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Attitudes toward the Effects of Privatization on the Employment System: A Study of 

Undergraduate College Students in Saudi Arabia 

Obaid A. Al-Modaf 
 

Abstract 
This study aims to examine the attitudes of the Saudi undergraduate college 

students toward the anticipated effects of privatization on the employment system of the 

Saudi privatized SOEs.  Using survey questionnaire data collected in May 2002 from 672 

Saudi undergraduate college students, the study results reveal varied attitudes.  On the 

one hand, large percentages of the respondents prefer working under close supervision of 

Saudi management, having a salary based on productivity, being promoted based upon 

performance (rather than seniority), and adhering to prescribed procedures in executing 

job tasks.  On the other hand, high percentages of the study respondents tend to dislike 

the concepts of putting forth more effort to meet management’s plans, of working on 

nights and weekend, and of compromising job security in return for a higher salary.  In 

addition, while the majority of the study respondents believe that privatization of state-

owned enterprises is best for the local economy, their support for privatization is 

qualified by their insistence or desire that it not negatively impact their own interests.  

The statistical significance and association analyses reveal that the effects of 

academic majors and province on respondents’ attitudes toward promotion criteria, 

teaming, and management’s nationality are indeed significant.  In addition, gender, SES, 

living areas prior to college entry, and adherence to religion are significantly related to 

respondents’ attitudes toward privatization in general and toward some of its potential 

effects on the employment system.  Recommendations are provided. 



 

 III 

Acknowledgment 
 
I would like to thank Dr. William (Bill) Snizek, my Ph.D. advisor, for all of what he has 

done for me since I started my Ph.D. program at the Sociology department, Virginia 

Polytechnic Institute and State University.  Bill has been a great teacher, a patient mentor, 

and a real friend.  In the processes of writing this dissertation, Bill provided so much 

help, guidance, and encouragement.  I am also grateful to my committee members for 

their continuous help and valuable comments.  I am grateful to Dr. Clifton Bryant, Dr. 

Skip Fuhrman, Dr. Michel Hughes, and Dr. Jerald Robinson.   

 

I would like to thank Dr. Hayder El Awad, my Advisor at the Saudi Cultural Mission.  

For more than six years, Dr. El Awad has been an invaluable source of help, 

encouragement, and inspiration.   

 

Special thanks to my wife Um Fhad for her help in the data entry processes.  Great thanks 

to Dr. Michel Hughes for his help in the data analysis processes.   

 

I would like to extend my thanks and gratitude to Dr. Ismail S. Kashkary (King Abdul 

Aziz University), Dr. Ronald Matson, and Dr. David Wright (Wichita State University) 

for their guidance and help in my undergraduate as well as my graduate studies.   

 

Special thanks to my great colleagues in Saudi Arabia who provided so much help in 

distributing the study questionnaires: Dr. Ismail S. Kashkary; Dr. Owaish Al-Ghamdi, Dr. 

Norah F. Al-Mosaid (King Abdul Aziz University); Dr. Saad Al-Amr (Bisha Technical 



 

 IV 

College); Dr. Mohammad Al-Shehri (Abha Technical College); Dr. Saad Al-Shahrani 

(King Fahad University); Dr. Fahad Mohanna (King Faisal University); Hamed Al-

Ghamdi; Tariq Al-Obaid; Khalid Al-Ghadban, and my brother Nasser Otyyan. 

 

Special thanks to Ali S. Al-Ghamdi; Odah Al-Rowaie; Abdussalam Assuliman for their 

help in designing the study instrument.  Thanks also are extended to the Saudi 

undergraduate college students at Virginia Polytechnic Institute and State University for 

participating in the pilot study. 

 

Special thanks to Raied Al-Alouni for his help in the cons truction of the survey 

instrument and defense presentation.   

 

Special thanks to Ali S. Al-Ghamdi and Samir Al-Ghadban for their efforts arranging the 

study survey distribution in Saudi Arabia. 

 

Great thanks and appreciation to my friends, Enazy Al-Toom; Mohammad Al-Ghamdi; 

Rashid Al-Ghamdi for their ongoing support in-and-out of school. 

 

 
 
 
 
 
 
 
 
 



 

 V 

Dedication 
 

To my mother Um Nasser and My brother Nasser. 

To my wife Um Fhad and my sons, Fhad and AbdurRhman:  Your ongoing 

love, support, and sacrifices, after Allah, made it all.  

To my mother in law Um Said. 

To Um Ali and My sisters.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 
 



 

 VI 

TABLE OF CONTENTS 
 

Abstract ………………………………………………………………………….    II 
Acknowledgments ……………………………………………………………….  III 
Dedication ………………………………………………………………………..    V 
Table of contents …………………………………………………………………  VI 
List of Tables ……………………………………………………………………  VIII 
List of Figures ……………………………………………………………………  XI 

CHAPTER I- INTRODUCTION 
Introduction……………………………………………………………….. 1 
Statement of the Problem…………………………………………………. 2 
Significance of the Study…………………………………………………. 3 
Limitations of the Study…………………………………………………... 5 
Organization of the Study………………………………………………… 5 

CHAPTER II- LITERATURE REVIEW 
 Deregulation: A Step toward Privatization………………………………. 7 

 History and Motivations for Privatization of State Owned-Enterprises…...   10 

 Theoretical Perspectives on Privatization…………………………………         11 
  Theoretical Observations………………………………………….         14 

Review of Literature Studying Effects of Privatization on the Employment  
System……………………………………………………………………..         14 
 General Review……………………………………………………         14 

Observed Changes in the Employment Systems in Privatized State 
Owned-Enterprises…………………………………………………         23 
 Employment Systems and Promotion Criteria……………..         23 
 Workload and Time Required……………………………...         25 
 Job Security………………………………………………...         26 
 Salaries and Wages…………………………………………         27 

 The Case of Saudi Arabia………………………………………………….         28 
 Saudi Arabia the State ……………………………………………..         28 
 The Need for Privatization in Saudi Arabia………………………..         29 

  The Saudi Economy………………………………………………..         32 
  The Saudi Labor Market…………………………………………...         33 

 The Effect of Culture and Family on Work-Related Values………         36 
 Hofstede’s Uncertainty Avoidance and Cultural Differences……..         38 

Case Study on Privatization in Saudi Arabia………………………         39 
Summary…………………………………………………………… ……..         41 

 Study Variables and Hypotheses…………………………………………..         43 
  Study Variables…………………………………………………….         43 
  Study Hypotheses…………………………………………………..         44 
CHAPTER III: RESEARCH METHODS 
 Study Design……………………………………………………………….         48 
  Primary/Secondary Questions……………………………………...         49 

 Study Sample……………………………………………………………….         49 
 Measurement of Variables………………………………………………….         53 



 

 VII 

  Construction of Instrument…………………………………………         53 
  The Instrument……………………………………………………...         53 
  Instrument Translation   …………………………………………...         55 
  Validity and Reliability……………………………………………..         55 
  Scales and Items Measuring Relationships    ………………………        57 
 Data Collection……………………………………………………………..         65 
 Data Analysis……………………………………………………………….         65 
CHAPTER IV: FINDINGS 
 Descriptive Analysis……………………………………………………….         67 
 Testing of Hypotheses……………………………………………………..         78 
  Analysis of Variance (ANOVA)…………………………………..         78 
  Regression Analys is……………………………………………….         88 
 Summary……………………………………………………………………         96 
CHAPTER V: DISCUSSION, CONCLUSION, AND RECOMMENDATIONS 

 Discussion…………………………………………………………………...     99 
 Conclusion…………………………………………………………………..     117 
 Directions for Future Research and Recommendation for Policy Makers 
  For Future Research…………………………………………………     120 
  For Policy Makers in Saudi Arabia………………………………….     120 

 
FINAL THOUGHTS 
 I. Privatization in Saudi Arabia and the Employment System: Universalism 
  or Particularism? …………………………………………………….    125 
 II. Deregulation and Privatization: Similar Trends, Similar Perception……..    128 
 III. Predicting Privatization: the Demographic Factors and the 
  Employment Dimensions …………………………………………...     130 

  
REFERENCES.…………………………………………………………..…………    133 
APPENDICES..…………………………………………………………..…………    140   
 Appendix A: Validation Table……………………………………………….    141 
 Appendix B: Study Questionnaire (English Version)………………………..    142 
 Appendix C: Correlation Matrix of Items Measuring Attitudes toward the 

  Effects of Privatization on the Employment System …………   149 
Appendix D: Colleagues Provided Direct and Indirect Help in  

Distributing the Study Questionnaires…………………..……………   151 
Appendix E: VITAE.……………………………………………..……….......  152 

   
 
 
 
 
 

 

 



 

 VIII 

LIST OF TABLES 

Table           Page 

1. Gross Domestic Investment of Selected Countries (% of GDP)……….... 29 

2.    Dependent Variables…………………………………………………….. 44 

3.    Study Universe………………………………………………..…………. 51 

4.    Correlation Matrix, Descriptive Data, and Reliability Coefficients of  

Scales and Items Measuring Attitudes toward the Effects of Privatiza tion  

on the Employment System……………………………………………… 60 

5.  Correlation Matrix and Reliability Coefficients of the Attitudes toward  

the Privatization…………………………………………………….……. 63 

6-a. Correlation Matrix and Reliability Coefficients of the Religiosity Scale  

(RS)………………………………………………………………………. 64 

6-b. Correlation Matrix and Reliability Coefficients of the Adherence to  

Religion Scale (ARS)………………………………….…………………. 64 

7. Frequency Distribution Regarding Attitudes toward the Effects of  

Privatization on the Employment System…………………………………. 68 

8. Frequency Distribution Regarding Attitudes toward Privatization……….. 71 

9. Frequency Distribution Regarding Religiosity……………………………. 72 

10. Demographic Characteristics of Respondents…………………………….. 73 

11. Respondents’ Work Experience…………………………………………… 75 

12. Respondents’ Parents Profile ……………………………………………... 76 

13. Descriptive of Attitudes toward Promotion Criteria and Hiring Criteria by  

Living Area Prior to College Entry………………………………………... 79 



 

 IX 

14. Descriptive of Attitudes toward Job Relocation for Promotion by Age  

Rank……………………………………………………………………….. 80 

15. Descriptive of Attitudes toward Job-Time Requirements and Job  

Security  by Academic Major……………………………………………… 81 

16. Descriptive of Attitudes toward Promotion Criteria by Academic Major… 83 

17. Duncan’s Multiple Range Test for Promotion Criteria……………………. 83 

18. Descriptive of Attitudes toward Teaming by Academic Major…………… 84 

19. Duncan’s Multiple Range Test for Teaming……………………………… 85 

20. Descriptive of Attitudes toward Working under Non-Saudi Management 

by Province………………………………………………………………… 86 

21. Duncan’s Multiple Range Test for Working under Non-Saudi  

Management……………………………………………………………….. 87 

22. Gender and Attitudes toward Hiring Criteria and Time-requirements 

of the Job…………………………………………………………………… 88 

23. Religiosity and Attitudes toward Time-requirements of the Job…………... 89 

24. Living with Parents and Attitudes toward the Acceptance of Job  

Relocation for Promotion………………………………………………….. 90 

25. Social Class and the Use of Social Relations in Job Search………………. 91 

26. Parents’ Involvement in Employment Decisions of Sons/Daughter 

and Attitudes toward Job Security…………………………………………. 91 

 

27. Religiosity, Gender, and Social Class and Attitudes toward Privatization 

(ATPS)…………………………………………………………………….. 92 



 

 X 

28. Living Area before College Entry and Attitudes towards Privatization…… 93 

29. Multiple Regression of Selected Independent Variables and Attitudes 

toward Job-Time Requirements and Promotion Criteria………………….. 94 

30. Multiple Regression of Selected Independent Variables and Attitudes  

toward Security…………………………………………………………….. 95 

31.  Summary of Hierarchical Regression Analysis of Variables Predicting  
Saudi Undergraduate Students’ Attitudes toward Privatization ……………131  

 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 XI 

LIST OF FIGURES 
 
Figure           Page 
 
1. Summary of Hypothesized Relationships between Dependent and  

Independent Variables…………………………………………………….. 97 



 

 1 

CHAPTER I 
INTRODUCTION  

 
 

INTRODUCTION 

In the last several decades, the world’s economies have undergone rapid 

successive and innumerable changes.  Due to changes at the macro- and micro-economic 

level—such as  technological changes, global trade, a high rate of unemployment and 

budget deficits—the economies of many nation states worldwide have been experiencing 

difficulties sustaining growth (Bangura, 2000).  These states, in turn, have taken different 

techniques to prevent or minimize the negative effects of such changes.  Among the most 

recognized of these techniques is privatization.  Since the 1980s, privatization of state-

owned enterprises (SOEs) has become a well-prescribed solution to overcome these 

economic constraints (Danson, 1999; Austin, Wortzel, and Coburn, 1986).  Yusuf 

Bangura (2000) points out that many developed (e.g., UK), as well as developing 

countries (e.g., Argentina, Chile), have applied privatization, to different degrees, as a 

reform policy to promote national development, boost the local economy, increase levels 

of efficiency, and raise revenues.   

Saudi Arabia--more on Saudi Arabia in Chapter II-- is in the mainstream regarding 

this issue.  Due to fluctuating oil prices ($7-20 per barrel), explosive population growth 

(3.9%), and a competitive global market (Kronemer, 1997), the Supreme Economic 

Council (SEC) in Saudi Arabia has recommended privatization as a reform policy.  

Therefore, in August 1997, the Council of Ministers in Saudi Arabia approved the 

implementation of privatization for selected state-owned enterprises in order to generate 

direct and indirect revenues (through selling and taxation) and to improve competition in 
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the local economy 1.  Accordingly, some of the state-owned enterprises that are facing 

structural problems and large financial deficits but can be profitable for private owners, 

such as the Saudi Telecommunication Company, the Saudi Electrical Company, Saudi 

Airlines, and others, will be sold, leased, or transferred, or the services that these 

companies provide will be contracted out to the private sector.  Aside from the various 

economic changes (e.g., efficiency, input/output, or profit), previous research indicates 

that privatization of state-owned enterprises (SOEs) leads to changes in certain aspects of 

the employment system (e.g., employment type and recruitment system; promotion and 

salary system; workload and work time; job security; and behavioral attributes) in these 

SOEs.  This study aims to explore the attitudes among undergraduate college students in 

Saudi Arabia regarding these anticipated changes.  

STATEMENT OF THE PROBLEM 

Privatization of the state-owned enterprises (SOEs) in Saudi Arabia is expected to 

cause significant changes to the system of employment in these enterprises.  Significant 

changes already have been found when this process has occurred in other countries.  A 

review of previous research shows these changes: type of employment and jobs, criteria 

regarding recruitment and promotions, and systems of hiring and firing (Beker, 1992; 

Bickerton, 1993; Cam, 1999; Davidson, 1990; Dereli and Isik, 1993; Geldstein, 1997; 

Washington, 1994); flexibility and work load (Davidson, 1990; Geldstein, 1997; 

Atkinson, 1985; Atkinson and Meager, 1985); and salaries, wages, and job security 

(Becker, 1992; Bhaskar and Mushtaq, 1995; Bickerton, 1993; Cam, 1999; D’Souza and 

                                                 
1 Unlike forced privatization in some Third World countries where the World Bank and the International 
Monetary Fund (IMF) require receiving loan countries to restructure local economy, the privatization 
experience in Saudi Arabia is of a selective type.  The state government has relative control and freedom 
over the selection process of what to privatize and what not. 
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William, 1999; Mondaq Business Briefing, 1998; Rapacki, 1995).  As more jobs in the 

public sector become privatized, and as more Saudi employees and workers 2 work in a 

more competitive environment, it is important to probe how those employees perceive 

privatization’s effects on employment system (PEES), and what kind of attitudes 

employees hold toward the new system of employment in the privatized SOEs so that 

officials in charge of planning privatization will be able to re-design and modify the 

Western model of privatization to fit the nature and needs of those students who soon will 

be in charge on managing and running the privatized SOEs.  Undergraduate students, the 

major labor pool for the newly privatized enterprises, are expected to hold a variety of 

attitudes toward the new employment system based on several factors.  The purpose of 

this study is to describe, understand, and explain the attitudes of undergraduate college 

students in Saudi Arabia toward the effect of privatization on employment system.  

SIGNIFICANCE OF THE STUDY 

This study is important for several reasons.  First, to date, privatization efforts in 

Saudi Arabia have not fully been studied, therefore, there is a considerable need for 

theoretical and empirical studies of privatization in Saudi Arabia.  Second, this study is 

expected to reveal essential information on how the Saudi labor force perceives PEES, 

which can be used by the policy makers and privatization modelers in Saudi Arabia to 

help make the transaction as smooth and effective as possible.  Also, by knowing what 

the employees of the future, the undergraduate students, think of PEES, the planning of 

privatization in Saudi Arabia will be more organized and systematic.  Students’ reactions 

may not change the general outlines of privatization, but they may bring to attention 
                                                 
2 The terms employees and workers will be used interchangeably, with no difference in 
meaning. 
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some hidden aspects of privatization in the Western model that may not fit the needs and 

nature of the Saudi society.  

Moreover, this study examines how the social and economic backgrounds of 

undergraduate college students—parents’ occupation and education, previous work 

experiences, and gender—influence their attitudes toward changes in the structure of the 

workplace.  This information is essential for accurate planning.  If employers have 

accurate information about the characteristics of the Saudi labor force, they will be better 

prepared to meet the needs and interests of employees and workers, which may lead to 

higher rates of production and efficiency.  The Saudi market is now more open to foreign 

investors than ever before.  Consequently, this study provides foreign investors with 

needed information about the attitudes of the Saudi labor force concerning employment 

system.     

In addition, this study contributes to the existing body of literature regarding 

privatization’s effects on employment system.  With more nation states moving toward 

privatization (Austin, Wortzel, and Coburn, 1986; Becker, 1992; and Geldstein, 1997), 

there is a need for more studies concerning how employees perceive changes in 

employment system since there job satisfaction is very essential for higher levels of 

productivity.  In addition, this study answers some of the questions about undergraduate 

students’ attitudes toward privatization that other countries in the region (ex. Kuwait, 

Qatar, and Oman) may face, since these countries share very similar cultural, social, 

economic, and political systems.  The data collected in this study serve as a benchmark 

for future longitudinal studies aimed at examining changes in the attitudes of the Saudi 

labor force with regard to employment system. 
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LIMITATIONS OF THE STUDY 
 

There are two major limitations in the design of this study.  First, the study uses a 

convenience or non-random sample.  Due to economic, time, and procedural constraints, 

the researcher is not able to draw a purely random sample of study subjects.  This is 

discussed further in Chapter III.  Second, measuring true attitudes is not always an easy 

and accurate job.  It is important to take into consideration that participants’ responses 

may not always reflect their true opinions due to political, social, and/or psychological 

factors (e.g., does not want to be honest, pretends to have certain attitudes, or having a 

bad day).  To minimize the effect of this problem, the questionnaire cover letter asks the 

respondents to fully cooperate in order to gain a better picture of their perceptions and 

beliefs about privatization and its effects on employment system.  Furthermore, the letter 

assures the respondents that their honesty is very significant for the success of the study 

and there are no wrong or right answers, just personal opinions.   

ORGANIZATION OF THE STUDY 

 The study consists of five chapters.  Chapter I provides an introduction to the 

study, a statement of the problem, the significance of the study, questions addressed in 

the study, definitions used in the study and the limitations of the study. 

Chapter II is divided into five sections.  The first section introduces deregulation 

as a step towards privatization.  The second section provides a brief discussion of the 

history of privatization and associated theories.  The third section provides a thorough 

review of the literature regarding the attitudes towards privatization’s effects on 

employment system.  The fourth section presents a general view of the Saudi economy, 
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labor market, the need for privatization, and associated studies.  The last section 

highlights the study variables and hypotheses.  

Chapter III presents the study’s methodology.  Aspects that are covered include 

the population studied, the study instrument, sampling procedures, hypotheses, and 

analysis techniques. 

Chapter IV presents the main finding of the study.  Descriptive, bivariate, and 

multivariate analyses are presented. 

And Chapter V is a discussion of the study’s findings.  It also includes 

recommendations for further research. 
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CHAPTER II 
LITERATURE REVIEW 

DEREGULATION: A STEP TOWARD PRIVATIZATION 

Any discussion of the effects of privatization on job structure should entail at least 

a brief review of deregulation.  Although the term differs in meaning from privatization, 

deregulation, as privatization, represents a liberal economic policy reform with dual aims:  

to prevent government intervention in the market and to enable private firms with more 

freedom and control.  Deregulation can be seen as a first step toward privatization.  It is a 

political as well as economic policy to free market and provide private owners with more 

control over the market system. With deregulation, the government minimizes its control 

over the market, and private enterprises receive an opportunity to operate in a free and 

competitive market, says Jeremy Tunstall (1986).  Such a move occurred during the late 

1970s and early 1980s in the United States, when a trend toward less government 

intervention in the market prevailed and, consequently, deregulation took place. 

Deregulation of major industries—banking, telecommunication, oil and gas, railroads, 

trucking companies, bus companies—marked significant changes in the U.S. market 

(Dempsey, 1989).  

However different it is from privatization, though, deregulation can also have 

serious effects on workers.  Wallace Hendricks and Susan Sassalos (1991) argue that the 

effects of deregulation on workers are mixed.  On one hand, deregulation provides firms 

with more freedom to increase output and decrease prices, which will lead to more 

employment.  On the other hand, under the effect of competition, firms will often attempt 

to maintain their edge by reducing production costs, which could lead to reduced wages 

for workers. In fact, in the American airline, transportation, and telecommunication 
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industries, workers felt the effects of deregulation far more than did stockholders. The 

following discussion will elaborate on some of the effects deregulation has had on 

employment in major American industries. 

Due to increasing financial weaknesses in the American railroad industry during 

the late 1970s, the Saggers Rail Act of 1980 was passed to give the industry more 

flexibility over rates and services.  While the indus try began to stabilize, the increased 

flexibility did affect employment rates. In their study of how deregulation affects labor, 

James MacDonald and Linda Cavaluzzo (1996) point out that “[b]y the 1990, 

employment was 41% below the level predicted on the basis of pre-Staggers trends” 

(1996:85). Deregulation did not, however, cause significant changes in wages.  In fact, 

MacDonald and Cavaluzzo indicate an “increase [in wages] in the first half of the 1980s, 

followed by stability and declines near the end of data” (1996:9). 

While some researchers argue that deregulation negatively affects employment, 

others argue that employees should not fear deregulation.  The fact remains, though, that 

inevitably some employees will be negatively affected by deregulation.  Compared to the 

picture presented of deregulation in the rail industry, for example, that of the airline 

industry is considerably vaguer. With regard to the long-term effect of the 1978 Airline 

Deregulation Act on employee earnings, Pierre-Yves Cremieux (1996) argues that 

deregulation can result in negative, as well as positive, effects:  negatively affect the 

earnings of flight attendants and pilots, but not the mechanics due to other economic-

related factors. 
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In the long run, argues Kenneth W. Thornicroft (1989), deregulation will not have 

a negative effect on employment in the airline industry.  He suggests that when market 

expands, more opportunities are created for airline employees 

Beyond employment, deregulation also has the potential of affecting other 

elements of an industry.  In the electricity industry, for example, it has contributed to 

changes in workplace rules and management/union relationships.   Ray Pospisil (1997) 

argues that in order to help their firms stay competitive and maintain profitability, 

managers expect employees to be more innovative, flexible, and cooperative.  From the 

perspective of management in deregulated utility firms, as competition increases, work 

rules may need to be changed.  For example, “normal” 8 to 5 workdays might not be 

sufficient to maintain a company’s competitive edge.  It is reasoned that customers will 

look for faster and more efficient, even more immediate service, and that companies with 

hours that end promptly at 5 p.m. might find themselves at a disadvantage in the 

marketplace.  In order to reach some level of compromise, as well as maintain a 

competitive edge, management/labor relations in the utility sector have adopted a spirit of 

cooperation.  Accordingly, under this cooperative system, employees receive more 

training and fairer bargaining.  While some of this cooperation might indeed be natural, 

some of it is undoubtedly pragmatic.  Some employees do acknowledge, for example, 

that in this competitive market, they feel they have to cooperate more with management 

to protect their jobs (Pospisil, 1997).   

In the telecommunication industry, the issue of deregulation and its effect on 

employment has been a highly debated issue.  Hendricks and Sassalos (1991) point to the 

fact that “since divestiture, the employment of operators, craftsmen, and linemen has 
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fallen, while the employment of salespeople, professionals, and R&D has increased” 

(394).  The average increase in hourly wages for telecommunication workers has been 

almost the same with regard to that of other industries  

HISTORY AND MOTIVATIONS FOR PRIVATIZATION OF STATE-OWNED 
ENTERPRISES  
 

With regard to the history and motivations for privatization of state-owned 

enterprises (SOEs), two issues must be examined:  how privatization started and what 

factors drove it. During the late 1970s and early 1980s, the Thatcher government in 

Britain brought privatization to the world as an effective policy to cure a sagging 

economy (D’Souza & Megginson, 1999).  During the 1990s, this policy became accepted 

by most countries (Becker, 1992), which begs the question: What would motivate such 

high acceptance among diverse nations? Becker (1992) believes that the motivations are 

quite simple: “the large deficits and inefficient employment and investment practices” 

(18).  To others, the increasing global competition, the rising costs of environmental 

compliances, and decreasing efficiency and profits, are conducive to the implementation 

of privatization (Dereli & Isik, 1993).  In terms of financial benefits, privatization of 

SOEs has shown to be quite effective.  As cited in Juliet D’Souza and William 

Megginson (1999), 

According to Gibbon (1998), $860 billion has been raised by governments 
worldwide through privatization, with the bulk of this total coming since 
1987, and at least one commentator (Roche (1996)) predicts that no less 
than $6 trillion will be raised through privatization over the next two 
decades.  In 1997 alone, sales of public enterprises totaled a record $161 
billion worldwide, with more than $110 billion of the total coming during 
the second half of the year, and 1998’s total of almost $140 billion 
indicates that the pace shows no signs of slackening as we approach a new 
millennium (1397).   
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The following paragraphs focus on some of the known theoretical perspectives regarding 

privatization of SOEs. 

