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Abstract 

Human resource management practices and policies of any organization are significantly 
influenced by the sets of norms and values that are common within the surrounding societal 
cultures. This research will investigate the extent to which societal cultures and employees’ 
values contribute in shaping the practices and policies of human resource management in any 
organization within the public sector, specifically municipalities in Saudi Arabia.  

Also, in order to provide further details regarding the influence of societal cultures, 
interviews will be conducted along the different levels of management within three main 
municipalities in Saudi Arabia. These interviews will provide assistance in highlighting the 
essential elements of societal culture that mainly affect the human resource management 
practices and policies. Finally, based on the findings and outcomes of this research and 
interviews, conclusions and recommendations can be drawn out to provide explanations for this 
significance of societal cultures over HRM practices and policies. 

Introduction 

Every country in the world has a way in affecting organisational practices, whether through 
its local culture of the region, the traditions that might bind these practices, unique legislations or 
religious beliefs that restrict these practices within a certain scope. In addition, the success of an 
organisational model in a country does not necessarily imply its success elsewhere, as the norms 
and settings that these practices would function within its environment might take a different 
shape. 

Research Aims and Questions 

This research aims to explore the impact of the culture of Saudi Arabia on Human 
Resource Management (HRM) practices within the public sector, specifically HRM practices 
within three major municipalities in Saudi Arabia. The fulfilment of this aim requires answering 
a set of questions regarding the current situation of HRM practices and the public sector in Saudi 
Arabia. Also, investigating the current issues within HRM practices in public sector in Saudi 
Arabia. The questions that will help achieve the aim of this research are: 

1- How does the Saudi Arabian culture affect the organisational practices? 
2- What are the main features of HRM practices in Saudi Arabia?  
3- What are the issues in HRM practices within the public sector in Saudi Arabia? 
4-  How can HRM practices within the public sector improve? 



The answers to these questions will help achieving the aim of this research through 
identifying the factors that shape the current form of HRM practices within the public sector. In 
addition, investigating these questions help setting the objectives of this research, which are as 
follow: 

1- Investigate the impact of Saudi Arabian culture on organisational practices. 
2- Analyse HRM practices in Saudi Arabia. 
3- Review the HRM practices within the public sector and identify the current issues. 
4- Develop a constructive discussion to help improve the current situation of HRM practices 

within the public sector.        

Literature Review 

In order to provide the research with a thorough exploration regarding its questions and 
aims, the literature associated with the related topics within the research have been investigated 
and reviewed. These topics were represented through three main aspects including societal 
culture, types of cultures and the specific culture instilled within Saudi Arabia. These aspects 
will be explored in the following paragraphs. 

 
Societal Culture 

Developing a complete understanding of the term culture holds a great significance in 
tackling the research questions. Therefore, it is important to define and explain the meaning of 
culture that will be used within the context. So, before moving on to define societal culture, the 
broad definition of culture can be a specific group unique set of parameters that distinguish this 
certain group of collectives from any other, attached through either religious, professional, 
ethnic, racial or organizational ties, from any other group, while these parameters can be shared 
attributes or shared values Gutterman (2011). This broad concept of culture led to the specific 
definition of societal culture that is culture can be defined as the common gained traditions, 
customs, values and norms among an assembly of individuals Northhouse (2006). More 
specifically, Derr and Laurent (1989) proposed that societal culture is the outcome of the 
common national tendencies resulting from formative encounters, childhood, language, 
education and religion. 

Upon establishing this understanding of the term “Societal Culture”, the link between 
societal culture and organizations that happen to operate within a certain societal culture can be 
conveniently explored throughout the related literature. Past researchers, who were interested in 
the impact of societal culture on organizations’, highlighted the importance of organizations 
understanding the local culture in order to achieve success. According to Metters (2008), the 
cultural impact upon the success of organizations increasingly began to appear evident, as the 
acknowledgment of the cultural element proved to be essential in the mix of any successful 
organization. Moreover, organizations achieve fluctuating levels of success, where the ones with 
a greater level of understanding of culture sustaining greater degree of success Hope and 
Muehlemann (2001).  

Furthermore, this significance of societal culture directly affects HRM practices within any 
organization as Aycan et al (2000) declared that the importance of understanding and 
implementing the societal culture within any organisation is never trivial, as societal culture 
places a crucial effect on the policies and practices of HRM. This crucial effect takes place due 
to organizations employing individuals who are ingrained with culture, which dictates their 
response toward relationships, norms, behaviours, goals and methods Noordin and Jusoff (2010). 



Therefore, cultural traditions and values of the employees of any organisation tend to have a 
substantial influence on the way they accomplish their duties and the manner they approach their 
tasks within the organisation Tayeb (1996).  

 
Types of Culture (Collectivism-Individualism) 

It is highly important to establish boundaries and parameters for the research in order to 
maintain a focused vision throughout the research as well as reaching satisfactory conclusions. 
Throughout the literature, many researchers applied a similar approach in investigating their 
arguments in order to provide the best outcomes out of their research. The approach involved 
comparing two types of cultures and how each type uniquely affects HRM practices. The two 
types of culture being involved are collectivistic culture and individualistic culture. This 
approach evolves around how individuals view the affiliation between themselves and the team, 
which they are members of Noordin and Jusoff (2010). The aim of introducing this approach is 
to set up a parameter in order to provide a focused and on-the-point argument that can lead to 
concise and clear outcomes for this research upon determining which type of culture represents 
Saudi Arabia’s culture. 

