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Abstract: This article aims to explore the differences in the practices and perceptions of 

the diversity strategies in Saudi private organizations. It draws on quantitative analysis and 

data were collected through a convenient sampling method. The findings suggest that Saudi 

organizations pay great attention to preventing harassment, encouraging ethical behavior, 

and creating a diverse working environment, while the tested hypotheses confirmed that the 

diversity strategies practiced are significantly different from what they must practice. The 

sample organizations did not practice strategies such as providing work and family 

benefits, preventing unfair discrimination, creating a transparent working environment, 

providing training and development opportunities, supporting social events, or respecting 

employee opinion. The findings indicate that Saudi organizations must adopt strategies based 

on employees’ perceptions. 
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Introduction 

While there is sufficient evidence on employee management practices in terms of 

organizational performance or effectiveness (Wright et al., 2005; Guest and 

Conway, 2011), limited evidence exist on the practices and employee perceptions 

of diversity strategies. Acar (2010) showed how the limited diversity research has 

exclusively focused on “affirmative action”. Primary analysis indicates that there 

are few studies, which explored the management of diversity in the Gulf 

economies—and that there is limited data about diversity strategies and their 

perceptions in Gulf companies, and Saudi Arabia. Abaker et al. (2019) conducted 

empirical research on the policies of organizations in the management of diversity.   

Saudi companies were selected because they have the biggest market share in the 

Middle-East that provides many careers to Saudi nationals and international 

employees.  
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Lately, they faced high pressure from the Ministry of Labor and Social 

Development to hire and change international personnel with more nationals 

(Abaker et al., 2019).  

The primary focus of the study is to explore the diversity strategies authentically 

practiced and the strategies that must be practiced in Saudi private organizations, 

assuming that the diversity strategies they practice are significantly different from 

those that they must practice. To achieve this, the following research questions were 

set: What diversity strategies are practiced in Saudi organizations? What are the 

employee perceptions of the diversity strategies in Saudi organizations? What 

are the problems facing diversity strategies in Saudi organizations? 

This study is original as it examines the strategies and the perceptions of diversity 

within one culture in which various sub-cultures exist. The findings enhance our 

understanding of diversity management, an area not fully examined. It contributes 

to knowledge of the differences between the practices and perceptions of diversity 

strategies in the private sector.  

Diversity Strategies: Practices and Perceptions  

Diversity management involves accepting, respecting, valuing, and utilizing 

employees and overcoming workplace problems such as exclusion and 

discrimination (Healy et al., 2010). It is a problem and a difficult issue for private 

companies. Failure to manage diversity correctly would harm companies, 

particularly in a fast-growing international environment (Soni, 2000). The 

“workplace diversity” is an attribute which differentiates among employees 

(Patrick and Kumar, 2012). Effective diversity management can benefit from 

hiring competent personnel based on employment laws, besides, establishing a 

shared environment of various diversity programs (Acar, 2010). The literature points 

out a significant relationship between a diverse group and organizational success 

(Ӧzbilgin and Tatli, 2008).  

Diversity strategies: refer to recruiting and retaining diverse employees; promoting 

shared values of diversity, equity, inclusion; and improving communication among 

diverse employees. McKay and Avery (2005) suggested that successful diversity 

recruitment strategies include the use of recruitment advertisement pictures 

illustrating a diverse workforce, minority recruiters, and communicating loyalty to 

self-conscious employment policies (Slaughter et al., 2002). McKay and Avery 

(2005) argued that minority employees should join firms that welcome them as 

individuals and value their unique cultural perspectives and insights. However, 

findings from the organizational behavior literature reveal that this is not the 

reality many minority employees experiences (McKay and Avery 2005). Hofstede 

(1994) also stated that it is important to introduce employees to the presence and 

the need for diversity management in organizations through training, seminars, 

workshops, study circles, and group discussions. Leaders of multinational firms 

must learn the traditions, manners, and business protocols of their counterparts 

from other countries, in addition to understanding the national character, 

management philosophies, and employee attitudes, to create an environment for 
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teamwork (Hofstede, 1994). The literature showed that successful diversity 

management create a healthy organizational climate, provide training and 

development opportunities, challenging work assignments, social support, in 

addition to minimize discrimination and interpersonal conflict (Pirzada K, 2016). 