THEORETICAL PERSPECTIVES ON PRIVATIZATION 

Although the concept of “privatization” is relatively new—it was introduced in 

political economic studies during the late 1970s (Pirie, 1983)—the basic idea is actually 

centuries old. In 1377, the Muslim social-political scientist Ibn Khaldoun argued that it is 

best for the nation-state to grant the private sector more participation in the local 

economy. In his work, the Muqaddimah (1377), Ibn Khaldoun suggested quite logically 

that since its principal source of revenue derives from taxation, the government should 

encourage merchants and farmers to increase commerce and trade. Such increased 

production, he pointed out, will generate additional tax revenues for the country’s coffers. 

Ibn Khaldoun said  

“It should be known that the finance of a ruler can be increased, and his financial 
resources improved, only through the revenue from taxes.  This can be improved 
only through the equitable treatment of people with property and regard for them, 
so that their hopes rise, and they have the incentive to start making the capital fear 
fruit and grow.  This, in turn, increases the ruler’s revenues in taxes” (235). 
 

Four centuries later, Adam Smith again drew attention to privatization of SOEs.  Like Ibn 

Khaldoun, Smith argued that privatization is a key factor in any nation’s wealth (Becker, 

1992).  Adam Smith (1784a) argues that, for the long term, the revenues generated from 

selling the properties of the nation state are more than the  revenues generated under the 

administration of the nation state.   Moreover, Smith (1784b) points out those joint - 

stock companies are more profitable than those regulated.  For Smith, directors of joint-

stock companies have interest in the prosperity of their companies more than their 

counterparts of the regulated companies.  In addition, joint-stock companies have the 
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adequate capital for development.  Both arguments are in favor of privatization and free 

market. 

The emergence of New Liberalism has further expanded the idea of privatization.  

According to Susan George (1999), Neo-Liberals consider anything public inefficient.  

Theorists such as Friedrich von Hayek and Milton Friedman, for example, believe that all 

public sector enterprises should be reconstructed in order to realize economics of scale, 

operate at the lowest possible cost, and provide the best possible service to consumers.  

Liberalization of market, from the perspective of the New Liberal theorists, is the 

ultimate method for achieving these goals and privatization is a key element in 

liberalization.   

Theoretically speaking, privatization of SOEs is linked to substantial economic 

benefits for workers, such as more competitive and attractive employment packages. O. 

Williamson (1985), points out that firm-specific work is linked more often to appealing 

employment packages, while non-firm-specific work often involves less attractive ones. 

Williamson argues that firms responsible for executing complex functions are forced to 

seek skilled workers and to provide them with more training.  Not only that, but because 

of potentially high turnover rates, those firms must work hard to maintain continuous and 

positive employment relations with those skilled workers.  Similarly, the workers who 

spent time and money to acquire specific skills for such jobs most often wish to maintain 

that employment relationship because the capabilities they acquired might not be 

transferable to another industry (Davidson, 1999).  When private owners make a deal 

with government to buy public enterprises, in order to realize higher levels of profit, they 

often restructure and develop these businesses through diversification of activities geared 



 

 13 

toward improvement of performance.  When this occurs, the worker is provided with 

more incentives.  Accordingly, theoretically privatization can be viewed as conducive to 

good employment practices.  

Human actors 3 are very significant in any development programs such as 

privatization.  It is therefore essential to make such programs fit their needs, expectations, 

and most importantly, their characteristics.  Kunio Yoshihara (2000) stresses this fact.  

He argues that in order for economic development programs to be successful, their 

creators must pay more attention to the human actors. “We have to realize that people are 

the agents of economic development and that they react differently to government policy 

or behave differently even under the same institutional arrangement,” states Yoshihara 

(Brook and Luong, 2000:14).  Since the process of privatization is indivisible from its 

effect on workers, investigators must study carefully the impact such economic 

development might have on diverse communities and cultures.  Hence, the importance of 

this study: to examine the attitudes of young Saudis concerning the anticipated effects of 

privatization on employment system. 

Theoretically speaking and based on scientific criteria, the term development has 

no one universal meaning or method; all societies define it differently (Escobar, 1995). 

Therefore, unless there is some awareness built into their structures, privatization 

programs carry the potential for insensitivity to issues of cultural diversity.   In other 

words, if privatization plans do not take into consideration the specificity of the cultural 

norms of the society and the particular characteristics of the labor force where it is being 

implemented, the goals of such plans may not be fully accomplished. From the 
                                                 
3 The terms human actors and human resources will be used as synonyms: the first is 
more common in sociology; the second is more common in business. 
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researcher’s perspective, it can be argued that any implementation of privatization based 

on the Western model could be hampered by the absence of real and accurate 

consideration of the distinctive cultural and social structures that characterize different or 

“other” societies.  If privatization is to triumph, the human and social costs of such 

policies should be addressed; and the cultural characteristics of the labor market should 

be taken into consideration.   

Theoretical Observations 

Based on the preceding discussion, the theoretical perspective of this study 

consists of four axioms.  First, when the public sector fails to provide service in an 

efficient way (high quality and quantity), the private sector should take over (George 

1999).  Second, the human factor is essential to any economic development reforms; 

therefore, more attention must be paid to its needs, expectations, and more importantly, 

its cultural characteristics (Brook and Luong, 2000:14).  Third, privatization has no one 

universal pattern.  Modification should occur in order to fulfill the needs of different 

societies (Escobar, 1995).  And fourth, the effects on employment structures should 

provide for reciprocal benefits.  In other words, variety of development programs and 

incentive packages should be provided in return for more productivity, efficiency, 

accountability, and vice-versa (Davidson, 1999). 

REVIEW OF LITERATURE STUDYING EFFECTS OF PRIVATIZATION ON THE 
EMPLOYMENT SYSTEM 
 

General Review  

In 1988, Dudek and Company conducted a study to measure the long-term impact 

of privatization on 2,213 affected government workers involving 34 privatized services in 

28 US cities and counties.  The primary methodology of the study involved 1) 
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employment data of 34 privatized services in 28 cities and counties involving 2, 213 

affect government employees; and, 2) a series of interviews conducted during September 

1988 and January 1989.  Using an extensive questionnaire, the investigators interviewed 

86 city and county public officials and private contractor representatives and 22 affected 

government workers.  Where possible, the study also reviewed records and documents to 

verify the accuracy of data obtained through interviews.  The study measured different 

employment issues, such as employment polices adopted by local governments, salary 

and benefits, labor-turn over rate, and treatment of seniority.  

Results of the study indicated that private contractors hired about eight to nine 

workers for every ten workers that had provided service for the government.  The study 

also showed that in 30 cities and counties, which had agreed with private contractors not 

to dismiss any workers, the incidence of layoffs was quite low at seven percent.  In the 

four cities and counties where there were no such agreements, the number of layoffs 

increased dramatically:  more than 50 percent of the workers became unemployed. 

Moreover, almost 62 percent of the government workers remained employed with the 

private contractors for three to five years, which indicates not only a very slow rate of 

turnover but also a satisfaction with private contractors. 

Financially, private contractors paid almost the same salaries, as did the 

government.  The difference was that “local government employee compensation 

packages offered to workers were found to be more generous than those of private 

contractors” (Dudek and Company, 1989:3).  To be precise, the public sector provided 

workers with better health plans and more attractive retirement plans than were offered 

by the private sector.  Nonetheless, private contractors did offer their employees some 
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benefits, such as stock ownership plans.  Ultimately, although the benefits offered by 

public sector jobs might seem to tip the balance of favor in their direction, former 

government workers actually stated that working conditions under private contractors 

were the same or superior to those of the public sector.  Among the most positive aspects 

of working for the private sector were “a more professional atmosphere; less bureaucratic 

procedures; better opportunities for career advancement; and better pay”(Dudek and 

Company,1989: 34). 

This study shows the importance of preparing for privatization of SOEs when it 

determines that “it is critical for cities and counties to develop a labor protection plan--

such as “no lay-offs agreements” or “right of first refusal” requirements mandating that 

the winning private contractor hire displaced government employees to fill new 

contractor jobs…” (Dudek and Company, 1989: 3).  To win worker approval for 

privatization, state governments must cooperate with the private sector to protect and 

preserve the interests and jobs of those who will be employed there. For example, in a 

measurement of employee attitudes toward privatization, it was discovered that many 

resisted the concept because they feared that it would lead to massive layoffs, a reduction 

in salaries, and a diminishing of perks traditionally associated with government jobs, such 

as “excessive fringe benefits and considerable political influence” (Petrazzini 1996: 349).  

Before any government undertakes privatization, it must take care to ease such fears by 

educating people about privatization and the needs for it.  Such preparation ensures 

satisfaction for all involved.  In the U.S. cities and counties that had created “no lay-off” 

agreements with new private owners, for instance, statistics showed no reduction in 
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employment and a greater employee satisfaction with privatization (Dudek and 

Company, 1989). 

V. Bhaskar and Mushtaq Khan (1995) conducted a similar study to examine the 

effects of privatization on employment in Bangladesh.  The main objective of their study 

was to analyze the effects of privatization on employment and output in 31 jute mills that 

had been privatized since 1986.  Using firm-level data, the researchers compared these 

privatized mills with an equal number of publicly owned ones. Data from the five-year 

period from 1983 to 1988 were analyzed to examine the effects of privatization on three 

labor categories: manual workers, both permanent and temporary; clerical employees; 

and managers.  To measure the changes in levels of productivity, the study used output 

data from mill- level monthly production figures during the years 1981-82 and 1984-85; it 

focused on three major product groups: hessian, sacking, and carpet-backing cloth.   

Results of the study indicated a largely negative effect on white-collar employees 

from both clerical and managerial levels, but quite a positive effect on temporary 

workers.  The net ranking of privatization effects on employment showed: -35 percent for 

white-collar employees, -7 percent for permanent manual workers, but 24 percent for 

temporary manual workers, positive effect.  The researchers provide an explanation for 

that: a large increase in white-collar employment in the public sector prior to 

privatization.  With regard to outputs, privatization had a negative although not extremely 

significant effect on productivity levels.  The reason for that is the privatized mills’ shift 

in production to the more profitable product of sacking. 

This study explains the reduction in employment that can accompany 

privatization.  State governments privatize what are thought of as overstaffed companies.  
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Therefore, the first thing private owners do to gain profit is to restructure employment.  

Although researchers do not mention it, another significant point that this study reveals is 

that with privatization comes an increased reliance on temporary workers. This type of 

employment maximizes profits by providing private owners with greater control over 

employment contracts and by minimizing employee-related financial expenditures, such 

as health insurance. 

 In 1992, Haskel and Szymanski conducted a study of fourteen British companies 

that were either privatized or undergoing reorientation toward privatization.  Their 

objective was to examine changes in employment and wages.  Based on data from the 

fourteen companies for the period 1972-1988, the study indicates a reduction in 

employment, about 26 percent; but an increase in wages compared to trends for the whole 

economy.  The researchers suggest that there are two factors behind this change in 

employment practices.  The first is “the privatization/change in objectives effect,” which 

describes what happens to the company as it is being transferred to the private sector or 

restructured to be profit-oriented.  In both instances, employment is reduced.  The second 

factor is the “liberalization effect,” which accompanies the creation of new laws 

governing the market (to remove market entry barriers, for example) and the 

encouragement of competition between firms.   

 Longitudinal data helps researchers gain a greater perspective on the changes 

privatization brings to the labor market.  Equally important, other factors have effects on 

the relationship between privatization and employment and wages (e.g., competition).  It 

is essential to take into consideration such factors and try to understand and estimate the 

effect of external factors. 
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One of the few studies that have examined the impact of privatization on 

employment system from the employees’ point of view is that of Surhan Cam (1999).  In 

his study, Job Security, Unionization, Wages and Privatization: a Case Study in the 

Turkish Cement Industry, Cam examined employees’ attitudes about the effects of 

privatization on particular aspects of their jobs. The study surveyed and interviewed 150 

employees in a cement company sold to a French conglomerate in 1989.  Respondents 

were divided into four categories—managers, technicians, clerks, and manual laborers—

to better determine the relationship between worker attitude and company ranking. The 

respondents were asked questions about such issues as job security, unionization, and 

wages under the effect of privatization.   

The study revealed several significant findings.  Respondents indicate a 

preference for high job security over high income.  The majority of respondents, 80 

percent, “did not want to compromise over their job security in return for higher 

incomes” (Cam, 1999:699).  In addition, sixty-three percent of the total interviewed 

responded that job security is less after privatization, with clerks, manual workers, and 

technical workers showing the most pessimistic attitudes. In the case of managers, 60 

percent did not believe their job security to be lowered because of privatization.  Almost 

74 percent of all respondents indicated their belief that privatization had reduced 

unionization in the company, with 90 percent of technical workers expressing this claim 

and 53 percent of manual laborers doing so.  With regard to wages, among the non-

managerial categories the study found that most disagreed with proposition offered by 

privatization that “workers earn higher incomes as long as they work harder.”  From the 

point of view of those workers, machines, not humans, determine largely the actual level 
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of productivity.  In addition, when asked about their preference for government 

intervention in determining the minimum wage, lower- income employees responded 

positively, while those in with higher incomes believed that the state should not 

intervene.  

Although this study provides a systematic analysis of employees’ attitudes, one 

cannot generalize the result because privatization takes place in many different industries 

with many different structures, such as the manufacturing industries and service 

industries.  It also bears pointing out that industrial mechanization is not always the main 

determinant of production level.  Since privatization is profit-oriented, another issue is 

whether those workers with fewer skills who are paid less will fear the threat of job loss 

and wage reduction more than their counterparts’ wage. 

In 1996, Mondaq Business in Mozambique, supported by the World Bank, 

conducted two studies to measure the impact of privatization on the economy and on the 

labor force.  The first study examined the “big picture” of the whole economy from the 

perspective of the directors who manage privatized SOEs.  Based on interviews 

conducted with managing directors of 91 enterprises to measure the post-privatization 

effect on economy, the study indicates three findings:  1) overall, there has been an 

increase in production levels and sales; 2) employment levels remained unchanged; and 

3) wages level increased or remained stable.   

 Also conducted in 1996, a second study examined the employment situation from 

employees’ and union leaders’ points of view.  In order to accomplish that, the study 

surveyed 804 employees from 61 companies and interviewed 55 managing directors and 

16 union representatives.  The results of the study showed: 1) a small reduction in formal 



 

 21 

employment; 2) more benefits for qualified workers; 3) positive employee opinions about 

management (better in privatized than in public owned enterprises); and, 4) the belief of a 

great number—34 percent—that privatization had improved their companies, while just 

28 percent said their companies were the same as before privatization. 

The implication from both of these two studies is that privatization may succeed 

in one place, yet fail in another.  While in some places privatization has lead to a 

reduction in employment; in other places such as Mozambique, formal employment 

remained mostly intact.  These different outcomes can be related directly to the differing 

economies.  The lesson here is to account for the nature of the economy and the 

characteristics of the labor force when implementing privatization. 

Among the very critical issues of privatization is that of unemployment.  Results 

of previous studies on the topic are mixed.  However, a reasonable conclusion is that 

privatization does not contribute to higher level of unemployment.  According to Fahad 

Mushayt (1999), previous research indicates that privatization actually creates jobs, 

although they are lower level jobs.  As private contractors spend more to increase levels 

of production, more jobs must be created.  In a competitive market, some areas of 

employment—such as marketing, sales, customer services, and analysis—naturally 

expand and thus demand additional hires.  However, the main sector of the population to 

benefit from new jobs is that of the skilled worker. Workers can also expect higher 

salaries with privatization.  Nevertheless, the question remains—at what expense?  

Salaries increase but workers potentially lose other financial benefits, like medical 

insurance and retirement payments (Dudek and Company, 1989).  Mushayt’s study 

recommends that privatization of the telecommunication industry in Saudi Arabia will 
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achieve success if a Saudi management team guides the process and if 30 percent of the 

company shares will be sold to a foreign investor with expertise in the industry.   

In his study “The Labor Sector: A Post-Privatization Assessment,” Ben A. 

Petrazzini (1996) offers a very significant argument with regard to privatization and 

employment.  Petrazzini argues that the reaction of public sector workers toward 

privatization has been decidedly mixed.  In some countries, like Mexico and Malaysia, 

public workers favored privatization of SOEs; however, in other countries, like 

Colombia, workers resisted the process.    In the first case, a commitment by the 

government to protect jobs was a key to ensuring worker support; in the second, 

employees resisted privatization because they feared a loss of jobs, a decline in wages, 

and worsening of work conditions.  It is all about how the state government prepares for 

privatization: educating the general population about privatization and arranging with the 

new owners to keep current employees.  

Clearly, workers must feel not only that their jobs are secure, but that they can 

have some investment in the shaping of the company.  This may be psychological, as 

well as, financial.  One of the main benefits to accompany privatization is that employees 

can gain ownership of company shares.  As Petrazzini’s study indicates, employees in 

countries like Mexico and Chile were able to acquire shareholdings in the companies for 

which they worked.  The evidence suggests that employees’ ownership in a company 

improves productivity by creating fewer conflicts and building a more entrepreneurial 

spirit, provides employees with more information access to the company, and contributes 

to the well being of society as a whole by distributing properties more widely (Petrazzini, 

1996).  Statistically speaking, in Chile, privatization of state companies has lead to an 
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increase in employment leve ls.  As Petrazzini (1996: 380) indicates, “It is important to 

note here that the unemployment rate dropped from 15 percent in 1985 to 6.5 percent in 

1990.” 

Observed Changes in the Employment system in Privatized State-Owned Enterprises 

As the preceding discussion suggests, it is very important to analyze specific 

dimensions of employment system that are being affected significantly by privatization of 

SOEs. Here then is a brief discussion of how privatization affects employment practices. 

Employment System and Promotion Criteria : 

Privatization of state-owned enterprises is believed to bring substantial changes in 

job relations and employment system (Washington, 1994; Dereli & Isik, 1993).  The first 

changes occur in the employment and promotion systems.  For many, the public sector 

has always been a safe, predictable, and highly desirable source of jobs.  In many 

countries, “the public sector has always been an important employer, traditionally acting 

as a counter-cyclical employer especially at the provincial and local levels” (Geldstein, 

1997:561).  Moreover, the public sector has traditionally been concerned more with 

employees’ interests than with profits.  In fact, the public sector’s main goal is to increase 

the social welfare even at the expense of the financial aspects.  However, an expected 

result of this policy is what Bhaskar and Khan (1995) call overstaffing and excessive 

employment, a situation, which in turn raises production costs and reduces profits.   

What about the criteria for recruitment, hiring, firing, and promotion in the 

privatized companies?  In SOEs, nepotism is often a common practice, and promotions 

are based usually on seniority and experience.  However, with privatization, recruitment 

and promotion are based on qualifications.  Educational degrees, standardized test results, 
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interviews, and social skills are the main criteria for obtaining a job in a privatized 

company (Geldstein, 1997).  Another positive attribute of privatized SOEs is that 

management believes it must provide valuable employment packages to recruit and keep 

workers with required knowledge and skills. The criteria for dismissing an employee also 

differ from those of the public sector. Unless a “no layoffs” agreement has been signed 

(Dudek and Company, 1989), employees of privatized SOEs can be dismissed at 

management’s discretion (Dereli & Isik, 1993).  In short, the main employment trends are 

to hire younger, more qualified, and non-unionized workers, and to fire experienced, 

unionized, and high salaried workers (Geldstein, 1997).   

The criteria for promotion also differ in privatized SOEs.  Who is promoted? 

Based upon what criteria? Occupations and qualifications, rather than seniority and 

experience, form main bases for promotion.  Supervisors are to be upgraded and clerks 

are to be left at the same level.  In addition, unlike promotion in the public sector, which 

is seniority-based; with privatization, promotion is performance-based (Davidson, 1990).   

Employee skills are also stressed in privatized SOEs.  For what kind of workers 

do employers look?  What kind of skills are indeed key factors to qualify for jobs in the 

privatized enterprises?  Most employment models tend to link good employment 

packages with high levels of skills (Davidson, 1999).  Williamson (1985) argues that 

firms that execute complex functions are forced to seek skilled workers and to provide 

them with more training.  Not only that, but to avoid a possible high turnover rate, those 

firms must also work diligently to maintain good relations with the ir employees.  On the 

other hand, it is only logical that workers who have spent time and money to acquire 

specific skills for such jobs are less likely to leave because their abilities might not be 
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easily transferred to another position in another industry (Davidson, 1999).  However, 

this theory does not go far enough.  Certainly, workers with lower skill levels must also 

attempt to maintain continuous employment since it would be more difficult for them to 

find other positions. Studies have indicated that those with higher levels of skill are more 

likely to be re-employed and at a quicker rate than those with lower levels (Carnoy, 1997; 

Lipset and Marcella, 1996; Castells, 1996; Aaronson and Kenneth, 1999; Berman, 1998; 

Levinson, 1996). 

Workload and Time Required: 

 Jobs in the public sector differ from those in privatized firms in terms of workload 

and the time required for their completion.  Employees in privatized SOEs are expected 

to perform more work within a longer working day.  Recent research on privatized 

enterprises indicates several of the most obvious changes in employment system are an 

increase in workload in terms of quantity of work (Bhaskar & Mushtaq, 1995); 

lengthening of the working day (Davidson, 1993); a significant increase in labor intensity 

(D’Souza & William, 1999); and reduction in number of days off (Geldstein, 1997). 

 Flexibility is a very important component of work content.  This, in turn, has a 

significant effect on employment system and relations (Davidson, 1990).  Previous 

research indicates that concerning employment-related systems, public sector jobs are 

more flexible.  In other words, compared to those in the public sector, jobs in the 

privatized SOEs are less flexible and very strict.  As Rosa Geldstein (1997:461) points 

out in her study of privatized and public sector firms in Argentina, “working conditions 

in the public sector are …more flexible than in the private sector, with fewer required 

hours, more days off per year, and on-site child care.” 
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Nevertheless, because it clearly relates to quality of job execution, flexibility is 

one of the issues that privatized SOEs must address in order to achieve success.  In her 

study of how office work changed in one of the privatized national public utilities in 

Britain, Julia Davidson (1990) points out that management expressed concern about 

introducing specific changes to a work system already in place. Flexibility was one of the 

first aspects to be addressed.  New management must seek more flexibility in terms of 

work shifts, weekend and overtime work, use of part-time employees to meet peak 

demand, and staff mobility between sections and locations.   

Job Security: 

 While the preceding discussions focuses mainly on how privatization of SOEs 

contributes to changes in employment system and relations, this process also has 

significant effects on other crucial aspects of employment.  Job security and salaries are 

key employment factors.  The following paragraphs will touch on some of what previous 

researchers have discussed about job security and salaries. 

 What workers fear the most is the loss of jobs.  Although this issue is still the 

subject of debate, privatization has played a role in the layoff of workers and in general 

employment reduction (Davidson, 1993; Eggers, 1997; Martin, 1999; Mondaq Business 

Briefing, 1998; Washington, 1994). In order to survive in a highly competitive market, 

privatized SOEs must be able to reduce production costs, and this process inevitably 

leads to staff reduction. Such a situation can put extra stress on workers, who are never 

sure whether they will be affected next by a reduction in numbers. The atmosphere of 

insecurity leads to more tension in the work place, which negatively affects workers’ 

productivity (Bickerton, 1993).  Geldstein (1997) points out that the most negative 
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outcomes of privatization involve an increase in workers’ fears about job loss and a 

reduction in benefits. In order to feel more secure about their jobs, some workers even 

express a willingness to accept lower wages.  When asked about their preference between 

a position offering an adequate income but high job security and a job offering high 

income but low job security, 80% of the workers in a privatized Turkish cement company 

said “they did not want to compromise over their job security in return for higher 

incomes” (Cam, 1999: 699). 

Salaries and Wages: 

 Along with other changes in employment system, privatization of SOEs affects 

salaries, wages, and income. In her study, Rosa Geldstein (1997) concludes that new 

employees in privatized SOEs earn higher salaries.  Most studies agree with Goldstein’s 

findings (D’Souza and William, 1999; Eggers, 1997; Mondaq Business Briefing, 1998; 

1999; Washington, 1994).  Based on a study conducted by the World Bank of 12 

privatized firms in different countries, “workers as a group generally benefited from 

privatization through higher wages for those who remained employed, generous 

severance pay, and employee participation in stock-ownership plans” (Becker, 1992:18).  

For new employers, keeping current employees who have the required knowledge and 

skills is very essential, at least in the short run.  As noted in Davidson (1990), in an effort 

to encourage employees to stay with the company, new employers often provide them 

with attractive financial packages and social benefits.  In the privatized SOEs, 

management also uses different techniques to improve employees’ performance.  One of 

these techniques is to set a financial target and assess employees’ work against these 

targets to motivate and improve their overall performance (Davidson, 1990).  Moreover, 
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as a study of privatized SOEs in Mozambique verifies, privatization can be linked 

directly to an increase in wages (Mondaq Business Briefing, 1998).  Before closing the 

discussion of how privatization affects wages, it is essential to point out that in privatized 

SOEs, there are specific criteria for salary raises.  Unlike those of public sector jobs, the 

criteria for salary raises in privatized companies are linked to productivity.  According to 

Geldstein (1997), workers often receive productivity bonuses twice a year that may reach 

up to 50 percent of their salary.   

THE CASE OF SAUDI ARABIA  
 

Saudi Arabia the State  

Since its unification in September 1932, Saudi Arabia has developed as a major 

player in the world’s economy.  Several factors contribute to this status: the country has 

the largest reserves of petroleum in the world (26% of the proved total), ranks as the 

largest exporter of petroleum, and plays a leading role in OPEC (Horizon for Commercial 

Development, 2000).  Moreover, Saudi Arabia is one of the world’s largest exporters.  

According to World Trade Organization data, “in 1998, Saudi Arabia was ranked the 

world’s 29th largest exporting nation with shipments worth 42.3 billion dollars” (United 

Press International, 2000: 1). 

