules, and chapter twenty-three, the last chapter
of the 1945 law, covered general rules. Article 198 of
the last chapter made it illegal for an employee to re-
ceive two salaries for two positions unless he was a proxy,

held a religious position, or received hourly wages in
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secondary and higher education. Each minister or head of
an agency was required to organize the work of his insti-
tution and then to have it approved by the attorney
general, in accordance with Article 206.

The law of 1945 did not apply to ministers, defense
police and guard personnel, drivers, servant employees,
or other employees in similar occupations (Article 207).
As specified in Article 211, however, this law cancelled
all previous laws, except the following:

1. The law relating to health employees.

2 The law relating to foreign employees.

3. The law relating to educational emplovees.

4. The "Modern Law of Police."

5. The laws of defense (Article 212).

In 1953, Royal Decree No. 5/19/1/4288 (1/2/1373 A.H.)
established the first Council of Ministers, who subse-
quently modified some of the provisions of the 1945 law.
Civil service was one of the important issues on the
Council's agenda, and it assigned a committee to inves-
tigate civil service issues.

The Council of Ministers, after studying the recom-
mendations of many committees on the subject of civil
service, made its decisions and added them to the CGeneral
Civil Service Law of 1945, These new decisions superseded

any articles conflicting with them (8, pp. 132-137).
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Article 5 of the Civil Service Law of 1945 had clas-
sified government positions into eleven grades, plus a
superior grade, with three ranks to each grade. Salaries
ranged from 900 Riyals for rank one of the first grade to
60 Riyals for rank three of the eleventh grade (8, pp.
221-222). But Article 28 of the Council of Ministers' De-
cision No. 47 of May 1, 1954 (28/8/1373 A.H.), made some
changes in these wage and salary specifications because
the Council believed that the increase which occurred be-
tween 1945 and 1953 in the duties and services to be per-
formed by employees regquired an increase in their income.
Thus, in its decision the Council classified government
positions into ten grades and one superior grade and
divided these ten grades into three clusters:

1. Cluster one--grades 1-4.

2., Cluster two--grades 5-7.

3. Cluster three--grades 8-10.

The salary for rank one of grade one was increased
from 900 to 6,000 Riyals and that for rank three of grade
ten increased to 310 Riyals. The salary of the superior
grade was left to the decision of the king. Grades three

through ten contained three ranks each; grades one and two

had only one rank each (8, pp. 221-222, 229-230).
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1958 (1377 A.H.)--Third Law: General Civil Service
Law of 1958 (8, pp. 134-137)

In spite of the changes which the Council of Minis-

ters made in the CGeneral Civil Service Law of 1945,
neither the law of 1945 nor the new directions which the
Council incorporated in 1953 were sufficient to meet the
expansion of civil service personnel; thus a new law was
necessary.

Therefore Royal Decree No. 42 of June 16, 1958 (29/
11/1377 A.H.), approved the Council of Ministers' decision
No. 146 of June 11, 1958 (24/11/1377 A.H.), to establish
a new general civil service law (8, p. 135)., The law of
1958 incorporated three sections. The first section con-
tained twelve chapters; sections two and three contained
one chapter each. The law contained 129 articles.

Chapter one of the first section was devoted to
criteria for employment, and chapter two covered duties
of employees and their privileges. Article 17 prohibited
government employees from working in business, either
directly or indirectly. Excepted from this prohibition,
however, were professionals such as doctors or engineers
who received permission to work in business if their
services were needed.

Chapter three of the 1958 law was devoted to salary,
and chapter four covered the promotion process. Chapter

five covered travel expenses. Chapter six dealt with



27

overtime and chapter seven with vacations. Chapter eight
dealt with the method by which the government allowed its
employees to work for other agencies or companies. Chapter
nine covered permanent separation from employment, and
chapter ten covered temporary discharge or separation from
employment. Chapter eleven dealt with penalties. Chapter
twelve, the last chapter of section one of the 1958 law,
covered disciplinary measures and rules for civil service
employees,

Section two of the law covered ex-cadre employees, and
the third section was devoted to general rules. Article
122 of the general rules section applied the 1958 law to
all government employees except the non-civilian personnel
of defense, police, and the guard. Article 128 gave the
Council of Ministers the authoritv of interpretation of
this law.

The law of 1958 classified civil service employees
into eleven grades:

1. Minister

2. Superior grade

3. TFirst grade--deputy minister,

4, Grades two through nine.

Table II-1 shows the monthly salaries and promotion rates
established for these civil service employees.

On January 31, 1961, Royal Decree No. 61 (14/8/1380

A.H.) approved the Council of Ministers' decision No. 378
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which divided grade two into a new grade with a fixed
salary of 3,000 Riyals and an old grade with a minimum
salary, maximum salary, and period of promotion, as shown
in Table II-1. The new grade with the fixed salary was
to be filled by a general manager for every ministry (1,
p. 95).

1971 (1391 A.H.)--Fourth Law: General Civil Service
Law of 1971 (3, pp. I-15)

Saudi Arabia recognized that human resources were
essential for its continued development. Therefore, Royal
Decree No. M/5 on March 28, 1971 (1/2/1391 A.H.), approved
the Council of Ministers' decision lio. 1021 of December
1970 (28/10/13%0 A.H.), which introduced a new general
civil service law. The law contained 86 articles divided
into three sections. The first section was devoted to
jobs, the second section dealt with employees, and the
third section covered general rules.

The first article in the law of 1971 stated that
qualifications were the cornerstone for selection of em-
ployees. Article 2 dealt with job classification, and
article 3 covered job description, job analysis, pricing, and
job qualifications.

Section two of the 1971 law contained seven chapters.
Chapter one was devoted to employment, promotion, and

transfer. Chapter two of the act was devoted to job duties
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and chapter three to salaries. Chapters four and five
covered fringe benefits. Chapter six dealt with temporary
leave for working for others. Chapter seven, the final
chapter of section two, was devoted to separation from
employment.

The last section of the 1971 law, as noted above,
included the general rules. Article 83 granted the Coun-
cil of Ministers the authority to make any exceptions in
this law according to the suggestion of the chief of the
Ceneral Personnel Bureau. Article 85 cancelled the General
Civil Service Law of 1958, replacing it with this law of
1971. The new law changed the grading system of govern-
ment jobs, increasing the total number of job classifica-
tions from nine to fifteen grades, as shown in Table II-2.

1977 (1397 A.H.)--Fifth Law: Civil Service
Law of 1977 (2, pp. 1-84).

It was essential that the improvement of civil service
laws go hand in hand with other programs which Saudi Arabia
was undertaking, otherwise a decrease in development would
result. Consequently, Royal Decree No. /49 on June 26,
1977 (16/7/1397 A.H.), approved the Council of Ministers'
decision No. 951 of May 15, 1977 (27/6/1397 A.H.), for the
Civil Service Law of 1977 to sunersede the General Civil
Service Law of 1971. This law is currently in force in

Saudi Arabia.
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The Civil Service Law of 1977 was divided into three
sections, the first covering positions; the second, em-
ployees; and the third, general rules. The 1977 law con-
tained forty articles. The first article required that
competency be the essential measurement for selecting
employees for government positions. Article 3 required
that each group of jobs be described as follows:

1. Name of the position.

2. Pay scale of the position.

3. Job description of duties and responsibilities.

4. Qualification requirements, such as experience
and academic qualifications.,

Article 4 of the 1977 law covered the requirements
for admission to the civil service. Applicants had to be
of Saudi Arabian nationality, but foreigners could be
hired on a temporary basis for jobs which required quali-
fications not present among Saudis. The large numbers
of foreign employees currently working in the Saudi Arabian
civil service were made possible by this provision of the
1977 law,

Article 25 gave ministers the authority needed to
give compensation for temporary jobs on the basis of
pieces, output, or hour according to the rate approved
by the Council of Civil Service. Retirement age was

established at sixty years, but an employee could continue
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to work until age sixty-five with a minister's approval
(By~Law Article 30/8). Article 34 of the 1977 law con-
sidered training of employees as part of their duties
either on or off the job and required that all ministries
and agencies provide their employees with this training.
Article 35 went still further by requiring that employees
be sent abroad if their positions required additional
training not available in Saudi Arabia. The Council of
Civil Service, however, had the power to exclude some
jobs from this law.

The job grading system of the 1977 law is presented
in Table III-3. This law increased both the employees'’
salaries and annual merit raises from those authorized by
the 1971 law.

Article 2 of the Civil Service Law of 1977 required
that government jobs be classified by obtaining information
about tasks, duties, responsibilities, and employee re-
quirements. Thus, civil service positions were classified
under six broad occupational headings:

1. General group of specialized jobs.

2. Ceneral group of diplomatic jobs.

Lo

Ceneral group of educational jobs.
4, Ceneral groups of administrative, clerical, or

financial jobs,
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5. General group of technical jobs.

6. General group of manual jobs.

Because of limitations of space, details of the re-
quirements for each group are not presented here. Dif-
ferent qualifications were required for each group; it is
significant to note that the minimum requirement for
specialized and diplomatic job groups was a college degree.

As an example of other job qualifications, grade ten
in the specialized group required any one of the following:

1. College degree in art with eight years' exper-
ience.

2. College degree in science with six years' ex-
perience.

3. College degree in medicine (physician) with four
years' experience.

4. Master's degree in the field with four years'
experience.

5. Master's degree in medicine (physician) with two
years' experience,

6. Ph.D. in the field with two years' experience.

7. Ph.D. in medicine (physician).

Grade ten in the diplomatic group required any one
of the following qualifications:

1. College degree with eight yvears' experience.
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2. laster's degree in the field with four years' ex-
perience.

3. Ph.D. in the field with two years' experience.

4. Tor grades seven and above, a widely-spoken
foreign language was required in the diplomatic group.

Grade ten in the educational group required any of
the following qualifications:

1. Specialized diploma in education for three years
after junior high school with fifteen years' experience.

2., Diploma from a teacher training institute in com-
plementary studies with fifteen years' experience.

3. High school diploma in special education with
fifteen years' experience.

4, Special diploma in education for two years after
high school with twelve years' experience.

5. College degree with six years' experience.

6. Master's degree with four years' experience.

7. Ph.D. with two years' experience.

All experience was required to be gained after the
academic degree had been obtained. 1In general, grades
one through five in the last four occupational groups
(3, 4, 5, and 6) required either a high school diploma
or less education if coupled with experience,.

A comparison of the Saudi Arabian civil service

laws since 1945 reveals a dramatic decrease in the number
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of articles in each law: law of 1945, 215 articles; law of
1958, 129 articles; law of 1971, 86 articles; law of 1977,
40 articles. This reduction in the number of articles in
each law meant that, increasingly, the laws contained

only major principles, leaving details to be arranged by
specific agencies. For example, the 1977 law, which con-
tained less than half the number of articles in the 1971
law, outlined general principles but did not include by-
laws covering internal rules and regulations. In the

law of 1977, article 39 gave the Council of Civil Service
the authority to issue such by-laws. This delegation of
authority from the lawmakers permitted the flexibility and
improvement in the laws which Saudi Arabia needed to re-
duce the size of its bureaucracy. The Council of Civil
Service (CCS), which was founded in 1977, included high-
level officials who gave it prompt and strong support.
Saudi Arabia's civil service employment policy has been
related to human resources development. Article 9C-2 of
the Civil Service Law of 1977 made human resources develop-
ment the responsibility of the CCS, making it responsible
for policy-making and for operational control. The CCS
and its functions will be discussed in more detail later

in this chapter.
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Part Two: The Development of the Saudi Arabian
Civil Service Bureau

rirst Personnel Bureau: The Ma'morine Bureau of

1939 (1358 A.H.)

The first civil service law passed in 1931 recognized

the principle of equality of opportunity, as in its require-
ment that government job vacancies be publicized by news-
paper advertisement. At the same time, however, there was
no single agency which supervised all civil service person-
nel affairs in Saudi Arabia. This deficiency was remedied
with the establishment of the first Ma'morine Bureau in
1939 (30/1/1358 A.H.). The Bureau was affiliated with the
Ministry of Finance because this ministry was supervising
most other agencies at that time, such as those in the
fields of agriculture, commerce, health, and transportation
and communication. The Bureau was basically a bookkeeping
agency to keep a file for each employee containing his
name, age, date of birth, qualifications, physical examina-
tion results, and date of employment. Three employees
carried out the Bureau's operations, the manager and two
clerks (1, pp. 23-24). On February 15, 1942 (30/1/1361
A.H.), the Bureau was expanded with the addition of more
employees, for a total of six plus the manager (8, p. 128).
In spite of this expansion, however, the Bureau continued
to be nothing more than a bookkeeping agency for keeping

files on civil service employees.
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Bureau of Personnel and Retirement

At the time of the passage of the General Civil Ser-
vice Law of 1945, the Ma'morine Bureau's name was changed
to the Bureau of Personnel and Retirement. Its reorgani-
zation was authorized by a decision of the Ministry of
Finance, No. 26 of 1945 (6/2/1365 A.H.), which was retro-
active to 1945 (1/5/1364 A.H.). The number of the Bureau's
employees was increased from seven in 1942 to sixteen in
1945, but it continued to carry out the same basic func-
tion of keeping files on government employees (8, p. 130).
Eight months later, the Bureau was reorganized again; the
only change made was the addition of one more employee,
making the total number seventeen (8, pp. 120-131).

The Council of Ministers and the General
Personnel Bureau

During the period 1945-1953 (1364-1373 A.H.), many
ministries were created in Saudi Arabia, such as the
Ministries of Health, Interior, Transportation, Education,
and Agriculture. In addition to these ministries, a number
of separate agencies were also founded. As a result, of
course, the services performed and the numbers of employees
needed by these ministries and agencies increased. As men-
tioned in the first part of this chapter, in 1953 Royal
Decree No. 5/19/1/4288 established the first Council

of Ministers in Saudi Arabia. One of the important
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directives of the Council of Ministers' decision No. 47,
Article 7, was that all employees were to be given equal
pay for equal work. Article 16 of the decision stated
that the '"General Personnel Bureau (GPB) was responsible
for controlling and supervising all the laws, rules, and
regulations affecting civil service employees™ (8, p. 134).
This was the first time in Saudi Arabia's history that a
direct decision or article was issued by the Council of
Ministers giving the newly-renamed Bureau sole authority
over civil service employees in all Saudi Arabian minis-
tries and agencies (8, p. 134).

The GPB was a department in the Ministry of Finance.
Because this ministry supervised a number of other agen-
cies, the GPB had no difficulty in performing its duties.
But when the agencies concerned with health, interior,
transportation, education, and agriculture became minis-
tries because of the complexities of government service,
the GPB needed more support than before. Therefore, the
Bureau was separated from the Retirement Department, which
remained in the Ministry of Finance, and was moved to the
Council of Ministers by that body's decision No. 115 of
April 13, 1958 (27/9/1377 A.H.). From that time on the
GPB became an active agency which participated among
other ministries in evaluating requirements for employment

and in testing and grading job applicants. It was headed
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by a grade two general manager (6, p. 4). After becoming
a division of the Council of Ministers, the GPB gained more
recognition and more power in its supervision and applica-

tion of laws affecting government employees.

Improvement in the General Personnel Bureau

On June 26, 1962, the Council of Ministers issued its
decision No. 55 (24/1/1382 A.H.) which committed the Coun-
cil to improve and organize the GPB. This decision also
raised the grade of the Bureau's chief to the ministerial
level and provided the Bureau with needed professionals
(6, p. 4).

To meet and challenge the complexities and the prob-
lems of improving administrative functions, a new high-
level committee was established. This new committee, the
High Committee for Administrative Reform (HCAR), was
founded by decision No. 520 of the Council of Ministers
on November 21, 1963 (5/7/1383 A.H.) and was headed by

the king and the prime minister.

Civil Service Bureau

The HCAR was given the same authority as the Council
of Ministers to organize, reform, or establish whatever
it believed would be helpful to improve administration
in the government (6, p. 4). The HCAR reviewed a report

and a recommendation made by the Ford TFoundation for Saudi
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Arabia with regard to organizing the civil service; it also
reviewed the Council of Ministers' decision No. 55 of June
26, 1962, which committed the Council to the improvement

of the GPB. The HCAR then issued its decision No. 3 of
April 2, 1964 (20/11/1383 A.H.), for changing the name of
the GPB to the Civil Service Bureau (CSB). The reorganized
Bureau was to be headed by a chief at the ministerial level,
with the assistance of a deputy. In addition, the CSB was
given additional qualified employees experienced in the
field of personnel. The HCAR decision also gave the CSB
the authority to perform the following functions:

L. Describe the qualification requirements for job
applicants and administer the recruitment and selection
process.,

2. Prepare all proposed civil service laws.

3. PFPrepare and publish all civil service rules and
procedures.

4, Arbitrate between any employee and his organiza-
tion.

5. Contact ministries and agencies to organize co-
operation in the areas of employment, training, testing,
describing requirements, promotion, transfer, discharge,
appraisal reports, and budget section for employees.

One month after the HCAR's decision, the Council of

Ministers issued its decision No. 792 on May 1, 1964
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(19/12/1381 A.H.), which supported the HCAR's decision for
the new reforms in the GPB (6, pp. 3-5). On April 7, 1969,
the HCAR issued its decision No. 16 (20/1/1389 AH.) pro-
posing a new organization for the Bureau. The proposal
was approved by Royal Decree No. 3221 on April 27, 1969
(16/2/1389 A.H.; 6, p. 5). In spite of the HCAR's decision
to change the name of the General Personnel Bureau to the
Civil Service Bureau, the former designation continued to
be used until June 26, 1977 (10/7/1397 A.H.:; 2, p. 11).
Ceneral Personnel Bureau Law of 1971
(1391 A.H.; 3, pp. 43-44)
On March 28, 1971, Royal Decree No. M/8 (1/2/1391

A.H.) approved the General Personnel Bureau Law of 1971.
This law contained four articles. Article one stated that
the GPB was an independent agency supervising the personnel
throughout the government and that this agency had direct
connections with the prime minister. Article two described
the appointment of the chief of the Bureau on the minis-
terial level by a royal decree, and Article three dealt
with the Bureau's responsibilities. Article four, the last
article of the law, required the chief of the GPB to
present an annual report about the Bureau's performance,

to be submitted to the prime minister (3, p. 44) .
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The Recent Civil Service Bureau

As mentioned earlier in this study, Saudi Arabia's
Second Five-Year Plan (1975-1980) estimated that an addi-
tional 170,636 employees, excluding the_normal attrition
rate of existing employees, would be required within the
governmental institutions covered in the Plan (7, p. 64).
Saudi Arabia has a shortage of human resources in all
areas. A large number of employees are required to fill
civil service positions in order to execute the programs
carried out by the government. The private sector com-
petes with the government for the limited available Saudi
employees, making it harder for the government to fill its
vacant positions with qualified employees. The government
tried to compete in the labor market when it established
the Council of Civil Service which introduced the Civil
Service Law of 1977. This gave the CSB the power to plan,
execute, direct, and control civil service employees in
Saudi Arabia (2, pp. 12-13).