Based on the above discussion, this study assumes that organizations in Saudi 

Arabia practice diversity strategies, and therefore, the following hypothesis is 

proposed:  

H1: Saudi private organizations practice diversity strategies.  

Diversity perceptions: As discussed above, diversity represents the individual 

differences and similarities that exist among employees. It means understanding 

that each person is unique and valuing the personal differences of other 

employees, while perception is a cognitive process that enables people to 

interpret and understand each other within the organizational working environment 

(Robbins and Judge, 2015). It also denotes the dissimilarities between employees 

attributes and how they relate to each other (Patrick and Kumar, 2012). The 

perception of diversity is  important as it affects actions and decisions. It plays a 

significant role in the decision-making process in organizational settings as 

decisions occur as a reaction to a problem or a perceived discrepancy between the 

way things are, and the way employees would like them to be (Robbins and Judge, 

2015). In general, the diversity management concept is based on the traditional 

employment laws and organizational actions to incorporate personal attributes 

with a focus on voluntary organizational activities instead of compliance with 

external laws (Abaker et al., 2019). For effective management of diversity, it is 

crucial to carefully determine the main issues that organizations trying to improve 

their diversity management efforts must consider (Soni, 2000).  

Reviewing the issue of diversity, Kundu (2003) studied 80 companies with 1,083 

personnel and reported that employee feelings of diversity issues related to 

hiring, receiving development opportunities, promoting ethical behavior, 

preventing harassment in the workplace and retaining diverse employees differ 

based on their gender (Sari, 2018), ethnicity, and ability (Alrasidi, 2018). 

Additionally, Mor-Barak et al. (1998) reported that minorities supported their 

emplyers’ efforts to create diversity in the workplace. Following from the discussion 

above, we proposed the hypotheses below:  

H2: Saudi private organizations must practice diversity strategies.  

H3: There are significant differences in the practices and perceptions of diversity 

strategies in Saudi private organizations. 

Main research hypothesis: is that private organizations practice diversity strategies 

and that there are differences in the practices and perceptions of diversity in Saudi 

private organizations. 

Alternate Models for Diversity: Several researchers have mentioned how 

organizational performance can be enhanced through the bringing in several 

different perspectives that diversity helps to create. Many studies indicate a strong 
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relation between diverse groups and organizational success (Ӧzbilgin and Tatli, 

2008). It has also been found that the longer the diverse group interact with each 

other the better will be their effectiveness may be enhanced through more extend 

interaction over a longer period (Knippenberg, et al., 2004). Other studies 

including Van Der Vegt and Bunderson (2005) also indicate that performance 

diversity was strongly related to team performance. This study did not specifically 

focus on any outcome measure like team productivity or organizational 

productivity. Instead it focused on the gaps between the authentic practice of 

strategies and the actual practice of these strategies for Saudi Arabia. Thus it was a 

new perspective and a relatively new approach in terms of diversity research.  

Research Design: Data collection and analysis   

We met the research objectives by using a quantitative methodology. 

Questionnaires were randomly distributed to Saudi officials including 

expatriate personnel managers through a convenient sampling and snowballing 

method. The snowball technique is often used for populations in a closed 

environment that are difficult for researchers to approach, like research 

participants in Saudi Arabia (Abaker et al., 2019). The Statistical Package for 

Social Scientists (SPSS) for Windows version 24 was used for the data analyais. 

The questionnaire items and hypotheses were refined, and verified using detailed 

reviews of pre-existing surveys on the management of diversity and experts opinions. 

Other studies like those by Madhi and Barrientos (2003); Khan et al. (2010); Davis et 

al. (2016); Patrick and Kumar (2012); Kundu and Mor (2017) researched various 

countries like Saudi Aarbia, UAE, Australia, and India. These studies were reviewed 

to determine the research methodology for this research. Congnitive interviews, 

focus groups and pilot testing were used in this study. We created a survey using an 

online Google document. Administrating an online survey allows for quality control 

and avoids duplicate cases. A pilot study was conducted with 30 randomly selected 

private sector respondents. A hundred and four copies of the survey were 

distributed to 11 Saudi companies in the private sectoer. These companies were in 

the area of banking,  natural gas and oil, industries in the petrochemical sector, 

higher education in the private sector and services in health management. These 

companies were listed in the Saudi Stock exchange. The respondents were 

managers and non-managerial staff and included both Saudis and non-Saudis. 