Saudi Arabia also has shown a highly admirable stability, which is one of the 

most important factors in attracting foreign capital investments.  In addition to 

demonstrating internal stability, Saudi Arabia is also known for cooperating with and 

providing economic assistance to developing Arabic, Islamic, and Third World countries. 

In fact, according to the country’s Minister of Commerce, Osama Faquih, Saudi Arabia 

has written off a total of $ 6 billion in debt for these countries” (Saudi Embassy in US on 
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line, 1999).  Because of these factors, Saudi Arabia is considered a crucial player in the 

world’s economy.  In recognition of this, Saudi Arabia recently was chosen to be a 

member of the G20, the international organization established to protect the world 

economy from sudden interruption due to any factors.  This move, of course, indicates 

global appreciation of Saudi Arabia’s importance to the world’s economy.  

The Need for Privatization in Saudi Arabia 

During the late 1980s, the government of Saudi Arabia realized that the 

participation of the private sector in the gross domestic product (GDP) was not up to the 

expectation.  The relatively small contribution of the private sector to the GDP has been 

one of the significant driven forces behind the move to privatization (see Table 1 for a 

comparison of private sector participation in the GDP of selected developing countries). 

TABLE 1 
GROSS PRIVATE DOMESTIC INVESTMENT OF SELECTED COUNTRIES 

(% of GDP) 
 

na: not available 
Source: The World Bank Group: http://www.worldbank.org/data/ 
 

Therefore, the Fifth and Sixth Five-Year Development Plans for the years 1990-2000 

stated that to fully realize the potential of economic growth, the private sector should be 

allowed and encouraged to participate more in the local economy (Ministry of Planning, 

1990 & 1993).  Privatization of the state-owned enterprises (SOEs) provides the private 

        YEAR     
COUNTRY   1980 1990 1999 2000 
              
EGYPT     23.3 20.2 20.4 20.5 
MEXICO     27.2 23.1 23.5 23.3 
MALAYSIA   27.4 32.2 22.1 Na 
BRAZIL     23.3 20.2 20.4 20.5 
JORDAN     36.7 31.9 20.8 25.5 
Czech Republic   na 25.2 27.9 29.7 

SAUDI ARABIA   21.7 19.5 19.3 na 
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sector with valuable opportunities to expand its participation and add more valuable 

contribution to the economic and social development of the Saudi society.   

Privatization of the public sector has been the topic of exhaustive debate. Many 

questions must be answered before the process can occur successfully.  From an 

economic perspective, privatization increases the efficiency of the economy by 

minimizing the state’s intervention and thus providing more freedom and discretion to 

business firms.  Nevertheless, how does the government function in the market?  Will this 

be a free market with no involvement of the government?   

According to Tariq Al-Saloom (2000), a faculty member at King Saud University, 

Riyadh, the market in Saudi Arabia must be understood as a free market with some 

control from the state.  He argues that current trends in economic studies view markets as 

the best distributors of variable resources, which in turn leads to improvements in the 

standards of living for the whole society.  However, it is important to modify the 

international model for privatization that best fits the specific nature of the Saudi 

economy and society.  Al-Saloom believes that corporatism provides the appropriate 

model.  This model, he says, favors groups over individuals, and allows the state, culture, 

and religion to play significant roles in making both policies and decisions (Al-Majalla, 

2000).   

Privatization of SOEs simultaneously could improve the performance of these 

companies and increase the value of the stocks of the privatized companies, which in turn 

contribute to increase in the local stock market.  By privatizing, experts expect that the 

value of the local stock market will increase and thus attract more local and foreign 

investors (Al-Majalla, 2000).  Privatization will also minimize the amount of investment 
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and support the government must offer companies. Hence, the efficiency of the whole 

economy will increase.  As the result of privatization, the contribution of the private 

sector to the Saudi GDP is expected to increase to 55.6 percent in 2004 and to 69.2 

percent in 2020 (Albishi, 2002) 

To shed light on the implementation of this new trend in the Saudi economy, it is 

essential to point out some of the early as well as recent steps that have been taken 

toward privatization of SOEs in Saudi Arabia.  In 1984, when the government of Saudi 

Arabia implemented privatization for the first time, it sold 30 percent of its 100 percent 

owned assets of the Saudi Basic Industries Corporation (SABIC) to local private owners.  

The second case involves the contracting out of some public services, such as hospital 

operations, maintenance, and custodial services (Al-Homeadan, 1996). 

During the last few years, two of the biggest state-owned companies have been 

undergoing restructuring so they can become more economically attractive for investors 

and more ready to be privatized: the telecommunication company and the electrical 

company.  Overall, the government has shares in more than 73 companies, which 

constitute almost 58 percent of the total shares, with a value of 7.7 billion dollars (Al-

Majalla, 2000).   

According to the reports by the World Bank and the International Monetary Fund, 

in order for the Saudi private sector to reach its highest potential, the government must 

deregulate its economy (Siddiqi, 1997).  Through privatization, many potential 

organizational and financial benefits could occur:  increased efficiency of services, 

reduction of government expenditures, and the generation of income through the selling 

of state assets in many companies to local as well as foreigner private owners.  Target 
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companies for privatization include the Saudi Basic Industries Corporation (SABIC), 

which is 70 percent state-owned; Saudi Electricity Company, which is 86% state-owned; 

Saudi Airlines (SAUDIA); Saudi Telecommunication Company; the National Shipping 

Company of Saudi Arabia; Saudi Arabia Public Transport Company; and Saudi Real 

Estate Company.  Other potential public services for privatization are the seaport and 

municipal services.  (Siddiqi, 1997). 

The Saudi Economy  

The Saudi economy is best characterized as oil-based.  Major economic activities 

depend upon the oil industry.  With almost 26 percent of the world’s reserves, Saudi 

Arabia is the world’s largest exporter of petroleum.  Accordingly, “the petroleum sector 

accounts for roughly 75 percent of budget revenues, 40 percent of GDP, and 90 percent 

of export earnings.  About 25 percent of GDP comes from the private sector” (World Fact 

book on line, 2002).  However, the government of Saudi Arabia realized 35 years ago 

that the national economy must be structurally modified, revised, and improved.  

In 1970, the first of a series of five-year plans for economic development was 

introduced.  The main objective of such plans was and is to “bring about  basic 

improvements in the country's economic structure.  The mission is to diversify the 

economy away from oil into other fields” (Saudi Embassy in US, 1999). To successfully 

achieve this economic transformation, comprehensive development is necessary: 

infrastructures have to be established, human resources must be developed, and economic 

diversification implemented through the expansion of the industrial, agricultural, and 

other sectors.  
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One major factor that contributes to Saudi Arabia’s economic growth is the 

establishment of the so-called industrial cities.  Eight industrial cities have been built for 

the purpose of economic diversification; they possess the necessary raw material and the 

strategic location for international markets.  The results of such plans are measured by the 

increase in the GDP and the growth of the non-oil industry.  According to an official, “To 

judge the success of this effort one needs only consider that between 1970 and 1992, 

Saudi Arabia's gross domestic product (GDP) increased three-fold to 112.98 billion 

dollars and that the non-oil sector's share of GDP increased from 46 percent to 67 

percent” (Saudi Embassy in US on line, 1999).  Currently, major industries in Saudi 

Arabia involve crude oil production, petroleum refining, basic petrochemicals, cement, 

two small steel-rolling mills, construction, fertilizer, and plastics.  With a GDP real 

growth rate of 10.8 percent, the industrial sector contributes 53 percent, while service 

industry contributes 41 percent, and agricultural industry contributes 6 percent (the World 

Fact Book, 1999)   

The Saudi Labor Market 

Saudi society can be described as a youth culture.  According to a report by 

Abdullah Assdadi (2002), the 1999/2000 population survey indicates that more than 60 

percent of the Saudi population, 15.7 million, is eligible for work.  As the survey 

indicates, the population growth in Saudi Arabia is almost 4 percent—6.2 percent for 

ages under 16 years old.  These numbers indicate that in the immediate future, there will 

be a high demand for jobs.  It is clear, therefore, that the involvement of the private sector 

has become a necessity for economic development (Al-Jazirah Newspaper, 2002).   



 

 34 

According to the Saudi Council of Labor Force, the Saudi labor market consists of 

7,176,100 employees and workers.  The private sector accounts for 6,260,100 jobs; the 

public sector, 916,000 jobs.  Saudi employees and workers account for as few as 7 

percent of jobs in the private sector and as high as 96 percent in the public sector (Al-

Watan Newspaper, 2002).  The lesson of these data is that among Saudi workers, there is 

a preference towards seeking public sector employment.  This fact begs two questions: 

First, what are the factors behind the low representation of Saudi citizen employees in the 

private sector jobs?  Second, after privatization, how would the Saudi citizen employees, 

public sector employees, feel, like or dislike, about the structure of the private sector 

jobs?  In other words, how would public sector employees feel about working in the 

future for private owners under different employment system? 

To answer the first question, one can say that through privatization, the state 

government hopes that the private sector will be more effective in creating more jobs to 

reverse the currently increasing unemployment rate of almost 18 percent (not officially 

confirmed).  However, with more than five million foreign workers in the Saudi labor 

market, many think that the current unemployment rate involves not as lack of jobs but 

other factors. Jobs are available, they argue, but tend not to attract many Saudis because 

of what many claim to be overly-demanding requirements (e.g., long workdays) and low 

incentives (e.g., low pay). This argument takes us to the second question.  The response is 

that with privatization, employment system is going to change and except for a slight 

increase in wages and salaries, resemble employment system of currently rejected by the 

Saudi employees.  In other words, jobs in the privatized SOEs require longer workdays, 
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higher levels of accountability, precise keeping of hours, and individual recognition; 

rather than, collective reward.     

Therefore, the real question focuses on the characteristics and attitudes of the 

Saudi employees and how (and whether) they would fit the requirements of privatized 

jobs.  Saudi employees are viewed by many as non-productive.  Alexander Kronemer 

(1997) points out that even Saudi employers believe that “Saudi workers are as both less 

productive and more expensive than the workers from Asia and [other countries]” (29). 

Some of the most common complaints made against a large number of Saudi workers are 

chronic absenteeism, more than occasional tardiness, and weak work effort.  In addition 

to that, the geographical characteristics of the country as a desert land affect the lifestyle 

of its people, which in turn shapes their perception and behavior in work.  Saudi workers 

pay more attention to interpersonal relationships during working hours, give less attention 

to the importance of being punctual, and show little interest and willingness to work 40-

hour weeks.  As Alexander Kronemer (1997) puts it “It [desert] has made for a 

population that is not naturally suited to the routines of a 40-hour-per-week job, or to 

many occupational that require working with one’s hands or performing service or 

support duties.  Particularly regarding absenteeism and tardiness, these desert values 

make it difficult for an individual to accept the control of a clock over the daily rhythms 

of one’s personal life”(Kronemer, 1997:30).  Such work habits are not in line with 

privatization requirements where personal achievements are encouraged and the time 

clock controls all work processes.   

Equally significant, many young Saudis find it difficult to accept certain jobs, 

such as those involving physical labor; to work under foreign supervisors, and even to 
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wear certain types of work-related clothing, such as overalls (MacFarquhar, 2001). Not 

only that, but also the majority of Saudi employees and workers show little interest in 

acquiring new skills and knowledge, and they are unwilling to physically move to other 

work locations, especially when it is far away form the family home (Alfarian, 2002). 

Nonetheless, Saudi workers possess many positive attributes.  During a recent 

workshop forum on employment and Saudization (the process of replacing non-Saudi 

employees by Saudi employees), private sector employers pointed out that Saudi workers 

with college degrees are usually very commendable employees.  Trust, compliance, 

teamwork, and productivity are among the very best aspects of Saudi’s private sector 

employees (Alfarian, 2002).  As privatization looms, the need for such a study becomes 

essential.  One major question this study aims to answer is what type of attitudes young 

Saudis, specifically undergraduate college students, have toward the new system of 

employment s in the privatized SOEs.  Two major factors make surveying this particular 

category of population very significant: 1)   this generation will provide future employees 

for these privatized SOEs; and, 2) this generation is living the experience of 

unemployment involving themselves, colleagues, and relatives. 

The Effect of Culture and Family on Work-Related Values   

In many ways, Saudi Arabia can be compared to a capitalist welfare state.  The 

market has its own system, and the government provides citizens with free health, 

education, and social security services.  Although it is rapidly developing, however, 

Saudi society remains a traditional society.  Cultur e and family dramatically affect 

people’s attitudes and behavior, which can be observed quite clearly in the marketplace.  

A study undertaken by Al-Ghamdi (1982) revealed that cultural factors had a greater 
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effect on the attitudes of Saudi students toward work than did education and mass media 

consumption.  The result of Al-Ghamdi’s study showed that while religious commitment 

positively affected students’ attitudes toward work, tribal attachment negatively affected 

it (cited in Al-Ghamdi, 1992).  These results do not seem surprising.  Traditional Islamic 

roles and teachings encourage commitment toward work (Al-Modaf, unpublished work), 

while tribal attachments present a direct resistance to or challenging of authority and 

reveal a preference for kinship loyalty, or nepotism, in the workplace.  

Another study on the attitudes of Saudi university students toward work showed 

that the respondents have attitudes that are more traditional.  In 1982, Saud Al-nimir 

examined attitudes among Saudi bureaucrats and compared them to those held by 

university students.  The study results showed that both bureaucrats and students exhibit 

little interest in change, an unwillingness to take risks, and a reluctance to relocate (cited 

in Al-Ghamdi, 1992)  

It seems only logical then that family structure and values affect work-related 

attitudes in Saudi society.  Hamad Al-Towaijri (1992) points out that the effect of family 

is very significant in this regard.  He argues that the family strongly influences not just 

decisions about employment in the public or private sector, but also an individual’s 

willingness to work away from the traditional home.  More often, he says, individuals are 

urged by their family to work in the private sector close to home.  Al-Towaijri relates 

such pressures to the cultural ideology, which directly affects family members’ 

participation in the labor market.  Individuals are expected to live close to their parents 

and youngsters so they can provide assistance whenever needed. Therefore, those 

individuals are more likely to seek a government job, which will allow the extended 
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family to remain within a short distance of each other. Since private sector jobs very 

often require moving away to another location or city, they are less desirable to 

traditional families (Al-Towaijri, 1992). 

Hofstede’s Uncertainty Avoidance and Cultural Differences 

To extend the argument of why employees fear privatization, one might think of 

Geert Hofstede’s work.  In Culture’s Consequences: International Differences in Work-

Related Values (1980), Hofstede provides the result of the international HERMES 

survey, which surveyed people in 40 countries to find out how culture affects work-

related values.  Four major cultural dimensions were under investigation: power distance, 

uncertainty avoidance, individualism, and masculinity.  The second dimension, 

uncertainty avoidance (UA), is very relevant to the discussion of the anticipated effects of 

privatization on the employment system.  Traditionally, what public employees and 

workers fear about privatization is that under it they would lose the security, stability, and 

certainty about the future that work in the public sector affords them. To measure the 

level of UA, respondents were asked first about their willingness to follow company 

rules. People with high UA levels were found to be less willing to break the company’s 

rules even if it was in the employer’s best interest.  These same respondents also were 

asked questions about employment stability and stress.  The results of these questions  

discovered that fewer people were planning to leave their job within five years, and that 

people who were experiencing higher level of stress would learn to cope with it through 

rule orientation and employment stability.   

The study results showed that higher levels of UA could be expected to indicate a 

number of things about employees.  They would: 
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a) have some resistance to change,  

b) be unwilling to break company rules,  

c) prefer that seniority be a factor in manager selection,  

d) worry more about the future,  

e) demand more information about career requirements, 

f) call for greater levels of on-the-job instruction, 

g) exhibit little desire to work for foreign managers, and  

h) be less prepared to live abroad. 

Some of these results can be found among Saudi employees and university students, for 

very simple reasons.  The study results revealed that levels of UA correlate with 

economic and political systems; that is, new democratic countries with faster economic 

growth tend to reveal higher levels of UA.  Since Saudi Arabia is a developing country 

with a monarchy political system, higher levels of UA are expected to be prevalent 

among the members of its society, which might not favor some of the anticipated effects 

of privatization on employment systems i.e., job relocation, willingness to be creative at 

work. 

Case Study on Privatization in Saudi Arabia 

One of the very few studies on privatization and employment in Saudi Arabia is 

that of Khalid Husain.  Husain (2001) surveyed 575 Saudi Airlines employees to discover 

their attitudes toward privatization in their industry: What did they believe were its 

implications on employment? The study examined five employment-related issues or 

questions: 
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• What would happen to the current employees after privatization? Would they stay 

with the organization after privatization, move to another public job, or are 

displaced? 

• Would privatization result in lost wages and benefits? 

• Would current employees need more training to maximize their chances of 

staying with the organization? 

• Would any employees in the organization reject privatization? 

• Would privatization conflict with Saudization (the process of replacing non-Saudi 

employees by Saudi employees)? 

Based on t-test analyses, the findings indicated that with regard to job security, 

respondents expected privatization to result in some layoffs, an increase in salaries, and 

the need for current employees to pursue extra training in order to remain employed by 

the new private owner.  In addition, the average respondents rejected privatization of 

Saudi Airlines.  Finally, the study indicated that privatization would conflict with 

Saudization.  

Other independent variables were included in the study.  The statistical analyses 

revealed that position in the organization, salary, and education affects respondents’ 

attitudes.   For example, workers in technical positions show less fear of layoffs than did 

those in administrative positions, and those with high levels of education felt more secure 

than those with lower levels.  Age and gender are not found to have any significant 

impact on responses, except in the key issue of supporting or rejecting privatization.  

There is a greater number of females expressed support for the concept.  One explanation 
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for this result could be that female employees of Saudi Airlines are predominately non-

Saudis.  

The study recommends that in SOEs where there is overstaffing, restructuring the 

labor force should be done prior to privatization.  But if there is no overstaffing, the 

mission of restructuring should be left to the new investors.  The study also recommends 

more communication with employees to outline the government’s privatizations plans 

and assure workers that their interests are fairly represented.  In addition, early and 

voluntarily retirements should be encouraged.   

The results of this study support the findings of other studies: administrators face 

more layoffs, while less-educated employees feel their positions are equally insecure. 

However, one of the implications of this study is that public sector employees will need 

more training if they are to remain employed.  It is therefore the responsibility of the state 

government and the private owners to arrange for training programs, so employees 

affected by the privatization process will be able to acquire new knowledge and skill, be 

more productive and efficient, and maintain their jobs.   

SUMMARY 

In summary, based on the preceding discussion, it can be concluded that this 

“historically new” phenomenon has brought significant changes to the form and system 

of employment s in privatized state-owned enterprises.  Previous studies permit to 

establish the following characteristics of employment practices in the privatized public 

sector: 

• Education, qualification, and standardized tests are the main criteria of the 

recruitment system. 
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• Performance and skills are essential requirements for promotion. 

• Functional flexibility, longer days, and cooperation are features of such work. 

• Loss of job security and downsizing are inevitable, and 

• High salaries and wages are offered as incentives to effect high performance and 

full co-operation from workers.   

While numerous studies have been conducted on privatization, literature on the 
subject reveals four major shortcomings: 

• First, there has been no single study on undergraduate college students who are 

potential employees for privatized companies.  Knowledge of their attitudes toward the 

new employment system could potentially be of great help to government officials who 

have the task of designing and implementing privatization and for the new employers 

who will soon be recruiting those students.  

• Second, no instrument currently exists to measure attitudes towards PEES.  For 

the purpose of this study, an instrument well be developed.  

• Third, despite their importance for job advancement and promotion, the issues of 

autonomy, creativity, and teaming have received little or no attention from previous 

research. 

• Fourth, the effect of other independent variables on attitudes and responses—

major of study, previous work experience, and parents’ occupation—should be studied.  

This study attempts to account for these shortcomings by studying undergraduate 

college students; developing an instrument to measure PEES; including autonomy, 

creativity, and teaming in the framework; and examining the effects of other variables 

on students’ attitudes and behavioral dispositions. 
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STUDY VARIABLES AND HYPOTHESES 

This section presents the study variables, as well as the general hypotheses proposed by 

the research. 

Study Variables  

This study’s dependent variables are comprised of the attitudes of Saudi undergraduate 

students regarding the effects of privatization on ten individual components of the 

employment system.  Each component represents a different dependent variable.  These 

components are: time requirements of the job; promotion criteria; security; hiring criteria; 

social networks and job search; job type; salary vs. job security; spatial separation; 

teaming; and management nationality (See Table 2 for a listing and definitions of each 

dependent variable).  Furthermore, these variables reflect the attitudes of the respondents 

toward changes that could take place in the employment system of the privatized state-

owned enterprises (SOEs): employment type and hiring system; personal-occupational 

orientation; job security and firing system; promotion criteria; and workload and work 

time.   

Since most of the studies included in the preceding literature review focus on the 

attitudes of workers, rather than undergraduate college students, such studies were not 

directly relevant in determining the independent variables to be used in this study.  

However, similar studies conducted on the Saudi student population--Al-ghofaily, 1980; 

Al-Zamail, 1989; Al-Ogla, 1990; Al-Towaijri, 1992; Al-Ghamdi, 1992; Al-Asmari, 2001; 

Al-Souraihah, 2001--have shown the significance of several independent variables when 

studying employment-related issues.  These variables (not exclusive of the study 

problem) are: gender; major of study; area of living, religiosity, and SES of the 
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respondents’ families.   It is expected that students who differ on these independent 

variables hold different attitudes toward privatization.  In addition, the previous work 

experience of respondents is included. 

Table 2 
Dependent Variables 

Variable Definition 

Time Requirements of 
the Job 

Job requirements in terms of working time, e.g. shifts, work 
during nights and weekends. 

Promotion Criteria Criteria for promotion, e.g. seniority vs. performance 
Security The level of job security and the firing system, e.g., at the 

discretion of the lower direct management or the upper 
management. 

Hiring Criteria Whether or not hiring is based on standardized tests and personal 
interviews 

Social Networks and Job 
Search 

The use of social relationships in finding a job 

Job Type The type of job, permanent vs. temporary jobs 
Salary vs. Job Security The degree to which one is willing to compromise job security in 

return for higher salary 
Spatial Separation The degree to which one is willing to move to another location 

in order to be promoted 
Teaming The preference of working on a team vs. working alone 

Management Nationality The preference of working under the supervision of foreign 
managers vs. indigenous managers 

 

Study Hypotheses 
This is an exploratory study.  It aims to explore attitudes towards the effects of 

privatization on the employment system among a sample of undergraduate college 

students in Saudi Arabia.   Nevertheless, previous studies have found certain relationships 

between work attitudes in general, and privatization specifically, and several independent 

variables, from which most of the hypotheses of the current study will be generated.  

Among these relationships were those observed between work attitudes and anticipatory 

socialization (Snizek and Mayer, 1984); residence (Al-Asmari, 2001); parental values 
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(Schulenburg et al, 1984); gender (Husain, 2001 and Geldstein, 1997); family 

attachments (Alfarian, 2002; Davidson,1990; Al-Nimir, 1982 ); social class and social 

network (Cam, 1999, Burt, 1995; Bourdieu, 1979; and Coleman; 1990); religion (Al-

Ghamdi, 1992); tribal values and nationality (MacFarquhar,2001 and Al-Ghamdi, 1992); 

and parental involvement (Al-Towaijri, 1992). The following several hypotheses examine 

the relationships that may exist between the dependent and independent variables of the 

current study.   

I. General Hypotheses Concerning Time Requirements of the Job, Promotion Criteria, 
Security, Hiring Criteria, and Job Type 

 
•  Respondents who are science majors are more likely, than those who are social 

science, business and technical majors, to have positive attitudes regarding the effect 

of privatization on time requirements of the job, promotion criteria, and job security.  

• Respondents, who lived in villages or small towns, before entering the 

university/college environment, are more likely than others to have positive attitudes 

regarding changes in the promotion criteria and hiring criteria.  

• Holding all factors constant, respondents with at least one parent who has/had a job in 

the private sector are more likely to have a positive attitude regarding the effects of 

privatization on time requirements of the job and promotion criteria.  

 

II. Hypotheses Concerning Time Requirements of the Job 

• Female respondents are more likely than males to have negative attitudes toward 

changes in time requirements of the job.  

• Respondents with higher levels of religious affiliation or devotion are more likely to 

have negative attitudes regarding the effects of privatization on time requirements of 

the job. 
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III. Hypotheses Concerning Promotion Criteria 

•  Those respondents who live with their parents are more likely to be reluctant to 

accept job relocation in order to be promoted. 

• Those respondents who are the older sons/daughters of their parents are more likely 

to be reluctant to accept job relocation in order to be promoted. 

 

IV. Hypothesis Concerning Security 

• Holding all factors constant, a respondent who has/had a job in the private sector are 

more likely to have negative attitudes regarding the effects of privatization on job 

security. 

 

V.  Hypothesis Concerning the Hiring Criteria 
• Female respondents are more likely to have positive attitudes regarding the effects of 

privatization on hiring criteria.   

 

VI. Hypothesis Concerning Social Networks and Job Search 

• The higher the SES of respondents’ parents, the more likely they are going to have 

positive attitudes regarding the use of social networks and social relations in the job 

search process. 

 

VII. Hypothesis Concerning Salary vs. Job Security 

• The more the parents become involved in their children’s employment decisions, 

the less likely these children will be willing to compromise job security in return, 

for higher salary. 

 

VIII.   Hypothesis Concerning Spatial Separation  

• Those respondents who live with their parents are more likely to be reluctant to 

accept job relocation in order to be promoted. 
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IX. Hypothesis Concerning Teaming 

• Respondents who are science majors are less likely, than their social science, 

business, or technical major counterparts, to have positive attitudes regarding the 

effects of privatization on teaming. 

 

X.  Hypothesis Concerning Management Nationality 

• Respondents from the more traditional areas of the country—the Middle and 

Southern provinces—are more likely to be reluctant to work under the supervision 

of foreign managers, than their counterparts from the more progressive areas 

(Western and Eastern provinces). 

 

XI. Hypotheses Concerning Privatization in General4 

• Females and respondents with higher SES are more likely than others to have positive 

attitudes regarding privatization.  