The Council of Civil Service Law of 1977
(1397 AH.; 2, pp. I1-12)

If a country--even a wealthy country--is unable to
develop its human resources, it cannot continue to progress.
Manpower 1s the basic resources; it is the absolute means
of converting other resources for mankind's use and benefit.

The rate of a country's economic progress depends heavily
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on the quality and quantity of available skilled manpower
at all levels.

Therefore, development of the civil service in Saudi
Arabia was the object of the HCAR's proposal of the Coun-
cil of Civil Service Law of 1977 (1397 A.H.). This law
received the approval of the Council of Ministers in its
decisions No. 949 and 950 on June 15, 1977 (14/6/1397 A.H.),
and was sanctioned by Royal Decree No. M/48 on June 26,
1977 (10/7/1397 A.H.). The 1977 law superseded the
General Personnel Bureau Law of 1971,

The Council of Civil Service Law of 1977 contained
eleven articles. The first of these articles required the
creation of a Council of Civil Service authorized to plan
and organize the civil service in all government agencies
in order to improve performance. Article 2 changed the
name of the GPB to the Civil Service Bureau (CSB). Article
3 made the Bureau an independent agency supervising the
civil service in government organizations and affiliated
it with the chairman of the Council of Civil Service.
Article 4 gave the chief of the Bureau ministerial status
and stated that his appointment must be carried out by
royal decree.

Article 5 organized the Council of Civil Service ac-
cording to the following plan:

1. Vice-prime minister, chairman.

2. Chief of the Civil Service Bureau, member.
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3. Four ministers, members for three years,

4. Three professionals, members for three years.

Article 8 of the law required that the Council of
Civil Service establish by-laws for itself and for the
CSB. Article 9 required the Council of Civil Service
to implement the following procedures:

1. Propose civil service laws.

2. Issue by-laws in the various civil service areas.

3. Cooperate with others in

a. Drawing up policies and planning methods
and programs for applying them.

b. Developing human resources and improving
efficiency through preparation and training.

¢. Improving methods of performance in the
government,

d. Exercising control over civil service.

e. Studying compensation and proposing any
changes in wages, salaries, and fringe
benefits for civil service employees.

Article 10 required the CSB to accomplish the fol-
lowing tasks:

1. Control the enforcement of the laws and enforce
by-laws and decisions in the various areas of civil service.

2. Undertake research and studies in the civil ser-
vice, especially in the areas of classification, compensa-

tion, and the like.
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3. Offer opinions about civil service improvement.

4. Propose laws and by-laws and present them to the
Council of Civil Service.

5. Establish rules and procedures for employee selec-
tion.

6. Classify positions and propose compensation (wages,
salaries, and fringe benefits).

7.-10. Carry out other functions in areas of civil
service such as filing, cooperation with personnel in
ministries and agencies, arbitration, etc.

Article 11, the last article of the Council of Civil
Service Law, required that the chief of the CSB prepare a
report every six months in order to present the performance
of the Bureau to the Council of Civil Service which, in
turn, reported to the prime minister.

Recruiting employees, especially foreign employees,
was carried out by the organizations needing them. Since
Saudi Arabia employed a large number of foreign personnel
in all ministries and agencies, these organizations cus-
tomarily sent representatives to various countries to
recruit for their organizations.

To avoid the misuse of government funds and duplica-
tion of efforts which sometimes resulted from this prac-
tice, the Council of Ministers issued its decision No. 1113

on August 9, 1977 (24/8/1397 A.H.), which gave the CSB
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the authority to establish offices in the countries from
which Saudi Arabia recruited a large number of foreign em-
ployees. The decision specified that the establishment

of these offices should begin with Egypt, Jordan, Syria,
and Pakistan, since these four countries provided large
numbers of civil service emplovees for Saudi Arabia. The
Bureau was also given sole responsibility for recruiting
all foreign employees needed from these countries to fill
civil service positions.

The CSB began recruiting foreign employees through
these offices during the summer of 1979. The Bureau re-
quired that each ministry and agency submit its list of
needed foreign employees six months in advance to provide
the time needed for recruitment.

The Ministries of Education and Health and the Presi-
dency of the Girls' School in Saudi Arabia were asked by
the CSB to send representatives to the above countries
to participate in recruitment with CSB employees because
these three organizations recruited the largest numbers of
foreign employees working for the Saudi Arabian government

in 1978.

Summary
A total of five civil service laws were issued in
Saudi Arabia between 1931 and 1977. The first comprehen-

sive law which dealt directly with civil service employees,
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passed in 1931, was the General Ma'morine Cadre or Law.
The second law was issued in 1945: the third, in 1958;
the fourth, in 1971; and the most recent law, in 1977.
The first civil service bureau was established in
1939, but it was basically a bookkeeping agency, keeping
files on all civil service employees. It was affiliated
with the Ministry of Finance until 1958. 1In that year
the Bureau was moved to the Council of Ministers. 1In
1977, the Council of Civil Service gave the CSB the au-
thority to plan, execute, direct, and control all matters
relating to civil service in Saudi Arabia. These functions

are still carried out by the Bureau at the present time.
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CHAPTER III

RECRULTMENT OF NON-SAUDIS FOR WORK IN THE
SAUDI ARABTAN CIVIL SERVICE

This chapter presents information asbout the recruit-
ment of personnel in Saudi Arabia and consists of two
parts. The first is devoted to the recruitment process in
general, which is applicable to any organization anywhere.
The second part of the chapter is devoted to current re-
cruitment methods and to sources of foreign employees

working in civil service positions in Saudi Arabia.

Part One: Recruitment of Personnel

Recruitment may be viewed as the process of seeking
out and developing favorable contacts with individuals who
can be expected to fill an organization's quantitative and
qualitative personnel needs (12, p. 86) and of finding
suitable applicants from whom the organization selects
to £ill its jobs (8, p. 59). The goal of the recruitment
effort is to provide a steady supply of gqualified candi-
dates to fill immediate and future job openings (6, p. 77).

Recruitment of personnel begins when an organization
determines its cuantitative and qualitative needs for per-

sonnel. The determination of personnel needs requires a

51
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description of both the duties and the resnonsibilities of
the positions to be filled. Characteristics desired in the
potential jobholders must also be specified. Therefore,
the recruiting process itself can begin only when the or-
ganization knows the type of individual it is seeking (8,
p. 59).

Recruitment also requires determining the relevant
labor market to be canvassed. The labor market is more
than a set of geographical boundaries; it comprises all
characteristics which define sources of applicants for
particular jobs. Many factors affect the relevant labor
market. Perhaps the type of job is the most critical of
these factors; other factors such as the size of the or-
ganization, its nature, its reputation, the expense it is
willing to bear in recruiting, and its location also play
important roles (8, p. 60). The relevant labor market for
a given job determines the recruiting strategies and methods
the organization will use.

To a great extent, the success achieved in hiring com-
petent personnel is a direct result of how effective the
recruitment program has been. It is obvious that the only
individuals an organization will be able to hire are those
who have been attracted to that organization. Potential
candidates which an organization has been unable to inter-

est will never be put on the payroll. Moreover,
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regrettably, many highly desirable people will never be
considered for employment in an organization because the
organization has been unable to get them to apply (10, p.

44) .

Methods and Sources for Recruitment

Vhat is the most effective method of recruitment?
Effective recruiting requires imagination and creativity.
In carrying out recruitment efforts, most organizations in-
cur two risks--first, listing job requirements too broadly,
and, second, listing requirements too stringently. In the
first case, an organization goes through a time-consuming
process of screening numerous candidates who are unquali-
fied; in the second, qualified persons may be discouraged
from anplying. For example, if an organization lists a
minimum of five years of experience as essential, it ob-
viously restricts possibilities to persons with that
qualification. Therefore, as Mitchell S. Novit states,
"Effective recruiting methods involve a compromise between
these two positions" (8, p. 61).

Various recruiting sources are available to the per-
sonnel administrator. Before an organization begins re-
cruiting, it must first consider the most likely sources
for the types of applicants it is seeking. Two major
sources are available: internal (in-house) and external

(outside).
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Internal sources.--The most obvious source when a job

is to be filled at any point above the beginning or entry
level is the present work force already on the payroll of
the organization. This source is used by many organiza-
tions when they encourage a promotion-from-within policy
and use their employee information system to implement this
policy. Job vacancies may be publicized in an employee
newspaper or by bulletin board notices. An additional in-
house recruiting source is that of former employees who
wish to reenter the labor market. More information is
available about candidates who are former employees than
about new job applicants, and some organizations keep a
separate file of former employees they would be willing to
rehire. TFor example, one large New York bank found that,
among its clerical workers, the turnover rate was lowest
for former employees who had been rehired (6, p. 79).

Some problems exist, however, in implementing in-
house recruiting. One difficulty in unionized operations,
as in the United States, for example, is that many con-
tracts specify that seniority should be the deciding fac-
tor if two or more employees bid for the same job, as
long as both individuals meet certain minimum qualifica-
tions. This puts the decision-maker in a difficult posi-
tion, because in some cases the seniority requirement may

prevent him from choosing the best qualified candidate for
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the job. Another problem is that a supervisor may be re-
luctant or unwilling to recommend one of his employees

for promotion or transfer because he does not wish to

lose one of his best performers and thus face the necessity
of finding and training a replacement. It seems that the
third problem of recruiting from in-house is a negative
one. An employee may be reluctant to apply for a job
opening in a different department for fear that, if he is
not chosen for the new position, his supervisor will be
angry at his indicating a desire to transfer (6, p. 79).

External sources.--In spite of the fact that internal

recruiting sources are the least expensive recruiting
method and may produce the best prospects, most organiza-
tions also rely on outside sources from time to time. A
number of outside sources are available; Novit lists
eight such sources (8, pp. 61-64), while David G. Muller
lists more than sixteen (7, pp. 238-243). 1In general,
the most frequently used external recruiting methods
are the following:

1. Advertising for job applicants

2. Private employment agencies

3. Colleges

Advertising for job applicants is the most fre-
quently used external recruitment method. Advertisements

may be placed directly by the employer or by an employment
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agency, and they may appear in the local newspaper or in
specialized publications such as trade or professional
journals to reach people with certain qualifications.
However, the use of professional journals involves a
serious drawback; journals usually have fairly advanced
publication deadlines so that a large amount of time must
elapse before the advertisement appears and responses
begin coming in (10, p. 56).

Another difficulty of advertising directly is that
the organization may continue to be flooded with applica-
tions long after the job in question has been filled.
This is one reason why many small employers do most of
their outside recruiting through an employment agency.
Nevertheless, advertising is a relatively quick and inex-
pensive way to recruit applicants and avoids the necessity
of paying an agency's fee. Although advertising can at-
tract many unqualified applicants, it unquestionably re-
mains one of the most popular and most effective external
methods of recruiting job applicants.

Private employment agencies represent another external
source for recruitment and often save time for both the
employer and the applicant. Tor lower level positions,
the job seeker usually pays the agency fee; for higher
Level or hard-to-fill positions, the employer often pays

the fee. A good employment agency can save time for an
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organization's personnel specialist by doing a competent
job of pre-screening suitable candidates and referring
for further consideration only people who are truly
qualified. But private employment agencies can be ex-
pensive, and some personnel specialists have complained
that agencies usually flood them indiscriminately with
totally unqualified job applicants. This seems to be a
recurrent problem in the field of recruitment.

The best way to handle such a situation which can
waste everyone's time is for the personnel specialist to
exercise a great deal of care in selecting the particular
agencies with which he wishes to deal. It is alsoc a good
idea for him to limit himself to no more than perhaps three
or four truly competent agencies rather than attempting to
work with a larger number and, as a result, probably not
being properly serviced by any of them. Another success-
ful technique is for an employer to establish a strong
business relationship with a specific placement counselor
in the employment agency and to inform him when an opening
is first listed that only four or five applicants referred
by him will be interviewed and that they must be thoroughly
screened before interviews are arranged. If this is done,
the recruiter need see only those applicants who come
closest to meeting the specifications for the position

(18, pp. 53-54),
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College recruiting has become a widespread practice
among many organizations. In the United States, for
example, college recruiting on a regional or national level
began to be used on a large scale in the 1950s when short-
ages of college-trained engineers and scientists became
critical. Later recruiting efforts were aimed at business
administration students. DMost on-campus college recruiting
programs are extensive and costly and, as a result, are
conducted primarily by larger organizatioms (6, pp. 81-82).

In addition to advertisement, private employment
agencies, and college recruiting, other external sources
for recruiting applicants are executive search firms,
professional associations, high schools, trade and techni-
cal schools, and foreign countries. Different recruiters
use a variety of techniques to recruit employees. Joseph
J. Wnuk, Jr., lists three basic approaches: direct, indi-
rect, and third-party. Figure 1 illustrates these three
approaches (13, pp. 170-173). Depending on an organiza-
tion's own local situation, it will probably find one or
more of these sources to be preferable to the others.

Trial and error may be the best way for an organization
to decide which sources to use in the long run for a

given type of job opening.
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Indirect Approaches

Newspaper
Radio
Television

Magazines
Brochures

Trade and professional journals

Product advertisements

T

People
Recruited

Management
Professional
Scientific
Technical
Specific staff or line personnel

Clerical

Direct Approaches

Recruiter's contact with
students at colleges
and universities

Emplovee contact with
public

Former or retired em-
ployee contacts with
public

Exhibits

Pirating

Third-Party Approaches

Commercial employment
agencies
Public employment
agencies
Placement offices
Colleges and univer-
sities
Professional associa-
tions
Employment services
Conventions
Labor organizations
Fraternal, religious, and
social organizations

Fig. l--External recruitment approaches.

*Adapted from Joseph J. Wnuk, Jr., "People + Job = Recruit-
ment Problems,"” Personnel, XLVIII (March, 1969), 170-173.
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Part Two: Current Recruitment of Foreign
Employees in the Saudi Arabian
Civil Service

Before 1953, all recruitment of non-Saudi civil
service employees was carried out on an individual basis.
The earliest extant evidence of recruiting foreign em-
plovees in Saudi Arabia is that in a meeting on Jaunary
6, 1929 (25/7/1347 A.H.), the Majlis Ashoora, a council
composed of eleven members, approved a contract for employ-
ing foreigners in the Education Directorate of Al-Hejazah
(Al-Hejazah was attached to the directorate of education
in the western province of the country before the creation
of the Kingdom of Saudi Arabia).

Another early indication of recruitment of foreign
employees in Saudi Arabia was letter No. 299 of February
L, 1930 (2/9/1348 A.H.), which was sent from the Majlis
Ashoora to the general deputy of the king requesting ap-
proval of a contract to employ a translator in the post
office. On February 22, 1931 (16/10/1350 A.H.), the
General Manager of Health sent his letter No. 1362 to
the Minister of the Interior, including the conditions
and requirements for employing a medical doctor. On June
3, 1933 (9/2/1352 A.H.), the Minister of Finance sent his
letter No. 192 to the council of deputies, asking approval

of contracts to employ foreign doctors and pharmacists.
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The first comprehensive general contract for the em-
ployment of foreigners in Saudi Arabia was issued on Oc-
tober 28, 1954 (1/3/1374 A.H.), in Royal Decree No. 3/11/
5846. This general contract contained fourteen articles,
and it applied to all government agencies. It gave a
minister the authority to recruit foreign employees for
any positions with salaries up to 3,000 Riyals; for posi-
tions with higher salaries, the approval of the king was
required.

In order to limit movement among the foreign employees
working in Saudi Arabia, the Council of Ministers issued
its decision No. 8751 on August 14, 1965 (18/4/1385 AH.),
which prohibited an agency from employing any foreigner
who had originally come to Saudi Arabia to work for
another agency unless that other agency gave its permis-
sion for the employment. In following up this recruit-
ment goal, the prime minister sent his letter No. 82/9/n
on May 14, 1969 (18/2/1388 A.H.), to all ministries and
agencies. The letter prohibited foreign employees from
working in any jobs other than those for which they had
been recruited.

Because individuals working in the field of educa-
tion represented the majority of foreign employees in
Saudi Arabia, the Council of Ministers issued its decision

No. 959 on October 20, 1972 (11/9/1392 A.H.), which
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approved the cadre for foreigners working in education.
The Ministry of Education found it difficult to recruit
foreign teachers with work experience after graduation;
therefore, in its decision No. 761 on July 12, 1973 (12/
6/1393 AH.), the Council of Ministers dropped the ex-
perience requirement for foreigners with education degrees.
This represented a compromise or lowering of selection
standards. 1In theory, of course, standards should never
be compromised, but in practice this principle was fre-
quently violated either consciously or unconsciously,
especially in the tight labor market which Saudi Arabia
was facing at that time. 1In 1975, the Council of Ministers
issued its decision No. 433 (19/4/1395 A.H.), which ap-
proved the by-law (internal rules and regulations) for
employing non-Saudis in the civil service. This by-law
contained fifty-eight articles. The second article re-
quired that all contracts for employing foreigners be
carried out jointly by the General Personnel Bureau (CPB)
and the agency in which the foreigner was to work.

On June 5, 1975, however, the GPB in its decree
No. 9/33 (25/5/1395 A.H.) allowed all ministries and
agencies to recruit directly--without the CPB's approval--
any of the following foreign employees:

1. Teachers employed in grades five and above.

2. Physicians.
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3. Engineers employed in grades seven and above.

4. Nurses and professionals other than physicians
and engineers with at least a baccalaureate degree.

On July 6, 1978 (1/8/1398 A.H.), The Council of Civil
Service (CCS) issued its decision No. 45 approving the
most recent by-law for non-Saudi employees. This by-law
applied to all non-Saudi employees working in civil service
positions except those employed in the field of education,
who were covered by the by-law of October 3, 1978 (1/11/
1298 A.H.). This by-law contained fifty-two articles (2,
pp. 11-27), but on April 10, 1979 (13/5/1399 A.H.), the
CCS added one more in its decision MNo. 137. The new
article authorized the Civil Service Bureau (CSB) to
evaluate academic degrees or experience which were not
included in the by-law for employment purposes only.

Expansion of Demand for Foreign Employees
in Saudi Arabia

Labor shortage is the number one problem for Saudi
Arabia in general, especially in the field of education.
The expansion of education is a nationally desirable goal,
of course, but this expansion does not come without prob-
lems. One of these problems has been Saudi Arabia's need
to recruit a large number of foreign employees in the

education field.
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Immediately after the advent of oil wealth in Saudi
Arabia, educational facilities developed slowly. In 1953,
the country had 326 elementary schools with an enrollment
of about 44,000 and three secondary schools with about
5300 students (11, p. 93). By 1978, however, the number of
schools and students up to and including the secondary

school level had increased greatly, as shown in Table ITI-1.