Seventy-four completed online questionnaires were returned, that respresent 71% 

of the sample frame. Eighteen standardized items were used to determine the 

internal consistency and a Cronbach’s a ranged between 0.92 and 0.97 for the 

different itmes on the scale, and 0.945 for the entire questionnair indicating 

construct reliability, as Table 1 shows. 

Findings  

Descriptive statistics, and the mean for each scale, namely the diversity strategies 

and the diversity perceptions of private companies in Saudi Arabia are reported in 



POLISH JOURNAL OF MANAGEMENT STUDIES 

Abaker M.O.S.M, Al-Titi O.A.K. 

2019 

Vol.20 No.2 

 

13 

Table 1 (Panels A-B). 

 

Table 1: Respondents’ opinions on diversity strategies and their perceptions 

Panel A    N  

Mean 

SD Cronbach's 
a 

Diversity strategies 74 3.206 0.93446 0.92 

The organization promotes ethical behavior 74 3.42 1.17  

The organization provides work and family 

benefits 

74 2.96 1.329  

The organization prevents harassment in the 

workplace 

74 3.95 1.215  

The organization creates diverse working 

environment 

74 3.34 1.114  

The organization prevents unfair 

discrimination practices 

74 3.09 1.252  

The organization creates a transparent 

working environment 

74 2.84 1.25  

The organization provides 

training and development 

opportunities 

 

74 

 

3.14 

 

1.114 

 

The organization supports social events 74 3.16 1.171  

The organization respects employees’ 

opinions 

74 2.96 1.14  

Panel B     

Diversity perceptions 74 4.134 0.96986 0.97 

The organization must promote ethical 

behavior 

74 3.92 1.107  

The organization must provide work and 

family benefits 

74 4.12 1.072  

The organization must prevent harassment in 

the workplace 

74 4.2 1.122  

The organization creates a diverse working 

environment 

74 4.05 1.058  

The organization must prevent unfair 

discrimination practices 

74 4.26 1.048  

The organization must create a 

transparent working 

environment 

74 4.24 1.004 
 

The organization must provide training and 

development opportunities 

 

74 

 

4.24 

 

1.031 

 

The organization must support social events 74 3.91 1.1  

The organization must respect employees’ 

opinions 

74 4.26 1.073  

Cronbach's Alpha – All Scales    0.945 
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Diversity strategies: Table 1, Panel A reports the respondents’ opinions on the 

diversity strategies practiced in Saudi organizations. These were investigated by 

requesting the subjects to give on a 5-point Likert scale. The mean scores for the 

organizational strategies ranged between 2.84 and 3.95. They show how Saudi 

organizations prevent harassment at the workplace, promote ethical behavior, 

create a diverse working environment, and support social events. The scores also 

reflect that the organizations provided training and development opportunities, 

prevent unfair discrimination practices at the workplace, respect employees’ 

opinions, and provide work and family benefits. They also show how Saudi 

organizations create a transparent working environment. The findings suggested 

that Saudi organizations paid great attention to preventing harassment, 

encouraging ethical behavior, and creating a diverse working environment, with 

scores of 3.95, 3.42 smf 3.34; whereas the creation of a transparent working 

environment, respecting employee opinions and providing work and family 

benefits are the least practiced strategies with scors of 2.84 and 2.96. The overall 

average of the diversity strategies was (3.21), reflecting a neutral agreement with 

the strategies practiced.  

Diversity perceptions: Table 1, Panel B presents the respondents’ perceptions of 

the Saudi private sector. The diversity perceptions were studied by requesting the 

subjects to give their opinions of a 5-point scale. The mean scores for the 

perceptions ranged between 3.91 and 4.26. These scores showed how the 

respondents perceived that Saudi organizations must respect employee opinions 

and must prevent unfair discrimination practices in the private sector. They 

revealed that the organizations must create a transparent working environment in 

addition to providing training and development opportunities. The scores described 

how the organizations must prevent harassment in the workplace, provide work and 

family benefits, create a diverse working environment, promote ethical behavior, 

and support social events in the Saudi private sector. The findings suggest that the 

respondents strongly believed that the private sector of Saudi Arabia must respect 

employee opinions and prevent unfair discrimination practices, with a score of 

4.26. The respondents also think that private organizations must create a 

transparent working environment, in addition to providing equal training and 

development opportunities to all employees with a score of 4.24. Further, the 

private sector must prevent harassment in the workplace with a score of 4.20. 