• Respondents who lived in urban areas before entering college are more likely to have 

positive attitudes toward privatization, as measured by the Attitudes toward 

Privatization Scale (ATPS). 

• Respondents with higher levels of religious faith are more likely to have positive 

attitudes towards privatization. 

                                                 
4 Attitudes of respondents merely about privatization of the Saudi state-owned enterprises not considering 
its anticipated effects on the employment system in these enterprises.  
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CHAPTER III  
 

RESEARCH METHODS 
 

This Chapter consists of three sections.  The first section outlines the design of the 

study and the primary and secondary research questions examined.  The second section, 

discusses the study population and sample, as well as, the sampling procedures used.  The 

third section, explains in detail the measurement of variables, the construction and 

translation of the survey instrument used to gather data, the pilot study and factor 

analysis, and the process and procedures of data collection and analysis.   

STUDY DESIGN 

 The purpose of this study is to examine the attitudes of undergraduate college 

students in Saudi Arabia concerning the possible effects of privatization on the 

employment systems in Saudi state-owned enterprises.  Previous studies show that 

privatization of state-owned enterprises invariably lead to significant changes in the 

employment system.  This study attempts to describe and understand the attitudes of the 

aforementioned students toward such changes.  

A correlational research design is used to examine the relationship between 

students’ attitudes toward the effects of privatization on employment system as a function 

of their gender, major of study, area of living prior to university entry, religiosity, SES, 

and previous work experience.  In addition, the study controls for the effect of other 

independent variables, such as parents’ employment sector. The study attempts to answer 

the following major and secondary questions: 
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Primary Questions: 

1. What attitudes do undergraduate students in Saudi Arabia have regarding the 

effects of privatization on the employment system? 

2. What aspects of employment system matter the most for the Saudi students? 

3. On what aspect(s) of the employment system will the students not compromise? 

4. Which dimension of the employment system do the students think privatization 

may positively/negatively impact? 

5. Is there any kind of disparity among the attitudes of such students toward 

privatization’s effects on employment system?  If so, to what extent? 

Secondary Questions: 

1.  How open are Saudi undergraduate students to privatization? 

2.  How will the students’ attitudes facilitate or hinder the optimum implementation 

of privatization among public sector jobs? 

3.  How do other factors—e.g., work experience, social background and 

demographics—affect the attitudes of such students toward the effects of 

privatization on the employment system and work issues in general? 

STUDY SAMPLE 
This section describes the study sample:  the population and sample chosen, as 

well as, the procedures used in sampling. 

Population and Sample 
Undergraduate college students in Saudi Arabia are the population from which 

data are collected and for whom the study’s results may be suggestive of current trends in 

attitudes.  This population includes all full-time undergraduate students in Saudi 
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undergraduate public institutions with the exception of teacher education colleges and 

community colleges.  Accordingly, the study population includes undergraduate students 

in the various universities, female colleges, and technical colleges (for more information 

about the study population, see Table 3).   

Undergraduate Students are chosen for this study because they: a) compromise 

the future labor pool; b) are an accessible population; and, c) represent an age category 

that accounts for almost half (43% to 50%) the Saudi population (Saudi-Online, 2002).  

For the purpose of this study, a sample of 913 students is surveyed.   

Sampling Procedures 

Although a random sample is the optimum procedure for examining the issue, 

several constraints makes such a sample impossible. First is the economic constraint.  

Effective, on-site random sampling involves economic expenditures, and the researcher 

simply is unable to afford the travel that would be necessary to draw such a sample from 

all Saudi Arabian universities. Second is the time constraint.  Random sampling is quite 

time consuming, and because Saudi Arabia is a vast land where the universities are 

located far from each other, such onsite sampling will require much travel, and take much 

time.  Third is the administrative constraint.  Due to procedural factors and bureaucratic 

obstacles, obtaining adequate access to student data bases in the target universities will be 

quite difficult.  Based on the almost overwhelming nature of these constraints, it is the 

decision of the researcher that only a convenience sample is feasible.  Nevertheless, the 

study sample is suggestive  of the trends which may exist in the population. 
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Table 3 
Undergraduate College Students in Saudi Arabia, 2000 

 
Freshmen Sophomore/Junior Seniors   

School Male Female Total Male Female Total Male Female Total TOTAL 
Um Al-Qura 2736 2355 5091 13688 10553 24241 1430 1392 2822 32,154 

Islamic 
University 1710 0 1710 4513 0 4513 674 0 674 6,897 

Imam Mohammad 
Bin Saud Univ. 4739 968 5707 18282 6829 25111 1672 704 2376 33,194 

King Saud Univ.* 5354 2661 8015 30556 18053 48609 4462 2658 7120 63,744 

King Abdul Aziz 
Univ.* 3903 2664 6567 23713 17039 40752 1708 1312 3020 50,339 

King Fahad 
Univ.* 1411 0 1411 5671 0 5671 1044 0 1044 8,126 

King Faisal Univ.* 1441 1223 2664 6383 5538 11921 776 676 1452 16,037 
King Khalid 

Univ.* 2534 0 2534 11521 0 11521 1274 269 1543 15,598 

General Agency 
of Female 
Colleges* 0 32000 32000 0 93204 93204 0 11189 11189 136,393 

Female Teacher 
Colleges  0 15306 15306 0 43980 43980 0 4978 4978 64,264 

Male Teacher 
Colleges 6309 0 6309 27651 0 27651 3147 0 3147 37,107 

Technical 
Colleges*  7455 0 7455 23183 0 23183 2409 0 2409 33,047 

         TOTAL= 496,900 
* Colleges and Universities from which the study sample was drawn
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As the first step in surveying the study sample of this study, the researcher 

requests and receives the assistance of academic colleagues in the administration of the 

study instrument  (see Appendix E for list of names).  Several professors and 

administrators at eight educational institutions, universities and colleges, are asked to 

administer the study questionnaires to the students.  In order to have as a representative 

sample as possible, the researcher takes the following steps: 

1. The researcher chooses colleagues from five major universities: King Abdul Aziz 

University, King Saud University, King Faisal University, King Khalid 

University, and King Fahad University.  These universities are located in different 

geographical settings, provide a variety of study majors, and are attended by 

students from different social and economic backgrounds.   

2. In addition, help is enlisted from other colleagues to survey students in Dammam 

Arts and Science Female College, Jeddah Technical College (males only), and 

Abha Technical College (males only) to broaden the study sample and cover more 

students, majors, and institutions. 

3. To achieve as broad a sample as possible, colleagues are chosen from different 

academic departments.  Student from the following departments participate in the 

study: management, economics, sociology, education, engineering, medicine, 

agriculture, chemistry, and marketing. 

4. Colleagues are provided with very specific instructions on how to distribute and 

collect all study questionnaires. 

5. Since seniors are expected to have different attitudes from freshmen, 

questionnaires are distributed to students in different years of study in order to 
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have a more representative sample.  All questionnaires are distributed during class 

times and students are asked to complete them in class. 

 
MEASUREMENT OF VARIABLES 

Construction of Instrument 
 

Based on previous case studies, it is assumed that privatization of state-owned 

enterprises will cause significant changes to employment system (see Appendix A).  The 

major effects of privatization concern the following elements of the employment system: 

a) time requirements of the job 

b) promotion criteria 

c) security and hiring criteria  

d) social networks and job search  

e) job type 

f) salary vs. job security 

g) spatial separation 

h) teaming 

i) management nationality 

The Instrument 

Each section of the study instrument begins with a brief statement explaining its 

purpose and goals.  In addition, each section includes instructions about how to answer 

the questions.  Finally, respondents are provided a cover letter that explains the purpose 

and importance of the study.   
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Using a Likert scale respondents are asked to indicate their level of agreement or 

disagreement from one (strongly disagree) to five (strongly agree), with various items 

used to measure each of the components of the employment system listed above.  

Accordingly, the researcher constructs a questionnaire consisting of three sections.  The 

first section includes 25 items that measure the respondents’ attitudes concerning the 

potential effects of privatization on the employment system; each question asks that 

students respond to potential changes in the area under discussion.  The study questions 

are ordered using the following sequence and subject areas: (see Appendix B for 

questionnaire) 

• Questions 2, 8, 14, and 20: time-requirements of the job. 

• Questions 4, 10, 16, and 22: promotion criteria and spatial separation. 

• Questions 3, 6, 9, 12, 15, 18, and 21: job security and salary. 

• Questions 5, 11, 17, 23, and 25: hiring criteria and job type.  

• Questions 1, 7, 13, 19, and 24: social networks and job search; management 

nationality, and teaming.  

The second section of the study instrument consists of seven items that measures 

attitudes about privatization in general, as an economic policy.  The main purpose of this 

section is to find out how students, in general, feel about the idea of privatization and 

how will they feel if privatization has direct effects on their interests.  Another function 

of this section is to discover whether respondents’ attitudes about privatization itself 

differ from those they hold about potential effects on employment system.   

 The third section of the study instrument measures the demographic 

characteristics and the family profile of the respondents.  In addition, it measures 
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previous work experience and degree of religiosity of the respondents.  A five point 

Likert scale is constructed to measure the latter variable, religiosity.  

Instrument Translation 
 
 Since the respondents are Arabic speakers, the study questionnaire is designed 

and presented in Arabic.  Therefore, the researcher uses the method of Lesser G (1967) in 

translating instruments, which requires that the instrument be translated in a very specific 

way.  The questionnaire is first developed in English, then a bilingual person with a 

doctoral degree in English Teaching, translates the instrument to Arabic.  Another person 

with a doctoral degree in Education obtained in the United States, then, translates the 

Arabic version back into English.  The original version and the translated versions are 

then compared to assure that there are no major differences between the final two 

versions: English and Arabic (see Appendix B and C for the English and Arabic versions 

of the study instrument). 

Validity and Reliability  

Several steps are taken to ensure the validity and reliability of the various measures used 

in the study. 

Validity  
 

Two measures are implemented to ensure a high level of measurement validity.  

First, content validity is achieved by creating a “validation table” based on previous 

studies, to determine which components of employment system are affected most by 

privatization (see Appendix A).  Second, face validity requires that the researcher conduct 

discussions about the study instrument with several faculty members and colleagues, 
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including a Sociology professor at a Saudi University, a Ph.D. Sociology student, and a 

project manger for a Saudi company.  In addition, the researcher’s Academic Advisor is 

actively involved in the construction and re-construction of the study instrument.  Such 

discussions yields valuable recommendations and suggestions, which forms the basis of 

additional changes in the survey instrument made by the researcher. 

Reliability  

 Ensuring the reliability of the various data gathering instruments involves 

considering both pre-measures and post-measures. 

Pre-Measures:  

Three measures are implemented to assure high reliability.  First, content 

measures, includes ordering questions in such a way as to help check for contradiction 

and discrepancies.  Second, a pilot study is conducted to get a sense of the reliability and 

validity of all attitudes scales used in the study.  Since the study applies to undergraduate 

college students in Saudi Arabia, the researcher selects six Saudi undergraduate students 

from Virginia Tech who volunteer to serve as the pilot study sample.   Students are asked 

to answer the questions; and to pay particular attention to the construction and wording of 

all scale items.  Participants’ comments and suggestions are taken into consideration and 

based upon them the researcher modifies and alters the scales accordingly. The third step 

taken to improve the reliability of the survey instruments involves precisions and 

specificity.  The researcher develops clear and precise questions to minimize any 

misinterpretation and provides clear and specific instructions about how to answer 

questions to eliminate any possible misunderstanding. 
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Post Measures: 

This step involves confirmatory factor analysis. The factor analysis is intended to 

ensure that each component of the employment system reflects a unidimensional variable 

or dimension.  In addition, factor analysis is necessary to make sure that each factor 

yields an acceptable level of reliability.  Since these factors have never been tested using 

Saudi respondents, .40 is selected as a reasonable reliability coefficient for each factor.   

Scales and Items Measuring Relationships 

The results of the factor analyses for the study’s three scales are as follows: 

Scale I: Attitudes toward the Effects of Privatization on the Employment System.  

The results of the factor analysis reveal that the items of this scale do not hold 

together as expected.  Although 23 of the 25 scale items score higher than a .40 factor 

loading, many scale items load on multiple dimensions.   

There are several explanations for this result.  One explanation is that the majority 

of the study sample has no prior work experience.  What this means is that respondents 

have different individual opinions and attitudes towards the issues under study.  In other 

words, the lack of work experience leads to a lack of coherent attitudes among the study 

sample.  Although related in a very vague way by common perceptions about 

employment systems in a welfare state, respondents have no consistent attitudes toward 

the expected effects of privatization on the employment system in Saudi Arabia.   

Another explanation for why the scale items do not seem to hold on the specified 

dimensions can be related to differences in the cultural values and beliefs regarding 

specific issues about work and the employment system, in general.   The following set of 

facts makes the above explanations more plausible since extra care is given to the scale 
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construction, wording, translation, and administration.  In addition, the study’s two other 

scales (to be discussed later) are developed, constructed, translated, and administrated by 

the same criteria and under the same procedures, and they reveal more correlation and 

clustering.  And finally, it is unlikely that the respondents simply make mistakes in 

answering the questionnaires since that do not happen with the study’s other two scales.  

Based on the factor analysis, the following three scales and seven individual items 

are selected to represent the dependent variables: 

I.  Time Requirements of the Job:  (TIMEREQ)   

1.  I am willing to accept shift changes in my job. 

2.  I am willing to work on nights and weekends. 

II. Promotion Criteria :  (PROMOCRIT) 

1.  Promotion should be based on performance rather than seniority. 

2.  Senior workers should always be promoted first***. 

III. Security:  (SECURITY) 

1. One of the most important things about a job is the level of security it 

offers*. 

 2. Firing employees should not be at the discretion of lower management 

(e.g., foreman, supervisor)*. 

IV. Hiring Criteria (Bureaucracy): (EMTSTINT) 

Prospective employees should take standardized tests and undergo 

personal interviews before they can be hired. 

V.  Social Networks and Job Search: (EMSOCREL)  

                                                 
Notes: *Scales for items marked with asterisk are reversed prior to scoring. 
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If one’s social relations can help him/her to get a job, he/she can use them 

for that. 

VI. Job Type: (EMTEMJOB) 

I will not accept a temporary job. 

VII. Salary vs. Job Security: (JDCOMPSC) 

I am willing to compromise job security in return for a higher salary. 

purpose. 

VIII. Spatial Separation:  (PROMOVE) 

I am not willing to move to another location/city/town in order to be 

promoted. 

IX. Teaming: (TEAMING) 

I prefer working in a team to working alone.   

X.  Nationality of Management : (BAFORMNG) 

 I prefer my direct manager to be a Saudi manager. 

Although the Cronbach’s alpha reliability coefficients for the scales are rather 

low—TIMEREQ a.52; PROMOCRIT a.46; SECURITY a.44—they are considered 

acceptable since this study was done in a non-Western culture and attempted to examine 

elements of the work system under privatization never before studied in Saudi society.  In 

addition, items selected for the scales appear to measure each intended dimension of the 

employment system.  The ten items presented earlier seem to reflect attitudes toward 

changes in the employment system of the privatized state-owned enterprises (Table 4 

presents information on correlations, descriptive data, and reliability coefficients for each 

scale and items selected to measure each dependent variable).  
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Table 4 
Correlation Matrix, Descriptive Data, and Reliability Coefficients of Scales and Items Measuring Attitudes toward the Effects of 
Privatization on the Employment System 
___________________________________________________________________________________________________________  
 
Scales/Items    1 2 3 4 5 6 7 8 9 10 
____________________________________________________________________________________________________________  
 
SCALES: 
 
1 TIMEREQ   1.00 
2 PROMOCRIT   .05 1.00 
3 SECURITY   .000 .05 1.00 
ITEMS:  
 
4 EMTSTINT   .05 .10* .04 1.00   
5 EMSOCREL   .12* -.10* .05 -.10 1.00 
6 EMTEMJOB   -.01 .10 .13** .01 -.02 1.00 
7 JDCOMPSC   -.00 -.03 -.10 -.16** .10* -.02 1.00    
8 PROMOVE   -.05 .01 .12** .03 -.03 .13** .02 1.00 
9 BAFORMNG   .02 -.05 .05 -.05 .11* -01 .04 -.05 1.00  
10 TEAMING   .01 .01 .27** .05 .03 .11* .01 .10* .10 1.00 
Number of Items    2 2 2 1 1 1 1 1 1 1 
 X     5.6 6.8 8.3 3.6     3.4 3.2 2.5 2.8 4.0 3.3 
 S.D.    2.0 1.9 1.6 1.2 1.3      1.4 1.2 1.3 1.1 1.2 
 a    .52 .46 .44 -- -- -- -- -- -- -- 
 
Note.  * p < 0.05 level (2-tailed). 
 ** p < 0.01 level (2-tailed). 
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Scale II: Attitudes toward Privatization. 

This is a measure of respondents’ attitudes concerning privatization, in general; as an 

economic reform policy.  The factor analysis reveals that the scale of eight items 

produces two dimensions as follows: 

I.  Privatization, Self, and the Economy:  

1.  I personally favor privatization of state-owned enterprises (PRPRFAVR). 

2.  I believe that privatization is good for the Saudi economy (PRGDECON). 

3.  Privatization of state-owned enterprises (e.g., electricity, telecommunication, 

transportation) will increase the efficiency of the services they provide 

(PRSEREFF). 

4.  I support the idea of privatization even if it will affect me directly 

(PRSLFSUP). 

5.  I support the idea of privatization even if it has/will have negative effects (e.g., 

increase in working hours, reduction in annual days off, more responsibility) 

on my job or on the job of someone I know (PRSLFEFC). 

II. Privatization and the Public 

1.  When the public sector fails to provide efficient services (high quality and 

quantity), the private sector should be allowed to provide these services 

(PRPRSECT).  

2.  I would recommend private sector jobs to my friends and relatives 

(PRPRVJOB). 

3.  The public holds negative perception about the performance of the public 

sector (PRPUBOPN). 
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The total scale yields a Cronbach’s alpha score of .74 (Table 5 presents information on 

correlations and reliability coefficient of this scale). 

Scale IIIa: Religiosity (primary scale). 

The results of the factor analysis indicate that the scale’s five items hold together to 

produce one factor, and ultimately measure one dimension.  The five items are: 

1.  Perform all prayers at their exact times (RELPRTIM). 

 2.  Perform all prayers at the Masjid, the mosque, (RELPRMSJ) 

 3.  Read the Holy Qur’an (RELRQURA). 

 4.  Do righteousness, supererogatory (RELRIGHT). 

 5.  Attend Islamic lectures/seminars/workshops (RELATACT) 

The scale yields a Cronbach’s alpha of .62 (Table 6-a presents correlations and reliability 

coefficients for this scale). 

Scale IIIb: Religiosity (sub-scale: adherence to religion) 

To differentiate between those who do the mandatory requirements of the religion and 

those who do the mandatory requirements and the voluntary worship activities, another 

sub-scale was needed.  This sub-scale was constructed to measure the degree of 

adherence to the religion.  Of the five items in the primary scale, three items are included 

in this sub-scale: 

1.  Read the Holy Qur’an (RELRQURA) 

2.  Do righteousness, supererogatory (RELRIGHT). 

3.  Attend Islamic lectures/seminars/workshops (RELATACT). 
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Table 5 
Correlation Matrix and Reliability Coefficients of the Attitudes toward the Privatization Scale (ATPS) 

___________________________________________________________________________________________________________  
 
Items   1  2  3  4  5  6  7  8 
   
___________________________________________________________________________________________________________  
 
1   PRPRFAVR 1.00 

2   PRGDECON .50**  1.00 

3   PRSEREFF  .40**  .45**  1.00    

4  PRSLFSUP  .40**  .45**  .40**  1.00 

5   PRSLFEFC  .24**  .30**  .31**  .52**  1.00    

6  PRPRSECT  .12**  .21**  .25**  .22**  .18**  1.00 

7   PRPRVJOB .15**  .25**  .23**  .24**  .22**  .25**  1.00   

8   PRPUBOPN .03  .10*  .04  .04  .14**  .20**  .20**  1.00 

  

Number of Items: 8 
a :   .72 
____________________________________________________________________________________________________________  
 
Note.  * < 0.05 level (2-tailed) 
 ** < 0.01 level (2-tailed) 
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Table 6-a 
Correlation Matrix and Reliability Coefficients of the Religiosity Scale (RS)   
 
 
Items   1  2  3  4  5 
________________________________________________________________________
        
1   RELPRTIM 1.00 

2   RELPRMSJ .17**  1.00 

3   RELRQURA .38**  .05  1.00 

4   RELRIGHT .38**  .17**  .50**  1.00 

5   RELATACT .24**  .09**  .43**  .43**  1.00  

Number of Items: 5 

a :   .62   

 

Note.  *p < 0.05 level (2-tailed). 

 **p < 0.01 level (2-tailed). 

 

This sub-scale yield a Cronbach’s alpha of .71. (Table 6-b presents correlations and 

reliability coefficients for this sub-scale). 

Table 6-b 
Correlation Matrix and Reliability Coefficients of the Adherence to Religion Scale (ARS)   
 
Items    1  2  3   
________________________________________________________________________
        
1   RELRQURA  1.00 

2   RELRIGHT  .504**  1.00 

3   RELATACT  .427**  .435**  .100   

Number of Items:  3 

a :    .71  

________________________________________________________________________ 

Note.  *p < 0.05 level (2-tailed). 

 **p < 0.01 level (2-tailed). 
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DATA COLLECTION 

After obtaining approval from the Institutional Research Board (IRB) at Virginia 

Polytechnic Institute and State University, questionnaires are sent to selected academic 

colleagues in Saudi Arabia for distribution to undergraduate students.  Several professors 

and administrative colleagues volunteer to help in the distribution process. 

In addition, the researcher sends a letter to each colleague containing a statement 

of the study’s purpose, as well as, instructions as to how to distribute the questionnaires, 

retrieve them after completion, and how to return them to the researcher.  

During the first two weeks of May 2002, colleagues from different academic 

departments in eight Saudi universities and colleges distribute 913 questionnaires to 

undergraduate students.  Colleagues give participants full and specific instructions on 

how to proceed with answering of the questions.  In addition, they answer any question 

participants have regarding the questionnaire.  Respondents are assured full 

confidentiality, as stated in the questionnaire’s cover letter.  All participants are asked to 

complete the questionnaire in class.  This takes roughly 10 to 15 minutes.   

 

DATA ANALYSIS 

After receiving the completed questionnaires, the researcher undertakes data 

analysis, which involves data processing and the creation of an analytical plan for dealing 

with these data. 

Data Processing 

The researcher constructs a codebook containing the variables’ names, labels, and 

values. The process of entering data begins as soon as all distributed survey 
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questionnaires are returned. Prior to data entry, the researcher systematically and 

thoroughly examines every questionnaire for errors of any type.  If a questionnaire is 

discovered to have obvious errors, such as missing data, the researcher makes a decision 

regarding its acceptance or rejection based on the nature of these errors.  Decisions are 

made on a case-by-case basis.  For example, a questionnaire with a high percentage of 

missing data is dropped from the analysis, whereas one with minimal missing data is not. 

Analytic Plan 

Descriptive analyses are conducted to provide a meaningful summary of the 

distribution for each variable in the study.  This process includes the calculation of 

frequencies, means, and standard deviations.  

Analyses of variance ANOVA are conducted to examine the significant 

differences between and among groups in the study.  Pearson Correlation Coefficient and 

Multiple Regression Analyses are conducted to measure the effect of multiple 

independent variables on each dependent variable, as well as to compute the amount of 

variance in each dependent variable explained by the study independent variables.  

Statistical Package for Social Science (SPSS) software is used for all data analyses. 
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CHAPTER IV 
 

FINDINGS 
 

This Chapter presents the findings of the study.  First, a descriptive analysis is put 

forth concerning such topics as the questionnaire response rate, frequency distribution, 

demographic profile and work experience of respondents, and the characteristics of the 

parents of the respondents.  Next, the study hypotheses are tested using analysis of 

variance ANOVA and regression. 

DESCRIPTIVE ANALYSIS 

Questionnaire Response Rate  

A total of 913 questionnaires were distributed in the first two weeks of May 2002 

at eight Saudi universities and colleges.  Of that total, 789 questionnaires were returned, 

amounting to an 86 percent response rate.  Of the 789 questionnaires, 762 were included 

in the final analysis, yielding a rate of 96.5 percent usable questionnaires. 

Frequency Distribution of Scale I 

The first portion of the study instrument probed the attitudes of respondents 

concerning the expected effects privatization of state owned enterprises would have on 

the Saudi employment system.  As shown in Table 7, 78.2 percent of respondents 

preferred6 close supervision; 71 percent preferred a salary based on employee 

productivity; 74.5 percent preferred promotion based on performance rather than 

seniority; 82.8 percent preferred adherence to prescribed procedures and methods for 

production; 66.5 percent preferred to be offered various employment packages; 87.5 

percent preferred to have time off in case of an emergency without having the number of  

                                                 
6 Prefer implies that the respondents either Agree or Strongly Agree with the statement. 
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Table7 
Frequency Distribution Regarding Attitudes toward the Effects of Privatization on the 

Employment System 
  1 2 3 4 5 

ITEMS X  
(S.D.) 