TABLE III-1

COMBINED ELEMENTARY AND SECONDARY SCHOOL
ENROLLMENT IN SAUDI ARABIA, 1978%

Institution Schools Students
Ministry of Education (for males) 4,624 698,389
Presidency of Girls' School (for
females) 2,166 390,838
Total 6,790 1,089,227

*Sources: Ministry of Education and Presidency of Girls'
School, in addition to private education and other govern-
mental schools such as the l{inistry of Defense, etc.

The shortage of properly qualified elementary school
teachers, which has been a limiting factor in the expan-
sion of public schooling in Saudi Arabia, necessitated
the importation of foreign instructors, primarily from

Egypt and other Arab countries. During the 1961-1962

school year, for example, 2,000 foreign teachers were
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recruited (11, p. 103); but in 1977-1978, as shown in
Table TIII-2, 40,447 foreign emplovees were working in
Saudi Arabia's three major educational institutions.

This figure represents about 53 per cent of all foreigners
working in the Saudi Arabian civil service. Foreigners
are recruited from all over the world, although Egypt
remains a major source of employees for many occupations,

particularly in the educational field.

TABLE ITI-2

FOREIGN EMPLOYEES IN EDUCATION, 1977-1978

Working in Working in
Agencies Teaching Administration | Total
Ministry of Education* 18,206 1,736 19,842
Presidency of Girls'

School* 12,827 1,095 13,922
Higher Education (six

universities)t 2,700 3,883 6,583

Total 33,733 6,714 40,447

*Sources: Center for Statistical Data and Educational Docu-
mentation, 1978-1979, Ministry of Education; Directory of
General Statistics, 1977-1978, Presidency of Girls' School.
TSource for higher education statistics: Civil Service
Bureau and Riyadh University, unpublished statistics, 1979.

The increasing numbers of civil service employees,

including foreigners, required in all Saudi Arabian civil
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service positions has of course necessitated an increase in

the compensation appropriated for these employees; there-

fore, the appropriation fund for civil service employees in

Saudi Arabia has been increased more than fifty-three times

between 1958-1959 and 1977-1978%.

In 1958-1959, the appro-

nriation was 338 million Saudi Piyals (1, p. 218); in 1977-

1278, it had increased to 20,867 million Riyals (3, p. 10).

Table III-3 shows the growing numbers of civil service posi-

tions and employees in Saudi Arabia from 1970-1971 to 1977-

1978.

TABLE III-3

NUMBER OF POSITIONS AND NUMBER OF EMPLOYEES
WORKING IN THE SAUDI ARABIAN CIVIL SERVICE ,
1970-1971 TO 1977-1978%

Appropri-
Number ation in
of Saudi Non-Saudi Vacant Riyals t
Year Positions Employees Employees | Positions (millions)
1970-71 85,186 52,844 17,937 14,405 1,791
1971-72 96,781 48,863 22,223 15,695 2,787
1972-73 116,115 67,779 26,265 22,071 3,342
1873-74 131,754 73,330 29,926 28,498 3,998
1974-75 142,640 81,917 20,565 40,158 5,713
1975-76 167,846 87,673 28,141 52,032 10,235
1976-77 188,288 88,070 31,496 68,722 10,112
1977-78 196,931 DATA NOT AVAILABLE { 20,867
*Source: Civil Service Bureau, Annual Statistical Report,
1977.

t$1.00 = approximately 3.37 S.R.



The latest published statistics available for all
non-Saudi employees working in the civil service were for
1976-1977, showing a total of 31,496 employees, as indi-
cated in Table III-3. Since this number does not represent
the present total of foreigners working in the Saudi Arabian
civil service, the researcher made personal contact with
officials in the CSB and other ministries and agencies in
an attempt to obtain statistics on the number of non-Saudis
currently employed. No single agency, however, could pro-
vide up-to-date statistics. Since the latest published
statistics for all civil service positions were those for
1976-1977, as shown in Table ITI-3, and those for 1978 (in
education only), as shown in Table III-2 (40,447 foreign
employees), the researcher made personal contact with the
CSB in order to gather figures about the number of foreign
emplovees in ministries and agencies which do not publish
such statistics. The best result which could be gathered
from the institutions contacted was an approximation of
the number of foreigners working in the civil service in
1978, a total of 75,425 employees.

Government agencies in Saudi Arabia are divided into
two groups, ministries or agencies and semi-independent
organizations with separate budgets and governing boards.
These semi-independent government organizations are

similar to the Tennessee Valley Authority (TVA) in the
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United States in that they have the power of government
and the flexibility and initiative of private enterprise.
Until July 11, 1978, these organizations had a different
system from the general civil service laws for wage and
salary administration. But the HCAR in its decision No.
85 (6/8/1398 A.H.) mandated that civil service laws and
regulations would be applied to the employees of all these
organizations, with the exception of Saudi Arabian Air-
lines which was left with its own system of wage and
salary administration because of the possibility of its
reform into a private firm. The Industrial Development
Fund also continued to practice its own system of wage
and salary administration. Table III-4 lists the ten
institutions in Saudi Arabia with the largest numbers of
foreign employees, five from ministries and agencies and
five from semi-independent organizations. The table
also shows the total number of foreigners working in the
civil service in 1978.

Methods and Sources of Recruitment of Foreign

Employees Working in the Saudi Arabian
Civil Service

Until the late 1960s the method of recruiting non-
Saudi employees was to ask governments of other Arab
countries with excess personnel--notably that of Egypt--
to send employees, especially teachers, as expatriates

to Saudi Arabia. If these expatriates were insufficient
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TABLE III-4

ESTIMATED TOTAL OF FOREIGN EMPLOYEES WORKING IN
THE SAUDI ARABIAN CIVIL SERVICE--1978%

Number of
Agency Foreign Employees Per Cent
Ministries and Agencies with the
Largest Number of Foreign Employees
Ministry of Education 19,942 26.4
Presidency of Girls' School 13,922 18.5
Ministry of Health 10,978 14,6
Ministry of Post and Telecommuni-
cations 3,659 4.9
Ministry of Municipality Affairs 3,549 4.7
Subtotal 52,050 69.1
Semi-Independent Organizations with
the Largest Number of Foreign
Employees
Saudi Arabian Airlines 5,197 6.8
Riyadh University 3,248 4.3
King Faisal Specialist Hospital and
Research Centre 1,959 2.6
King Abdulaziz University 1,064 1.4
Islamic University of Al-Emam
Mohammed Ben Saud 954 1.3
Subtotal 12,422 16.4
Other Ministries and Agencies 7,850 10.4
Other Semi-Independent Organizations 3,103 4.1
Total Foreign Employees 75,425 100.0

*Sources: Statistical Books, 1978, for Ministry of Educa-
tion, Presidency of Girls' School, Ministry of Municipality
Affairs; unpublished statistics from Civil Service Bureau
for Ministry of Health and Ministry of Post and Telecommuni-
cations.
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to meet an agency's personnel needs, that agency would send
a representative to nearby labor markets, mostly in Arab
countries and primarily in Egypt, to recruit more employees
on an individual basis. The representative usually adver-
tised in newspapers to attract more applicants, then
screened applicants before the final interview. This
simple method met the limited demand for civil service
employees in Saudi Arabia at that time. But with the in-
creased demand for foreign employees, both qualitatively
and quantitatively, Saudi Arabia has defined its labor
market as more than a set of geographical boundaries. For
Saudi Arabia, the term "'labor market" refers to all the
characteristics which define sources of applicants for
particular jobs.

For example, if an organization has entry level
clerical positions which require no skills, it will define
the characteristics of persons being sought for these posi-
tions with requirements such as "high school graduate,"

"no experience," etc., because the jobs pay so little.
But if the organization wishes to fill an engineering
position, it will define the labor market for that posi-
tion quite differently. Thus an organization sometimes
seeks workers who are untrained and uneducated; at other
times, it may be looking for Ph.D.'s who are in short

supply. The most frequently-used recruiting method
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for many kinds of jobs is newspaper advertising. For
example, advertisements for Saudi Arabian civil service

positions were placed in The Chronicle of Higher Education

on July 2, 9, 16, 23, and 30, 1979; August 6 and 13, 1979;

and September 4, 1969. In these issues of The Chronicle

of Higher Education there were more than fifteen adver-

tisements for institutions such as Riyadh University, King
Abdulaziz University, King Faisal University, and the
University of Petroleum and Minerals.

Saudi Arabia has recruited large numbers of non-Saudi
employees from Egypt, Jordan, Syria, and Pakistan. As
noted in Chapter II of this study, the method used until
1978 was that each ministry and agency sent representatives
to these various countries to recruit the needed personnel;
sending several committees from different agencies, how-
ever, created duplication in the recruitment process and
a waste of time and funds. Therefore, in the summer of
1979 the CSB opened offices in these four countries in
order to recruit all non-Saudi employees working in all
agencies of the Saudi Arabian civil service. Because
the Saudi employees in these offices were new and did not
have a great deal of experience in the recruitment pro-
cess, the CSB asked the Ministries of Education and
Health and the Presidency of Girls' School to send

representatives to these offices to participate in the
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recruitment process, since these three agenciles recruited
more than 59 per cent of all the foreigners working in
civil service positions in Saudi Arabia.

The agencies whose services require professional and
technical personnel, such as universities, were given the
authority to recruit directly without the supervision of
the CSB. Such agencies recruit from all over the world,
primarily by means of advertising. Riyadh University re-
cruited 3,248 foreign employees from more than fifteen
countries during the 1978-1979 school year. The largest
number of these employees recruited for Riyadh University
were from Egypt; their total number was 2,314 employees,
or /1 per cent of the university's foreign recruits in
that year.

Another source of recruitment of foreign employees,
especially advisors and expert employees, is the United
Nations Development Programme (UNDP). On July 23, 1979,
Towfiq Fikrat Kirdar, Assistant Resident Representative
of the program, said that UNDP in Riyadh usually receives
requests for such employees from the agencies needing
them, along with job descriptions, through the Technical
Assistant Agency in Saudi Arabia. Then the UNDP in Riyadh
sends this information to the special agent for recruitment
in the United Nations in New York (there are twenty-five

participating agencies in UNDP), but the final approval
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lies with the agencies which need the employees in Saudi
Arabia. Kirdar added that rejection of these employees
usually does not exceed 10 to 15 per cent. Kirdar stated
that 41 per cent of the employees recruited through his
office came from developing countries such as Egypt,
Jordan, Sudan, and Pakistan, and 59 per cent from advanced
countries such as the United States, England, Canada, and
Sweden. Employees from the United States represent the
majority of the latter percentage (5).

Kirdar said that his agency recruited increasing num-

bers of expert foreign employees from 1976 to July of 1979:
1976--135 experts
1977--173 experts
1978--193 experts
January-July 1979--180 experts
Kirdar estimated that the total number of experts recruited
at the end of 1979 would be 268; for 1980, the estimated
number will reach 274 (5).

Kirdar stated that the recruitment program would cost
$118.5 million from 1977 to 1981, of which UNDP would pay
$36 million and Saudi Arabia $82.5 million in funds and
trusts. Kirdar added that 7 per cent of this fund was
designated for training Saudis and 93 per cent for expert
enployees. He compared these figures with the funds spent
for the previous program in 1972-1976, when $12.5 million
came from UNDP and $22.5 million from Saudi Arabian funds

and trusts {5).
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Kirdar also estimated the average cost of an expert
employee from 1972 to 1980:
$50,000 during 1972-1976
$77,000 for 1977
$84,000 for 1978
$92,000 for 1979
$100,000 for 1980 (estimate)
These costs were dependent upon job descriptions, require-
ments, and supply and demand in the international labor
market (5). As for supplemental pay, Kirdar said until
1977 expert employees paid their own housing costs, but
since that time Saudi Arabia has paid these employees up
to 80,000 Riyals (about $32,000) a year for housing ex-
penses; in comparison, employees in other countries still
must pay their own housing expenses (5). 1In addition, ex-
pert employees in Saudi Arabia are exempt from all taxes.
Kirdar believed that each expert employee recruited through
agreements between Saudi Arabia and other countries (other
than UNDP) cost Saudi Arabia up to $260,000 in 1978. He
concluded the interview by enumerating the four groups of
expert employees working in Saudi Arabia:
1. Those whose emplovyment is arranged through UNDP,
2. Those whose employment is arranged through agree-
ments between the government of Saudi Arabia and
other governments.

3. Those whose employment is arranged through indi-

vidual contracts with ministries or agencies.
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4. Those whose employment is arranged by ministries
or agencies through executive search firms (5).
Another source of recruitment of foreign employees
in Saudi Arabia is the Hospital Corporation International
(HCI) of Nashville, Tennessee. On July 7, 1979, Walter
Hanses, Head of Personnel at King Faisal Specialist Hos-
pital and Research Centre (KFSHRC) in Riyadh, Saudi Arabia,
stated that HCI recruits all foreign emplovees who work at
KFSHRC. Hanses estimated that the recruitment of a total
of 1,900 foreign employees from more than forty-seven
countries has been arranged through HCI (4). He believed
that the largest numbers of foreign employees were of the
following nationalities:
Americans--about 400 employees
Egyptians--about 310 employees
Sudanese--about 300 employees

British--about 250 employees
Lebanese--about 210 employees

U~ o N =

Hanses said that his institution has two pay struc-
tures for employees who have like qualifications, one for
North Americans (from the United States and Canada) with
a higher rate of pay, and another for all other nation-
alities (4&).

Compensation for Foreign Employees Working in

the Saudi Arabian Civil Service

Civil service jobs for non-Saudi emplovees have been

classified into seven pay structures; these seven groups

are the following:
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Professionals other than groups 1 and 2, such as

accountants, computer programmers, translators,

1. Physicians
2. Engineers
3.
etc.
4.
5.
6.
7.

General education employees

Vocational and technical education employees
Assistants for vocational and manual employees
Administrative/clerical employees (2, p. 15)

Table III-5 illustrates an example of the pay structure

for foreign employees working in the Saudi Arabian civil

service.

PAY STRUCTURE FOR SELECTED JOBS OF FOREIGN
EMPLOYEES WORKING IN THE SAUDI ARABIAN

TABLE III-5

CIVIL SERVICE (IN SAUDI RIYALS*)+

Bachelor's Degree

Ph.D. Degree

Yearly Yearly
Monthly Increase Monthly Increase
Base for Base for
Job CGroups Salary Experience Salary Experience®
Physicians 4,000 200 5,500 300
Engineers 2,900 130 4,100 300
Other Profes-
sionals 2,100 150 3,600 200
General Edu-
cation (ed-
ucation
degree) 2,180 100 4,100 150
Non-Education
Degree 1,930 85 4,100 150
Vocational
Education
(business) 2,100 100 4,100 150

*$1.00 = approximately 3.37 S.R.
tSource: By-Law for Non-Saudi Civil Service Employees, 1978.
°Pay increase for experience ceases after fifteen years.
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Article 11 of the 1978 by-law for non-Saudi employees
dealt with salaries, including the pay structure for each
group of foreign employees. Article 11-H excluded foreign
employees from North America, Europe, and other countries
of the same level of development from this pay structure;
the pay structure for employees from these countries was
to be set by the Chief of the CSB. Article 14 specified
that for positions requiring employees with special quali-
fications and international recognition the Chief of the
CSB and the heads of the agencies in which the positions
were located had the authority to establish salaries apart
from the standard pay structure (2, p. 16).

In addition to their base salary, foreign employees
received the following fringe benefits:

1. Yearly round-trip tickets for the employee and
family, if any (four-ticket limit), to and from
their home country.

2. Housing allowance equivalent to three months'
salary with the condition that the total be not
less than 8,000 Riyals. The housing allowance
is paid in advance. If the foreign employee is
a woman, she is usually accompanied by a man.

If the man accompanying her is employed, the
two of them are entitled to only one housing

allowance, based on the higher of their two
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salaries. If the employer provides an emp loyee
with housing, no allowance is given.

A one-time payment of 50 per cent of the em-
ployee's monthly salary as a preparation allow-
ance for the foreign employee to come to Saudi
Arabia.

If the employer does not provide transportation
for daily work, the employee is entitled to a
monthly allowance of between 300 and 400 Riyals,
depending upon his rank. Physicians who work
extra hours in addition to their regular shift
are entitled to 3 per cent of the monthly trans-
portation allowance for each separate day they
perform, as specified in the Council of Civil
Service decision No. 162 of May 22, 1979 (26/6/
1399 A.H.).

If the job of a foreigner requires travel within
Saudi Arabia, he is entitled to a daily allowance
of between 80 and 160 Riyals, depending upon his
rank. If he must travel outside Saudi Arabia,
this amount is raised by 50 per cent,

If an employer transfers the foreign employee from
one city to another, the employee is entitled to
3,000 Riyals or two months' salary, whichever is

lower.
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The employee and his family are entitled to the
medical care provided for Saudi employees. Edu-
cation in public schools and medical care in pub-
lic hospitals are free for all people living in
Saudi Arabia.

Foreign employees are entitled to a 45-day vaca-
tion annually. Teachers take the summer as va-
cation. Female foreign employees are entitled

to 45 days of maternity leave,

When a foreign employee terminates his employment,
he is entitled to 50 per cent of his monthly
salary for every year of his service, with a
maximum limit of 50,000 Riyals; if the foreign
employee came to Saudi Arabia through arrangement
with his own government (i.e., he was employed

by his own government and came to Saudi Arabia

as an expatriate), he is entitled to 25 per cent
of his monthly salary for every year of his ser-
vice, with a maximum of 25,000 Riyals.

If an employer cancels a contract for reasons not
caused by the employee, the foreigner is entitled
to two months' salary or the rest of his contract,
whichever is less. If a foreign employee cannot
perform his job for reasons caused by the job,

the employee (or his family, in case of his death)
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is entitled to all benefits received by Saudi
Arabian employees.

11. If the employee or a member of his family dies,
the employer pays all expenses for sending the

body home (2, pp. 16-22),

Compensation in Higher Education

Although individuals working in higher education in
Saudi Arabia are considered to be civil service employees,
the total compensation (salaries and fringe benefits) paid
to foreign employees working in universities is higher
than that of foreigners working in other government agen-
cies (9, pp. 4-21). Table III-6 illustrates the higher
education pay structure at Riyadh University.

Professors and associate professors are those who
have obtained their title from a recognized educational
institution. Assistant professors must have a Ph.D. or
its equivalent, and instructors must have a master's
degree or its equivalent. Language teachers must have a
bachelor's degree in the language and a certificate at-
testing to their ability to teach that language as well
as two years of experience.