Supporting social events and promoting ethical behavior are the least practiced 

diversity strategies, with scores of 3.91 and 3.92. The overall average of the 

diversity perceptions was 4.13, reflecting the agreement on the diversity strategies 

that these organization must focus on and apply. Comparing Panels A-B in Table 1 

reveal that the respondents’ perceptions of all organizational diversity strategies 

(Panel B, ranged between 3.91–4.26) are higher than the actual diversity strategies 

practiced (Panel A, ranged between 2.84–3.95) in the sample organizations. The 

respondents strongly perceived that Saudi organizations must apply the diversity 

strategies and put them into real practice.  
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Hypothesis testing - Diversity strategies and perceptions: a one sample t-Test and a 

paired sample t-Test were applied to the data. The mean of the one sample t-Test 

was compared to the test value to find out if there were statistically significan 

differences. The criterion test value used was three (3), the mid-point of the Likert 

scale. When comparing the sample means to the criteria, the t-Test will indicate if 

there are statistically significant differences. If the p-value is less than 0.05, this 

mean that there are statistically significant differences. Paired samples t-Tests were 

also used in this research.  

First hypothesis: The respondents’ views on the diversity strategies practiced are 

shown in Table 2. The null hypotheses were tested in the following section.  

 

Table 2: Respondents’ views on diversity strategies’ practices 

One-Sample Test – Test 

Value=3 

t DF Sig (2-

tailed) 

Mean 

DF 

95% 

Confidence 

Interval of the 

df 

     Lower Upper 

1. The organization promotes 

ethical behavior 

 

3.079 

 

73 

 

.003 

 

.419 

 

.15 

 

.69 

2. The organization provides 

work and family benefits 

 

-.262 

 

73 

 

.794 

 

-.041 

 

-.35 

 

.27 

3. The organization prevents 

harassment in the workplace 

 

6.697 

 

73 

 

.000 

 

.946 

 

.66 

 

1.23 

4. The organization creates a 

diverse working environment 

 

2.609 

 

73 

 

.011 

 

.338 

 

.08 

 

.60 

5. The organization 

prevents unfair 

discrimination practices 

 

.650 

 

73 

 

.518 

 

.095 

 

-.20 

 

.38 

6. The organization 

creates a transparent 

working environment 

 

-

1.116 

 

73 

 

.268 

 

-.162 

 

-.45 

 

.13 

7. The organization 

provides training and 

development 

opportunities 

 

1.043 

 

73 

 

.300 

 

.135 

 

-.12 

 

.39 

8. The organization 

supports social events 

 

1.192 

 

73 

 

.237 

 

.162 

 

-.11 

 

.43 

9. The organization 

respects employees’ 

opinions 

 

-.306 

 

73 

 

.761 

 

-.041 

 

-.30 

 

.22 

Diversity strategies 

(Practices) 

1.894 73 .062 .20571 .0108 .4222 
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H1: The hypothesis includes the nine strategies in Table 2. P-values for three 

strategies were less than 0.05. These are the organization promotes ethical 

behaior (p=0.003), the organization prevents harassment in the workplace 

(p=0.001), and the third strategy is the organization creates a diverse working 

envrioment (p=0.011). All these findings were statistically significant. The 

confidence interval estimation also indicated that there was statistical 

significance. Therefore, the sample organizations practiced these diversity 

strategies. In contrast, the following strategies were not statistically significant in 

our study. These included prividing work and family benefits (p=0.794), 

preventing unfair discrimination practices (p=0.518), creating a transparent 

working environment (p=0.268), providing training and development 

opportunities (p=0.300), supporting social events (p=0.237), and lastly respecting 

employees opinions (p=0.761). Therefore, the sample organizations do not practice 

these diversity strategies. The strategies were tested for the entire scale using one 

sample t-Test. The findings relate to the overall strategies scal (t=1.894 and 

p=0.062 is greater than 0.05. These findings show statistically  insignificant 

differences, and as a result these organizations do not practice diversity strategies.  

Second Hypothesis: The respondents’ perceptions of the diversity strategies’ are 

reported in Table 3. The null hypotheses were tested in the following section.  