SD 
(%) 

D 
(%) 

N 
(%) 

A 
(%) 

SA 
(%) 

1  BASUPRVS: Management should keep a 
close supervision over employees. 

3.95 
(.99) 

28 
(3.7) 

44 
(5.8) 

94 
(12.3) 

368 
(48.3) 

228 
(29.9) 

2 
WLTEFORT: I am not willing to put 
forth more effort to meet management 
plans. 

2.10 
(1.1) 

253 
(33.2) 

295 
(38.7) 

120 
(15.7) 

69 
(9.1) 

25 
(3.3) 

3 WLTEFORT: Salary should be based on 
employee’s productivity. 

3.81 
(1.2) 

45 
( 5.9) 

95 
(12.5) 

81 
(10.6) 

283 
(37.1) 

258 
(33.9) 

4 
PROMPERF: Promotion should be 
based on performance rather than 
seniority. 

4.04 
(1.1) 

33 
(4.3) 

57 
(7.5) 

104 
(13.6 ) 

224 
(29.4 ) 

344 
(45.1) 

5 EMSHIFTS: I am willing to accept shift 
changes in my job. 

3.15 
(1.1) 

89 
(11.7) 

134 
(17.6) 

182 
(23.8) 

287 
(37.7) 

70 
(9.2) 

6 
JDSECLEV: One of the most important 
things about a job is the level of security 
it offers. 

4.3 
(.96) 

16 
(2.1) 

37 
(4.8) 

67 
(8.8) 

227 
(29.8) 

415 
(54.5) 

7 BATEAMNG: I prefer working in a team 
than working alone. 

3.73 
(1.2) 

47 
(6.2) 

84 
(11) 

122 
(16) 

286 
(37.5 ) 

223 
(29.3) 

8 
WLTSHORT: I would prefer a job with a 
shorter workday, even if the position 
offers less pay. 

2.2 
(1.1) 

236 
(31) 

278 
(36.4) 

133 
(17.5) 

86 
(11.3) 

29 
(3.8) 

9 
SOVRTIME: I am willing to work 
overtime if I will be paid double what I 
make on regular working time. 

3.9 
(1.05) 

36 
(4.7) 

53 
(7) 

86 
(11.3) 

357 
(46.8) 

230 
(30.2) 

10 
PROMMOVE: I am not willing to move 
to another location/city/town in order to 
be promoted. 

2.8 
(1.3) 

146 
(19.2) 

205 
(26.9) 

160 
(21) 

157 
(20.6) 

94 
(12.3) 

11 

EMTSTINT: Prospective employees 
should take standardized tests and 
undergo personal interviews before they 
can be hired. 

3.5 
(1.2) 

68 
(8.9) 

73 
(9.6) 

132 
(17.3) 

307 
( 41.6) 

172 
(22.6) 

12 
JDFIREMP: Firing employees should not 
be at the discretion of lower management 
(e.g., foreman, supervisor). 

4.1 
(1.1) 

32 
(4.2) 

46 
(6) 

89 
(11.7) 

276 
(36.2) 

319 
(41.9) 

13 
BAINOVAT: In executing my job, I 
prefer to stick to the procedures 
prescribed by management. 

4.01 
(.85) 

9 
(1.2) 

48 
(6.3) 

74 
(9.7) 

426 
(55.9) 

205 
(26.9) 

14 

WLTTMTHD: The employer has the 
right to use precise methods (e.g., punch 
card) to ensure that all employees 
complete a full working day. 

3.7 
(1.2) 

60 
(7.9) 

84 
(11) 

100 
(13.1) 

321 
(42.1) 

197 
(25.9) 
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Table 7 (continued) 

N=762 
 
SD = Strongly Disagree; D = Disagree; N = Neutral; A = Agree; SA = Strongly Agree 
 

 

 1 2 3 4 5 

ITEMS X  
(S.D.) 

SD 
(%) 

D 
(%) 

N 
(%) 

A 
(%) 

SA 
(%) 

15 

SPAYPCKG: I would like to be offered 
various employment packages (e.g., 
housing, medical insurance), even if it 
means accepting a lower salary than that 
of the wage market. 

3.7 
(1.1) 

25 
(3.3) 

105 
(13.8) 

124 
(16.3) 

321 
(42.1) 

187 
(24.5) 

16 
PROJDEMO: I expect to be demoted if I 
am not achieving the minimum 
requirements of my job. 

3.2 
(1.1) 

64 
(8.4) 

158 
(20.7) 

180 
(23.6) 

293 
(38.5) 

67 
(8.8) 

17 EMTEMJOB: I will not accept a 
temporary job. 

3.2 
(1.4) 

129 
(16.9) 

140 
(18.4) 

159 
(20.9) 

135 
(17.7) 

199 
(26.1) 

18 JDCOMPSC: I am willing to compromise 
job security in return for a higher salary. 

2.5 
(1.2 )  

198 
(26) 

250 
(32.8) 

137 
(18) 

113 
(14.8) 

64 
(8.4) 

19 
BAAUTHDL: If I work as a manager, I 
would be willing to delegate authority to 
my employees. 

3.2 
(1.2) 

67 
(8.7 ) 

144 
(18.9) 

194 
(25.5) 

261 
( 34.3) 

96 
(12.6) 

20 

WLTEMRGNC: In the case of an 
emergency, employees should be allowed 
to take the day(s) off without having the 
number of annual days reduced. 

4.4 
(.99) 

17 
(2.2) 

23 
(3) 

55 
(7.3) 

251 
(32.9) 

416 
(54.6) 

21 

SONEWEMP: New employees should 
not be offered a higher salary than those 
already employed at the same level even 
if the new employees have more 
experience and higher educational levels. 

2.4 
(1.3) 

221 
(29) 

231 
(30.3) 

132 
(17.3) 

115 
(15.1 

63 
(8.3) 

22 PROSENIO: Senior workers should 
always be promoted first. 

3.2 
(1.3) 

 

76 
(10) 

 

166 
(21.8) 

 

173 
(22.7) 

 

200 
(26.2) 

 

147 
(19.3) 

 

23 EMNWEKND: I am willing to work on 
nights and weekends. 

2.04 
(1.3) 

249 
(32.7) 

199 
(26.1) 

122 
(16) 

134 
(17.6 ) 

58 
(7.6) 

24 BAFORMNG: I prefer my direct 
manager to be a Saudi manager. 

4.05 
(1.1) 

25 
(3.3) 

34 
(4.5) 

168 
(22) 

183 
(24) 

352 
(46.2) 

25 
EMSOCREL: If one’s social relations can 
help him/her to get a job, he/she can use 
them for that purpose. 

3.4 
(1.3) 

105 
(13.8) 

83 
(10.9) 

134 
(17.6) 

285 
(37.4) 

155 
(20.3) 
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the annual days reduced; and 70.2 percent preferred the idea of working under Saudi 

management.   

Moreover, 71.9 percent of respondents seemed less willing7 to put forth more 

efforts to meet management’s production plans, 58 percent were less willing to work 

nights and weekends, and 58.8 percent were less willing to compromise job security in 

return for a higher salary.  In addition, respondents had no prevailing attitudes towards 

other effects.  For example, attitudes toward accepting temporary jobs and promotion 

based on seniority did not vary so much.  Regarding accepting temporary jobs, 18 percent 

of the respondents disagreed, 20 percent were neutral, and 18 percent agreed (percentages 

are approximated).   In their answers to the issue related to promotion based on seniority, 

22 percent disagreed, 23 percent were neutral, and 26 percent agreed (percentages are 

approximated).  Finally, more than half the respondents—57.7 percent—indicated that 

they would not mind using social relations in order to find a job.  

Frequency Distribution of Scale II 

The second part of the study instrument probed respondents’ attitudes concerning 

privatization as an economic policy, in general.  As indicated in Table 8, the majority of 

respondents—almost 60 percent—favored privatization of the Saudi state owned 

enterprises; while more than 70 percent considered it to be a good idea for the local 

economy.  However, if privatization has a direct negative effect such as increase in 

working hours, reduction in annual days off, or more responsibility, the stated attitudes of 

respondents are quite different.  In this case, only 30.9 percent of the respondents agreed 

to support privatization. 

 
                                                 
7 Less Willing implies that the respondents either Disagree or Strongly Disagree with the statement. 
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Table 8 
Frequency Distribution Regarding Attitudes toward Privatization 

 
  1 2 3 4 5 

ITEMS X  
(S.D.) 

SD 
(%) 

D 
(%) 

N 
(%) 

A 
(%) 

SA 
(%) 

1 PRPRFAVR: I personally favor 
privatization of state-owned enterprises. 

3.55 
(1.15) 

54 
(7.1) 

85 
(11.2) 

170 
(22.2) 

294 
(38.6) 

159 
(20.9) 

2 PRGDECON: I believe that privatization 
is good for the Saudi economy. 

3.83 
(.95) 

25 
(3.3) 

37 
(4.9) 

158 
(20.7) 

366 
(48) 

175 
(23) 

3 

PRSEREFF: Privatization of state-owned 
enterprises(e.g., electricity, 
telecommunication, transportation) will 
increase the efficiency of the services they 
provide. 

3.97 
(1) 

 
23 
(3) 

 

50 
(6.6) 

108 
(14.2) 

328 
(43) 

253 
(33.2) 

4 
PRSLFSUP: I support the idea of 
privatization even if it will affect me 
directly. 

3.12 
(1.18) 

70 
(9.2) 

178 
(23.4) 

209 
(27.4) 

203 
(26.6) 

102 
(13.4) 

5 

PRPRSECT: When the public sector fails 
to provide efficient services (high quality 
and quantity), the private sector should be 
allowed to provide these services. 

3.97 
(.90) 

12 
(1.6) 

39 
(5.1) 

130 
(17.3) 

358 
(47) 

221 
(29) 

6 PRPRVJOB: I would recommend private 
sector jobs to my friends and relatives. 

3.37 
(1.06) 

46 
(6) 

105 
(13.8) 

229 
(30.1) 

286 
(37.5) 

96 
(12.6) 

7 
PRPUBOPN: The public holds negative 
perception about the performance of the 
public sector. 

3.31 
(1.10) 

48 
(6.3) 

129 
(16.9) 

224 
(29.4) 

259 
(34) 

102 
(13.4) 

8 

PRSLFEFC: I support the idea of 
privatization even if it has/will have 
negative effects (e.g., increase in working 
hours, reduction in annual days off, more 
responsibility) on my job or on the job of 
someone I know. 

2.77 
1.18) 

123 
(16.1) 

215 
(28.2) 

188 
(24.7) 

184 
(24.1) 

52 
(6.8) 

 N = 762 
SD =  Strongly Disagree; D = Disagree; N = Neutral; A = Agree; SA = Strongly Agree 
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Frequency Distribution of Scale III 

Table 9 presents the frequency distribution for the religiosity scale.  The majority 

of the respondents can be described as religious in terms of praying at the proper time and 

reading the Holy Qur’an.  Most respondents said they pray at the Masjid (Mosque), 

although only a few females do so since praying at the Masjid is not mandatory for 

females, according to Islamic teachings.  

 
Table 9 

Frequency Distribution Regarding Religiosity 
 

  1 2 3 4 5 

ITEMS X  
(S.D.) 

Never 
(%) 

Rarely 
(%) 

Sometimes 
(%) 

Often 
(%) 

Always 
(%) 

1 RELPRTIME: Perform all 
prayers at their exact times 

4.45 
(.74) 

5 
(0.7) 

8 
(1) 

63 
(8.2) 

252 
(33.1) 

434 
(57) 

2 RELPRMSJ: Perform all prayers 
at the Masjid (mosque) 

3.07 
(1.40) 

 

168 
(22) 

91 
(11.9) 

146 
(19.2) 

230 
(30.2) 

127 
(16.7) 

3 RELRQURA: Read the Holy 
Qur’an 

3.37 
(.92) 

7 
(0.9) 

111 
(14.6) 

339 
(44.5) 

201 
(26.4) 

104 
(13.6) 

4 RELRIGHT: Do righteousness 
(supererogatory). 

3.0 
(1.10) 

59 
(7.7) 

204 
(26.8) 

261 
(34.3) 

155 
(20.3) 

83 
(10.9) 

5 RELATACT: Attend Islamic 
lectures /seminars/workshops 

2.42 
(1.01) 

145 
(19) 

281 
(36.9) 

235 
(30.8) 

75 
(9.8) 

26 
(3.4) 

N = 762 
 
Demographic Characteristics    
 
 As shown in Table 10, of the 762 respondents, 65.5 percent were males and 34.5 

percent were females.  The mean age of respondents was 22.5 years of age, with a 

standard deviation of 2.13.  Most respondents, 86.2 percent, are single, while 75.8 percent 

live with their parents; and 57.5 percent are middle children. The respondents were about 

evenly distributed in terms of years in college—first year, 12.4 percent; second year, 21.4 

percent; third year, 30.3 percent; and fourth year, 34.5 percent.  
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Table 10 
Demographic Characteristics of Respondents 

________________________________________________________________________  
 
Variable        N (%) X  S.D. 
________________________________________________________________________  
 
Age          22.5 2.13 
Gender           
 Male       499 (65.5) 
 Female        263 (34.5) 
Nationality 
 Saudi       744 (97.9) 
 Other       16 (2.1) 
Marital Status 
 Widowed      3 (0.4) 
 Married/Engaged     97 (12.8 
 Divorce      5 (0.7) 
 Single       655 (86.2) 
Living with Parents         
 Yes       577 (75.8) 
 No       184 (24.2) 
Age Rank among Brothers and Sisters 
 Oldest       232 (30.6) 
 Middle        436 (57.5) 
 Youngest      90 (11.9) 
Major 
 Linguistic      43 (5.7) 
 Sociology      169 (22.4) 
 Economy      33 (4.4)  
 Medicine       36 (4.8) 
 Engineering      92 (12.2) 
 Sciences      47 (6.2) 
 Business       38 (5.0)   
 Accounting      15 (2.0) 
 Education      21 (2.8) 
 Technical      174 (23) 
 Marketing      2 (0.3) 
 Law       46 (6.1) 
 Geography      38 (5.0) 
Year in College         2.92 1.07 
 First       92 (12.4) 
 Second       158 (21.4) 
 Third       224 (30.3) 
 Fourth       255 (34.5) 
 Fifth & >      10 (1.4) 
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Table 10 (continued) 
________________________________________________________________________  
 
Variable        N (%) X  S.D. 
________________________________________________________________________  
 
Province 
 The Middle       99 (13.1) 
 The Southern      189 (24.9) 
 The Northern      31 (4.1) 
 The Eastern      143 (18.9) 
 The Western      296 (39.1) 
Living in the Past 
 Village  (Less than 5,000 inhabitants)   166 (22) 
 Town (5,000-49,999 inhabitants)    170 (22.5) 
 City (50,000 inhabitants or more)   418 (55.4) 
  
 

Several academic majors are represented, with most respondents majoring in sociology, 

engineering, and technical studies.  Other academic majors represented among 

respondents include arts and science, business, and the “hard” sciences.   

The respondents came from the five major provinces in Saudi Arabia  

with students from the Western province making up the largest category, 39.1 percent; 

followed by the Southern province, 24.9 percent; the Eastern province, 18.9 percent; and 

the Middle province, 13.1 percent.  Only 4.1 percent of the respondents reside in the 

Northern province.  Finally, before entering college, more than 50 percent of the 

respondents lived in cities with 50,000 or more inhabitants; while 22.5 percent lived in a 

town with 5,000 to 49,999 inhabitants.  Only 22 percent of the respondents used to live in 

a village with less than 5,000 inhabitants. 

Respondents’ Work Experience  

Table 11 presents data concerning respondents’ work experience and the 

degree of family involvement in employment decisions.  The majority of the 
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respondents said that they do involve their family in employment decisions 

“sometimes” (53.4%) or “always” (38.3%).  Only 8.3 percent said they “never” 

involve family in such decisions. The descriptive analysis of actual work experience 

seems surprising.  The majority of the undergraduate college students were expected 

to have previous work experience.  However, the data show that less than 14.7 

percent of the respondents had a previous work experience, and 85.5 percent of those 

with previous work experience had that experience in the private sector; with 74.1 

percent of those respondents employed in temporary jobs (i.e. summer jobs). 

 
Table 11 

Respondents’ Work Experience 
________________________________________________________________________  
 
Variable        N  (%)  
________________________________________________________________________  
 
Family Involvement in Employment Decisions 
 Always       290  (38.3) 
 Sometimes      404  (53.4) 
 Never       63  (8.3) 
Job Experience 
 No       648  (85.3) 
 Yes       112  (14.7) 
Job Sector 
 Public        44  (41.5) 
 Private       62  (85.5) 
Job Type 
 Permanent       28  (25.9) 
 Temporary      80  (74.1) 
 

Profile of Respondents’ Parents 
 

As Table 12 shows, almost 85 percent of the respondents’ parents are married and 

have an average monthly income of less than 14,999 Saudi Riyal ($3,999) per month.   
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Table 12 
Profile of Respondents’ Parents 

________________________________________________________________________  
 
Variable        N  (%)  
________________________________________________________________________  
 
Marital Status 
 Widowed      87  (11.4) 
 Separated/Divorce     31  (4.1) 
 Married      642  (84.5) 
Monthly Income (Saudi Riyal) 
 < 5,000 (<$1,333)     260  (34.4) 
 5,000 – 9,999  ($1,333-2,666)    207  (27.4) 
 10,000-14,999 ($2,666-3,999)    140  (18.5) 
 15,000- 19,999 ($4000-5,333)    66  (8.7) 
 20,000- 24,999($5,333-6,666)    36  (4.8) 
 > 25,000 (> $6,666)     46  (6.1) 
Father’s Education 
 No Degree      251  (33.2) 

Less than HS      206  (27.2) 
High School or Equal Degree    154  (20.4) 
Bachelor      75  (9.9) 
Master       13  (1.7)  
Doctorate      23  (3.0)  

 Other       35  (4.6)  
Mother’s Education 
 No Degree      465  (61.1)  
 Less than HS      123  (16.5)  
 High School or Equal Degree    88  (11.7)  
 Bachelor      37  (5.0) 

Master       7  (0.9)  
Doctorate      0  (0.0) 
Other       35  (4.7) 

Father’s Employment Status 
 Public Sector      286  (38.1) 
 Retired       213  (28.4) 
 Private Sector      149  (19.9) 
 Unemployed      102  (13.6) 
Mother’s Employment Status 
 Public Sector      73  (9.8) 
 Retired       18  (2.4) 
 Private Sector      15  (2.0) 
 Unemployed      638  (85.8) 
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Approximately, one-third of the fathers (33.2%) and two-thirds of mothers (61.1%) have 

no educational degrees.  The majority of those who have educational degrees have high 

school or less in formal education.  With regard to parents’ employment status, 38.1 

percent of the fathers work in the public sector; while only 19.9 percent work in the 

private sector.  The remaining are retired, 28.4 percent, or unemployed, 13.6 percent.  As 

to the mothers’ employment status, more than 85.8 percent are unemployed, while 9.8 

percent are public sector employees, 2 percent are private sector employees, and 2.4 

percent are retired. 
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TESTING THE HYPOTHESES  

This section tests the study’s proposed hypotheses8.  Two statistical methods are 

applied to measure variance and association among the study groups and variables. To 

test for significant differences of the study groups, a one-way analysis of variance 

ANOVA and regression analyses were used.  F ratios were calculated to test for statistical 

significance based on ANOVA and regression calculation.  Appropriate measures of 

associations were then used to determine the amount of variance in the dependent 

variables explained by the various independent variables. 

Analysis of Variance (ANOVA)  

H1: Respondents, who lived in villages or small towns, before entering the 

university/college environment, are more likely than others to have positive 

attitudes regarding changes in the promotion criteria and hiring criteria.  

In contrast to the hypothesis, respondents from urban areas exhibit more positive 

attitudes, than those from rural areas, regarding the effects of privatization on promotion 

criteria and hiring systems.  As Tables 13 shows, with regard to promotion criteria, where 

promotion is performance-based, respondents from the City came first, then those from 

Town, and those form Village came last:  6.89; 6.72; 6.64, respectively Similarly, on the 

issue of hiring systems, where standardized tests and interviews were to be applied to the 

recruitment processes, respondents from the City ranked first, then those from Town, and 

finally the respondents from Village:  3.67; 3.55; and 3.46, respectively. However, the 

results of one-way analysis of variance ANOVA reveals that there is no statistical 

significant differences among the respondents’ attitudes concerning the effects of 

                                                 
8 The order in which the proposed hypotheses are tested may not entirely reflect the order of presenting 
these hypotheses in Chapter II due to the different statistical approaches. 
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privatization on promotion criteria and hiring system, due to difference in area of living 

prior to college entry ((F (2, 751) = 1.173, p >.05 (one-tailed); F (2, 751) = 1.983, p > 

.05(one-tailed)), respectively.    

 
Table 13 

Descriptive of Attitudes toward Promotion Criteria1 and Hiring Criteria2 by Living Area 
Prior to College Entry. 

(Higher Score Indicates More Positive Attitudes: a more preference for performance-based promotion and 
to disregard seniority in promotion criteria, and greater preference for the new hiring system)  

1= Statistical Significance F (2, 751) = 1.173, p = .310  

2 = Statistical Significance F (2, 751) = 1.983, p = .138  
 
H2: Those respondents who are the older sons/daughters of their parents are more 

likely to be reluctant to accept job relocation in order to be promoted  

As expected, older sons/daughters showed more reluctance to move to another job 

location in order to be promoted.  As indicated in Table 14, respondents who are the 

Youngest among their brothers and sisters are least reluctant to undergo job relocation in 

order to be promoted, followed by the Middle, and the Oldest sons and daughters with 

means of 2.6; 2.8; and 2.9, respectively.  The results of one-way analysis of variance 

ANOVA, however, indicate that the difference among the three groups is not statistically 

significant ((F (2, 755) = 1.168, p >.05 (one-tailed)). 

 

 Promotion Criteria Hiring Criteria 

Area of Living Prior to College Entry X  S.D. X  S.D. 
 

Village (Less than 5,000 inhabitants) 
 

Town (5,000-49,999 inhabitants) 
 

City  (50,000 inhabitants or more)  
 

 
6.64 

 
6.72 

 
6.89 

 
1.96 

 
1.85 

 
1.95 

 
3.46 

 
3.55 

 
3.67 

 
1.21 

 
1.33 

 
1.12 
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Table 14 
Descriptive of Attitudes toward Job Relocation for Promotion by Age Rank1. 

(Higher Score Indicates More Positive Attitudes: a greater reluctance to accept job relocation in order to be 
promoted) 

1= Statistical Significance F (2, 755) = 1.168, p = .311 

 

H 3: Respondents who are science majors are more likely, than those who are social 

science, business and technical majors, to have positive attitudes regarding the 

effect of privatization on time requirements of the job, promotion criteria, and job 

security.  

In contrast to the hypothesis, the descriptive statistics shown in Table 15 indicate that in 

terms of positive attitudes toward the effects of privatization on time-requirements of the 

job—a concept that implies accepting shifts and working on nights and weekends—

respondents who are Technical Study majors seem be most willing to accept shifts and 

work on nights and weekends, followed by those from the Arts and Social Sciences, 

Sciences, and finally Business with means of 5.72, 5.53, 5.52,  and 5.49, respectively.  

Nevertheless, the results of one-way analysis of variance ANOVA indicate no significant 

differences among the respondents from different academic majors (( F (3, 750) = .437, p 

>.05(one-tailed)).   

  
 
 

Age Rank X  S.D. 

 
Oldest  

 
Middle 

 
Youngest 

 
2.89 

 
2.80 

 
2.64 

 
 

 
1.3 

 
1.3 

 
1.2 
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Table 15 
Descriptive of Attitudes toward Job-Time Requirements1 and Job Security 2 by Academic 

Major. 
(Higher Score Indicates More Positive Attitudes: a greater willingness to accept shifts and work on nights 

and weekends, and to accept jobs with low levels of job security). 
 

1 = Statistical Significance F (3, 750) = .44, p = .727  
2 = Statistical Significance F (3, 750) = 1.91, p = .129  
 

Moreover, the study results did not support the hypothesis with regard to job 

security.  As indicated in Table 15, the respondents from Arts and Social Sciences, 

unexpectedly, scored first—with a mean score of 3.74—in terms of positive attitudes 

towards the effects of privatization on the level of job security.   Answers from these 

respondents indicate two major findings:  that respondents with Arts and Social Sciences, 

compared with other majors, are more likely to accept jobs where the job security level is 

low and the lower management has the authority to fire employees.  Technical Studies 

majors came second in their responses to these issues, with a mean score of 3.71, 

followed by Business majors with a score of 3.66, and then Sciences majors at 3.39.   

However, these results are not statistically significant, as the results of one-way analysis 

of variance ANOVA ((F (3, 750) = 1.892, p >.05 (one-tailed)). 

 Job-Time Req. Job Security 
Academic Major X  S.D. X  S.D. 

 
Arts and Social Science 

 
Business 

 
Sciences 

 
Technical Studies 

 
 

 
5.53 

 
5.49 

 
5.52 

 
5.72 

 
1.97 

 
1.95 

 
2.09 

 
2.17 

 
3.74 

 
3.66 

 
3.39 

 
3.71 

 

 
1.64 

 
1.78 

 
1.48 

 
1.63 
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When asked about promotion criteria, where performance is emphasized over 

seniority, the study results support the hypothesis.  As Table 16 shows, respondents from 

the Sciences scored highest, with a mean of 7.24; Business students, 6.94; Arts and Social 

Science students, 6.61; and, finally, Technical Studies majors, 6.60.  The results of the 

one-way analysis of variance ANOVA indicate that there are significant differences 

among the respondents from different academic majors (F (3, 750) = 4.821, p < .05 (one  

tailed)).  Therefore, we reject the null hypotheses of no difference among different 

academic majors concerning attitudes toward the effects of privatization on promotion 

criteria, although there is a weak relationship between the two variables (Eta square = 

.019). 

To further examine the difference among the respondents from different academic 

majors, a post hoc analysis was conducted.   Duncan Multiple Range Tests were  

conducted for pair-wise comparison between the independent variable groups.  As Table 

17 shows, respondents from the Sciences differ significantly from those respondents from 

the Arts and  Social Science and Technical Studies majors at a.05.  In addition, the results 

for respondents in Business differ significantly from those of students in the Arts and 

Social Science and Technical Studies at a .05.   

 

H4: Respondents who are science majors are less likely, than their social science, 

business, or technical major counterparts, to have positive attitudes regarding the 

effects of privatization on teaming. 

The study results do not support this hypothesis.  When asked about their preference with 

regard to working on a team, the respondents from the Science majors scored 3.9; 

followed by Arts and Social Science majors, 3.70; Technical Studies majors,   
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Table 16 

Descriptive of Attitudes toward Promotion Criteria by Academic Major 1. 

(Higher Score Indicates More Positive Attitudes: a greater preference for performance-based promotion 

and to disregard seniority in promotion criteria) 

1 = Statistical Significance F (3, 750) = 4.83, p = .002** 
** Sig. at .01 level.  