Higher education faculty are required to work forty
hours a week, that is:

12 hours teaching
10 hours office

18 hours other activities
40 hours total



TABLE III-

6

PAY STRUCTURE FOR SELECTED JOBS OF NON-SAUDI
EMPLOYEES WORKING IN HIGHER EDUCATION--
UNIVERSITY OF RIYADH
(IN SAUDI RIYALS*)t

81

Monthly
Monthly Monthly{ Annual |{Transpor-
Base Yearly |Maximum| Housing tation
Job Group Salary |Increase| Salary |Allowance{Allowance
Professor 6,595 400 8,995 20,000 600
Associate
Professor 5,835 350 7,585 17,000 600
Assistant
Professor 4,695 315 7,215 15,000 550
Instructor 2,780 250 4,780 11,000 550
Language
Teacher 3,400 200 6,400 13,500 500

*$1.00 = approximately 3.37 S.R.
tSource: Riyadh University By-Law, 1978.

Instructors, however, are required to teach 14 hours and

language teachers are required to teach 18 hours a week

(9, pp.

7-8).

In addition to salary, housing allowance, transpor-

tation allowance, health care coverage, and vacation,

Riyadh University, as an example of higher education in-

stitutions in Saudi Arabia, pays other benefits as a

percentage of salary for specialized foreign employees

who work only in the university, since they are not

permitted to do any outside work in addition to their
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civil service positions. The following are examples of
these specialists:

1. Physicians as members of the faculty of the

college of medicine

2. Physicians as members of the university hospital

3. Accountants as members of the faculty of the

college of finance

4. Engineers as members of the faculty of the col-

lege of engineering.

Riyadh University also makes a one-time payment to
higher education employees of 50 per cent of their housing
allowance for furniture if the university does not provide
them with furnished housing. If the foreign university
employees teach more courses than the minimum required,
they are entitled to additional pay of between 70 and 150
Riyals for each class, depending upon their rank in the
faculty (9, pp. 13-14).

The university may pay for the education of foreign
employees' children at the elementary and secondary levels,
up to 25,000 Riyals annually. As service benefits, foreign
employees at Riyadh University receive the following at the
end of their service:

1. Fifty per cent of their monthly salary for each

year of service, if they have been employed for

two years.,
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2. One hundred per cent of their monthly salary for
each year of service, if they have been employed
five years.

3. With the recommendation of the college faculty
and the approval of the university board for an
outstanding performance, the service benefit may
be increased up to 100 per cent for foreign em-
ployees (9, p. 16).

The reason for this higher compensation for civil
service employees in higher education than for those in
other fields is the realization that education is an im-
portant tool for increasing both the quantity and the
quality of new entrants into the Saudi Arabian labor

market.

Summary

Recruiting is the process of finding job applicants
who are suitable to fill vacant positions. Determining
the organization's need for personnel, both quantative as
well as qualitative, is essential. The duties and respon-
sibilities of the jobs to be filled must be described, and
the characteristics wanted or desired in the potential
jobholder must be specified. The labor market is similar
to the market for goods, except that the supply in the
labor market is employees who are looking for jobs and

the demand is the vacant jobs which employers wish to
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£fill. Effective recruiting requires imagination and crea-
tivity.

Recruitment of foreign employees working in the Saudi
Arabian civil service was carried out on an individual
basis until 1953, But when the number of foreign employees
working in civil service positions increased greatly, re-
crultment sources and methods were changed by using modern
techniques and by expanding the labor market to a large
international level rather than depending only on a limited

number of foreign countries.
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CHAPTER IV

ANALYSIS OF CURRENT RECRUITMENT OF FOREIGN EMPLOYEES

WORKING IN THE SAUDI ARABIAN CIVIL SERVICE

The purpose of the present chapter is to present and
to analyze the findings of the questionnaires and personal
interviews utilized in this research to gather information
on the recruitment of foreign employees in the Saudi Arabian
civil service. The data will be analyzed by means of an
item-by-item investigation of the participating recruiters'
responses.

The data are grouped under three headings. The first
group of data, basic information or personal information,
includes facts such as the recruiters' ages, marital status,
number of children, education, and years of civil service
employment. The second group of data, professional infor-
mation, includes items about recruiters' employee selection
methods (testing, interviewing, etc.), the countries from
which they recruit foreign employees, packages of payment,
and the like. The third group of data consists of per-
sonal interviews with selected decision-makers in some
Saudi Arabian ministries and agencies.

The bulk of the material presented in the remainder

of this chapter will be data obtained from the results of

87



the questionnaire administered to 116 Saudi recruiters
working in twenty-five ministries and agencies in Riyadh.

Table IV-I shows the distribution of the questionnaires

TABLE IV-1
DISTRIBUTION OF QUESTIONNAIRES

Number of

Questionnaires
Organization Distributed
Ministry of Education 1

Ministry of Health

Ministry of Labor and Social Affairs

Ministry of Post and Telecommunications

Ministry of Information

Ministry of Communication

Ministry of Agriculture

Ministry of Municipality Affairs

Ministry of Housing

Ministry of Industry

Ministry of Petroleum and Mineral
Resources

Ministry of Interior

Ministry of Commerce

Riyadh University (all colleges and
hospitals of this university)

Civil Service Bureau

Presidency of Girls' School

Grain Silos and Flour Mills Organization

Saudi Arabian Standard Organization

Electric Services Organization

Presidency of Youth Welfare

Centre for Industrial Development
Research

General Organization of Petroleum and
Minerals

King Faisal Special Hospital and Re-
search Centre

Agricultural Bank

Industrial Development Fund

e
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Total Distribution 116




89

among these organizations and the number of questionnaires
distributed to each of them. Of the 116 questionnaires
distributed, 90 were returned, for a return rate of 77.6

per cent.

Part One: Basic Information about Recruiters

As shown in Table IV-2, the majority of the recruiters
surveved (58.8 per cent) were between thirty-one and forty
years of age. The range of the respondents' ages was from
twenty-three to fifty-four. Seventeen of the recruiters
(20 per cent) were between ages twenty-three and thirty;
21 (24.7 per cent), between ages thirty-one and thirty-five;
29 (34.1 per cent), between ages thirty-six and forty; 12
(14.1 per cent), between ages forty-one and forty-five; and
6 (7.1 per cent), between ages forty-six and fifty-four.

Five recruiters did not respond to this question.

TABLE IV-2

AGE O RECRUITERS

Age Numbex Per Cent
23-30 17 20.0
31-35 21 24.7
36-40 29 34.1
41-45 12 14.1
46-54 6 7.1
Total 85 100.0
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As indicated in Table IV-3, the majority of the
responding recruiters were married. Of the 90 recruiters
responding to the questionnaire, 73 (83.9 per cent) were
married. Only 1 (1.1 per cent) reported being divorced;

13 (15 per cent) were single; 3 did not respond to the

question,
TABLE IV-3
MARITAL STATUS OF RECRUITERS

Variable Number Per Cent
Single 13 15.0
Married 73 83.9
Divorced 1 1.1

Total 87 100.0

When asked to give their level of education, the
largest number of the recruiters surveyed indicated that
they held bachelor's and doctoral degrees. As shown in
Table IV-4, 8 recruiters (9.4 per cent) had less than a
high school education, and 16 (18.7 per cent) were high
school graduates. Thirtyv-one recruiters (36.5 per cent)
held bachelor's degrees, 11 (13 per cent) held master's
degress, and 19 (22.4 per cent) held doctoral degrees.

Five recruiters did not respond to this question.
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The participating recruiters were also asked to indi-

cate the major field of study in which they had most re-

cently earned a degree.

Their responses to this question

are presented in Table IV-5.

TAB

RECRUITERS' MAJOR FIELDS OF STUDY

LE IV-5

Major Number Per Cent

Science 18 20.0
Business administration 10 11.1
Art 10 11.1
Arabic language 9 10.0
Religion 4 4.4
Education 3 3.3
Others (economics, law,

English, public ad-

ministration, political

science) 7 7.8
Less than college 29 32.3

Total 90 100.0

As Table IV-5 shows, the largest number of recruiters--

18 (20 per cent)--indicated that science was their major

field of study. Business administration and art were each

cited by 10 recruiters (11.1 per cent) as their major

fields; smaller numbers of recruiters had majors in several

other fields. The recruiters were then asked to record the

country in which they received their last academic degree.

Table IV-6 shows the recruiters' responses to this question.
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TABLE IV-6

COUNTRIES FROM WHICH RECRUITERS OBTAINED
THEIR CURRENT ACADEMIC DEGREE

Country Number Per Cent
Saudi Arabia 20 22.2
United States 18 20.0
Egypt 11 12.2
England 6 6.7
West Germany 3 3.3
Jordan 2 2.2
Pakistan 1 1.1
Less than college 29 32.3

Total 90 100.0

As indicated in Table IV-6, the majority of the re-
cruiters who held college degrees reported that they had
received their current degree in Saudi Arabia, the United
States, or Egypt. Twenty recruiters (22.2 per cent) grad-
uated from institutions in Saudi Arabia; 18 (20 per cent),
from institutions in the United States; and 11 (12.2 per
cent), from institutions in Egypt. As shown in both
Tables IV-5 and IV-6, however, the largest group of
respondents--29 of the 90 recruiters responding to the
questionnaire-~did not hold a college degree.

Eighty-five participating recruiters reported that
they earned their latest academic certificate or degree

between 1958 and 1978 (61 with undergraduate or graduate
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degrees and 24 with less than a college degree). Nineteen
of the recruiters left or graduated from school or college
between 1958 and 1964, 17 left school or college between
1965 and 1971, and 49 left school or college between 1972
and 1978.

Part Two: Professional Data about Recruiters

The responding recruiters were asked to record the
organizations for which they recruited personnel; 54 of
the respondents (60.7 per cent) reported that they re-
cruited non-Saudis for ministries, 20 (22.4 per cent)
recruited for agencies, and 15 (16.9 per cent) recruited
for Riyadh University.

The recruiters were then asked whether their insti-
tutions used employment application forms for all foreign
applicants. As indicated in Table IV-7, the overwhelming
majority of the recruiters reported that their institutions
used such forms. Eighty-one (91.1 per cent) of the re-
cruiters said yes, and only 6 (6.7 per cent) said no; 2
(2.2 per cent) said they did not know, and 1 recruiter
did not respond.

The respondents were asked if their institutions
utilized any tests for selecting foreign employees. As
shown in Table IV-8, the majority of respondents used

tests. Fifty-two (59.1 per cent) of the 88 recruiters
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responding to this question reported that their institu-
tions used tests, and 23 (26.1 per cent) said they did
not; 13 recruiters (14.8 per cent) said that use of tests

depended on the job in question, and 2 did not respond.

TABLE IV-8

UTILIZATION OF TESTS BY RECRUITING ORGANIZATIONS
FOR SELECTINC FOREIGN EMPLOYEES

Agencies Yes No Other Total
# A i % ¥ A i T
Ministries 38 {43.2 10 |11.3 5 5.7 331 60.2
Agencies 10 {11.4 5 5.7 5 5.7 20| 22.8
Riyadh Uni-
versity 4t 4.5 8 1 9.1 3| 3.4 154 17.0
Total 52 [59.1{ 23 [26.1 | 13 (14.8| 88 (100.0

The next question asked recruiters whether they con-
sidered these tests to be valid and reliable. Forty-six
recruiters (73 per cent) said yes; 5 (7.9 per cent) said
no. Three recruiters (4.8 per cent) said they did not
know, and 9 (14.3 per cent) thought that the tests could
be valid for some jobs, such as clerical position, but
not all.

The recruiters were then asked whether their insti-
tution used interviews for all foreign applicants. As
shown in Table IV-9, the majority of the respondents

indicated that their organizations used interviews;
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76 (85.4 per cent) said yes, 9 (10.1 per cent) said no,
and 4 (4.5 per cent) reported that interviews were used
for some applicants but not all, depending upon the type
of job to be filled. One recruiter did not respond to

this question.

TABLE IV-9

USE OF INTERVIEWS BY ORGANIZATIONS RECRUITING
FOREIGN APPLICANTS

Response Number Per Cent
Yes 76 85.4
No 9 10.1
Other 4 4.5

Total Response 89 100.0

The recruiters were asked if their institutions used
physical examinations in the selection of all foreign em-
ployees. Eighty-one recruiters (91.0 per cent) reported
that their institutions used such examinations. Only 4
(4.5 per cent) said no, and 4 (4.5 per cent) said they
did not know. One recruiter did not respond.

As indicated in Table IV-10, the majority of re-
cruiters, 66 (76.7 per cent), reported that they requested
references for job applicants from former employers; 17

(19.8 per cent) reported that they did not, and 3 (3.5
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per cent) reported that they requested references only

for good behavior. Four did not respond to this question.

TABLE IV-10

USE OF REQUESTS FOR REFERENCES FROM FORMER EMPLOYERS
BY RECRUITING ORGANIZATIONS

Response Number Per Cent
Yes 66 76.7
No 17 19.8
Other 3 3.5

Total Response 86 100.0

The recruiters were asked whether their institution
provided any orientation activities for new foreign em-
ployees. As Table IV-1l indicates, the overwhelming
majority of the recruiters reported that their institu-
tions provided orientation for new foreign employees.
Seventy-four (83.1) recruiters said yes, 6 (6.8 per cent)
said no, and 9 (10.1 per cent) said they did not know.

One recruiter did not respond to this question.
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PROVISION OF ORIENTATION BY RECRUITING ORGANIZATIONS

FOR NEW FOREIGN EMPLOYEES

Response Number Per Cent
Yes 74 83.1
No 6 6.8
Do not know 9 10.1
Total Response 89 100.0

The recruiters' responses to the question Do you

think that all foreign employees work in the jobs for

which they were recruited?" are shown in Table IV-12.

IvV-12

RECRUITERS' OPINIONS ON WHETHER FOREIGN EMPLOYEES

WORK IN THE JOBS FOR WHICH THEY WERE RECRUITED

Response Number Per Cent
Yes 49 55.1
No 27 30.3
Do not know 7 7.9
Other 6 6.7

Total Response 89 100.0

As indicated in Table IV-12, 49 recruiters (55.1 per

cent) reported that foreign employees did work in the jobs
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for which they were recruited, 27 (30.3 per cent) said they
did not, and 7 (7.9 per cent) reported that they did not
know. Six recruiters (6.7 per cent) reported that most
foreign employees were working in the jobs for which they
were recruited, but a small percentage (not over 10 per
cent) might be working in positions other than those for
which they were recruited because of immediate needs in
other vacant positions. One recruiter did not respond,
Recruiters were asked, "Are possible sources of re-
cruits explored to provide for a variety of representative
countries, universities, technical colleges, and ex-
employees?" As indicated in Table IV-13, 44 recruiters
(58.7 per cent) said that these sources were explored for
that purpose, 19 (25.3 per cent) said they were not, 9 (12
per cent) did not know, and 3 (4 per cent) said this de-
pended on the type of jobs to be filled; 15 did not respond

to this question.

TABLE IV-13

EXPLORATION OF POSSIBLE SOURCES OF EMPLOYEES BY
RECRUITING ORGANIZATIONS

Response Number Per Cent
Yes 44 58.7
No 19 25.3
Do not know 9 12.0
Other 3 4.0

Total Response 75 100.0
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The recruiters were asked if their organizations used
any other recruiting methods such as direct mail, contact
with employment agencies, etc., to attract applicants.
Forty-seven recruiters (54 per cent) said yes, 33 (37.9
per cent said no), and 7 (8 per cent) gave various responses

(e.g., "sometimes yes," "I do not know, use of advertise-

ment in general,'" 'for particular professionals," and so
on). Three recruiters did not respond.

The recruiters were asked, "Who in your institution
selects the recruiters for the organization?” Responses

to this question are presented in Table IV-14,

TARBLE IV-14
SELECTION OF RECRUITERS IN RECRUITING
ORCGANIZATIONS
Response Number Per Cent
1. Department(s) needing
employees 10 11.4
2. Committees of different
departments 10 11.4
3. Personnel department 3 3.4
4. High level officials 46 52.2
5. Civil Service Bureau 7 8.0
6. Combination of above 9 10.2
7. Other 3 3.4
Total Response 88 100.0

As indicated in Table IV-14, the majority of respon-

dents--46 vecruiters (52.2 per cent)--reported that high
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level officials selected recruiters in their organization.
Ten recruiters (1l.4 per cent) reported that the depart-
ment(s) needing the employees made the selection, and 10
said that committees of different departments made them.
Nine recruiters (10.2 per cent) reported that a combina-
tion of these groups affected the selection of recruiters;
2 did not respond go this question.

It is significant to note that personnel departments
apparently had little effect on the selection of recruiters;
only 3 recruiters (3.4 per cent) reported that this depart-
ment affected the selection of recruiters in their organi-
zation. All the respondents mentioned that the CSB would
be responsible for the recruitment of foreign employees
beginning in 1979, and that the Bureau had established
offices in Egypt, Syria, Jordan, and Pakistan for recruit-
ment purposes. The CSB would select recruiters from its
personnel with the option to request outside help from
some ministries and agencies which had experience in
recruitment, such as the Ministry of Education and the
Presidency of Girls' School.

The selection of employees is an important task for
organizations wishing to pick the best possible candidate
available to fill a given job vacancy. The success of
this process depends on the recruiter's experience in

screening and selecting applicants with a potential for
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good performance. Thus, the recruiters were asked, '"In
your opinion, what percentage of recruiters need training
in the recruitment and selection process?" As shown in
Table IV-15, 12 recruiters (l4.5 per cent) reported that
75-100 per cent of recruiters need training in recruitment
and selection, 22 (26.5 per cent) thought that 50-74 per
cent needed training, 7 (8.4 per cent) said that 25-43 per
cent needed training, and 5 respondents (6 per cent) thought
that 1-24 per cent needed training. None of the recruiters
needed training, in the opinion of 13 respondents (15.7
per cent); 7 recruiters (8.4 per cent) said they did not
know; 17 (20.5 per cent) made various comments in their
answers to this question such as ''recruiters were changed
from time to time," "recruiters with experience did not
need training if they had been selected from experienced
people," 'recruiters were composed of two groups, spe-
cialists for the interview and selection processes and
others for the administration and screening required for
each applicant, such as completing the contract, assign-
ing the salary level which fits the applicant's qualifi-
cations,'" etc. Seven recruiters did not respond to
this question.

The recruiters were asked if their institutions
favored one country over another when recruiting foreign

employees. Twenty-nine recruiters (32.2 per cent) answered
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TABLE IV-15

PERCENTAGE OF RECRUITERS NEEDING TRAINING
IN RECRUITMENT AND SELECTION

Response Number Per Cent
75-100% 12 14.5
50-74% 22 26.5
25-49% 7 8.4
1-24% 5 6.0
None 13 15.7
Do not know 7 8.4
Comments 17 20.5

Total Response 83 100.0

yes, 50 recruiters (55.6 per cent) said no, and 9 recruiters
(12.2 per cent) gave other responses (e.g., they looked

for countries with excess personnel, a variety of qualifi-
cations were sought, they recruited employees of diverse
nationalities and experience, etc.). The recruiters an-
swering "yes'" to this question were then asked why their
institutions favored one country over another.