 

Table 3: Respondents’ views on diversity strategies’ perceptions 

One-Sample Test – Test 

Value=3 

t DF Sig (2-

tailed) 

Mean 

DF 

95% 

Confidence 

Interval of the 

DF 

     Lower Upper 

1. The organization 

must promote ethical 

behavior 

 

7.139 

 

73 

 

.000 

 

.919 

 

.66 

 

1.18 

2. The organization 

must provide work 

and family benefits 

 

9.000 

 

73 

 

.000 

 

1.122 

 

.87 

 

1.37 

3. The organization 

must prevent 

harassment in the 

workplace 

 

9.218 

 

73 

 

.000 

 

1.203 

 

.94 

 

1.46 

4. The organization 

must create a diverse 

working environment 

 

8.567 

 

73 

 

.000 

 

1.054 

 

.81 

 

1.30 

5. The organization must 

prevent unfair 

discrimination practices 

 

10.319 

 

73 

 

.000 

 

1.257 

 

1.01 

 

1.50 
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6. The organization must 

create a transparent 

working environment 

 

10.650 

 

73 

 

.000 

 

1.243 

 

1.01 

 

1.48 

7. The organization 

must provide training 

and development 

opportunities 

 

10.372 

 

73 

 

.000 

 

1.243 

 

1.00 

 

1.48 

8. The organization 

must support social 

events 

 

7.080 

 

73 

 

.000 

 

.905 

 

.65 

 

1.16 

9. The organization must 

respect employees’ 

opinions 

 

10.071 

 

73 

 

.000 

 

1.257 

 

1.01 

 

1.51 

Diversity strategies 

(Perceptions) 

10.055 73 .000 1.13363 .9089 1.3583 

 

H2: The hypothesis includes the perceptions of the nine diversity strategies in Table 

3. The findings indicates that the perceptions of all nine diversity strategies were 

statistically significant (p=0.001), which is less than 0.05. The confidence interval 

also indicates statistical significance. Therefore, the sample organizations 

practiced these diversity strategies. The overall scale of diversity strategy 

perceptions was tested using a sample t-Test. The results relate to the scale of the 

perceptions of overall diversity strategies scale (t=10.055 and p=0.000 less than 

0.05). Therefore, respondents perceive that these organizations must practice the 

overall diversity strategies’ perceptions.   

Third hypothesis: The respondents’ views on difference between practices and 

perceptions of diversity strategies are shown in Table 4. The null hypotheses were 

tested in the following section.  

 

Table 4: Difference between practices and perceptions of diversity strategies 

Paired Samples t-tests Mean N t P-value 

Pair 

1 

The org. promotes ethical 

behavior 

 

3.42 

 

74 

 

-3.294 

 

.002 

 The org. must promote ethical 

behavior 

 

3.92 

 

74 

Pair 

2 

The org. provides work and 

family benefits 

 

2.96 

 

74 

 

-6.401 

 

.000 

 The org. must provide work and 

family benefits 

 

4.12 

 

74 

Pair 

3 

The org. prevents harassment in 

the workplace 

 

3.95 

 

74 

 

-1.886 

 

.063 

 The org. must prevent 

harassment in the workplace 

 

3.92 

 

74 

Pair 

4 

The org. creates a diverse 

working environment 

 

3.34 

 

74 

 

-4.866 

 

.000 

 The org. must create a diverse 

working environment 

 

4.12 

 

74 
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Pair 

5 
The org. prevents unfair 

discrimination practices 

 

3.09 

 

74 

 

-6.927 

 

.000 

 The org. must prevent unfair 

discrimination practices 

 

4.26 

 

74 

Pair 

6 

The org. creates a transparent 

working environment 

 

2.84 

 

74 

 

-8.328 

 

.000 

 The org. must create a 

transparent working 

environment 

 

4.24 

 

74 

Pair 

7 

The org. provides 

training/development 

opportunities 

 

3.14 

 

74 

 

-7.340 

 

.000 

 The org. Must 

provide 

training/development 

opportunities 

 

4.24 

 

74 

Pair 

8 

The org. supports social events  

3.16 

 

74 

 

-4.615 

 

.000 

 The org. must support social 

events 

 

3.91 

 

74 

Pair 

9 

The org. respects employees' 

opinions 

 

2.96 

 

74 

 

-8.074 

 

.000 

 The org. must respect 

employees' opinions 

 

4.26 

 

74 

Pair 

10 

Diversity strategies (Practices)  

3.2057 

 

74 

 

-7.826 

 

.000 

 Diversity strategies 

(Perceptions) 

 

4.1336 

 

74 

 

H3: Difference between the Practices and Perceptions of Diversity Strategies.  