 

Table 17 
Duncan’s Multiple Range Test for Promotion Criteria 

 

Duncan Grouping Groups X  N 

 
A 
 

A 
 

A 
 

 
 
 
 
 

B 
 

B 
 

 
Technical Studies 

 
Arts and Social Science 

 
Business Studies 

 
Sciences 

 

 
6.60 

 
6.61 

 
6.94 

 
7.24 

 
174 

 
304 

 
101 

 
175 

 
Not: Means with same letters across the rows do not differ significantly from each other and those with 
different letters do according to Duncan’s Multiple Range Test at a= .05. 

 

 

 

Academic Major X  S.D. 

 
Technical Studies 

 
Business 

 
Sciences 

 
Arts and Social Science 

 
 

 
6.60 

 
6.94 

 
7.24 

 
6.61 

 
2.0 

 
2.03 

 
1.8 

 
1.9 
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3.69; and Business majors, 3.55 (see Table 18).    

Table 18 
Descriptive of Attitudes toward Teaming by Academic Major1 

(Higher Score Indicates More Positive Attitudes: a greater preference for working on team) 

1= Statistical Significance F (3, 750) = 2.335, p = .035** 

* Sig. at .05 level 

The results of the one-way analysis of variance, ANOVA, indicate that various 

academic majors differ significantly in their attitudes towards the dependent variable, 

teaming ((F (3, 750) = 2.335, p < .05 (one-tailed)).   

Follow-up tests were required to examine such differences.  A post hoc analysis 

was conducted for this purpose.  Table 19 presents the results of a Duncan Multiple 

Range Test procedure.  It is clear that only the scores from Sciences and Business 

respondents differ significantly from each other, but not from those of the other major 

groups, at a.05.  The other majors do not differ significantly from each other.   

 

Academic Major X  S.D. 

 
Technical Studies 

 
Business 

 
Sciences 

 
Arts and Social Science 

 
 

 
3.69 

 
3.55 

 
3.91 

 
3.70 

 

 
1.28 

 
1.28 

 
1.00 

 
1.16 
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Table 19 
Duncan’s Multiple Range Test for Teaming 

 

Duncan Grouping Groups X  N 

 
A 
 

A 
 

A 
 

 
 
 

B 
 

B 
 

B 
 

 
Business Studies 

 
Technical Studies 

 
Arts and Social Science 

 
Sciences 

 

 
3.55 

 
3.69 

 
3.70 

 
3.91 

 
101 

 
174 

 
304 

 
175 

 
Note: Means with same letters across the rows do not differ significantly from each other and those with 
different letters do according to Duncan’s Multiple Range Test at a= .05. 
 

H5: Respondents from the more traditional areas of the country—the Middle and 

Southern provinces—are more likely to be reluctant to work under the supervision 

of foreign managers, than their counterparts from the more progressive areas 

(Western and Eastern provinces). 

As Table 20 shows, the study results support this hypothesis.  When asked about their 

preference concerning having to work under the supervision of non-Saudi management, 

those respondents from the Southern and Middle provinces scored the lowest, with means 

of 1.66 and 1.78, respectively.  On the other hand, respondents from the Eastern, 

Western, and Northern provinces scored higher with means of 2.16, 2.07, and 1.96, 

respectively.    The results of the one-way analysis of variance (ANOVA) support the 

hypothesis.  The opinions of respondents from various provinces differ significantly with 

regard to working under the supervision of non-Saudi management (( F (4, 753) = 6.569, 

p < .05 (one-tailed)). Therefore the null hypothesis of no significant differences among 
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Table 20 
Descriptive of Attitudes toward Working under Non-Saudi Management, by Province1. 

(Higher Score Indicates More Positive Attitudes: a greater preference for working under Saudi 
management) 

1= Statistical Significance F (4, 754) = 6.569, p = .001*** 

*** Sig. At .01 level.  
 
the study groups regarding supervision and management of non-Saudis is rejected.  The 

Eta squared of .034, however, indicates that it is a weak relationship. 

 To further understand the difference between the respondent groups based on 

province of upbringing, a post hoc analysis was conducted.  The results of Duncan 

Multiple Range Test, as shown in Table 21, reveal that the responses of students from 

Southern province differ significantly from those of their Western and Eastern 

counterparts.  In addition, responses from the Middle province also differ significantly 

from those that derive from the residents of Western and Eastern provinces, all at a .05. 

Province X  S.D. 

 
Middle 

 
Southern 

 
Northern 

 
Eastern 

 
Western 

 
 

 
1.78 

 
1.66 

 
1.96 

 
2.16 

 
2.07 

 
.97 

 
.102 

 
.98 

 
1.10 

 
1.10 
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Table 21 
Duncan’s Multiple Range Test for Working under Non-Saudi Management by Province 

 

Duncan Grouping Groups X  N 

 
A 
 

A 
 

A 
 
 

 
 
 

B 
 

B 
 

B 
 

 
 
 
 
 

C 
 

C 
 

C 
 

 
The Eastern 

 
The Western 

 
The Northern 

 
The Middle 

 
The Southern 

 

 
3.84 

 
3.92 

 
4.03 

 
4.21 

 
4.34 

 

 
143 

 
296 

 
31 
 

99 
 

189 

 
Note: Means with same letters across the rows do not differ significantly from each other and those with 
different letters do according to Duncan’s Multiple Range Test at a= .05. 
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Regression Analysis  

H6: Female respondents are more likely to have positive attitudes regarding the 

effects of privatization on hiring criteria.   

The main purpose of this hypothesis and hypothesis seven is to find out the amount of 

variation in specific dimensions of the new economic system, privatization, explained by 

gender.  As indicated in the upper part of Table 22, the female respondents have a very 

weak, non-significant, positive attitude toward the hiring criteria that could be put in 

place under privatization ((R2 = .000, F (1, 760) = .016, p >.05)).  

Table 22 
Gender and Attitudes toward Hiring Criteria and Time-requirements of the Job 

 

 
Note.  ** p < 0.05, ns=non significant 
 

H7: Female respondents are more likely than males to have negative attitudes toward 

changes in the Time-requirement of the Job. 

The study results support this hypothesis.  This scale measures willingness to accept 

working on various time shifts, as well as, over nights and weekends.  As indicated in the 

lower part of Table 22, females have a significantly negative relationship—although a 

weak one—with the dependent variable job-time requirements ((R2 = .010, F (1, 760) = 

7.38, p (.007) < .05)).  

Independent Variable: 
Gender 

Dependent Variables: 
Employment System 

Constant 
(R-Sq.) 

Unstandardized 
Coefficients 

 
 

Female 

 
Hiring Criteria 

 
 

Time-requirements of 
the Job 

 
3.589 
(.000) 

 
5.709 
(.010) 

 
.0158 ns 

 
 

-.420** 
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H8: Respondents with higher levels of religious affiliation or devotion are more likely 

to have negative attitudes regarding the effects of privatization on time 

requirements of the job. 

As shown in Table 23, there is a weak negative and non significant relationship between 

respondents’ degrees of religiosity and their attitudes toward job-time requirements ((R2 = 

.002, F (1, 760) = 1.207, p (.272) >.05)).  However, upon the conclusion of another 

regression test using the religiosity sub-scale (see page 62 for more details on this sub-

scale), different results occur. These latter results indicate that adherence to religious 

principles correlates negatively with willingness to accept shifts and work over nights and 

weekends.  As indicated in Table 23, there is a weak but almost significant negative 

relationship between the two variables (( R = .004, F (1, 760) =3.4, p (.03) >.05)). 

Table 23 
Religiosity and Attitudes toward Time-requirements of the Job 

 
 

 
Note. * p < .05, ns=not significant 
 

Independent Variable: 
Religion 

Dependent Variable: 
Employment System 

Constant 
(R-Sq.) 

Unstandardized 
Coefficients 

 
High Degree of 

Religiosity 
 

High Degree of 
Adherence to Religion 

 
 
 
Time-requirements of 

the Job 

 
5.961 
(.002) 

 
6.058 
(.004) 

 
-.0243 ns 

 
 

-.0561 ** 
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H9: Those respondents who live with their parents are more likely to be reluctant to 

accept job relocation in order to be promoted.  

As indicated in Table 24, the study results indicate a weak positive relationship between 

living with parents and reluctance toward the acceptance of job relocation for promotion 

purposes.  In other words, living with parents is a hindrance to accepting a job promotion 

that requires job relocation.  However, this relationship is not statistically significant ((R2 

= .002, F (1,760) = 1.61, p (.205) > .05)). 

 

Table 24 
Living with Parents and Reluctance toward the Acceptance of Job Relocation for 

Promotion 

 
Note.  ns=not significant 

 
 
H10: The higher the SES of respondents’ parents, the more likely they are going to 

have positive attitudes regarding the use of social networks and social relations in 

the job search process. 

 Social class was predicted to have a positive and significant relationship to respondents’ 

willingness to make use of social relations in their job searches.  However, as indicated in 

Table 25, the study results reveal that it is a weak, non-significant, and negative 

relationship ((R2 = .000, F (1, 748) = .04, p (.84) >.05)). 

Independent Variable: 
Residence 

Unstandardized 
Coefficients 

Living with Parents .140 ns 

Constant: 
R-Sq: 

2.768 
.002 
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Table 25 
Social Class and the Use of Social Relations in Job Search 

 

 
Note. ns=not significant 

 
 

H11: The more the parents become involved in their children’s employment decisions, 

the less likely these children will be willing to compromise job security in return, 

for higher salary. 

As expected, the degree of parents’ involvement in their sons’ and/or daughters’ 

employment decisions has a negative relationship with their offsprings’ attitudes toward  

job security.  As shown in Table 26, respondents whose parents become involved in their 

employment decisions indicate that they will be less willing to compromise job security 

in return for higher salary.  However, the relationship ultimately is weak and non-

significant ((R2 = .000, F (1, 755) = .002, p (.96) > .05)). 

Table 26 
Parents’ Involvement in Employment Decisions of Sons/Daughters and Attitudes toward 

Job Security. 

Note.  ns=not significant 
 
 

Variable Unstandardized 
Coefficients 

Social Class -.00931 ns 

Constant: 
R-Sq: 

3.40 
.000 

Variable Unstandardized 
Coefficients 

Involved Parents -.00789 ns 

Constant: 
R-Sq: 

2.476 
.000 
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R12: Respondents with higher levels of religious faith are more likely to have positive 

attitudes towards privatization.  

As indicated in Table 27, although religion has a positive relationship toward 

privatization, it is rather weak and non-significant with a standardized beta = .001, p (.89) 

>.05.  

Table 27 
Religiosity, Gender, and Social Class and Attitudes toward Privatization (ATPS) 

 

Variables 
Unstandardized. 
Coefficients. 

Standardized 
Coefficients 

 

 
High Degree of Religiosity 

 
Female 

 
High SES 

 
.00127 ns 

 
-1.02*** 

 
.452** 

 
.001 

 
-.098 

 
.091 

Constant: 
Adjusted R-Sq: 

28.236 
.010 

Note.  *** p<0.01, **p<0.05, ns=not significant  

 
 
H13: Female respondents and respondents from high SES families are more likely than 

others to have positive attitudes regarding privatization. 

This is one of the hypotheses that examine the respondents’ attitudes about privatization, 

in general.  As indicated in Table 27, in contrast to what was hypothesized, female 

respondents have significantly, although weak, negative attitudes toward privatization in 

general, with a standardized beta = -.098, p (.009) < 0.5.    However, the study results 

support the second part of the hypothesis.  Social class positively correlates with attitudes 

toward privatization, with a standardized beta = .091, p (.015) < 0.05.  The overall model 

reveals adjusted ((R2 = .011, F (3, 743) = 5.23, p (.015) <.05)). 
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H14: Respondents, who once lived in urban areas, before entering college, are more 

likely to have positive attitudes toward privatization, as measured by the ATPS. 

As shown in Table 28, the study results reveal that those respondents who once lived in 

urban areas or cities prior to entering college, almost, have significant positive attitudes 

toward privatization compared to those who used to live in non-urban areas (( R2 = .004, 

F (1, 749) = 3.34, p (.068) >.05)) 

Table 28 
Living Area before College Entry and Attitudes towards Privatization 

 

Note.   ns=not significant 
 
 
H15: Holding all factors constant, respondents with at least one parent who has/had a 

job in the private sector are more likely to have positive attitudes regarding the 

effects of privatization on job-time requirements and promotion criteria.  

Although the study results to some extent support the hypothesis, the relationship is not 

significant.  As Table 29 indicates, while controlling for selected independent variables, 

respondents whose fathers have or have held a job in the private sector showed more 

positive attitudes towards the effects of privatization on such job-time requirements as 

working on shifts and on nights and weekends.  However, having one parent with a job in 

the private sector is not significantly related to attitudes toward job-time requirements; p 

(.39) > .05.  

Variable 
Unstandardized 

Coefficients 

Urban Area .068 ns 
 

Constant: 
R-Sq: 

     27.5 
     .004       
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 Moreover, Table 29 indicates that parents’ job sector is not significantly related to 

respondents’ attitudes regarding the effects of privatization on promotion criteria, where 

promotion is performance-based.  Although there is a positive relationship, it is not  

significant, controlling for other independent variables; p (.58) > .05. 

 
Table 29 

Multiple Regression of Selected Independent Variables and Attitudes toward Job-Time 
Requirements and Promotion Criteria. 

 
 
 

Job-Time Requirements Promotion Criteria 

Variable 
Unstand. 
Coeffic. 

Stand. 
Coeffic. 

Unstand. 
Coeffic. 

Stand. 
Coeffic. 

 
Age 
Male 
SES 

Work Experience 
Arts & Soc. Sci. 

Business 
Technical St.  

Father’s Job Sec 

 
.013 

.552** 
.090 

.429** 
.292 
.073 
.199 
.171 

 
 

 
.014 
.130 
.044 
.074 
.071 
.012 
.041 
.033 

 
-.090*** 
-.087 ns 
.039 ns 
-.171 ns 
-.542*** 
-.249 ns 
-.649*** 
.104 ns 

 

 
-.100 
-.022 
.020 
-.031 
-.138 
-.044 
-.139 
.021 

 

Constant: 
R-Sq: 

4.619 
.011 

 9.284 
.023 

 

Note.  *** p<0.01, **p<0.05, ns = not significant 
Categories omitted of the independent variables: (Gender: Female; Major: Sciences; Father’s Job Sector: 
Public) 
 
 
 
H16:   Holding all factors constant, respondents who have had jobs in the private sector 

are more likely to have negative attitudes regarding the effects of privatization on 

job security. 

 While controlling for other independent variables, the results of the study shown in 

Table 30 indicate that experience in the private sector is not significantly related to 

respondents’ attitudes regarding the effects of privatization on job-security levels.  In line 
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with what was hypothesized, respondents with work experience in the private sector 

showed negative attitudes toward jobs with minimum security, where the firing of 

employees is at the discretion of lower management.  However, such correlation is not 

significant; p (.79) > .05.  

 
Table 30 

Multiple Regression of Selected Independent Variables and Attitudes toward Security. 
 

 Note.  *** p<0.01, **p<0.05, ns = not significant. 
Categories omitted of the independent variables: (Gender: Female; Major: Sciences; R’s 
Job Experience: Public Sector) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Variable 
Unstandardized 

Coefficients 
 

Standardized 
Coefficients 

 
Age 
Male 
SES 

Work Experience 
Arts and Soc. Sci. 

Business 
Technical Studies 

R’s Job Experience Sector 

 
-.064*** 
.146 ns 
-.083 ns 
.013 ns 
.381*** 
.236 ns 
.147 ns 
.086 ns 

 
-.084 
.043 
-.051 
.003 
.114 
.049 
.037 
-.014 

Constant: 
R-Sq: 

4.779 
.002 
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SUMMARY 
 

Data analyzed in this Chapter were collected from 762 Saudi undergraduate 

college students.  Approximately two-thirds (65.5%) of these students were male, and 

almost 85 percent were single.  The mean age of the study sample was 22.5 years.  

Coming from different academic majors, the study respondents tended not to have 

worked before; in fact, only 15 percent possessed work experience.  Only a small number 

of respondents had parents who have/ had held jobs in the private sector:  19 percent 

reported that their fathers have or had held such positions; while 2 percent reported that 

their mothers have or had. 

 Of the study respondents, the majority (70-80%) preferred working under close 

supervision of Saudi management, having a salary based on productivity, being promoted 

based upon performance (rather than seniority), and adhering to prescribed procedures in 

executing job tasks (see Table 7).  Moreover, considerably high percentages of the study 

respondents tended to dislike the concepts of putting forth more effort to meet 

management’s plans (71.9%), of working on nights and weekend (58.8%), and of 

compromising job security in return for a higher salary (58.8%), (see Table 7).  In 

addition, while the majority (71%) of the study respondents believe that privatization of 

state-owned enterprises is best for the local economy, their support for privatization is 

qualified by their insistence or desire that it not negatively impact their own interests.  

 The statistical significance and association analyses, as indicated in Figure 1, 

reveal that the effects of academic majors and province on respondents’ attitudes toward 

promotion criteria, teaming, and management’s nationality are indeed significant (see 

Tables 16-21).  More specifically, respondents with Sciences and Business majors seem 
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Figure 1: Summary of the Hypothesized Relationships and Findings of the Study Dependent and Independent Variables 

Note.  *** p <.001, ** p <.05, ns = not significant

Dependent Variable (s) Independent Variable Hypothesized Relationships Results 
Job-time requirements  
 
 
 
 
 
Promotion criteria  & Job re-location for 
promotion 
 
 
 
 
 
Job security 
 
 
 
 
Hiring criteria  
 
 
Social networks and job search 
 
Teaming 
 
Supervision of non-Saudi management 
 
Privatization 
 
 

Science majors 
Female 
High religiosity 
More adherence to religion 
Parents’ job in the private sector 
 
Non-urban residence prior to college entry 
Older sons/daughters 
Science majors 
Parents’ job in the private sector 
Living with parents 
 
Science majors 
High parental involvement in employment decisions 
Work experience in the private sector 
 
 
Non-urban residence prior to college entry 
Female 
 
High SES 
 
Science majors 
 
Traditional provinces 
 
High religiosity 
Female 
High SES 
Urban residence prior to college entry 

Positive 
Negative 
Negative 
Negative 
Positive 

 
Positive 
Negative 
Positive 
Positive 
Negative 

 
Positive 
Negative 
Negative 

 
 

Positive 
Positive 

 
Positive 

 
Positive 

 
Negative 

 
Positive 
Positive 
Positive 
Positive 

- ns 
- ** 
- ns 
- ** 
+ ns 

 
- ns 
- ns 
+** 
+ ns 
- ns 

 
- ns 
- ns 
- ns 

 
 

- ns 
+ ns 

 
- ns 

 
+** 

 
-*** 

 
+ ns 
-*** 
+** 
+ ns 
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to support the criteria of promotion under privatization, compared with Arts and Science 

and Technical Study majors, which emphasize performance over seniority.  Moreover, 

Science, Arts and Science majors show a high preference for teaming when compared 

with Business and Technical Study majors.  Province of respondents seems to affect 

attitudes toward working under non-Saudi management.  As the study data reveal, the 

respondents from the more traditional provinces, the Middle and the Southern, show less 

interest to work under the supervisions of non-Saudi management when compared with 

the respondents form the other provinces i.e., Western and Eastern.   

In addition, gender, SES, living areas prior to college entry, and adherence to 

religion are significantly related to respondents’ attitudes toward privatization in general 

and toward some of its potential effects on the employment system (see Tables 23, 24, 

27, and 28).  In this regard, female respondents and the respondents with more 

adherences to the religion show significant negative attitudes toward the effects of 

privatization on time-requirements of the job, where employees may be asked to work on 

various time shifts, as well as over nights and weekends.  In addition, males, high-class, 

and respondents from urban areas show more support for privatization as an economic 

reform policy for the Saudi economy. 
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CHAPTER V 
DISCUSSION, CONCLUSION, AND RECOMMENDATIONS 

 
The purpose of this chapter is three fold: 1) to discuss the results of the study hypotheses, 

2) to present a conclusion, and 3) to provide recommendations for further research, as 

well as for policy makers.   

 
Discussion 
 
This section will examine the results of the study hypotheses, covering each in turn: 
 
 
H1: Respondents, who lived in villages or small towns, before entering the 

university/college environment, are more likely than others to have positive 

attitudes regarding changes in the promotion criteria and hiring criteria.  

Contrary to what was hypothesized, the study results indicate that if respondents lived in 

urban areas before entering college, they will be more likely to have positive attitudes 

toward the new systems of hiring and promotion anticipated to take place in the 

privatized state-owned enterprises, although this is not significant.  A reasonable 

explanation for this finding could be due to the fact that the issue of employment is 

discussed more frequently in urban settings than in rural ones.  For this there is a logical 

explanation:  urban areas are the most likely locations of employment supply, demand, 

and information.  Likewise, the major educational institutions such colleges and 

universities, which are major sources for employment, and government—as well as 

private employment agencies— are all disproportionably distributed in such urban areas 

as Riyadh, Jeddah, and Dammam (the Ministry of Higher Education, 2002; the Ministry 

of Civil Service, 2002; Al-Ogla, 1990).  

This response becomes more telling when we consider the “unemployment 

factor.”  Currently, the central problem facing Saudi young people is finding jobs. 
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Since the phenomenon of unemployment can be seen there more vividly than 

elsewhere, in urban areas a hot topic of discussion is the rising rate of joblessness 

among college graduates. It stands to reason, then, that the young people who used to 

live in urban areas prior to entering college seem to realize more than their 

counterparts the importance of securing a job, and that if the new employment system 

assures them fair treatment in terms of hiring based on qualifications and promotion 

based on performance, they would be more supportive of it.  

  

H2: Those respondents who are the older sons/daughters of their parents are more 

likely to be reluctant to accept job relocation in order to be promoted  

As presented in Chapter IV, the study results indicate—although not significant—that age 

rank affects one’s willingness to accept relocation solely for the purposes of promotion. 

Older sons and daughters tend to be less willing than their younger counterparts to move 

to another job location in order to get promoted.  For some, this reflects the Islamic 

teachings that emphasize taking care of parents and family dependents; for others, it is a 

reflection of social norms and traditions that suggest larger family should stay together in 

one place.  Regardless, the study findings are consistent with the literature.  For example, 

the study conducted by Hamad Al-Towaijri (1992) indicates that family ties strongly 

influence the individual’s willingness to work away from the traditional home.  

According to Al-Towaijri, the majority of individuals are urged by their family to work in 

jobs that are close to home.  He relates such pressures to the cultural ideology, which 

directly affects family members’ participation in the labor market.  Individuals are 

expected to live close to their parents and youngsters so they can provide assistance 



 

 101 

whenever needed. Therefore, those individuals are more likely to seek a government job, 

which will allow the extended family to remain within a short distance of each other. 

Moreover, the study results seem consistent with those determined by F.  Al-

ghofaily (1980).   In his study of the attitudes of the Saudi youths toward work and 

vocational education, Al-ghofaily indicates that 80 percent of the Saudi youth are 

unwilling to accept jobs away from their families; in other words, personal mobility is 

hindered by family influence. 

 

H 3: Respondents who are science majors are more likely, than those who are social 

science, business and technical majors, to have positive attitudes regarding the 

effect of privatization on time requirements of the job, promotion criteria, and job 

security.  

Where academic major is concerned, the study’s findings differ across the three 

employment system aspects: time requirements of the job, security, and promotion.  First, 

concerning time requirements, the study’s findings did not support the hypothesis.  In 

terms of their willingness to accept shifts and work over nights and weekends, science 

majors came in last.  Technical study majors came first, followed by arts and social 

science majors, then business and science majors.  Although this result was not expected, 

it seems reasonable if we consider three facts.  First, with regard to the technical study 

majors, students who undertake vocational education training are prepared to work more 

in the private sector where services are provided for extended periods of time.  As Ray 

Pospisil (1997) points out, “normal” 8 to 5 workdays might not be sufficient to maintain a 

company’s competitive edge.  It is reasoned that customers will look for faster and more 

efficient, even more immediate service, and that companies with hours that end promptly 
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at 5 p.m. might find themselves at a disadvantage in the marketplace.  Second, in a very 

tight labor market with a considerably high unemployment rate—the official estimate is 

8.1 percent and the unofficial estimate is 15-18 percent (Al-Watan, 2002; Asharqalawsat, 

2002)—Saudi arts and social science majors have fewer employment opportunities and 

therefore would be more willing to compromise time in an effort to secure a steady 

monthly income.  Third, unlike arts and science graduates, those with degrees in the 

sciences have more opportunities, and therefore they can be more selective in terms of 

the jobs they pursue. 

With regard to the issue of security, arts and social science majors—rather than 

those in the sciences—revealed more positive attitudes toward jobs with lower levels of  

security.  The literature indicates that what workers fear the most about privatization is 

the loss of jobs.  Although this issue is still the subject of debate, privatization has indeed 

played a role in the laying off of workers and in general employment reduction 

(Davidson, 1993; Eggers, 1997; Martin, 1999; Mondaq Business Briefing, 1998; 

Washington, 1994).  In Saudi Arabia, the case is the same with regard to private sector 

jobs.  In his study of Saudi students, Al-Asmari (2001) indicates that job security is a 

very important factor for choosing public-sector jobs over private-sector jobs. However, 

with regard to this hypothesis, one explanation as to why arts and social science majors 

have more positive attitudes about jobs offering low security can be related again to the 

limited job opportunities they face, compared with technical studies and science majors. 

Nevertheless, the study results support the third part of the hypothesis: promotion.  

As presented in the findings section, science majors have more positive responses to the 

concept that privatization leads to promotion based on performance rather than seniority.  
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This may be related to the nature of tasks executed by employees from different 

disciplines.  To explain, tasks executed by engineers, physicians, chemists, and the like 

are more measurable than those of, say, employees in the arts and social sciences jobs.  

Therefore, it is to the advantage of science majors to work in positions where the main 

criterion for promotion is based largely on performance. 

   

H4: Respondents who are science majors are less likely, than their social science, 

business, or technical major counterparts, to have positive attitudes regarding the 

effects of privatization on teaming. 