As indicated in Table IV-16, the majority of recruiters
reported that a combination of many factors affected the
decision to select the labor market from which to recruit.
Fourteen recruiters (42.4 per cent) cited a combination
of cheaper labor, better performance by foreigners, and
willingness to train Saudis; others cited cheaper labor

and its availability. Ten recruiters (30.3 per cent)
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reported that better performance by foreign employees af-
fected the decision in choosing the country from which to
recruit them. Six recruiters (18.2 per cent) cited other
factors such as the availability of the skill needed,
mixed experience from different sources, and applicants
with access to the Arabic language in order for them to
communicate easily with the people with whom they came

in contact. Only 3 recruiters (9.1 per cent) reported
that cheaper labor was the reason for favoring one country

over another in recruiting foreign employees.

TABLE IV-16

REASON(S) FOR ORGANIZATIONS FAVORING ONE COUNTRY OVER
ANOTHER IN THE RECRUITMENT OF FOREIGN EMPLOYEES

Reasons Number Per Cent
Cheaper labor 3 9.1
Better performance 10 30.3
Combination of many factors 14 42 .4
Others 6 18.2

Total Response 33 100.0

The recruiters were asked, ""Does your institution
prefer to select employees from Arab countries when re-
cruiting foreign employees?" As shown in Table Iv-17,
the majority of recruiters--73 (82 per cent) said that

Arab employees were preferred, 11 (12.4 per cent) said
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they were not, 1 (1.1 per cent) said he did not know, and

4 (4.5 per cent) reported a variety of responses such as

"depends on labor market, availability, skill, etc.” One
recruiter did not respond to this question.
TABLE IV-17
INSTITUTIONS' PREFERENCE FOR ARAB COUNTRIES IN
RECRUITMENT OF FOREIGN EMPLOYEES

Response Number Per Cent
Yes 73 82.0
No 11 12.4
Do not know 1 1.1
Other 4 4.5

Total Response 89 100.0

The reasons for recruiters' preferred selection of
employees from Arab countries are presented in Table IV-
18. Fifty-two recruiters (70.3 per cent) reported that a
combination of several factors constituted the reason for
preferred selection of Arab employees. In breaking down
the responses of these 52 recruiters, the reasons cited
were the following: 18 recruiters cited factors 1-3; 13
recruiters cited factors 1-4; 6 recruiters cited factors
2 and 3: 4 recruiters cited factors 1-3 and 5: 3 recruiters
cited factors 1-5: 3 recruiters cited factors 1 and 3;

9 recruiters cited factors 2, 3, and 5; and 1 recruiter
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each cited factors 2-4, 2-5, and 1-4 and 6. Table IV-18
also shows that 13 recruiters (17.6 per cent) reported

that language was an important factor in selecting em-
ployees from Arab countries. Other recruiters cited com-
mon customs, same religion, and cheaper labor as significant

factors.

TABLE IV-18

RECRUITERS' REASONS FOR SELECTING EMPLOYEES
FROM ARAB COUNTRIES

Reasons Number ' Per Cent
1. Common customs 1 1.3
2. Same religion 3 4.1
3. Same language 13 17.6
4. Cheaper labor 1 1.3
5. High quality ..
6. High unemployment - .o
7. All of the above b 5.4
8. Combination of fac-

tors 1-6 52 70.3
9. Other - .o

Total Response 74 100.0

The recruiters were asked if their institutions con-
ducted systematic surveys in order to compare rates for
wages and salaries. Thirteen respondents (15.3 per cent)
said yes, while 60 (70.6 per cent) said no. Twelve re-

cruiters (l4.1 per cent) responded in a variety of ways,
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such as "do not know," "the Civil Service Bureau makes
the decision,'" by-laws for non-Saudis are applied,"” etc.
Five recruiters did not respond.

The recruiters were also asked, '"Does your institu-
tion possess a policy on where its salary and wage levels
should be in relation to international market rates?" As
shown in Table IV-19, 25 (28.7 per cent) of the recruiters
said that their organizations possessed such policies,

37 (42.5 per cent) said they did not, 8 (9.3 per cent)
said they did not know, and 17 (19.5 per cent) responded
that their institutions applied the by-laws for non-Saudi
employees which specified the level of compensation for
all foreign personnel, Three recruiters did not respond

to this question.

TABLE IV-19

PREVALENCE OF SALARY AND WAGE SURVEY POLICIES
AMONG INSTITUTIONS

Response Number Per Cent
Yes 25 28.7
No 37 42.5
Do not know 8 9.3
Other 17 19.5

Total Response 87 100.0
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When asked to assess Saudi Arabia's wage rate as com-
pared to the international market rate, 34 recruiters (40
per cent) reported that Saudi Arabia's rate was higher;

12 (l4.1 per cent) said it was lower; 18 (21.2 per cent)
believed that Saudi Arabia's wage rate was equal to inter-
national rates; and 21 (24.7 per cent) gave other responses
such as "do not know," ''some countries pay more, some pay
less," '"compared to other developing countries, Saudi
Arabia's wages seem higher,” ete. Five did not respond

to this question.

The recruiters were asked if their institution had a
job description for each position for which foreign em-
ployees were hired. Seventy-nine of the respondents (88.8
per cent) said yes, 5 (5.6 per cent) said no, and 5 (5.6
per cent) gave other responses such as "do not know,"
"some have descriptions, others do not," etc. One re-
cruiter did not respond.

The recruiters were asked, "Is there any evidence
which suggests that unnecessary delays exist in completing
the recruitment procedures and filling vacancies in your
institution?" Forty-seven recruiters (53.4 per cent) said
that such delays existed in their organizations, 39 (44.3
per cent) said they did not, and 2 (2.3 per cent) said
they existed due to the limited number of applicants and

the bureaucracy which existed in completing the necessary
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procedure. Two did not respond to this question. Those
recruiters answering 'yes" to this question were then
asked, "Why is this so?"

As Table IV-20 shows, the majority of recruiters--21
(48.8 per cent) reported other reasons than those listed
in the questionnaire. Twelve of the respondents blamed
the bureaucracy; 5 cited the market's lack of qualified
applicants, especially for professional positions; and 3
thought that recruiters went to the preferred market after
competitors had recruited the best available applicants.
Table IV-20 also shows other reasons for delays such as
limited numbers of decision-makers and clerks, and lack of

efficiency among decision-makers and clerks.

TABLE 1IV-20

REASONS FOR DELAYS IN COMPLETING RECRUITMENT PROCEDURES

Response Number Per Cent

Limited number of decision-makers

Limited number of clerks

Lack of efficiency in decision-
makers

Lack of efficiency in clerks

All of the above (1-4)

Combination of 1 and 2

Combination of 2 and 3

Combinationof 2and 4; 1, 2, and 3

Other
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Total Response 100.0
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The recruiters were asked if a shortage of foreign
employees existed in their institutions and, if so, what
type of shortage. As Table IV-21 indicates, the majority
of respondents--34 (60.7 per cent)--believed that shortages
in both quality and quantity existed. Fourteen (25 per
cent) recruiters reported shortages in quality, 6 (10.7
per cent) reported shortages in quantity, and 2 (3.6 per
cent) reported shortages of quantity in some types of jobs,

such as those in the educational field.

TABLE IV-21

SHORTAGES OF FOREIGN EMPLOYEES

Response Number Per Cent
Quantity 6 10.7
Quality 14 25.0
Quantity and quality 34 60.7
Other 2 3.6

Total Response 56 100.0

The recruiters were then asked to indicate the rea-
son(s) for shortages of foreign employees. Table IV-22
shows that 4 recruiters (7.8 per cent) indicated that
other countries paid higher salaries than Saudi Arabia.
Sixteen (31.4 per cent) cited the limited supply of po-

tential employees in the market, 2 (4 per cent) cited the
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environment in Saudi Arabia, 7 (13.7 per cent) said that
Saudi Arabian recruiters went to the preferred market

later than competitors in other countries, and 22 (43.1

per cent) cited a variety of responses such as combinations
of listed reasons (2 and 4; 1 and 2; 1, 2, and 3; 1, 3, and
4). The bureaucracy involved in sending out recruiters

and in completing the recruitment procedure was another

reason given for shortages of foreign employees.

TABLE IV-22

REASONS FOR SHORTAGES OF FOREIGN EMPLOYEES

Reasons Number Per Cent

1. Other recruiters (countries) pay

more. 4 7.8
2. Supply of potential employees in
the market is limited. 16 31.4

3. The environment (such as eco-
nomic or social conditions) in
Saudi Arabia is not desirable
to non-Saudis. 2 4.0

4. Recruiters go to the markets af-
ter the recruiters from other
countries have already con-
ducted their search for appli-

cants. 7 13.7
5. Other 22 43.1
Total Response 51 100.0

Each non-Saudi employee is entitled to housing and

transportation in addition to salary; thus, the recruiters
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were asked, "Do you think that the majority of foreign
employees would prefer to receive cash, be provided with
reasonable housing, or other?" Forty-six recruiters (54.1
per cent) believed that cash would be preferred by foreign
employees, 35 (41.2 per cent) thought that the provision
of reasonable housing would be preferred by non-Saudi
employees, and 4 (4.7 per cent) said that single foreign
employees would prefer cash, while foreign employees with
families would usually prefer reasonable housing. Five
recruiters did not respond to this question.

In response to the question concerning transportation,
the majority of recruiters--74 (86 per cent)--reported
that foreign employees would prefer cash to provision of
transportation because most of them usually used their own
transportation; only 12 recruiters (14 per cent) thought
that foreign employees would prefer to have transporta-
tion provided for them (''transportation'" here includes
only transportation to and from the location of daily
work). Four recruiters did not respond to the question.

The recruiters were asked, "In your opinion, which
factor [provided housing and transportation or cashl con-
tributes more to the efficiency of work?" As Table IV-

23 indicates, for housing, the majority of the recruiters--
62 (72.9 per cent)--reported that provided housing con-

tributed more to the efficiency of foreign employees'
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work, perhaps because the rent for a house or an apartment
was higher than the allowance paid in cash. Twenty-two
recruiters (25.9 per cent) thought that paying cash would
contribute more to the efficiency of the foreign employees'
work, and 1 recruiter (1.2 per cent) said that it depended
upon the marital status of the foreign employee. Five
recruiters did not respond to the question.

For transportation, Table IV-23 shows that 52 recruit-
ers (65 per cent) reported that paying cash would contribute
more to the efficiency of the foreign employees' work, and
28 (35 per cent) reported that providing transportation
would contribute more to the efficiency of their work; 10

did not respond to this question,

TABLE IV-23

RECRUITERS' OPINIONS OF FACTORS CONTRIBUTING TO
EFFICIENCY OF WORK AMONG IFOREIGN EMPLOYEES

Housing Transportation
Response i % i A
Pay cash 22 25.9 52 65.0
Provide housing/
transportation 62 72.9 28 35.0
Other 1 1.2 .. .o
Total Response 85 100.0 80 100.0
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The recruiters were then asked, 'Who recruits
and selects professionals?" As Table IV-24 indicates,
35 recruiters (40.7 per cent) reported that profes-
gionals were recruited and selected by other profes-
sionals in the same field; 5 (5.8 per cent) indicated
that professionals from other occupations did the select-
ing; 12 (13.9 per cent) said that specialists performed
this function: 9 (10.5 per cent) said that top manage-
ment made the selection; 3 (3.5 per cent) reported
that the CSB recruited and selected professionals;
1 (1.2 per cent) reported that an outside agency did
the recruitment of professionals; and 21 (24.4 per
cent) recruiters gave a variety of responses, such as
the following combinations: 1 and 2; 1 and 4; 1 and
3; 1, 4, and 8; 1 and 8; 1, 3, and 4; 1, 3, and 7;
4, 5, and 6; etc. Four did not respond to this ques-
tion.

To compare the total package of payments which
competitive countries such as Kuwait, the Arabian
Gulf countries, and Libya pay for foreign employees,
the recruiters were asked, "To the best of your know-
ledge, which of the following countries pays more,
less, or the same total package of payment when com-

pared to Saudi Arabia?”
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TABLE IV-24

PERSONNEL RESPONSIBLE FOR RECRUITMENT AND
SELECTION OF PROFESSIONALS

Response Number Per Cent
1. Professionals from the same
occupations 35 40.7
2. Professionals fromother oc-
cupations 5 5.8
3. Specialists in selection 12 13.9
4. Top management 9 10.5
5. Heads of departments
6. Personnel department . .o
7. Civil Service Bureau 3 3.5
8. Outside agency 1 1.2
9. Combination of the above 21 24,4
10. Other
Total Response 86 100.0

First, Table IV-25 indicates that 12 recruiters (27.3
per cent) reported that Kuwait's pay was lower than Saudi
Arabia's; 18 (40.9 per cent) said that its pay was the
same; and 14 (31.8 per cent) said its pay was higher.
Second, according to Table IV-23, 10 recruiters (22.2
per cent) indicated that the Arabian Gulf countries' pay
was lower than Saudi Arabia's; 15 (33.3 per cent) be-
1ieved that their pay was the same; and 20 (44.5 per cent)
reported that their pay was higher. Finally, as indicated
in Table IV-25, 22 recruiters (57.9 per cent) thought

that Libya's pay was lower than Saudi Arabia's; 9 (23.7
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per cent) believed that its pay was the same; and 7 (18.4

per cent) thought that its pay was higher.

TABLE IV-25

COMPARISON OF TOTAL PACKAGE OF PAYMENTS OF
SAUDI ARABIA WITH THOSE OF OTHER
ARAB COUNTRIES

Arabian
Gulf
Kuwait Countries Libya
Response ¥ % ¥ A ¥ %
Lower payment 12 27.3 10 22.2 | 22 57.9
Same payment 18 40.9 | 15 33.3 9 23.7
Higher payment 14 31.8 20 44,5 7 18.4
Total Response 44 100.0 45 100.0 38 100.0

Recruiters were asked whether their organizations had
any training programs for recruiters. Only 4 recruiters
(4.8 per cent) said yes, whereas 60 (77.4 per cent) said
no, 8 (9.5 per cent) said they did not know, and 7 (9.5
per cent) said that there was more experience than train-
ing. To the follow-up inquiry to this question, '"Do you
recommend the establishment of training sessions for re-
cruiters?,” 61 recruiters (70.1 per cent) said yes, 16
(18.4 per cent) said no, 4 (4.6 per cent) had no opinion,
and 6 (6.9 per cent) thought that giving recruiters clear

instructions and selecting themwith care would be sufficient.
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Part Three: Personal Interviews

During July of 1979, in order to obtain more informa-
tion about recruitment and selection of foreign employees
in addition to that gathered from the questionnaire
responses, the researcher conducted personal interviews
with key officials working in several Saudi Arabian minis-
tries and agencies. The General Manager for Foreign Em-
ployees in the CSB (1) was asked whether recruitment pro-
grams were based on human resource plans. He said that
these plans were used for all government institutions,
stating that the first step was the creation of positions;
an effort was then made to fill them with Saudis, but if
no qualified Saudis were available, non-Saudis were re-
cruited.

The Deputy Minister for the Ministry of Education
(4) also responded affirmatively to this question and
added that his ministry's plan for human resources must
be used in conjunction with a plan for expansion in
classes and schools.

The General Manager of Curriculum and Research and
Chief of the Recruitment Committee in Egypt for many
years for the Presidency of Girls' School (2) said that
his agency used human resource plans and described the
steps which the agency followed. He stated that his

agency attempted to find qualified Saudis (females) first,
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then searched for non-Saudis if necessary. He said that
his agency's plan started at the educational district
level. This agency also required that female foreign
employees coming to Saudi Arabia be accompanied by men
(e.g., husband, father, brother, or other very close
family member), preferably by men already working or
recruited to work in Saudi Arabia.

The Administrative Vice-Rector for Riyadh University
(3) said that the university's recruitment programs were
based on human resource plans. These plans started with
individual colleges; then the university administration
coordinated these various plans into the master plan for
the entire university. Other officials in other institu-
tions who were interviewed also stated that their branches
and districts made the first plans and that the ministries
then coordinated these plans into a single master plan (5,
7).

All officials interviewed were asked, 'What are the
criﬁeria for selecting recruiters?' All respondents re-
ported that the experience of the recruiters was the
cornerstone for their selection. They stated that re-
cruiters consisted primarily of two groups. The members
of the first group were usually professionals in the
fields for which employees were needed (e.g., physicians

for physicians, engineers for engineers); they made
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recruitment decisions which were carried out or completed
by the second group, administrative and clerical personnel
with experience in financial and administration require-
ments such as assigning compensation packages, filling

out contracts, etc. (2, 3, &4, 5, 6, 7, 8).

Key official interviewees were asked, "Are recruiters
in your institution trained in the recruiting and selec-
tion of foreign employees?" All of them stated that the
recruiters had experience in recruitment, but not in
training (2, 3, &, 5, 6, 7, 8). The General Manager of
Foreign Employees in the CSB (1), however, stated that the
recruiters which the Bureau sent to its branches in other
countries were instructed through their on-the-job train-
ing in various CSB departments in Riyadh, as well as in
sessions conducted for them in the Institute of Public Ad-
ministration (IPA) in Riyadh.

The officials were also asked, "Does your institution
use interviews for selecting foreign employees?” Some of
the respondents (2, 3, &4, 7, 8) reported that they used
interviews for all foreign employees, both professionals
and non-professionals, while the others (1, 5, 6) indicated
that they used interviews only for professional applicants.

When the officials were asked if their institutions
paid the same wages for all foreign employees with the

same degree and experience regardless of their nationality,



121

all interviewees responded that the by-laws for non-Saudis
were the basis for the compensation for all foreign em-
ployees working in the Saudi Arabian civil service. The
officials were then asked, "Is enough effort being made
to produce a favorable image of your institution as a good
place in which to work, and how is it being done?" Most
of the officials (1, 2, 4, 5, 7) responded affirmatively
in general terms, but two (3, 8) added that Rivadh Univer-
sity provided competitive housing; offered assistance to
new foreign employees until they were settled in Saudi
Arabia, an important factor for an employee who is coming
to a new environment for the first time; and made arrange-
ments with a private school to provide an educational pro-
gram in English for children of foreign employees from
Europe and the United States (Riyadh Universith annually
pays about $149,000 in cash plus the cost of hiring ten
teachers and a principal for Manert Al-Riyadh Schools in
Riyadh). The officials from Riyadh University (3, 8)
also indicated that the university offered these programs
to attract, motivate, and hold qualified people accompanied
by school-age children, especially Arabs living in Europe
or the United States.