The hypothesis includes the nine factors in Table 4. The results of the paired 

samples t-tests for the vast majority of factors indicate that there are significant 

differences between practices and perceptions (p<0.001). The findings confirm 

that the mean of perceptions is greater than the mean of practice for each 

strategy. Only “the organization prevents harassment in the workplace” variable 

(t=-1.886, p=0.063 > 0.05) indicates that there is an insignificant difference 

between practices and perceptions in this factor at the 0.05 level. However, there 

is a significant difference between the practices and perceptions of this factor at 

the 0.10 level. The differences between the overall scales of practices and 

perceptions were tested by paired samples t-tests. The results for the overall 

factors indicate that there are significant differences between overall strategies 

and overall perceptions (t-Test=-7.826, p<0.001). The findings confirm that the 

mean of diversity strategies’ perceptions is greater than the mean of diversity 

strategies’ practices. Overall, the findings show that the diversity strategies 
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adopted by Saudi organizations are significantly different from those that they 

must practice. The findings strongly support the hypotheses of this research. The 

researcher can confirm the hypothesis related to the diversity strategies practiced 

in Saudi organizations are significantly differnt form those that must be practiced.  

Discussion 

The objetive of this research was to investigate the differences in the practices 

and perceptions of the diversity strategies in Saudi private organizations. The 

quantitative data produced meaningful findings and confirmed the tested 

hypotheses. The mean scores revealed that three out of nine strategies, including 

promoting ethical behavior, preventing harassment in the workplace, and creating a 

diverse working environment, were practiced in the sample organizations (Table 

2). The literature suggests that successful diversity strategies comprise the use of 

recruitment advertisement pictures, which illustrate minority personnel, a diverse 

manpower, and communicating loyalty to self-conscious employment policies 

(McKay and Avery, 2005; Slaughter et al., 2002). Further, McKay and Avery 

(2005) argue that minority personnel should join companies that welcome them 

as individuals and appreciate their social norms, perspectives, and perceptions. 

However, the literature on organization behavior reveals that this is not the case 

for many minority groups (McKay and Avery, 2005). The sample organizations 

did not use the strategies of providing work and family benefits, preventing unfair 

discrimination practices, creating a transparent working environment, providing 

training and development opportunities, supporting social events, or respecting 

employee opinions (Abaker et al., 2019). Thus, Saudi organizations need to 

consider practicing these strategies in their workplaces. The respondents' 

perceptions of diversity practices suggested that they strongly believe that the 

Saudi private sector must provide work and family benefits, prevent unfair 

discrimination practices, and create a transparent working environment. The 

respondents also feel that private organizations must provide training and 

development opportunities, support social events, and respect employee 

opinions (Table 2).  

The results of the paired samples t-tests for the vast majority of factors indicate 

significant differences between practices and perceptions (p<0.001). Only “the 

organization prevents harassment in the workplace” variable (t-Test=-1.886, 

p=0.063 > 0.05) indicates an insignificant difference between the practices and 

perceptions of this factor at the 0.05 level. However, there is a significant 

difference between the practices and perceptions of this factor at the 0.10 level. 



2019 

Vol.20 No.2 
POLISH JOURNAL OF MANAGEMENT STUDIES 

Abaker M.O.S.M, Al-Titi O.A.K. 

 

20 

The results of the paired samples t-tests for overall factors indicate significant 

differences between the overall strategies and overall perceptions (t=-7.826, 

p<0.001), which confirm that the mean of perceptions is greater than the mean of 

practices. Table 4 indicates that none of the null hypotheses in this study were 

supported. Evidence from the literature suggests that the ability to differentiate 

between shared and unshared attributes in terms of the perceptions of diversity in 

the workplace is unclear for both individuals and organizations (Robinson, 2017). 

Thus, there is a gap between the practices and perceptions of diversity. Prior 

studies report that employee perceptions differ depending on numerous factors 

like gender, race, knowledge and skills. These can influence recruitment, 

training, and retention of a multicultural workforce (Kundu, 2003). Therefore, 

there is a need for Saudi organizations to understand the differences in 

employees’ perceptions of valuing an organization’s efforts to practice 

diversity strategies through diversity programs.  