This hypothesis is contradicted by the study results.  Respondents in the sciences majors 

differ significantly from the other respondents in other majors in their positive attitudes 

toward teaming; sciences major respondents tend to like working on teams.  This result 

partially coincides with the literature, which indicates that trust, compliance, teamwork, 

and productivity are among the very best aspects of Saudi’s private sector employees 

(Alfarian, 2002).   

Moreover, the study results give rise to the issue of anticipatory socialization, the 

process where individuals are socialized based on anticipation of their future occupations.  

What students study, for example, shapes their attitudes towards the norms of their future 

occupations.  A good example of this is offered by Snizek and Mayer (1984), who 

studied how major and year of study affect undergraduate students’ attitudes toward 

cosmopolitanism and localism.  Their study shows that chemistry majors are more drawn 

to concepts of cosmopolitanism (more devotion to the beliefs and values of the 

profession), while business majors are found to be more drawn to concepts of localism 

(more commitment to the employer organization than to the profession).  A closer look 
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reveals the study results to be consistent with the findings of Snizek and Mayer.   The 

science curriculum emphasizes working with partners and sharing equipment; therefore, 

teaming is enforced and valued in such majors more than in other majors. 

 

H5: Respondents from the more traditional areas of the country—the Middle and 

Southern provinces—are more likely to be reluctant to work under the supervision 

of foreign managers, than their counterparts from the more progressive areas 

(Western and Eastern provinces). 

The study findings are consistent with those of the literature.   As MacFarquhar (2001) 

indicates, many young Saudis find it difficult to accept certain jobs, such as those 

involving physical labor; moreover, they express reluctance to work under foreign 

supervisors and even to wear certain types of work-related clothing, such as overalls.  

More precisely, the results of the current study are supported by previous research on the 

Saudi labor market.  As indicated in Al-Ghamdi’s study, while religious commitment 

positively affected students’ attitudes toward work, tribal attachment negatively affected 

it (cited in Al-Ghamdi, 1992).  Tribal attachments present a direct resistance to or 

challenging of authority in the workplace.  

In addition, the study results are partially consistent with the results obtained by 

Al-ghofaily (1980), which indicate that Saudi youth prefer to work for employers who are 

relatives; in turn, this principle can be applied to the question of Saudi vs. non-Saudi 

supervision. As cited in Al-Asmari (2001), a study by Al-Zamail (1989)—in 

investigating Saudi students’ negative attitudes toward working in the private sector—

determined that one of the primary reasons for their responses was the desire not to work 

for a non-Saudi. When asked about their preference toward Saudi or non-Saudi co-
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workers, more than 90% of the study sample expressed a preference to work with Saudis.  

If this response occurs when the subject is co-workers, then it is expected to be more 

pronounced when it is that of management. 

In addition, as Hofstede (1980) indicates, in countries with rapidly increasing 

economic growth, the level of uncertainty avoidance (UA) increases. As a result, 

employees may exhibit little desire to work for foreign managers.  Since Saudi Arabia is 

enacting new economic policies to increase its economic growth, uncertainty avoidance 

can be reflected in the respondents’ preference for working under Saudi management. 

 

H6: Female respondents are more likely to have positive attitudes regarding the 

effects of privatization on hiring criteria.   

The results of the study, although it is a very weak and non-significant relationship, 

suggest that females would indeed prefer the anticipated new system of hiring in the 

privatized SOEs, which gives more weight to standardized tests and personal interviews 

as qualifying criteria.  Privatization is, however, seen by some as gender biased, and in 

truth the experience of females with privatization in some parts of the world is not 

encouraging.  In Argentina, for example, females perform the majority of the low paying 

and repetitive jobs, and when the labor market is tight, fewer of them are employed 

(Geldstein, 1997). However, if privatization is to bring more gender equality to the 

employment system, the state government should become involved in regulating the 

privatized labor market. 
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H7: Female respondents are more likely than males to have negative attitudes toward 

changes in the Time-requirement of the Job. 

As research on privatized enterprises indicates, several of the most obvious changes in 

the employment system involve an increase in workload in terms of quantity of work 

(Bhaskar & Mushtaq, 1995); lengthening of the working day (Davidson, 1993); a 

significant increase in labor intensity (D’Souza & William, 1999); and a reduction in the 

number of days off (Geldstein, 1997).  The current study findings are to some extent 

consistent with the literature.  There is significant relationship between gender and 

attitudes to time requirements in the privatized SOEs.  Females have negative attitudes 

about working on shifts and working over nights and weekends.  As Rosa Geldstein 

(1997) points out in her study of privatized and public sector firms in Argentina, 

“working conditions in the public sector are …more flexible than in the private sector, 

with fewer required hours, more days off per year” (p. 461).   

In Saudi Arabia, no study has investigated this issue in particular, but as the study 

by Al-Souraihah (2001) indicates, work time plays an important role in the Saudi youths’ 

job choices.  When all factors are equal—job nature, job sector, income, and social 

preference—jobs with less time requirements are more appealing.  This factor becomes 

more important when gender comes into play.  In Saudi society, females are expected to 

take on many household tasks and social responsibilities, a fact which makes it very 

essential for them to have their nights and weekends off.   
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H8: Respondents with higher levels of religious affiliation or devotion are more likely 

to have negative attitudes regarding the effects of privatization on time 

requirements of the job. 

As expected, respondents with higher levels of religiosity tend to express negative 

attitudes toward the effects of privatization on job-time requirements, which extend 

working hours to nights and weekends.  Working late nights and over weekends makes it 

more difficult for Muslims to perform certain worship activities.  For example, it is 

problematical for Muslims to miss the Friday congregational prayer (Thursday and 

Friday are the weekend days in Saudi Arabia).  In addition, nights and weekends are 

valuable times for performing other forms of worship, such as reading the Holy Qur’an, 

attending Islamic lectures and seminars, and doing righteousness (i.e., visiting relatives).  

Therefore, when the sub-scale Adherence to Religion, which emphasizes the types of 

worship performed on nights and weekends, was added to the analysis, the results 

became quite significant:  the more one is adherent to the principles of one’s religion, the 

more negative attitudes he or she will have toward working on shifts and over nights and 

weekends. 

Although the study of Al-Ghamdi (1992) indicates positive relationship between 

religion and work attitudes, the issue of time conflict has not apparently been examined 

before.  The Islamic teachings support work and business as long as they do not 

negatively affect one’s religious commitments (Khalaf, 2002).   

   



 

 108 

H9: Those respondents who live with their parents are more likely to be reluctant to 

accept job relocation in order to be promoted.  

Once more, as expected, the family structure may influence (although not significantly) 

employment decisions, especially those that involve potentially leaving the family. 

Respondents who live with their parents showed negative attitudes to job relocation for 

promotion, as this most often means spatial separation.  The same reasoning and 

explanations offered about how age-rank may affect one’s decision to relocate (the 

second hypothesis) also can be argued with regard to the willingness or unwillingness of 

those living with their parents to relocate. 

Alfarian (2002) indicated that Saudi employees—especially members of the 

younger generation—are unwilling to move to other work locations, especially when far 

away from the family home.  This is also consistent with the findings of Al-Towaijri 

(1992) and Al-Asmari (2001), which emphasized the family’s general desire for its 

members to seek jobs that will allow them to remain near.    

In addition, it must be emphasized that the general dislike for the idea of job 

relocation is not based solely on children’s desire to serve and take care of their parents.  

Parents, for example, generally feel safer about their children’s behavior if they stay close 

to home, where they can have greater levels of guidance and control—and even 

surveillance—over them. On the other hand, living for a long period of time with one’s 

parents tends to make one dependent on parents’ care, both intrinsically (i.e., love) and 

extrinsically (i.e. food preparation). In turn, this situation makes leaving home, 

eventually, more difficult. 
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H10: The higher the SES of respondents’ parents, the more likely they are going to 

have positive attitudes regarding the use of social networks and social relations in 

the job search process. 

In the public-sector hiring system, family relations play a part in one’s job qualifications, 

and nepotism is a common practice (Geldstein, 1997).  People tend to utilize their social 

networks when looking for a job in the public sector.  This is what Pierre Bourdieu 

(1980), James Coleman (1990), and Ronald Burt (1995) call the use of social capital or 

social approximation to achieve certain goals.  In other words, among the very significant 

approaches to obtain jobs is to have access to job-demand information, which is very 

often available for upper class people.    In fact, since Saudi society is tribal and family-

based, social class can be predicted to play a role in one’s finding a job.  It is 

hypothesized that the higher the social class, the more social networks will be used in the 

job search.     

However, the study results do support neither the hypothesis nor the prevailing 

theoretical assumption.  In this current study, social class does not seem to have a 

significant relationship to the job-search process.  There are two possible explanations for 

that.  First, social desirability.  Upper class respondents want to look just and fair.  

Second, the use of social contacts actually seems to coincide with the increased need for a 

job.  In other words, people from lower classes are in greater need of jobs; therefore, they 

seem more willing to use social networking to secure such positions. 

    

H11: The more the parents become involved in their children’s employment decisions, 

the less likely these children will be willing to compromise job security in return, 

for higher salary. 
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The study results support this hypothesis, although not significantly.  Respondents whose 

parents become more involved in their employment decisions tend to have more negative 

attitudes toward compromising job security in return for higher salary.   As indicated in 

the literature, job security is one aspect of the employment system that employees cannot 

afford to compromise.  In the example of a privatized Turkish cement company, when 

workers were asked their preference for a position offering an adequate income but high 

job security or a job offering high income but low job security, 80 percent responded that 

“they did not want to compromise over their job security in return for higher incomes” 

(Cam, 1999: 699). 

Occupational inheritance’ is related to the level of closeness between children and 

parents.  The findings of Jeylan Mortimer’s study (1976) suggest that vocational 

socialization is occupationally related and more determined by the level of closeness in 

the father-son relationship.  “Closeness to the father mediate[s] the transmission of 

different occupational values…”(Mortimer, 1976:253). 

In Saudi Arabia, one of the most important factors Saudi prospective employees 

tend to consider when searching or dealing with a job offer is the level of security it has; 

it must be high (Al-Souraihah, 2001).  For parents too, the level of job security in their 

children’s future jobs is very essential (Al-Asmari, 2001).  Making sure that their 

children have stable and secure jobs is considered a component of their parental 

responsibilities.  Therefore, since parental values affect their children’s job choices (Al-

Asmari, 2001; Schulenburg et al, 1984, 1969; and Mortimer, 1976), young people are 

expected to take into consideration their parents’ opinions, which advise against 

compromising job security.  
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R12: Respondents with higher levels of religious faith are more likely to have positive 

attitudes towards privatization.  

The study results support this hypothesis, although not significantly. In fact, Islamic 

teachings do not contradict the concepts of trade and “market” as long as the public’s 

rights and needs are protected against greediness and exploitation, and the natural 

resources are kept safe from depletion.  Monzer Khalaf, a prominent Muslim economist 

and counselor, summarizes the position of Islam from privatization as: 

 As far as Islam is concerned, privatization is permissible. In principle, all 

businesses must be private, so one can pay Zakah (the required wealth 

charity) and benefit from the private motivation of profit-making. 

Certainly in privatizing publicly-owned enterprises, prime consideration 

must be given to the interests of the Ummah (the Muslim nation), the 

society, the poor and the needy, and it must be done without corruption on 

the part of government officials. There are certain areas that the Shari'ah 

(the Islamic law) does not leave to the private sectors, such as mosques, 

even though they may be built and financed by private people, they enter 

in the domain of Awqaf (endowments for charitable purposes), which is 

not owned by any person but left for the benefit of all those who perform 

prayers and spiritual retreat in the mosque. You can't privatize mosques 

and make their entrance paid for by admission fees! (Islam-on-Line, 2002) 

   

H13: Female respondents and respondents from high SES families are more likely than 

others to have positive attitudes regarding privatization. 

Females were expected to have positive attitudes toward privatization since the concept 

promises more equal job opportunities.  However, the study results do not support the 

hypothesis.  At a significant level, females tend to have negative attitudes toward 
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privatization of the SOEs.  Such results may seem inconsistent with the literature on 

privatization in Saudi Arabia. For example, Khalid Husain (2001), who surveyed 575 

Saudi Airlines employees, found gender to be a key issue of the supporting or rejecting of 

privatization.  In other words, a greater number of females expressed support for the 

concept.  However, considering the nationalities of the Saudi Airlines female employees 

resolves the contradiction.  The fact is that the female employees of Saudi Airlines are 

predominately non-Saudis.  

Moreover, two explanations can be offer concerning the negative attitudes of 

females toward privatization: structural and perceptional.  Structurally, several studies on 

the Neo-liberalism and feminism indicate that women have negative attitudes towards 

privatization (Tsikata, 2003).  The underlying factors for such attitudes are inequality and 

uncertainty.   In the privatized state-owned enterprises, females occupy the low-paying 

and manual jobs: inequality (Geldstein, 1997).  In addition, B. Chalfin (2000) agues that 

what females of the Third World countries fear about market reforms is uncertainty.  

When the private capital, both the local and international, gets unrestricted and 

unregulated access to the local market, the market for the less advantaged becomes 

unstable and uncertain.      

   A perceptional explanation in the Saudi case evolves around the fact that the 

majority of the very small percentage of Saudi women in the labor force, only 4 percent, 

occupies public-sector jobs: in public educational institutions, health services, and social 

services (i.e., as social workers).  And since the public-sector jobs provide better 

environment for work (Geldstein, 1997), privatization, then, can be seen as a threat to the 
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well being of female workers, and an unpleasant change to the structure of the females’ 

labor market.  

The second part of the hypothesis considered the relationship between social class 

and attitudes toward privatization.  The study results support the hypothesis significantly.  

Respondents from higher social classes tend to have more positive attitudes about 

privatization of the SOEs.  There are several related issues to consider in this regard.  

First, publicly, the issue of privatization is relatively new, and information resources 

about the government’s plans are expected to be available to those with social 

connections and greater levels of education.  Moreover, since the local media presents 

privatization in a singularly positive light, the perception of those who read about 

privatization is consequently positive.  Second, privatization could mean more 

opportunity for the capitalist class, from which upper class respondents come.  After 

years of government domination of the market, private owners see in privatization new 

economic opportunities.  Consequently, perception about privatization is again positive.   

And, third, lower class respondents might associate privatization with capitalist 

exploitation, to use Marxists’ terminology.  Government and the public sector in 

particular have always been safe, predictable, and highly desirable sources of jobs.  In 

many countries, “the public sector has always been an important employer, traditionally 

acting as a counter-cyclical employer especially at the provincial and local levels” 

(Geldstein, 1997:561).  Moreover, the public sector has traditionally been concerned 

more with employees’ interests than with profits.  In fact, the public sector’s main goal is 

to increase social welfare even at the expense of financial aspects (Bhaskar and Khan, 

1995).  Ultimately, lower class respondents would be less supportive of privatization. 
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H14: Respondents, who once lived in urban areas, before entering college, are more 

likely to have positive attitudes toward privatization, as measured by the ATPS. 

As indicated in the Findings section, the study results support this hypothesis.  

Respondents from urban areas were found to have more positive attitudes about 

privatizing the public sector more than those from rural areas.   

In Saudi Arabia, there does not seem to be a common agreement on how 

residence affects attitudes toward work and work values.  For example, in his study of 

Saudi youth and attitudes toward vocational education and jobs, Al-Asmari (2001) found 

that those living in urban areas have positive attitudes toward accepting vocational jobs.  

In another study of obstacles to Saudization in the private sector, Alogla (1990) found 

that there is no significant difference between rural and urban dwellers with regard to 

attitudes about working in the private sector.  

However, with regard to the current study, there are two issues worth discussing.  

First, as mentioned earlier, urban areas are settings for heated discussions and debates 

over employment and unemployment.  Privatization of the SOEs, according to Saudi 

officials, is expected to create more jobs; the involvement of the private sector in the 

local economy will eventually lead to job creation (Albishi, 2002). Therefore, young 

Saudis in urban areas, where the phenomena of unemployment is more apparent, possess 

greater hope that privatization holds the cure for this market illness.   

Second, theoretically speaking, privatization leads to more sufficient services in 

terms of quality and quantity (Dereli & Isik, 1993, and Becker, 1992).  Therefore, since, 

in comparison to rural areas, urban areas have major problems providing adequate public 
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services (phone, electricity, drinking water), privatization for many holds the key for 

improved services and, in turn, improved levels of comfort. 

 

H15: Holding all factors constant, respondents with at least one parent who has/had a 

job in the private sector are more likely to have positive attitudes regarding the 

effects of privatization on job-time requirements and promotion criteria.  

The study findings support this hypothesis, but not in a statistically significant manner.  

Controlling for selected demographic variables, academic majors, SES, and work 

experience, the sector of the father’s job correlates positively with the respondent’s 

attitudes toward the anticipated effects of privatization on job-time requirements and 

promotion criteria.  Having a father with a job in the private sector influences positively 

older children’s attitudes toward these two aspects of the employment system. 

Parents’ work affects the life of family members as well as their attitudes, as 

Clifton Bryant (1962) has argued.  In his address before the Hillel Foundation in 1962, 

Bryant argued that the families of physicians, college professors, and morticians are 

affected by the type of work their fellow members undertake.  In her study A Doctor in 

the House, Janet Kern (edited in Bryant, 1972) explains in a very detailed study how the 

family member of a physician has to live in a specific way, behave in a certain way, and 

look in a defined way to the public.  In addition, the family influences the work of its 

members.  In many cases, workers have to adjust their work to fit the needs of their 

families.  A good example of this method of adapting involves the reluctance of many 

workers to move to other locations out of fear that their families cannot easily adjust to 

the new work environment. 
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John Schulenberg and colleagues (1984) point out that family plays a significant 

role in the vocational development of its members.  They argue that parental 

employment, socialization practices, and parent-child relationships help to explain 

vocational outcomes.  In addition, family mediates the influence of other effects i.e., 

cohort effects (Schulenburg et al, 1984).  Consequently, we can argue that parental values 

and employment type also affect their children’s attitudes toward the employment system 

in general.  Living in a house where one parent works over nights and weekends may 

make this type of work more acceptable for potential employees among family members, 

as compared to the household where parents work only regular hours on weekdays.  The 

same can also be said about the acceptance of or preference for promotion criteria that is 

performance-based. 

Moreover, in Saudi Arabia, students whose fathers work in the public sector have 

been found to have negative perceptions about the private sector (Alogla, 1990). 

 

H16: Holding all factors constant, respondents who have had jobs in the private sector 

are more likely to have negative attitudes regarding the effects of privatization on 

job security. 

Although non-significant, the study results support this hypothesis.  Controlling for other 

independent variables, the respondents who had work experience showed negative 

attitudes about the security of the employment system under privatization.  The results 

are consistent with the literature, which indicates that job loss is what workers fear most 

about privatization (Davidson, 1993; Eggers, 1997; Martin, 1999; Mondaq Business 

Briefing, 1998; Washington, 1994).   
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Attitudes about work-related issues are shaped by experience.  Although this is a 

common attitude, those who have worked for the private sector know best its good as 

well as bad attributes.  The data of the current study reveals that less than 15 percent of 

the respondents have prior work experience.  A larger percentage could have given a 

more accurate measurement of how work experience in the private sector correlates with 

attitudes about job security in the privatized SOEs. 

 

Conclusions 
 
In August 1997, the Supreme Economic Council (SEC) in Saudi Arabia 

recommended privatization as a reform policy.  Privatizing state-owned enterprises 

(SOEs) is believed to generate direct and indirect revenues (through selling and taxation) 

and improve competition in the local economy.   Aside from the various economic 

changes that accompany privatization (e.g., efficiency, input/output, or profit), previous 

research indicates that privatizing state-owned enterprises leads to changes in certain 

aspects of the employment systems:  types of employment and recruitment; promotion 

and salary; workload and work time; job security; and behavioral attributes.  This study 

has attempted to explore the attitudes among undergraduate college students in Saudi 

Arabia regarding such anticipated changes.  

During the first two weeks of May, 2002, several hundred Saudi undergraduate 

college students were surveyed.  Various analyses of 762 survey questionnaires were 

conducted.  Based on the study findings, we can conclude the following: 
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• The majority of the study respondents have positive attitudes toward 

anticipated changes in promotion criteria, as well as the salary and hiring 

systems. 

• The majority of the study respondents have negative attitudes toward 

anticipated changes in the work time, workload, firing system, and levels 

of job security. 

• The majority of the study respondents prefer teaming. 

• The majority of the study respondents prefer working under Saudi 

management. 

• The majority of the study respondents favors privatization of the state-

owned enterprises and thinks it is good for the local economy. 

• The majority of the study respondents will not support privatization if it 

has negative effects on their interests or on those of their significant 

others. 

• Compared to those from rural areas, the respondents who lived in urban 

areas prior to entering college have positive attitudes toward privatization 

in general and to anticipated changes in the hiring system and promotion 

criteria. 

• Respondents who live with their parents, and in particular, the older 

sons/daughters, are less willing to accept job promotion if it necessitates 

relocation far from the parents’ home. 

• Compared to business and science majors, the respondents who are 

technical study and arts and social science majors have more positive 
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attitudes toward jobs that require working on shifts and over nights and 

weekends, as well as those that provide less job security. 

• Science majors have more positive attitudes than other majors toward 

performance-based promotion and working in teams. 

• More than those from other provinces, respondents from the Southern and 

Middle provinces prefer to work under Saudi management.  

• Female respondents have positive attitudes toward privatization in general 

and toward its anticipated effect on the hiring system, but have negative 

attitudes toward job-time requirements. 

• Compared to those from lower social classes, respondents from higher 

social classes show more support for privatization in general and less of a 

need for using social relations in the job-finding process.  

• Respondents with higher levels of religiosity prefer privatization in 

general, but have negative attitudes toward its anticipated effects on job-

time requirements.  

• Respondents with a higher level of parental involvement in their 

employment decisions value job security over higher salary. 

• Respondents with at least one parent working for the private sector have 

more positive attitudes toward the anticipated effects of privatization on 

promotion criteria and job-time requirements. 

• Respondents who have work experience in the private sector show more 

negative attitudes toward accepting jobs with low levels of security. 
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Directions for Future Research and Recommendations for Policy Makers/Private Owners 

With regard to the issue of privatization, this section offers directions for future 

research and makes recommendations for policy makers. 

Directions For Future Research: 

Privatization of state-owned enterprises may no longer be a strange concept in 

Saudi Arabia; however, the process of privatization and its anticipated effects on the 

employment system are still unclear.  Regarding undergraduate college students, we 

find what we might call the double effect:  not knowing exactly how priva tization 

might affect the employment system due to a) lack of education about privatization 

and b) not possessing enough (or any) work experience, which could have helped to 

know the structure of the current employment system of the labor market.  The results 

could be un-clustered attitudes; respondents with same attributes having different 

opinions about same issues.  Future research should avoid the unintended 

consequences resulting from lower levels of education about privatization and from 

lack of work experience (1) by providing educational material about privatization to 

the study sample prior to surveying their attitudes and (2) by focusing on respondents 

who possess some work experience.  

General Recommendations for Policy Makers in Saudi Arabia: 

The study respondents seem to support privatization of state-owned 

enterprises.  However, to increase the success of such a policy or at least to minimize 

any negative effects, the state government may consider the following: 

a) Attempting to benefit from the experiences and expertise of other countries that 

have attempted wide-scale privatization. 
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b) Monitoring the process of privatization to ensure smooth transformation. 

c) Implementing “no- lay off” agreements with the private sector at least for a period 

of time—five years, for example.  

d) Taking responsibility for those who lose their jobs due to privatization by re-

employing them in other public jobs or helping them find jobs in the private 

sector; providing them with monthly allowances during the process of finding 

jobs; providing them and their families with health insurance; and offering them 

training programs to re-qualify them for the available jobs in the labor market.    

e) Helping the new private owners keep public sector employees by providing those 

owners with subsidies (i.e., paying a percentage of the employees’ salaries) 

f) Strongly recommending that the private sector, especially foreign investors, 

observe the specific nature of Saudi Arabia as a Muslim society (i.e., allow time 

for prayers, and provide females with separate-job locations from males).  In 

addition, the new owners should consider the structure of the Saudi family where 

mothers/wives/ sisters/ and older daughters do much of the household tasks, 

which means jobs with shifts, night works, and weekends hours are not preferable 

and may not fit the needs and schedules of the family. 

g) Encouraging the younger Saudi generation to work for the private sector (i.e., 

subsidies for working in private jobs) 

h) Educating the younger generation about the importance of work, work ethics, and 

professionalism (i.e., provide one course at the undergraduate level about 

professionalism). 
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i) Encouraging the younger generation to work at early ages (i.e., high school or 

college).  The experience gained through early work is essential in building one’s 

self image, work skills, and work ethics.  In addition, early work experience will 

ensure that expectations for future jobs will be more reasonable.  By working in 

low paying jobs, manual jobs, night and weekend jobs, the younger generation 

will be more realistic in their conception of future jobs and will be more familiar 

with the requirements and responsibilities of work.   