The manager of the Industrial Development Fund (IDF)
(6), a semi-independent organization in Saudi Arabia which

is a legal entity and has its own system of wage and salary
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administration, said that his organization provided full
details about the Saudi Arabian environment and the total
package of compensation for all non-Saudis before re-
cruiting foreign employees. He added that the IDF, in an
offort to attract, motivate, and hold competent non-Saudi
employees, provided competitive and reasonable housing and
recreational facilities for employees and their families,
equipped with a swimming pool, videotapes and films, cafe-
teria, etc., adjacent to the IDF.

The official interviewees were asked, "Are there
adequate records which show the need for foreign employees
in each occupational category of your institution?" All
respondents answered this question affirmatively, and an
official from Riyadh University (3) added that the uni-
versity used computers to assist in following up planning
for personnel.

The official interviewees were asked, "What attempts,
if any, are made to reduce the number of foreign employees
to be recruited?” The respondents stated that each minis-
try and agency in the country tried to train its Saudi
employees in order to increase their productivity, which
would consequently reduce the need for foreign employees.
The interviewees also indicated that, in addition to the
general schools and institutes under the Ministry of

Education and/or the Presidency of Girls' School (the two
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major institutions supervising general education in Saudi
Arabia), a number of other schools and institutions of-
fered training, including tailoring centers; teachers'
training institutions; centers of complementary studies
and science and mathematics centers; English teachers'
training courses; institutions for teachers of fine arts
and physical education; industrial commercial and higher
technical institutions; special education for the blind,
deaf, and dumb; adult education; etc.

The interviewees added that one of the functions of
the IPA, founded by Royal Decree No. 93 of April 10, 1961,
was to set up and execute educational and training pro-
grams for the various levels of civil service employees
(Article 3 of IPA function) in such fields as management,
personnel administration, financial administration, plan-
ning and development, statistics, school administration,
higher secretaryship, office work, typing in both Arabic
and English, computer programming, etc. The sessions
for most of these programs lasted between six and twelve
weeks. All of these programs were offered in an attempt
to make employees more useful to themselves and to their
employers, which could increase their know-how and pro-
ductivity and thus reduce the number of personnel needed
in the long run.

Attempts to reduce the number of foreign employees

to be recruited were made by other ministries when they
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set up institutions for training employees for special
purposes. For instance, the Ministry of Health set up

and operated schools and institutions such as hygienic
institutions (for males) for assistants in radiology, phar-
macists, anesthetists, laboratory technicians, surgeons,
nutritionists, and health inspectors, as well as nursing
schools (for females).

Institutions in fields such as surveying, supervision,
and architectural drawing were set up and operated by the
Ministry of Municipalities and rural affairs. Under the
Ministry of Labour and Social Affairs institutions such
as those for social service and social guidance (for males)
and Al-Fatah institutions for females were set up and ad-
ministered. Under the aegis of private education (non-
general), schools and institutions were set up for typing,
foreign language teaching, and calligraphy, in special day
and evening courses. All of these programs were estab-
lished in an effort to train Saudi employees to qualify
them to take over a variety of jobs which Saudi Arabia
has had to depend upon non-Saudis to fill for many years.
In addition to all of these programs, thousands of Saudi
students are currently engaged in higher education in Saudi
Arabia and abroad. The United States, for example, has
more than 10,000 Saudi students in different fields of

study. Most ministries and agencies also send their
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employees to participate in programs in various foreign

countries. North Texas State University in Denton, Texas,
for example, since 1976 has set up and operated a program
for Saudi teachers to qualify them as English instructors

in Saudi Arabian junior and senior high schools.

Summary

The purpose of this chapter has been to present and
analyze the statistical findings of the research. The
data were grouped under three headings: personal informa-
tion, professional information, and personal interviews.

Questionnaires were administered to 116 Saudi re-
cruiters working in twenty-five ministries and agencies.
0f the 116 questionnaires distributed, 90 were returned,
for a return rate of 77.6 per cent. During July of 1979,
the researcher conducted personal interviews with eight
key officials working in the Saudi Arabian civil service
institutions which employ the largest numbers of foreign
employees in order to obtain additional information and
opinions from these officials about recruitment of for-

eigners for civil service positions in Saudi Arabia.
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CHAPTER V
CONCLUSIONS AND RECOMMENDATIONS

The purpose of this final chapter is to present the
conclusions and recommendations of the study. It consists
of four parts, each of which examines a significant effect
upon both the quantity and the quality of foreign employees
working in civil service positions in Saudi Arabia. The
four parts are the following:

1. Current methods of recruitment and recommendations
for improving those methods.

2. Preparation and orientation of foreign employees
to their new environment.

3. The educational system in Saudi Arabia and its ef-
fect on employment.

4. The effect of bureaucracy on the quantity and
quality of manpower needed.

The first and second parts of this chapter are directly
related to recruitment of foreign employees working in the
Saudi Arabian civil service. The third and fourth parts
are indirectly related to recruitment, since, if improve-
ments take place in these two areas, they will reduce the
need for large numbers of foreign employees to be recruited

in Saudi Arabia.
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Current Methods of Recruitment

The Nature of the Recruitment Process

When an organization arrives at the recruitment pro-
cess, it is assumed that it has previously determined its
job content, employee trait requirements, and overall man-
power needs. The watchword in the employment process 1is
planning. Since recruitment is the first major step in
this process, effective recruitment efforts require a
double measure of careful planning. Recruitment as the
term is used in this study involves making job openings
known to potential applicants, screening them, face-to-
face interviewing of qualified candidates, selecting appli-
cants to fill positions, offering employment to selected
candidates, and finally acceptance of the offers by ap-
plicants.

The recruiter or person responsible for recruitment
and selection must know the characteristics required for
all the positions to be filled. Some attributes are funda-
mental for some jobs but only preferable for others. There-
fore the selection process involves picking the right person
for the specific job in question from among the total group
of applicants. Saudi Arabia is a developing nation. Its
experience in the recruitment and selection of foreign em-

ployees working in the civil service is restricted by the
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limited supply of Saudi employees skilled in the recruit-

ment and selection process.

Research Findings

The questionnaire responses of the recruiters surveyed,
as presented in Chapter IV, showed that Saudi Arabia em-
ployed methods which are used almost universally in the
staffing process. The major method used was advertising
for applicants in international markets. In the selection
process, the recruiters reported, they used employment ap-
plication forms, tests, interviews, physical examinations,
and requests for references.

From the questionnaire responses it was found that 28
per cent of the recruiters surveyed had only a high school
education or less. In addition, the majority of the re-
cruiters with higher educational degrees did not have
majors in fields closely related to job recruitment and
selection, such as psychology or personnel. It was also
found that only 85 per cent of the recruiters surveyed used
interviews in the selection process. Requests for refer-
ences from applicants were not used by 23.3 per cent of
the recruiters surveyed in this study. Only 58.7 per cent
of the recruiters believed that all possible sources of
employees were being explored.

When asked who selected recruiters, only 3.4 per cent

of the respondents reported that the personnel department
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played a large part in the selection process. A large ma-
jority of the recruiters--70.6 per cent--said that their
institutions did not conduct systematic surveys to compare
rates for wages and salaries. A total of 53.4 per cent of
the recruiters believed that unnecessary delays existed in
completing recruitment procedures and filling vacancies.
Furthermore, only 55 per cent of the recruiters reported
that foreign employees worked in the jobs for which they
had been recruited. These research findings thus highlight
a number of conditions leading to problems for recruitment

in the Saudi Arabian civil service.

Summary of Findings

The research conducted in the course of this study
revealed the following information with regard to methods
of employee recruitment:

1. The majority of recruiters reported that the
Saudi Arabian civil service used the methods and sources
which are employed almost universally in the staffing pro-
cess.

2 Recruitment of foreign employees has been cen-
tralized by the Civil Service Bureau.

3. Planning, which is the watchword for manpower,
was not used carefully. DMany foreign employees were not

working in the jobs for which they had been recruited.
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4. All possible sources of applicants were not ex-
plored fully.

5.  Interviews were not used by all recruiters.

6. Requests for references from applicants were not
used by almost 25 per cent of the recruiters,

7. Evidence suggested that unnecessary delays existed
in completing recruitment procedures.

8. A large percentage of recruiters had only a high
school education or less, and many recruiters with higher
levels of formal education did not have majors in fields
closely related to job recruitment and selection.

9. Personnel departments had little influence on the

selection of recruiters.

Recommendations for Recruitment

Planning.--Planning 1is the cornerstone of the employ-
ment process. Since recruitment is the first major step
in this process, effective recruitment efforts require
careful planning. The study showed that, in the opinion
of Saudi Arabian recruiters, a large percentage of foreign
employees were not working in the jobs for which they had
been recruited. This may indicate a lack of accurate plan-
ning for manpower needs. Thus, a review of manpower needs
must be carried out with an extra measure of careful plan-
ning in order to recruit the right people for the right

job openings.
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Sources and methods.--All possible sources of appli-

cants for positions in the Saudi Arabian civil service
should be explored in order to reach all qualified poten-
tial applicants. The methods used should not be limited
merely to advertising for job applicants. Private employ-
ment agencies represent a very good source of applicants,
if the agencies are selected with care. A good employment
agency can save the employer a great deal of time. College
recruitment is another valuable source of applicants. In
addition to advertisement, private employment agencies,

and college recruiting, Saudi Arabia should also give con-
sideration to other sources for recruiting applicants, such
as international executive search firms and professional
associations.

Saudi Arabia should also consider retired Saudis and
married Saudi women as sources of potential civil service
applicants. Present foreign personnel should be encouraged
to recommend potential employees since they are familiar
with their employers' business and the types of employees
needed. This method would be beneficial in that it could
reduce the search for applicants and also give present em-
ployvees the feeling that their recommendations were being
taken into consideration by their employers, which is an
important part of the mutual trust that should exist be-

tween a superior and his subordinates.
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Interviews.--Interviews, which are used almost univer-

sally in the staffing process, should be given more atten-
tion in Saudi Arabia as an important employee selection
device. The goal of the interview should be clear in the
mind of the interviewer, and adequate preparation and plan-
ning must be carried out. Regardless of the interviewer's
decision, immediately after an interview he should write -
out a report before he forgets his impressions and opinions
about the applicant. Improvement in the interviewer's
abilitv should be a continuing process,

References.--Requesting and verifying applicants'

references are important considerations, since, in some
cases in Saudi Arabia, it was discovered that applicants
had lied or given misleading information about their work
experience or academic background. For example, the Minis-
try of Education in Saudi Arabia fired and deported a
foreign employee because he was found to have lied about
his past experience (1). Nor is this problem unique to
Saudi Arabia; in a case which occurred in the United States

and was reported in the Wall Street Journal an applicant

who listed a B.S. from MIT and a Ph.D. from Yale was
discovered to have lied about his college work (2, p. 11l4).
Requesting references from former employers could reduce
or eliminate some migleading information, particularly in

regard to the applicant's employment history.
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Recruitment delays.--The unnecessary delays which

exist throughout the process of recruitment and filling
job vacancies in the Saudi Arabian civil service should
be eliminated.

Wage and salary surveys.--Wages and salaries in the

international market are changing very rapidly because of
the effects of inflation and other factors. Therefore,
Saudi Arabia should conduct systematic surveys in order

to compare rates for wages and salaries. The total package
of compensation offered by Saudi Arabia should at least
equal competitors' packages of wages and benefits.

Selecting recruiters.--Recruitment is the first major

step in the employment process. Thus, the success of this
process depends on the recruiter's experience and knowledge
in screening and selecting applicants with the potential
for good performance. Therefore it is very important that
great care be taken in the selection of recruiters for the
Saudi Arabian civil service. It is fundamental that, in
order for the recruiter to pick the right person for the
specific job in question from among the total group of
applicants, he should know the characteristics required

for the job.

Stages in the selection process.--The purpose of the

selection process is to choose the best applicant from

among a group of applicants or to eliminate unqualified
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applicants at any point in the process, thus reducing the
cost of sending an unqualified applicant through all the
stages in the procedure. At each stage, the new informa-
tion obtained may bring something to light that was pre-
viously hidden which will cause the decision-maker to
reject an applicant. Different employers may use differ-
ent events and ordering of those events in the selection
process, but in general it is recommended that the Saudi
Arabian civil service should consistently use application
forms, tests, interviews, physical examiantions, and
reference checks in determining whether to offer an appli-

cant a job.

Orientation of Foreign Employees

The goal of the employment process is not merely to
recruit and select employees but to attract, motivate, and
hold them, especially those who are very productive. An
orientation program is an important device which an em-
plover should utilize, particularly if he is employing
foreign employees who are entering a new environment for
the first time. The aim of any orientation program should
be to reduce turnover and to improve the effectiveness,
efficiency, and adaptability of employees.

Recruiting foreign employees to work in Saudi Arabia
means recruiting and relocating individuals and their

families from their own country to an international
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assignment. This relocation may bring with it a high per-
centage of turnover, which is very costly anywhere, espec-
ially in international employment. Thus, in order to reduce
the turnover of foreign emnloyees and help them familiarize
themselves with their new environment, the objectives of

an orientation program are fundamentally as follows:

1. To facilitate the employee's and his family's ini-
tial travel and adjustment to living and working in their
new environment,

2. To provide information which will add to the em-
ployee's and the family's knowledge and understanding of
the culture of the new country.

3. To introduce the new employee to the organization
which hired him.

4. To acquaint the new employee with the organiza-
tion's operations, goals, and philosophies.

5. To familiarize the new employee and his family
with the conditions of their employment commitment (4, pp.

21-24) .

Recommendations for an Orientation Program

For successful orientation a number of topics should
be carefully addressed.

Contracts or conditions of employment.--A very de-

tailed review of the employment agreement should be con-

ducted so that every question asked is answered honestly
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and completely. Answers must be provided before the
employee leaves his home country. If answers are not
understood in the home country, they will definitely be
misunderstood in the country of employment.
Cultures.--People, religion, customs, and tradition
are among the most important elements of culture and should
receive considerable attention in preparing employees and
their families for an international move. A speaker who
is a citizen of the destination country is preferred to
conduct part of the orientation program. The speaker must
be objective and well-grounded in the lifestyles of the
host country's average citizens. Information presented
must be current and realistic. Everyone in the group (em-
ployees and their families) should feel free to question,
comment, and discuss with the speaker their opinions, hear-
say, or information gleaned from other sources.

Culture and job shock.--Experience leads to the belief

that a psychologist is best able to deal with this topic,
provided he has had experience in the destination country
and is able to relate practically and realistically rather
than merely on a theoretical level. A conservative, fair,
and open presentation on culture shock will decrease the
emotional stress that many employees experience during
their first few months in the new country. Job shock

appears to have created more concern than culture shock
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for employees moving into the Middle East. In the home
country managexrs were able to move, to make decisions, to
exercise authority commensurate with their responsibilities,
and to be innovative and creative without being constrained
by bureaucracy; in the Middle East, however, managers often
do not have these capabilities.

Living and recreational conditions.--This area is im-

portant to the employee, but probably more important to the
family accompanying him on the international assignment.
The family wants to know what kind of facilities will be
available to them and what kind of housing they will have--
whether it meets the standard to which they are accustomed
in their own home country, the proximity of its location to
others of their own nationality, how close it is to the
employee's work site, and whether transportation is pyo-
vided and, if so, for whom. They want to know what kind of
recreational facilities are available to them., It is also
very important to discuss where children will go to school,
the standard of the school, and how the school compares to
those in their home country.

The job.--The job should be discussed as completely as
possible. Employees should know what their responsibili-
ties are, how much authority they have, and any other in-

formation which they may need.

Pictorial review of country, assignment, and condi-

tions.--It is important to discuss with and show the new
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employee and his family the living, working, and recrea-
tional conditions which they will encounter. This is the
time to take them on a tour of the country, the city, and
s0 on.

Former expatriate's briefing. It is important that an

expatriate who formerly resided in the country, lived in
the housing, worked at the job locationm, and experienced
the same kinds of conditions brief the new employees, but
it is also important that the former expatriate be objec-
tive and able to present material in a professional, honest,
straightforward, and unemotional manner. At least one of
these expatriates should be female so that women have
someone with whom they can establish rapport, ask personal
questions, and have information presented from a woman's
point of view (4, pp. 21-24).

Marston suggests that money for an orientation program
which offers information on these topics to new foreign
employees is money well spent, and it is easily recovered
;£ turnover is reduced by as little as one per cent (4,

p. 24). Pershing P. Stahlman, Personnel Consultant for
Hospital Corporation International in Nashville, Tennessee,
writes: "Having talked with many Americans living and
working abroad, my impression is that much of the dissatis-
faction they experience can be traced to unrealistic expec-

tations" (6, p. 27). The recruiter nust take the initiative
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in drawing the candidate into the selection process. He
can do this by giving clear, specific examples of the
realities, problems, and frustrations that may beset the
employee and his family in their new environment. Giving
employees and their families the full truth means allowing
them to make their own decisions by considering both the
positive and negative aspects of the assignment.

Perhaps the soundest advice for a candidate for an
overseas assignment is to look past the money--to try to
project himself and his family into the best and the worst
of the situation he may encounter and then to step back and
try honestly and objectively to evaluate their chances for
success. The interviewer must set the stage for this par-
ticipation, because he is, or should be, in control of the
interview (6, pp. 27-28).

The Saudi Arabian Educational System
and Manpower

Shortcomings in the Educational System

The most obvious tool for manpower development is
formal education at all levels. Of equal importance is
on-the-~job development through a wide variety of informal
as well as systematic training within the working environ-
ment. The education system in Saudi Arabia, however, seems
not to be bearing its full responsibility for preparing
the human resources which the kingdom needs. The short-

comings and inadequacies of the educational system, in
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curriculum and in other areas, force Saudi Arabia to re-
cruit a large number of foreign employees.

The major problems in the Saudi Arabian educational
system which seem responsible for the nation's manpower
shortage and which may affect the need to recruit foreigners
are the following:

1. Saudi Arabia has several independent educational
authorities competing for shares of financial allocations
and student enrollments.

2. A general attitude exists that manual labor is a
lower type of work and that manual employees represent a
lower class of society. In addition, the educational sys-
tem enables general academic students to continue their
education at successively higher levels, which gives them
access to more prestigious jobs than that given to voca-
tional students.

3. The traditionally negative attitude toward the
education of women in Saudi Arabia delayed formal public
education for girls until 1960-1961, whereas formal public
education for boys began in the 1920s.

Recommendations for Education
in Saudi Arabia

Tt seems that the weaknesses and shortcomings in
Saudi Arabia's educational system have been the major

causes for the system's lack of response to the need for
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manpower development. Thus, as an attempt to meet these
needs in order to prepare and qualify Saudis who can take
over jobs now held by foreigners, the educational system
should be reviewed and the following measures undertaken:

1. The several independent educational authorities
competing for student enrollment must be gathered under
one educational authority to supervise public educational
programs, both academic and vocational,

2. Priorities must be the cornerstone for any pro-
grams; share and incentives must be established for every
stage and kind of education in an attempt to decide the
size of student enrollment in each stage according to the
need of the Saudi Arabian economy.