Conclusion  

This study reported findings from questionnaire data on the diversity strategies in 

terms of  differences in practices and perceptions in private organizations of Saudi 

Arabia. This reseach supports the hypothesis that diversity strategies practiced 

are significantly different from those that Saudi organizations must practice. The 

findings showed that Saudi organizations paid great attention to preventing 

harassment, encouraging ethical behavior, and creating a diverse working 

environment, while the tested hypotheses confirmed that the diversity strategies 

practiced are significantly different from those that Saudi private sector must 

practice. The sample organizations did not practice strategies such as providing 

work and family benefits, preventing unfair discrimination, creating a transparent 

working environment, providing training and development opportunities, 

supporting social events, or respecting employee opinions.  

Implications of the research: The research has implications for international 

companies operating in the Arabia, as well as for Arabian companies operating in 

the West that anticipate applying viable diversity programs into their 

subdivisions. The research is directly related to policy making issues at the 

social level. For example, initiating diversity strategies that contribute to the 

organizational stability. It has practical implications for human resource officers 

who might design diversity programs. The research helps practitioners to 

provide training to personnel and raise awareness of the value of diversity strategies 

in their companies. Our results would be beneficial to practitioners and 
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academics in countries with features similar to those of Saudi Arabia.  

Limitations and future research: This study does have limitations as the findings 

cannot be generalized to all private organizations. This is because the study was 

contextually specific in terms of Saudi cultural norms. Further research in the 

Middle East should consider the gender-based perceptions of diversity strategies 

and employees’ willingness to promote diversity initiatives in private sector 

organizations.  
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STRATEGIE RÓŻNORODNOŚCI: PROBLEMY ZARZĄDZANIA 

PRAKTYKAMI I PERSPEKCJE W PRYWATNYCH ORGANIZACJACH 

Streszczenie: Celem tego artykułu jest zbadanie różnic w praktykach i postrzeganiu 

strategii różnorodności w saudyjskich organizacjach prywatnych. Baanie to opiera się na 

analizie ilościowej, a dane zebrano za pomocą wygodnej metody pobierania próbek. 

Sugeruje się, że organizacje saudyjskie przywiązują dużą wagę do zapobiegania 

molestowaniu, zachęcania do etycznych zachowań i tworzenia zróżnicowanego 

środowiska pracy, podczas gdy przetestowane hipotezy potwierdziły, że stosowane 

strategie różnorodności znacznie różnią się od tego, co jest praktykowane. Przykładowe 

organizacje nie stosowały strategii takich jak zapewnianie świadczeń pracowniczych i 

rodzinnych, zapobieganie nieuczciwej dyskryminacji, tworzeniu przejrzystego 

środowiska pracy, zapewniania możliwości szkolenia i rozwoju, wspierania imprez 

towarzyskich lub szanowanie opinii pracowników. Ustalenia wskazują, że organizacje 

saudyjskie muszą przyjąć strategie oparte na postrzeganiu pracowników 

Słowa kluczowe: strategie różnorodności, praktyki, postrzeganie, problemy menedżerskie, 

Arabia Saudyjska, Bliski Wschód 

 

 

 

 

http://www.diversitybusiness.com/news/diversity.magazine/99200803.asp


POLISH JOURNAL OF MANAGEMENT STUDIES 

Abaker M.O.S.M, Al-Titi O.A.K. 

2019 

Vol.20 No.2 

 

23 

多样性战略：私营组织的做法和看法的管理问题 

摘要：本文旨在探讨沙特私营组织在实践和对多元化战略的看法上的差异。它采用定

量分析，并通过方便的采样方法收集了数据。调查结果表明，沙特阿拉伯组织非常重

视防止骚扰，鼓励道德行为以及创造多样化的工作环境，而经过检验的假设证实，所

实行的多样性策略与他们必须实践的策略明显不同。样本组织未实践诸如提供工作

和家庭福利，防止不公平歧视，创造透明工作环境，提供培训和发展机会，支持社交

活动或尊重员工意见等策略。调查结果表明，沙特组织必须根据员工的看法采取策

略。 

关键字：多元化策略，实践，观念，管理问题，沙特阿拉伯，中东 

 