Specific Recommendations for Policy Makers/Private Owners Concerning the Labor 

Force, with Respect to Recruitment for Privatized Jobs, include: 

a) The design of female occupations must consider the other commitments such 

employees have toward their families/household members.  Since females in 

Saudi society are responsible for such traditional activities as raising children and 

taking care of the household, including preparation of meals, work times for them 

must not go beyond regular 8-to-5 shifts. In addition, because Saudi society is 

both Muslim and conservative, night work should be avoided since it can impinge 

on traditional religious and social norms. 

b) Female employees should be provided with on-site child care, even if it must be 

done for a nominal charge. Such accommodation has been found to help such 

employees better focus and concentrate, which means that the ir productivity and 

efficiency will increase.  

c) Work places and times must accommodate religious activities.  More specifically, 

accommodation should be provided for prayers: prayer facilities must be made 

available and adequate preparation and prayer time allotted to workers. Moreover, 
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employees should be permitted to leave work early on Fridays to participate in the 

traditional congregational prayer. In sum, the organization and structure of the 

work day should not conflict with the most important form of religious worship in 

Saudi society, that of prayer. 

d) Promotion criteria should be based on more factors than task outcomes or purely 

measurable results.  Not all tasks can be precisely measured; in fact, the final 

product might not match the anticipated one, and in some projects, the intended 

results might take longer to appear.  Social projects or programs designed to 

improve productivity or combat violence, for example, tend to vary in their 

degrees of success depending upon other factors associated with the problems in 

question.  Promotion criteria should not neglect this fact.  In other words, the 

measured result is not always an accurate or even representative measure of the 

effort put forth by the employee or employees.   

e) Employees with social science and business degrees should be encouraged to 

work in teams.  The curriculum involved in such degrees might not automatically 

include more emphasis on teaming, sharing equipment, and working collectively 

on projects, but the students who attain such degrees often develop other, related 

skills that enhance their ability to work in teams. For example, students in social 

science and business engage in more scientific debates and discussion through 

which they develop the more precise communication and brain storming skills 

that prove crucial to effective teaming.  

f) Special orientation sessions should be implemented to assist the transition of 

those workers who might find non-Saudi management objectionable. For 
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employees with stronger tribal attachments—for example, those coming from the 

more traditional and conservative areas—accepting the supervision of non-Saudi 

management cannot be accomplished by the written organizational structure of 

the job alone.  Employees coming from the Southern and Middle provinces 

should participate in specific orientation sessions designed to introduce them in a 

non-threatening way to the concept of non-Saudi supervision.  In such orientation, 

they will learn that management or supervision is an essential part of the 

production processes—that management is merely a workplace authority invested 

with the responsibility of organizing, supervising, and controlling the production 

processes in a way that leads to higher productivity and thus increased benefits for 

all, including workers themselves.  In addition, such orientation should emphasize 

the fact that professionalism means objectivity, and objectively entails no 

ethnocentrism. 

g) Whenever possible, private owners should recruit, train, and hire Saudi managers, 

specifically at the more tribal-based enterprise locations, to minimize any 

potential cultural or ideological conflict. 
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FINAL THOUGHTS 

I.  Privatization in Saudi Arabia and the Employment System: 

Universalism or Particularism? 

 

Talcott Parsons and Edward A.  Shils (1951) distinguished between two concepts that 

describe people’s orientation during actions and interactions: universalism and 

particularism.  Universalism simply means referring to people in accordance with 

standardized rules, while particularism means taking into consideration the personal 

relationships that connect social objects.  In addition to describing interpersonal 

relationships, these two concepts also can be applied to the public administration arena, 

as in the case of implementing privatization in Saudi Arabia.   

 

For Saudi Arabia, privatization is a foreign policy; created in England in the late 1970s.   

On the whole, with regard to such factors as its social, cultural, and governance systems, 

Saudi Arabia is not only different from England, but also from the Western countries that 

have adopted privatization as an economic reform policy, and even from some of the 

Third World countries that have—or have been forced to—implement privatization on 

many factors.  Consequently, the needs of the Saudi society are quite different.   

 

Privatization calls for universalism; it demands that the same economic system be applied 

everywhere, which calls for the withdrawal of the state from the market and for the 

exclusive entry of private owners.  The employment system of the privatized institutions 

and enterprises, consequently, is universal.  The processes of recruitment and hiring, 

layoff and firing, promotion and wages are universal.  Under privatization, personal 
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merits other than qualification and efforts have no influence on the employment system.  

There is no place for kinship or friendship in obtaining or losing a job.  For the common 

people of Saudi Arabia, this is a positive development, as the public sector is currently 

rampant with nepotism, kinship loyalty, and corruption.    

 

However, due to its different social, cultural, and governance systems, the Saudi society 

demands some form of particularism.  The universal model of privatization may not 

completely fit the specific nature of the Saudi society.  For example, the family system of 

Saudi Arabia is different from that of Western societies:  as an extended family, all 

family members are expected to continue living together.  Given this precept, any 

physical separation due to job (re)location is not preferable.  Equally significant, females, 

disproportionately, assume responsibility for household labor.   Therefore, time 

requirements of the job beyond the 7 am to 5 pm time frame are not in keeping with that 

dimension of Saudi culture.   

 

As an Islamic society, the Saudi society places great importance on worship activities.  

Time requirements of the job must be considerate of Islamic principles.  For example, 

working on Friday (the weekend in Saudi Arabia), is not preferable because it raises the 

possibility of missing the congregational prayer.  Jobs where males and females work 

together also contradict Islamic teachings, which emphasize physical separation of the 

genders in the workplace.  
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In addition, as the Saudi society has been dependent on the state government to provide 

jobs and social services, a total withdrawal of the state from the market may lead to some 

dysfunctions.  The utmost must be done to ensure a smooth transition from an 

employment system where the state government is the main job provider with more 

control over employment decisions to a new system where the private sector has total 

control over job creation and all job-related systems.    

 

In summation, privatization in its universal mode is needed in Saudi Arabia to prevent or 

at least minimize nepotism and corruption.  However, the Saudi society requires a form 

of privatization that is modified to fit the specific nature and needs of the culture.  In the 

end, a compromise must be reached in order for privatization to be truly successful. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

 128 

II. Deregulation and Privatization: Similar Trends, Similar Perception 
 

 
While deregulation and privatization differ slightly—in the first, the government has no 

intervention in the market policy of the firm, while in the second, the government 

transfers its share to the private sector—, from the perspectives of the service provider 

(the firm) and the service recipient (the client or customer), the two processes look very 

much alike. For firms, deregulation and privatization mean more flexibility and control.  

For clients and customers, the two economic reform policies mean better services.   

 

In Saudi Arabia, the prevailing economic trend is similar to that which prevailed in the 

U.S. during the 1970s and 1980s—less government intervention in the market.  In 

addition, the same industries that have been suggested for deregulation in the U.S. are 

being suggested for privatization in Saudi Arabia, with telecommunications and 

transportation being primary. As the Attitudes toward Privatization Scale indicates (see 

Table 8, page 71), the study sample believed that the public has a negative image of state-

owned enterprises (47.4%); that privatization is good for the local economy (71%); and 

that the process will increase efficiency (76.2%). 

 

However, deregulation and privatization convey the same message to those who produce 

the service, the employees.  For the U.S., several studies discovered the negative 

outcomes of deregulation to be loss of jobs and lessened job security. For the Saudi 

undergraduate college students, job security is very essential.  If, as previous research has 

indicated, privatization leads to job loss, then it will have less support from the young 

generation in Saudi Arabia.  Almost 85 percent of the study sample indicated security to 
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be one of the most important aspects of a job.  Not only that, but almost 59 percent of the 

study sample said that they would not compromise job security even for a higher salary.  

Nevertheless, as with deregulation, privatization for certain occupations means overtime 

work in order to provide competitive services and consequently higher salaries.  Seventy-

seven percent of the study sample seems to be willing to work overtime if they know they 

will be paid double what they make for working regular hours.  

 

Since these two economic reform polices are the products of the same theoretical 

perspective—Neo-Liberalism— they must have the same outcomes and provoke the 

same attitudes. 
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III.  Predicting Privatization: The Demographic Factors 
and the Employment System Dimensions 

 
Although they explain little variance in the dependent variable, the demographic factors 

are significant in predicting attitudes toward privatization.  As shown in Table 31, age, 

gender, SES, residence, and province are significantly related to attitudes toward 

privatization as an economic-reform policy.  However, academic major and the level of 

religiosity are not significantly related. 

 

Inclusion of the employment system dimensions increased the amount of variance 

explained in the dependent variable.  Attitudes toward job-time requirements, job-

security level, hiring criteria, teaming, and supervision by non-Saudi management are 

significant in predicting general attitudes toward privatization.  However, it should be 

noted that the effects of these dimensions function almost independently from that of the 

demographic factor.  As shown in Model II, for the employment system dimension, there 

is little decrease in the effects of age, gender, class, residence, and province.   

 

Based upon these conclusions, there are three important points that should be discussed.  

First, in Model I, religion does not hinder privatization; in fact, there is a positive non-

significant relationship between religiosity and privatization.  Second, in Model II, the 

level of religiosity becomes significant in predicting privatization.  One explanation 

would be that religion is significantly related to the job-time requirement dimension, as 

indicated in the Study Findings section.  Third, respondents who have positive attitudes 

toward working in jobs with low security levels seem to dislike the concept of 

privatization.   The flip side of this observation is that those who have negative attitudes  
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Table 31: Summary of Hierarchical Regression Analysis of Variables Predicting Saudi 
Undergraduate Students’ Attitudes toward Privatization 
________________________________________________________________________  
 
     Model I   Model II 
Variable     β  (SE)  β  (SE)   
________________________________________________________________________ 

Age     .084**  .09  .078*  .09 
     
Female      -.131*** .49  -.109*** .48 
 
SES     .078*  .19  .066*  .19 
 
Urban Residence   .073**  .43  .059  .42 
 
Middle Province   -.075*  .50  -.074*  .50 
 
Southern Province   .069*  .56  .067*  .55 
 
Religiosity    .054  .07  .068*  .07 
 
Arts and Social and Science  -.054  .43  -.051  .43 
 
Job-Time Requirements      .114*** .08 
 
Job Security Level       -.089*** .11 
 
Hiring Criteria        .079**  .15 
 
Teaming        .066*  .15 
 
Supervision of non-Saudi Management     .071*  .17 
 

R2     .047    .090 

∆R2     .036    .073 

________________________________________________________________________ 

* p < .05 (one-tailed test) 

** p < .01 (one-tailed-test) 

*** p < .001 (one-tailed test) 
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toward working in jobs with low levels of job security support privatization.  This means 

that in the mind of the respondents the system of privatization seems different from that 

of the private sector.  In this regard, privatization is viewed as a) a system of service 

provider only, which means it has not been viewed a source of jobs, and b) a trusted 

system, since it is presented and supported by the state government.   
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Appendix A 
VALIDATION TABLE  

 
 

Type of Employment Hiring/Firing System Promotion/Mobility Workload Salary/Wages/Security 
 
Study 
 
Andrew Pendleton, 1999             + 
Bhaskar and Mushtaq Khan, 1995 + 
Dudek and Company, 1989  +                                          +                                                                                                                + 
Dereli & Isik, 1993                                     +                                                                                   +  
Gary S. Becker, 1992   +           + 
Geoff Bickerton, 1993   +         +  +  
Jonathan Haskel & Szymanski, 1993 + 
Julia O’ Connell Davidson, 1990  +      +   +  + 
Juliet D’ Souza & William, 1999  +           + 
Mondaq Business Briefing, 1998     +        + 
M. W. Danson, 1999   + 
Rosa N. Geldstein, 1997   +   +   +   +  + 
Ryszard Rapacki, 1995   +           + 
Surhan Cam, 1999   +         +  + 
Tim W. Ferguson, 1996              + 
Toker Dereli & Isik Zeytinoglu, 1993 +   + 

 
+ study examines this component
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Appendix B: Study Questionnaire (English Version) 
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Part One 

Dear participant, the following items are regarding the features and characteristics of the 
job you would like to have after you get your college degree. 
Directions: Please circle the number that best indicates your level of AGREEMENT or 

DISAGREEMENT with each statement.  

Choices 
Items Strongly 

Disagree Disagree Neutral Agree Strongly 
Agree 

1 Management should keep a close 
supervision over employees.      

2 I am not willing to put forth more effort to 
meet management plans.      

3 Salary should be based on employee’s 
productivity.      

4 Promotion should be based on performance 
rather than seniority.      

5 I am willing to accept shift changes in my 
job.      

6 One of the most important things about a 
job is the level of security it offers.      

7 I prefer working in a team than working 
alone.      

8 I would prefer a job with a shorter workday, 
even if the position offers less pay.      

9 
I am willing to work overtime if I will be 
paid double what I make on regular 
working time. 

     

10 
I am not willing to move to another 
location/city/town in order to be 
promoted. 

     

11 
Prospective employees should take 
standardized tests and undergo personal 
interviews before they can be hired. 

     

12 
Firing employees should not be at the 
discretion of lower management (e.g., 
foreman, supervisor). 

     

13 In executing my job, I prefer to stick to the 
procedures prescribed by management.      

14 
The employer has the right to use precise 
methods (e.g., punch card) to ensure that all 
employees complete a full working day. 

     

15 

I would like to be offered various 
employment packages (e.g., housing, 
medical insurance), even if it means 
accepting a lower salary than that of the 
wage market. 
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Choices 
Items 

Strongly 
Disagree Disagree Neutral Agree Strongly 

Agree 

16 
I expect to be demoted if I am not 
achieving the minimum requirements of my 
job. 

     

17 I will not accept a temporary job.      

18 I am willing to compromise job security in 
return for a higher salary.      

19 If I work as a manager, I would be willing 
to delegate authority to my employees.      

20 

In the case of an emergency, employees 
should be allowed to take the day(s) off 
without having the number of annual days 
reduced. 

     

21 

New employees should not be offered a 
higher salary than those already employed at 
the same level even if the new employees 
have more experience and higher 
educational levels. 

     

22 Senior workers should always be promoted 
first.      

23 I am willing to work on nights and 
weekends.      

24 I prefer my direct manager to be a Saudi 
manager.      

25 
If one’s social relations can help him/her to 
get a job, he/she can use them for that 
purpose. 
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Part Two 

 
Dear participant, the following statements measure your opinion toward privatization.  
Privatization is the organized and systematic transforming of the ownership and control of 
the state-owned enterprises, completely or partially, to the private sector. 
 
Directions: Please circle the number that that best indicates your level of AGREEMENT 

or DISAGREEMENT with each statement.  
 

Choices 
Items 

Strongly 
Disagree Disagree Neutral Agree Strongly 

Agree 

1 I personally favor privatization of state-
owned enterprises.      

2 I believe that privatization is good for the 
Saudi economy.      

3 
Privatization of state-owned enterprises (e.g., 
electricity, telecommunication, 
transportation) will increase the efficiency of 
the services they provide. 

     

4 I support the idea of privatization even if it 
will affect me directly.      

5 
When the public sector fails to provide 
efficient services (high quality and quantity), 
the private sector should be allowed to 
provide these services. 

     

6 I would recommend private sector jobs to 
my friends and relatives.      

7 The public holds negative perception about 
the performance of the public sector.      

8 

I support the idea of privatization even if it 
has/will have negative effects (e.g., increase 
in working hours, reduction in annual days 
off, more responsibility) on my job or on the 
job of someone I know. 
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Part Three 

 
In the following items, please respond by circling or filling in your responses (whichever is 
appropriate). Completing all the items will ensure that your responses can be included in the 
study. 
 

• First 

M F Age (Years) Saudi Other Gender 
(1) (2) 

 

 
 

Nationality 
(1) (2) 

• Second 

Marital Status 

Widowed Married/ 
Engaged Divorced Single  

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

• Third 

Do you live with your parents? 
NO YES 
(1) (2) 

• ?Fourth 

In terms of your age, what is your rank among your 
brothers and sisters? 

Oldest Middle Youngest 
(1) (2) (3) 

• Fifth 

Study Major 
Main Additional 

  

• Sixth 

Years in College 
First Year 

(Freshman) 
Second Year 
(sophomore) 

Third Year 
(Junior) 

Fourth Year 
(Senior) 

Fifth Year 
and more 

(1) (2) (3) (4) (5) 
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• Seventh 

What province of the Kingdom of Saudi Arabia you are coming from? 

The Middle The Southern The 
Northern 

The Eastern The Western 

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

• Eighth 

Before the university, you lived in  

Village   
[Less than 5,000] 

Small City 
 [5,000-49,999 inhabitants] 

Large City  
[50,000 inhabitants or 

more] 
(1) (2) (3) 

• Ninth 

Parents’ Marital Status 
Widowed  Separated/Divorced  Married  

(1) (2) (3) 

• Tenth 

Parents’ Monthly Income 
Less Than 

5,000 
5,000 – 
9,999 

10,000 – 
14,999 

15,000 – 
19,999 

20,000 – 
24,999 

25,000 or 
more 

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

• Eleventh 

Parents’ Education 
(1) No Degree (6) Masters 

(2) Less than HS (7) Doctorate 

(3) High School 

(4) Diploma 

Father 

(5) Bachelor’s 

(8) 

Other 
(Specify) 

 

(1) No Degree (6) Masters 

(2) Less than HS (7) Doctorate 

(3) High School 

(4) Diploma 

Mother 

(5) Bachelor’s 

(8) 

Other 
(Specify) 
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• Twelfth 

Parents’ Employment 
(1) Government Sector (3) Private/Business 

Father 
(2) Retired (4) Unemployed 

 

(1) Government Sector (3) Private/Business 
Mother 

(2) Retired (4) Unemployed 

• Thirteenth 

I involve my family in my employment decisions 
Always Sometimes Never 

(1) (2) (3) 

• Fourteenth 

Have you ever got a job? The job belongs to : 

No (1) Yes (2) 

 

Public 
Sector (1) Private 

Sector (2) Others (3) 

 

This  job : 
Part Time  (1) Full Time  (2) 

• Fifteenth 
 

Please pick a number from the scale to show how often you do each of these things: 
 

 Never Rarely Sometimes Often Always 

 Perform all prayers at their exact times      
 Perform all prayers at the Masjid      
 Read the Holy Qur’an      
 Do righteousness (supererogatory)      
 Attend Islamic lectures/seminars/workshops      

 

 
 
 
 
 
 
 
 

If Yes 
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Appendix C:  
Correlation Matrix of Items Measuring Attitudes toward the Effects of 

Privatization on the Employment System 
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 Items 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 

1 BASUPRVS 1.00                                                 

2 WLTEFORT -0.02 1.00                                               

3 SEMPPROD .10** 0.02 1.00                        

4 PROMPERF .22** 0.05 .15* 1.00                                           

5 EMSHIFTS .10* 0.02 0.10 0.00 1.00                      

6 JDSECLEV -0.01 -0.05 0.00 0.02 0.00 1.00                                       

7 BATEAMNG .10** -0.03 0.03 0.10 0.05 .21** 1.00                    

8 WLTSHORT -.11** .09* 0.04 -0.01 -.11** -.07* -0.02 1.00                                   

9 SOVRTIME 0.04 -0.06 0.03 0.04 .20** .15** .14** -.14** 1.00                  

10 PROMMOVE -0.04 .10* 0.01 -0.04 -0.04 .08* .08* .13** -0.04 1.00                               

11 EMTSTINT .10** -0.07 .13** .08* 0.02 0.00 0.05 0.03 -0.06 0.03 1.00                

12 JDFIREMP 0.05 0.04 -0.01 0.03 0.02 .30** .21** -0.01 .10** .12* 0.07 1.00                           

13 BAINOVAT .07* -0.04 .10** 0.02 0.02 0.05 .08* -.10* 0.04 -0.04 .10* -0.03 1.00              

14 WLTTMTHD .14** -0.06 .08* .12** .11** 0.03 .12** -0.01 0.07 0.00 .20** .08* .20** 1.00                       

15 SPAYPCKG 0.06 0.06 0.01 -0.01 0.06 -0.03 0.00 .10** 0.04 0.06 0.05 0.02 .10* 0.00 1.00            

16 PROJDEMO 0.03 -0.06 .10* .10* 0.07 -0.04 0.03 0.02 -0.05 0.60 .14* -0.03 0.06 .13* 0.04 1.00                   

17 EMTEMJOB 0.00 0.00 0.00 0.05 0.01 .13** .10* 0.00 -0.01 .13** 0.01 .07* 0.03 -0.03 0.04 .12** 1.00          

18 JDCOMPSC -0.06 -0.01 -.08* -0.03 -0.01 -0.07 0.01 -0.02 0.04 0.02 -.16** -0.03 -0.04 0.00 0.02 -0.02 -0.02 1.00               

19 BAAUTHDL -0.06 0.03 0.07 0.05 0.00 -0.06 0.00 .10* 0.02 0.04 -0.03 -0.01 -0.07 0.03 0.06 0.05 0.02 .15** 1.00        

20 WLTEMRGN -0.03 -0.04 -0.02 0.07 -0.03 .12** .16** -0.01 .10** -0.03 -0.03 0.04 .13** 0.02 .10** -0.05 0.04 0.03 0.04 1.00           

21 SONEWEMP -0.03 0.02 0.01 -0.05 -.11** -.08* -.02* .11** -.08* -0.01 0.04 -0.05 0.01 -0.01 .08* -0.01 -0.01 0.06 .09* 0.01 1.00      

22 PROSENIO -0.02 -0.02 -0.05 -.30** -0.01 -0.06 0.05 -0.03 0.01 -0.05 -0.06 -0.01 .12** -0.07 .08* -.13** -0.05 0.01 -0.02 .10** .18** 1.00       

23 EMNWEKND 0.02 0.01 0.07 0.01 .36** -0.03 -0.04 -.11** .08* -0.04 0.07 0.00 -0.02 .02** .08* .14** -0.02 0.01 .10** -.09* -0.03 -.10** 1.00    

24 BAFORMNG 0.06 -0.05 -0.05 0.01 0.04 .12** 0.07 -.15** .08* -0.05 -0.05 -0.02 .08* 0.05 .14** 0.03 -0.01 0.04 -0.03 .11** -0.04 .09* -0.01 1.00   

25 EMSOCREL -0.03 -0.07 -0.01 -0.03 0.03 0.06 0.03 -0.05 .08* -0.03 -0.06 0.02 .09* -0.03 0.04 -0.06 -0.02 .09* .08* .08* 0.00 .10** .10** .09* 1.00 
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Appendix D 
 

Colleagues Provided Direct and Indirect Help in Distributing Study 
Questionnaires 

 
 

§ Ismail S. Kashkary, Ph.D.  King Abdul Aziz University. 

§ Norah F. Al-Mosaid, Ph.D. King Abdul Aziz University. 

§ Owaish Al-Ghamdi, Ph.D. King Abdul Aziz University. 

§ Hamed Al-Ghamdi, B.A.  Jeddah Technical College. 

§ Fahad Mhanna, Ph.D.  King Faisal University. 

§ Mohammad Al-Shehri, Ph.D. Abha Technical College. 

§ Nasser A. Otyyan, B.A.  Abha Technical College. 

§ Saad A. Al-Amr, Ph.D.  Bisha Technical College. 

§ Salem Al-Ghamdi, Ph.D. King Saud University. 

§ Tariq Al-Obaid, B.A.  King Saud University 

§ Saad Al-Shahrani, Ph.D.  King Fahad University. 

§ Ali S. Al-Ghamdi, M.S.  Aramco Company. 

§ Samir Al-Ghadban, Ph.D. candidate.  King Fahad University. 

§ Abdussalam Assuliman, Ph.D. candidate.  King Abdul Aziz University. 

§ Anonymous female professors and administrators At Dammam Arts and Science 

Female College. 
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Appendix E: VITAE 
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VITAE 
Obaid Ali Al-Modaf 

Home Address:      Office Address: 
 
14007 Stroubles Creek Rd.     Department of Sociology 
Blacksburg, VA 24060   Virginia Polytechnic Institute 
Tel (540) 961-6963   and State University 
 Blacksburg, VA 24061-0317 
        Tel (540) 231-8971 
        Fax (540) 231-3860 
        Email: oalmodaf@vt.edu  
 
Education 
 
 B. A.       King Abdul Aziz University 
      Jeddah, Saudi Arabia 
      Major: Sociology 
      1990 
  

M. A.      Wichita State University 
     Wichita, KS. U. S. 

Thesis: “Class and Consumption: A 
Comparative Analysis of Consumption 
Patterns across Different Classes.” 

     Major: Sociology 
     1999 
 
Ph.D.     Virginia Polytechnic Institute and State  
     University 
     Blacksburg, VA. U.S. 

Dissertation: “Attitudes toward the Effects 
of Privatization on the Employment System: 
A Study of Undergraduate College Students 
in Saudi Arabia.” 
Major: Sociology 
2003 

 
Professional Experience 
  
 Spring, 2003    Virginia Polytechnic Institute and State  
      University 

Department of Sociology 
Position: Teaching Assistant 

 
Summer, 2002    Summer Scholar at the Institute for Social  

     Research, University of Michigan 
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 5/1993 to 5/1995   King Abdul Aziz University 
      Department of Sociology  
      Position Title: Administrator 

 
 
Research Interests 
 

Household Consumption 
 Privatization and Employment System 
 Technology in the Workplace 
 Work Ethics 
 
Awards and Honors 
 
 Alpha Kappa Delta, honor society in Sociology 
 Scholarship from King Abdul Aziz University for Advanced Degree in Sociology 

Scholarship to attend the Summer Institute in Survey Research Techniques at the 
Institute for Social Research, University of Michigan 

 
Teaching Interests  
 
 Introductory to Sociology 
 Economic Sociology 
 Sociology of Work and Occupations 
 Globalization and Social Change 
 Data Analysis 
 Social Research Methods 
 
 
Teaching Experience 
 
 Instructor  1993-1994  Introductory to Sociology 
       King Abdul Aziz University 

Department of Sociology 
 

  
Teaching Assistant  Spring, 2003  Data Analysis 

Virginia Polytechnic Institute and 
State  University 

       Department of Sociology  
 
 
 
 
 
Test Administer 
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1993-94 King Abdul Aziz University  
 
Fall, 2001 Virginia Polytechnic Institute and 

State University (large classes 500 +) 
 
Fall, 2003 Virginia Polytechnic Institute and 

State University (large classes 500 +) 
 
 
Professional Association Membership 
 
 American Sociological Association 
 Southern Sociological Society  
 
Presentations at Professional Meeting  
 

The Southern Sociological Society.  Paper title: “Class and Consumption: A 
Comparative Analysis of Consumption Pattern Across Different Social 
Classes”.  April 4, 2002, Baltimore, MD. 

 
Participant of the Student Annual Research Seminar at the Sociology Department, 

Virginia Polytechnic Institute and State University April 2002 and 2003. 
 
 
Language 
 
 Arabic 
 
 English 
 
References  
 

Dr. William E. Snizek, Department of Sociology, Virginia Polytechnic Institute 
and State University 

Dr. Ismail Kashkary, Sociology Department, King Abdul Aziz University, 
 Jeddah, Saudi Arabia 

      
 
          April, 2003 

 