3. To meet the rapid buildup of domestic industry,
emphasis must be placed on science and management.

4. The negative attitude toward manual work must be
attacked by political leaders, educational institutions,
religion, and mass media.

5  The educational system should be reviewed and
restructured, if necessary, to meet the changing needs of
the people of Saudi Arabia and its environment.

6. TForeign employees working in the field of educa-
tion represent the largest group of foreigners working in
civil service jobs; thus, Saudis should be attracted to

these jobs by the offering of more incentives. In addition,
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qualified Saudis working outside the educational field
should be attracted to teach some courses on a part-time
basis--on one hand, to reduce the need for foreigners and
to use the Saudis' time more efficiently and, on the other
hand, to help these Saudis to keep and further develop the
knowledge which they have gained and, perhaps, to attract
them to the educational field for full-time employment

in the long run.

7. 1In spite of the considerable increase in the num-
ber of Saudi women graduating from teacher-training insti-
tutes, the number of women teachers has remained small be-
cause many of these graduates become wives and mothers--
the role usually assigned to women in Saudi Arabian so-
ciety--rather than taking jdbs. Saudi Arabia has not made
a sound effort to use women in the labor force, in spite
of its extreme shortage of human resources. It is possible
and desirable to compromise between the role of women as
wives and mothers and the need to train them to become
productive members of the labor force. The importance of
women as wives and mothers for maintaining strong family
ties, of course, is not to be questioned, but keeping
women--especially those with education and spare time--at
home means, on the individual level, deterioration of the
knowledge which they have gained from their formal educa-

tion and waste of their time. On the national level, it
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means that Saudi Arabia will continue to be forced to re-
cruit more foreign employees, even though Saudi women could
fill some of the vacant civil service positions. Women
might be brought to the labor market by offering them
flexible schedules such as part-time employment and short
shifts. The employment of women is a national goal which
can also give women an intrinsic reward--the feeling of
accomplishing something of value--leading to their satis-
faction.

8. Saudi Arabia sends thousands of students on schol-
arships to many countries to study in various fields; it
should require and encourage, by such means as monetary
incentives, that each of these students take some educa-
tional courses as electives. This should be done in order
to give the students some basic familiarity with teaching
in case they decide to teach in their field at any level.
These courses could also be a basis for further training
in the future.

9. TIn Saudi Arabia a number of firms do business for
the government, performing services such as managing hos-
pitals, establishing telephone systems, and building in-
dustry. It is very important that the government's con-
tract with each of these firms require them to train a
number of Saudi employees. Follow-up must then be carried

out to ensure that Saudis receive the training they need



145

during the term of the contract, enabling them to take
over the operation of the firm by the contract's end.

The firm that trains the largest number of qualified
Saudis should be given preference by the government for
future business. This principle should also be applied
to individuals, especially to expert employees, by offer-
ing them greater compensation and renewal of their con-

tracts if they train Saudi workers.

Bureaucracy in the Saudi Arabian Civil Service

Problems of Bureaucracy and Its Effect
upon Personnel Needs

Since the establishment of the civil service in Saudi
Arabia numerous changes have been made in the civil service
laws. Efficiency, improvement, and flexibility were the
goals of each of these changes, but it seems that deficiency
is a characteristic of public employment everywhere. Saudi
Arabia has been plagued with the red tape that is a charac-
teristic in all developing countries.

The red tape and deficiency attendant upon bureaucracy
create a need for more personnel. Thus, on one hand, Saudi
Arabia has an extreme shortage of human resources; on the
other hand, its civil service operates with very low produc-
tivity, the government service is overstaffed for the
amount of work performed, and the administration in Saudi

Arabia is sinking in an ocean of deficiency. In order to



146

reduce the need to recruit more foreign employees, the red
tape in Saudi Arabia must be eliminated, or at least re-

duced to a minimum.

Recommendations Relative to Bureaucracy

Organizational development may be the means of reduc-
ing red tape and improving the efficiency of employees in
the Saudi Arabian civil service. The principles and funda-
mental objectives of organizational development programs
will vary according to the diagnosis of each organization's
problems. Primarily, the objectives have to do with major
end-result goals such as increased productivity, efficiency,
and morale. A number of accompanying objectives typically
emerge, reflecting problems that are common to many organi-
zations:

1. To increase the mutual trust and support among
organizational members.

2. To increase the occurrence of confronting organi-
zational problems, both within groups and among them.

3. To create an environment in which the authority
of an assigned role is increased by personal authority
based on knowledge and expertise.

4. To increase the openness of communications in
all directions.

5. To increase the level of personal interest and

satisfaction in the organization.
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6. To find synergistic solutions to problems with
greater frequency.

7. To increase the level of self and group responsi-
bility in planning and implementation (3, pp. 541-542).

It should be mentioned at this point that organiza-
tional development is not the sole remedy for the improve-
ment of an organization. It can be a tool for bringing
about such improvement, but applying organizational devel-
opment requires that qualified employees be recruited,
selected, trained, and developed to carry it out.

Finally, in a country such as Saudi Arabia with a
shortage of native employees, quantitatively as well as
qualitatively, computers could be used to perform some
tasks (e.g., filing and payroll) and to reduce the large
number of foreign employees recruited, if trained person-
nel are available and the system is reformed to accept
such a tool. An important point to remember is that, if
the organization is badly structured, performance in the
long run will be poor. An organizer should also keep in
mind that individual jobs are a basic element in the struc-
ture of an organization. It is important, therefore, that
the design of jobs be the central element of any strategy

for structural organization development.
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Summary

The purpose of this final chapter hasbeen to present
the conclusions and recommendations of the study. Of its
four parts, the first and second are directly related to
recruitment of foreign employees and the third and fourth
are indirectly related to recruitment.

Different employers may use different events and
ordering of those events in the employment decision pro-
cess, but in general most organizations everywhere use
application forms, tests, interviews, physical examina-
tions, and reference checks in determining whether to offer
an applicant a job. In Saudi Arabia it is of particular
importance that recruiters be skilled in performing all
the steps of the employment selection process.

Recruiting foreign employees to work in other coun-
tries means recruiting and relocating individuals and their
families from their own countries to an international as-
signment. This relocation may bring with it a high per-
centage of turnover, which is very costly in international
employment. Therefore a sound and successful orientation
program--including lectures, pictorial review, information
provided by expatriate workers, etc.--could help to reduce
such turnover among foreign workers coming to Saudi Arabia.

Formal education at all levels is the most obvious

tool for manpower development, but the educational system



149

in Saudi Arabia seems to be responsible, to some extent,
for the manpower shortage which the country is currently
experiencing. A complete review of the system should be
undertaken, with changes and revisions carried out wherever
necessary.

Bureaucracy in the civil service in Saudi Arabia
seems to be another word for deficiency; because of Saudi
Arabia's lack of development its civil service is entangled
in a great deal of red tape, and the government service ap-
pears to be overstaffed for the amount of work performed
(5, p. 49). Again, review and revision, especially the ap-
plication of organizational development measures, are in-
dicated.

It is hoped that the recommendations made in this
study may help to bring about the desired goal of increas-
ing the number of qualified Saudis able to assume civil
service positions in Saudi Arabia, thus reducing the na-
tion's need to recruit foreign employees and benefiting

the people, the economy, and the entire society as a whole.
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PART I

INSTRUCTIONS FOR RECRUITERS
Please read all instxruc-
tions and questions
carefully before starting
to answer them.

Tt is not necessary for you
to divulge your name or to
identify yourself in any
way .

Try to be as objective as p
you possibly can. The pur-
pose of these questions is
to determine what really
happens in the recruiting
process; it is not a test of
your knowledge.

Wwhen you respond to each
gquestion, circle the appro-
priate answer (s) which best
describes your opinion. If
you do not find an answer
which best describes your
opinion among the answers
given, please write your
opinion in the available
space. For example, if your
institution uses only appli-
cation forms for a designated
group of applicants, write in
the space marked Other the
group c¢f your choice, such as
"professionals or nonprofes-
sionals," "no opinion," "I do
not know," or whatever you
desire.

If you believe that more than
one answer is appropriate for
a specific question, please
circle all of your choices,
giving them ranking numbers
(one is highest, then 2, 3,
4).
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P, Some of the questions
require only completion
of the given space with
an appropriate answer,
such as in the first
guestion, respondent's
age.

G. If you have any guestions
concerning the guestion-
naire, please do not
hesitate to consult the
researcher for clarifica-
tion.

QUESTIONNAIRE FOR RECRUITERS
Please circle the appropriate

answer or answers or fill in
the blank provided.

PART II--PERSONAL QUESTICONS

l. What is your age?
years

2. What is your marital
status?

(1) Single
(2) Married
(3) Divorced
(4) Widowed

3. Do you have children?
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(1) Yes = (1)
(2) No ¥ (Y}
4, Please indicate the number Cpmone Jlabl el LS 15) —

of children you have, if

any.
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5.

10.

education.

(1)
(2)
(3)
(4)
(5)

Indicate the level of your ¢ geadadl eldef 5o
Less than high school il e JB1(Y)
High school oyl (Y)
Bachelor —seel> (T)
Master gowrle (€)
Doctorate 21 5589 (o)
Other JSat Mas —elds i (1)

(6)

(Please specify.)

what was your major in your ¢ led 31 b cleass 5o Lo
last degree?

(Please specify.)

When did you earn your last °&ladlebolel ol cder oo

degree?

247 - S,
From what country and insti- ob <la R&feg Al st e
tution did you receive your i I L
degree?
(1) Inside the Kingdom axds  aslesdt (1Y)
{2) Abroad Buse L]t Ay c_)l.b..ll (T)

What is your current job

(Please specify country
and institution.)

§ ddladl don e o e

grade?

Grade

How long have you been

(Please specify.)

employed in government
service?

(1)
(2)

years (! goaa) { Bunw (1)
(Please specify.}
less than a year At e JS! {v)

—A
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PART III--PROFESSIONAL QUESTIONS

FOR

RECRUITERS

l.

For whom do you recruit
personnel?

(1) Ministry
(2) Agency

(3) University
(4) Other

(Please specify.)

Does your institution use
an employment application
form for all foreign appli-
cants?

{1) Yes
{2) No
(3) Other

(Please specify.)

Does your institution
utilize any tests for selec-
ting foreign employees?

(L) Yes
(2} No
(3) Other
(Please specify.)

If the answer to question 3
is "yes," then answer ques-—
tions 4 and 5.

In your opinion, are these
tests valid and reliable?

{1) Yes
(2) No
(3) I do not know
(4) Other
(Please specify.}

If you are using tests as a
method of employee selection,
please explain the method (s)
by which these tests are
validated.
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10.

Does your institution use
interviews for all foreign
applicants?

(1) Yes
(2) No
{3) Other
(Please specify.)

Does your institution use
physical examinations in
the selection of all foreign
employees?

(1) Yes
(2} No
(3) Other
(Please specify.)

Does your institution request
and use references from former
employers in the selection
process?

{1) Yes
(2) No
(3) Other

(Please specify.)

Does your institution provide
any orientation activities

¢ Jesdl
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(1) Yes
(2) No
(3 I do not know
(4) Other
(Please

specify.)

Do you think that
employees work in
which they were recruited?

all foreign

(1) Yes
(2) No
(3) I do not know
(4) Other
{Please specify.)
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11.

12.

13.

14,

Is there any follow-up to
ensure that foreign

employees work in the Jjobs
for which they were hired?

(1} Yes
(2) No
(3) Other

(Please specify.)

Are possible sources of

recruits explored to provide

RS |
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for a variety of respresenta- & A jolesti ehas ]

tive countries,
employees?

{l1l) Yes

(2) No

(3) I do not know
(4) Other

universities,
technical colleges, and ex-—

(Please specify.)

Are any other recruiting
methods,

visits to employment agen-

such as direct mail,
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cies, etc., used by your SV W U N W " | R B
institution in order to attract wesé o Jal oo «opdie ducadl
applicants? ¢ Jasdl dlb
(1) Yes P (1)
(2} No ¥yo(Y)
(3) Other SSob Mas elds e (Y)

{(Please specify.)

Who in your institution selects
the recruiters for the organi-
zation?

flasl Lol o8 Jafed! e
eIl Al B adlen) o
¢ s Jon

(1) The department {s) who need
the new employees

L__.Jh_,u_.;_” o_)l..\}'l (\)

(2) Committees of different LJJidﬁ Glide o ot ()
departments _ )
(3) Personnel department Gl gl %5100

(4) High level officials
{(5) Civil Service Bureau
(6) Combinatiocn of
(Please specify.)
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oS00 Mas — e Bs gares

SSa1 Mas s é (YY)

{*)
L—adt 3,10¥1  (g)
(o)
()

(7) Other

(Please specify.)
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15.

16.

17.

In your opinion, what per-
centage of recruiters need
training in the recruitment
and selection process?

75-100% of them
50-74% of them
25-49% of thenm
1-24% of them
None of them

I do not Kknow
Comment

(1)
(2)
(3)
(4)
(5)
(6)
(7)

A. Does your institution
favor one country over
another when recruiting
foreign employees?

(1) Yes
(2) No
(3) Other
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(Please specify.)

B. If so, what is the reason(s)? Jtfsudl ol ol odl LS 181 — o
ol gl et salse pann {(T17) 68,

(1) Cheaper labor aleladt ¥l (>, ()
(2) Better performance of Wy Gdoadb gadizloct dage (Y)
its employees Ak
(3) Tradition baanes B0l (V)
(4) High unemployment in that s auh.n glazn b (¢)
country BN TP | S DRt
(5) They are willing to train , —_ubgedi sloaiwt (o)
Saudis MJJJ‘“JI |._..,‘-_)..L"._! U P LT 3 ) t..--—'LJ-‘.”

(6) Combination of oSal das _ cludl e Besaxs (1)

P se s ify.
(7) Other (Please Speclive)l  sui was_wms e ()
A. Does your institution prefer [ Ry DAPCSE | I VIPNE | Ry TN Y

to select employees from Arab I G el Gtatdt Jass

countries when recruiting

foreign employees?

Yes

No

I do not know
QOther
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18.

19.

20.

21,
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B. If yes, what is the reason{s)? s ol gadl LS 1B o
T el 5l el o» Las oo (Tyy) pd, JiF st
(1) Common custom &S bl wlolsdl ()
(2) same religion S et diloadt (V)
(3) Same language aS nieldl daddt (YY)
{4) Cheaper labor aleladl s, Y1 a3, (g)
(5) High quality of recruits o g=ibgetizlicl 33, (o)
{6) High unemployment in that Al el
country Al ey o adUedt glas b (1)
(7) All of the above 1-6 odebowsoll (1et) clow¥l 2w (V)
(8) Combination of S0t Mas — Clw¥l e begeas  (A)
(Please specify.)
{9) Other S0t Mas — <o e (1)

(Please specify.)

Does vour institution conduct ams Lt Jons el Aadtl o
systematic surveys in order to a,lbea Jol e b0 clodles
compare market rates for wages ¢ 8 Yl el et
and salaries?

(1) Yes e (1)
(2) No oY)
(3) Other S50 Moo welds od (1)

(Please specify.)

Does your institution possess a Y= L oo I At U
policy on where its salary and QoA S gl e (RO G
wage levels should be in relation wav o=t wdoodl el el

to international market rates? Baga et la’ Y1 35, Lendo

S aaladt Gl gwdl b
(1) Yes =~ (1)
(2) No ‘ ¥y (Y)
(3) I do not know Spet ¥ (Y)
(4) Comment Grtrs ()
Saudi Arabia's wage rate, as com- Gmwadl dSlesdlo el e
pared to the international B S N R e el
market rate, is o dpedlall ) gw¥la
(1) Higher ot (1Y)
{2) Lower Bt (1)
(3) Going 2 sl (V)
(4) Other SOl Mas ey e ()

(Please specify.)

-y A

A. Does your institution have ‘== L Jews odt et Ja oioy)

a job description for each =5 Leds pmemy by JS) G0,

position for which foreign § e by
employees are hired?

(1) Yes o (V)
(2) No 3(Y)
(3) Other SO0 e — el 8 (YY)

(Please specify.)
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Is it a written descrip- § CgnSe Chogll 130 b — oY)
tion?
(1) Yes e (V)
(2) No ¥(Y)
(3} Other S5 Mas — s e (V)
(Please specify.)
Who formulates the job § oAbyl oy don e — 2
description?
(1) The holder of the job bucis Sb gadt (1)
(2) His immediate super- Sl awn®, ()
visor
(3) Head of the department oIV et 5 ()
(4) Specialists oo plal (€]
(5) Personnel department Ol gott B 001 (o)
(6) Civil Service Bureau (WERVAS Iy PR A S ).
(7) All of the above 1-6 { 1 —1 ) o) pégadl awex (V)
(8) Combination of ) o s geme  (A)
(Please specify.)
(9) Other S50 Nad — eldd d (9)

(Please specify.)

Is there any evidence which @l—» glo e JEY¥s dlon Jo —fyy

suggests that unnecessary F ot (9 audd Sue graLa
delays in completing the ta-ﬁéd\a;édjshm“ s L o1
recruitment procedures and ol Jons 2

filling vacancies in your
institution exists?

(1) Yes = (1)

(2) No Y ()

(3) Other SSot Mas ooy (V)

(Please specify.)

If "yes," why is it so? (po ) claa¥lo il oS 101 -

There is (are) a IR S G R R Y

(1) Limited number of deci- o—F oedpfusdl sas a3 (1)
sion makers EAIPIE SN LY

(2) Limited number of staff- o———bsedt o2e als  (¥)
clerks (A oSl — placd) — Glesdl Jh)

(3) Lack of efficiency in®! o8 edsbesdl 3213S pas (V)
decision makers AT al

(4) Lack of efficiency in Jin ) pwdbgedl a2 LES eas (€)
staff-clerks (LuLi;th_. Pl — LS

(5) All of the above 1-4 (sq)oﬁslumJaJIEAemyl aoz (o)

(6) Combination of 1 & 2 (¥ 51 ) ¥l (1)

(7) Combination of 3 & 4 (€ 57 ) wlmdt (V)

(8) Combination of & } ol ¥l o dsgeme  (A)

(Please specify.)
(9) Other SSat Mas — dds s ()

(Please specify.)



23.

24.

Does a shortage of foreign
employees exist in your

162

d.......__).&._.J'. o_,.v.ll_._aua_\_. Jion S
?q_!dﬁx;q;Jl [PES e Y1
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institution?