Also, this collectivism-individualism approach has been utilized as a trustworthy 
manuscript as Voronov (2002) accordingly agree with the evolving role of collectivism-
individualism dimension, which was and still used as a reference in explaining the distinctions in 
conflict solution, people mechanisms, compensations and rewards and management styles. 
Furthermore, Oyserman, Coon and Kemmelmeier (2002) agreed that when it comes to develop a 
better understanding of the norms, behaviours and ethics of people in different parts of the 
worlds, the collectivism-individualism approach can be a tool of great power in the development 
of a full understanding. Therefore, using this dimension can only be of great benefit to this 
research. 

   Hofstede (1980) described collectivistic individuals as loyal team players, who are 
always looking for the good of the organization and aiming to achieve its goals and are 
interdependent with regard to communication among themselves, while individualistic 
individuals exhibit self-interested approach to their careers at the expense of the whole group 
interest and prefer to maintain their independence while accomplishing their tasks. Moreover, 
individuals within individualistic cultures tend to see themselves as independent and singular 
articles, at the same time, individuals from collectivistic cultures are always linking themselves 
to the group and refuse to be seen as separate beings Wagner (1995). 
 
Saudi Arabia’s Culture 

Determining the type that Saudi Arabia’s culture belongs to can be accomplished through 
illuminating the main drivers and themes within the Saudi culture. Saudi Arabia is a country 
where its entire population follows the Islamic faith, which is considered the main influence in 
shaping the existing culture. As a result, this religious influence affects HRM practices within 
organizations, as individuals who follow the religion of Islam are obliged to act in accordance 
with the teachings of the Islamic faith concerning their behavior and manners in the workplace 
King and Williamson (2005) who implied that values and beliefs of a religion affect behaviors in 
the workplace directly and indirectly. 

Furthermore, Ali et al (2000) supported this argument by stating that religion interacts with 
all levels of human resources with its code of ethics and teachings with regard to compensation, 
penalties, acceptable behaviors, prohibited behaviors and relations among employees. Moreover, 



in the specific case of Islamic countries, Islamic teachings have a substantial influence on work 
ethics and the behaviour of Muslims in the work place Ali and Al-Owaihan (2008). 

Throughout the related literature, the common themes found within Saudi Arabia’s culture, 
which is heavily influenced by religion, matched themes found in collectivistic cultures 
including teamwork and show genuine care for other involved parties through generalizing their 
fate and sharing the responsibilities for the outcome of their work Kumar et al (1995). Also, there 
are tendencies can be found in the workplace within Developing countries, such as Saudi Arabia, 
as Individuals within Developing countries tend to appreciate their values more than individuals 
in already Developed countries Mendonca and Kanungo (1990). Further common traits include 
promotion of team spirit and abolishing selfishness, which positively affects group performance, 
career satisfaction, swift cooperation and the elimination of any differences Van der Vegt and 
Van de Vliert (2002). 

Impact of Culture on HRM Practices 
In the limited literature concerned with the impact of culture on HRM practices, 

researchers justified the vital connection between HRM practices and the cultural values shared 
by individuals. The majority of researchers even suggesting that the success of any organization 
is dependent on how much societal culture values are incorporated in the organization. Weyland 
(2011) showcases the benefits of having a match in values, ethics, beliefs and behavior between 
organizations and individuals, which leads to creating harmony that generate success for 
organizations and enhanced productivity for individuals. 

Furthermore, each type of culture (collectivism-individualism) tends to impose its own 
unique effect on HRM practices. As an example observed in the job desirability aspect, the 
impact of societal culture can be exhibited through the role that the values of individuals play in 
showing their preference of a certain job more than another Cable and Judge (1996). 
Furthermore, Katz & Kahn (1978) explained the degree of job desirability by stating that the 
most preferred jobs are the ones that allow individuals to convey their values to a greater extent. 
Moreover, Schuler et al (1993) suggested that aspects such as public holidays, ideal behaviors, 
norms, working hours and compensations are usually based on the national culture of the region 
where organizations will be situated and those aspects would be integrated into the HRM 
practices. 

The impact of culture on HRM practices can be noted also within the recruitment process. 
Societal culture and values play a substantial part in the selection of the recruitment source by 
organizations and applicants as well, for instance, individuals from societies that share 
collectiveness values are lean further towards recruitment sources that utilize a personal 
approach such as networking and job recommendation rather than recruitment sources which 
employ an impersonal and distant approach such as newspaper advertisements and online 
recruitments Stone, Stone-Romero and Lukaszewski (2007). Moreover, the selection process is 
another part of the recruitment process affected by societal culture, as the values of the applicants 
dictate the manner in which an applicant response to the selection process incorporated by the 
organization, as each applicant, whether with collectivistic or individualistic values, tend to be 
more in favor with a certain selection process, for instance, candidates with collectivistic values 
would prefer selections processes that are based on respect and equality McFarlin and Sweeney 
(2001), whereas candidates with individualistic values tend to prefer selection systems that 
provide them with the opportunity to express their qualities and characteristics Dipboye and 
Halverson (in press).   



Methodology 

In order to provide further details regarding the influence of societal cultures, interviews 
will be conducted along the different levels of management within three main municipalities in 
Saudi Arabia. These interviews will provide assistance in highlighting the essential elements of 
societal culture that mainly affect the human resource management practices and policies. 
Furthermore, questionnaires will be distributed during the data collection process in order to 
extract as much information as possible. 

Findings & Conclusion 

So far, findings and conclusions cannot be drawn out until the data collection process is 
complete. The research is heading towards the data collection stage, which aims to develop an 
understanding of the actual present situation and define the main elements of societal culture that 
affect HRM practices. After that, conclusions will be made based on the findings of the data 
collection process. 
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