(1) Yes = (1)
(2) No ¥ (¥)

A. If there is a shortage, ! &fiJSb'GJQ‘JL”iOLS 1ar

indicate what type it is. P e

(1) The number st (1Y)

(2) The quality sagdle (Y)
Both number and quality bze 3ol et (Y)

(4) Other SSal Mas — ey o (€

Please specify.)
B. If there is a shortage, why? Tlote] pi dice 1S 10!

(1) Other recruiters (coun- &—J¢fdb3m u‘**f“ (1)
tries) pay more. ¢ 3Staodl (o J*?

(2) There is a limited Yl e g 230 diie (V)
supply of potential c Glaedl b et
employees in the markets. o .

(3) The environment (such asizsérs o=é dStesd! ai  (¥)

Each foreign employee is entitled c%*ﬁ'd*l% el b ge S
to have housing and transportation.t dSlesdt Jsls el goy Sw

A,

economic or social) in J—== ) cote¥l o8 e
Saudi Arabia is not &'e(iesleedl — dpatecsd
desirable to foreign

emplovees. )

(4) The recruiters go to the ws=dx &Sleadl oy
markets after the S 51 el 31 gud
recruiters from other otabdl gogaie eSO
countries have already  *pole=d! 1551 o 2V
conducted their searches. _

(5) Other oS8 Mad — dy

(Please specify.)

Do you think that the majority o =ttt o) adiss Jo |

oy oY1 il gl

of foreign employees would
prefer to

(1) Receive cash. ER S IV K WS Lo

(2) Secure reasonable housing. Jsiee oSe Gl Jgend)

(3) Other LS8 Mas Wl e
(Please specify.)

(o)

—-Y¢



25.

B.

Do you think that the

163

majority of foreign oo wola Yl

employees would rather

(1) Receive cash for trans-— o Yar goio Jao el (1)
portation inside the Pl ] ol g poo il
Kingdom. o pegmdl peles

(2) Have their emplovers Plosl aed wdol go ymdes (V)

(3)

provide the transpor- ° fe=les?® o dhul ov pdos

tation.

Other S50t Mas el e (Y)
(Please specify.)

In your opinion, which Jés¥l Jeladl s Le el ol o — 2

factor contributes more to

the

(1)
(2)
(3)

(1)
(2)
(3)

¢ gl ¥t Gl dlas

efficiency of the work?
Housing S

Paying cash oS Jos s ass (1)
Providing housing Jadee 5w pmads (V)
Other JSat Nad - elds (YY)
Transportation ==gﬁi§=

Paying cash gads Jso Jan a8 (1)
Providing transpor=- elel g0 prads (Y)
tion

Other Al Yas — el é (1)

In recruiting professionals *leb¥l Jue | Geeileddl o> oo
(such as doctors, engineers, ( <b—ssladl w 0a — Guawodoyesll
professors),

A.

—Ye

Does your institution apply = L Jess =dl Gl Jo

the
are

(1)
(2)
(3)

same procedures which N L e
used for non-professionals? :cbles! jxodl (meib gold
Yes = (V)
No ¥o(y)
Other St Mas — ey s (Y)

(Please specify.)

Do the same recruiters recrult_lesls ool padn Jo — o
both professionals and non-  SomSlad ¥l s uodladdl
professional employees?

(1)
(2)
(3)

Yes p=s 1)
No YY)
Other OSot Mas — s o (YY)

{Please specify.)
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C. Who recruits and selects § il ¥l Gl g oo e — o
professionals?
(L) Professionals from the  (eedsodl peis e ganblaxl (1}
same occupations
(2) Professionals from other _3T eads oo ognilasl  (Y)
occupations
(3) Specialists in selectiongu=ibged! jloslo yandis  (Y)
(4) Top management
(5) Heads of departments Ldedt a1 0¥t (€)
(6) Personnel department el ta¥t flus s, (o)
(7) Civil Service Bureau oesb gadt 3,101 (1)
(8) Outside agency Aaodedl deasdt o) oo (Y)
(9) Combination of _ e, la daliie  (A)
(Please speclfy.) )el A gadl e Bo gomne ()
(10) Other SSal Mas — el e (1)

(Please specify.)

26, To the best of your knowledge,
which of the following countries
pay more, less, or the same total
package of payment when compared
to Saudi Arabia?

Circle (M) more,
(L) less,
or (8) same.
(1) Kuwailt MLS
(2) Arabian Gulf Countries M L S
{3) Libva ML S
(4) I don't know
{5) Other MLS
(Please specify.)
27. Relative to the training of osLaesit

recruliters,
A. Are there any training pro-
grams for recruiters?

{1l) Yes
(2) No
(3) I do not know
(4) Other
(Please specify.)
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B. Do you recommend the Flasy o yul el e Slole pacs b — O
establishment of train- T aslandl glad
ing sessions for
recruiters?

(1) Yes p= (V)
(2) No . ¥y o(Y)
(3) No opinion sy, o (V)
(4) Other Sl Mas . els o (f)

{Please specify.)

C. If the answer to question B Tpol el 802 28 o Gl — >
is "yes," where would you
recommend these sessions to
be conducted?

(1) In the Kindgom aSlostt Jalo B (1)

(2) Abroad oSl soe Mas WS et o (Y)
(Please specify country.} .

{3) No opinion sly o (V)

{4) Other oS0l Mas ey 0 (€)

(Please specify.)

If you have any suggestions, please write «l——i,=31 a1 ot LS 101
them in this space or on additional pages &——>daldl o3 LsS1 Jas .l
if you need more space. s a8 wlade aul dilol !

.1_)_5.:_,
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: 1 ) f—..._iJ |
PART IV--PERSONAL INTERVIEW —gr—lff =
QUESTIONS FOR KEY OFFICIAL o gt s o a3y Ui 1

PEOPLE RN
1. Are recruitment programs s oY edbgadl cla pal o Jo -
based on human resource 'L*A_H o H‘Ij.uiﬁtrb

plans?

2. What are the criteria for L+~Lﬂ_u4{.LFE Gt wlbedl o La -
selecting recruiters? Fﬁu[JJh;9JJL¢%“ olad flast Lons)

3. Relative to the training Ol Glad fLasy dcdi _y

of recruiters,

(a) Are recruiters in your el o3 WLl glad slast Joo
institution trained in b 8 e Led Jeas 2
recruiting and selection ¢ e=te¥l pesbyell jloosl ol
of foreign employees?

(b) If you responded "yes" Pl ) J "pm T ol el S I o
to question 3a, please § e G patedl A
indicate what percentage
of them were trained.

{¢) If you responded "no" to Gl (T¥)d "Yiotpadl LS 1st — =
question 3a, indicate why § ey posd Sl
not.

(d) Does your institution ] L] Josn ot a2l Joo — 0
have training sessions fadlad! plod s lasy co 0 gl g

for recruiters?

(e} If you answered "yes" to uo=' (9F JJ e "ol LS 101 e
question 3d, indicate where cpe! el 80 a8es
these sessions_are con@ucted. A Loadt Uil o
Are they held 1in Fhe Kingdom ot S laa g,
or abroad? In which country?

If you answered "no" to 3d, (D) YT o eedt LS LS

4, Does your institution use inter- ¢ 2 L Jess 1 &2 Jo ¢
views for selecting foreign coladt Wb s s deid ol Lia
employees? (For all employees,—oibsedl JS) —cilibn g 2)
for professionals only, or for uwsledt osd) o bis mefbas )
non-professionals only?) (o0 J s



5'

10.

11.
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If you responded "yes," to (WP PAP PPN | i VI A | O Y —o

question 4, what kind of inter— «ibss o esd ol lis g oo

view is used? for Jo claliadl sl pan & Lo culaYl

(a) Directive or structured (URENPPOR § RS RN TEAI P - MUPS
interview Slestl wdb ane

(b) Non-directive or unstruc-  Jesdl cdlb #lhe¥y 3, 0lae jué — o
tured interview T i, flany e,

(c) Stress interview vodens Sae lozaY Jeodt b e bsad) o

{d) Other ey G

(Please specify.)

Are interviewers formally e lbedt e Jplumedl Gbgedl Jo 7

trained for interviewing G e v o snod dnesddl

applicants? o Jusdl et et

Does your institution pay the a——Das G Jass ol seadl Ja -y
same wages for all foreign CpmamnSh ga ) pinn]) s el i
employees with the same degree &,oJi puin peoad o0 oY

and experience regardless of .pe=lmad loist g0 claf sedl
their nationalities?

If the answer is "no" to il el ye aadas eniS |0 —A
question 7, does your institu- = it Lo ool b s t)
tion pay them differently ) RO BRSSP P RN IR P

according to the countries
they represent?

If the answer to question 8 is e sbgall o gadar ainS 10 -3
"ves," then rank the following =, Yas serlol cuws wloc

countries (one 1is the highest). i las¥l e adisdl ioll

£ e g3ty ool (1) et Il
{ ) U.S.A. S e Y1 el Y ()
( ) European countries st Joo ()
( ) Non-Arab-Asian countries G adl e A gu¥U Jeadt ()
{ ) Arab countries byt Jgadt ()
{ ) Other countries oSO NMas g 3Y Jaadt ()
(Please specify.)
Assume that two applicants have DDLU | RV RS RS BPP-1 P | I [
the same gualifications (that bl g Mi oIl (e
means the same degree in the ottt of gedt e Yo gt

same field from the same school) L ,uss: 'mL,?-_H‘,L_,am...Jt_,
but represent different national- o LaewS) L aad, Jaid
ities. Would their total package [RSNUE DI LT § CEURICE PR
be the same? Talutn lapue JS o B oy s

If the response to question 10 lLaw JS Gl Gyay e LS 1) —1
is "no," indicate why. ¢ laled 'L._L..L.:A..o



12.

13.

14.

15.

16.

i7.
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Is enough effort being made &= Jexd LSS lopane i Jo Y
to produce a favorable image L——ré o LLSe et Jaan ol

of your institution as a Pa—— podin Sy Jasndl (ed LB

good place in which to work, ¢ D —att

and how is it being done?

Do you think that the recruiters ol—= flast ol adsan Joo ¥
have all the instructiocnal @lo pdmadl poax ppepad Sl
details about the recruiting fosrtson Lao, ol

process which they may need?

If your answer to question 13 el g dactt peoad oSy o T 1€

is "no," indicate why not. olawdl o L aaist

(a) Top officials would not s pd Lodedl 31090 Ja
give them authority. v A dlS ) el o el

(b) Recruiters are not Joad adet go e gyl o — o
capable of carrying full celoadedl sis Jha
authority. i

(¢) Other resson(s) STl — >

(Please specify.)

If the answer to question 13 is et Gl LS OL e

"ves," indicate whether policies ———2Jt wloaglea)l acex

and instructions given to el g lastl sis Jo —Lew g looy

recruiters are

{a) quite clear. Loolos dadly —d

(b) not clear encugh. bﬁ';_ﬁ{-v

(c) other Wy e — 2
(Please specify.)

Are there adequate records which J—= Led Joon ool Bl 50 17

show the need for foreign 5o Am3lS — LwLAaquﬂuJLm

employees in each occupational J—5 qJH~JéY1i;fAUHJJ gdadl

category of your institution? o el e Bs geaee

What attempts, if any, are made &— Jsloe gt dlon LS 131 Y

to reduce the number of foreign wola¥lpmibsall slas) Axssed
employees to be recruited? Cop aod o ddiaal



APPENDIX B

FIRST COMPREHENSIVE CONTRACT FOR THE EMPLOYMENT OF
FOREIGN EMPLOYEES IN THE SAUDI ARABIAN
CIVIL SERVICE
(1954)
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KINGDOM OF SAUDI ARABIA

- AT

[FIRST COMPREHENSIVE]

CONTRACT
FOR THE EMPLOYMENT COF FOREIGNERS

{IN THE CIVIL SERVICE]

Sanctioned and Enforced
By Virtue of
Royal Decree MNo. 3/11/5846
Dated 1/3/1374
[October 23, 1954]

% Price : ona Riyal

-

Government Press,
Mecca, 1394 H,

[1974]
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CONTRACT FOR EMPLOYMENT

QF FOREIGNERS

ThiS «vecovineaaeennn. day
A contract has been concluded

between :
1 . The
Arabia, represented by

...............................................

as First party .

2 M. Of ...
Nationality as Second Party .
Both parties have agreed on the

Government of Saud

following :

I . Ffirst narty shall e ploy second

party to work for the Ministry .

of o _ .
Seccond party undertakes to
carry out the duties pertaining
to this post and all other duties
that come within its scope, for
a salary of - e
to be paid by first party at th

end of every Aravic { Hijry )
month. in addition to the
salary, a housing allowance of
shall be
paid to secoud party annually
in one lump sum. However, if
the Minister concerned provi-
des housing in one of the
Ministry’s houses, no housing
allowance shall be vaid.

..................................

v
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2.

First party shail determige the
station of second party on first
employment. First party has
aiso the right to transfer second
party or assign him temporarily
to any other station within the
Kingdom, provided however,
that second party shall, in the
case of temporary assignment,
be entitled, for the first month
of such assignment, to an allo-
wance at the rate of 50% of his
monthiy  salary, as travel
expense, and at the rate of25%
thereafter, for the duration of
such  assignment. Necessary
means of transportation should
also be provided.

However, in the case of trans-
fer, second paity shall be paid
an allowance equivalent to
20% of his salary and the
necessary means of transpor-
tation shall be provided to him
for the onward journey.

Beth parties have agreed that
the period cof this contract shall

be i, rencwable
autcmatically, unlesz, 2months
prior to its termination, either
party shall have given notice in
writing to the other of its inten-
tion to terminate it. The period
of this contract is deemed to
commence as from the day
second party boards a plane or

_)j"‘ g.-'i'_.'J1 n._.ﬂ‘;-!a.i.j ‘_’_,XH \..;J-Lj'f S A\t
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a ship in his country of domi-
cile where he signed the con-
tract, or from the day he starts
to perform his duties if he is
living in the place where his
post is going tc be and his
contract is signed.

First party shall bear all trans-
portation and travel expenses
of second party and membere
of his family whom he sup-
ports, provided that the tota} of
ell, including the servants, shall
not exceed four persons; also
the transportation expenses ¢f
their personal effects from
amplovee'’s country of domicile
where he signed the contract,
to his place of work in the
Kingdom. In addition, first
party undertakes to pay em-
ployee a sum eguivalent to
20% of his monthly salary as
preparation-for-travel expense.
First party alsc undertakes to
pay all such expenses upon the
termination of the contract if
the second party expresses his
intention to return to his home
country where he signed his
contract. First party shall not
bear travel expenses of second
party’s family unless it is
ascertained that such family
accompanies employee and
arrives with him at his
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“h

place of work. Such ezpenses
shall be paid ence only, on
coming to the Kingdom and on
return upon the termination of
the contract. However, when
second party goes on vacation,
first party shall only bear trans-
portatton cost for the onward
and return journey of the em-
ployec alone excluding any
members of his family .

Second party should expedite
his arrival to his place of work
i the Kingdom of Saudi
Arahia and present himself to
the  appropriate  autherity
within one month from the
dats the contract is signed;
otherwise first narty has the
right to cancel the contract
without bearing any responsi-
bility . In this event, first party
should merely notify second
party of the cancellation,
unless, however, {irst party was
the cause of this delay, or that
the delay was due to some
unforszen circumstances .
Transportation of second party
in the performance of his dutv
shall be provided by first party,

Second party shall be entitled
10 a normal vacation ofd45days
each year and shall receive the
salary for the vacation prior to
its commencemant. First party
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o

his the right to determine,
within the course of this vear,
the time of this vacation as
dictated by the exigencies of

the service.

First party has the right, with
tae consent of second party, to
cancel the annual vacation, if
the exigencies of the service so
warrant, provided thar second
party shall be compensated for
this by the payment of an addi-
tional salary calculated propor-
tionately  with his monthly
salary for the said period.

Second party should be free
from communicable dissases,
or diseases that will prevent

nim from exercising the duties

of his post. This must be esta-
blished before signing the con-
tract. However, if he falls sick
afterwards, he shall be entitled
tc a period of one month sick
leave with full pay, provided
that his entitlement to this sick
leave is established by a sick
report issued by two recognized
dociors and approved by the
apnropriate health authorities.
No medical or transportation
expenses shal! be paid to him
whether treatment takes place
within or outside Saudi Arabia.

. First party has the right to can-

cel the contract, at any time,

v
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due to the inefficiency or mis-
conduct of second party, in
which case, second partv shall

have no claim against first
party, except for the expenses
of his and his farly’s return
home where the contract was
signed, in accordance with arti-
¢le four of this contract. First
party reserves also the right to
cancel this contract by serving a
notice, for any reason besides
the two above mentioned rea-
sons. In this event, he shall
compensale second party by
the payment of two months
salary in addition to the travel
expenses for himself and his
family to his country of domiciie
(where he signed the contract).
in accordance with ariicle four
of this contract.

Second party has the
right to request the can-
cellation of this confract for
reasons which he should men-
tion to first party . First party
has the full right to eccept or

eject this request. In the case
oi acceptance, second party
shal! have na claim against {irst
party and he should rteturn
home with his family at his
own expense. in case of rejec-
tion and the insistance of
second party to cancel the con-
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t

tract for the stipuated reasons,
he has to pay first pariy two
full months salary and return
nomie with his family at his
OWI expense.

. This Contract shall be consi-
dred as a permit from ihe
Saudi  Arabia  Governnent,
authorising the Second party
to reside and travel in the
Kingdom throughout the vali-
dity of this Contract without
the need for any residence or
travel permit. Such right shail
be extended also to dependent
members of his family.

The appropriate Ministry
shall, however, notify the
Ministry of Interior to furnish
second party with a residence
permit.

Without prejudice to the pro-
visions of this contract, second
party shall, for the duration of
his stay in the Kingdom be sub-
ject to all present and future
laws applicable to civilians.
With regard to military person-
vel, second party shall, for the
duration of this contract, be
subject fo all miltary rulex,
orders and instructioss.

Any dispute arising from the
execution or alteration of this
contract shall, with regard to
civitians, fall within the juris-
dictinn of the courts of the
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14.

irst party

Kingdom of Saudi Arabia. Any
breach of this contract by mili-
tary personnel shall be settled
by a local court or a military
committee formed for this pur-
pose by the ministry of Defence
and Aviation.

This contract shall be prepared
in five copies, four of which
shall be retained by first party,
and the fifth shall be delivered
tc second party for his comp-
liance and adherence to its pro-
visions asz of the date it is
signed.

Second party

it any difference or doubt shall
arise between the Arabic text
and the English translation,the
Arabic text shall prevail.
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APPENDIX C

MOST RECENT CONTRACT FOR THE EMPLOYMENT OF
FOREIGN EMPLOYEES IN THE SAUDI ARABIAN
CIVIL SERVICE
(1978)
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PERSONAL IDENTIFICATION CARD FOR FOREIGN EMPLOYEES
IN THE SAUDI ARABIAN CIVIL SERVICE
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