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Abstract
The aim of this study is to examine the relationship between human resources management activities and strategic
planning in Saudi Banks. To achieve this aim, the study utilized a questionnaire consists of two validated, well
established instruments: the first one is the human resources management activities scale developed by Al-Domour
(2008) and includes 34-items that measures an all senior level employees in human resources departments in major
banks in Saudi Arabia on the human resources management activities, the second instrument called practice of
strategic planning scale developed by Al-Domour (2008) and includes 6-items to identify practice of strategic
planning. This questionnaire has been distributed to a sample consist of (265) senior level employees of those banks.
A total of (200) complete questionnaires has been received back at a response rate of 75%. After analysing data and
testing hypotheses, the study revealed a there is a positive relation between human resources management activities
(job analysis, human resources planning, recruitment, selection, training and development, motivation, and
performance management) and practice of strategic planning. The study also revealed that there are no statistically
significant differences in the response of the respondents on the human resources management activities due to
personal characteristics (gender, age, educational qualification, Job title, and years of experience). Based on these
results, certain recommendations were suggested.
Keywords: strategic planning, job analysis, recruitment, selection, training and development, performance
management, human resources planning, motivation and Saudi Arabia banks
1. Introduction
In recent years, the concepts of strategic planning has gained wide attention in the research literature for both
managers and academicians in both public and private sector organisations (e.g. Bryson, 2010; Jehads and Naseem,
2011; Ieva, Roman, and Tatjana, 2012; Dessler, 2015). It is important to managers in general because one of the most
essential elements of organization, which should properly be management, is strategic planning. No organization can
ever survive anywhere or at any time without focusing on their strategic planning.
The strategic planning has emerged as a topic of interest in management studies. There have been numerous articles
concerning this term, but there are relatively few which study the relationship between human resources management
activities and strategic planning.
It is worth noting that whereas human resources management in particular and strategic planning have been studied
in the western context only a few studies have been conducted in developing countries and especially in Arab
countries.
Indeed, human resources management and strategic planning have been a matter of growing interest for those
concerned with the success of an organisation and achievement of its objectives, the quality of working life,
efficiency, productivity, and turnover.
The researcher’s expectation that human resources management activities has a relationship with strategic planning
results from the research literature, which suggests strategic planning is thereby an important task that every
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company must undertake in order to oversee elements such as employments, benefits, challenges and performances
of an organization.
In this study, the human resources management activities of employees are examined to investigate its relationship
with strategic planning in the banking sector at Saudi Arabia.
1.1 Statement of the Problem
Strategic planning is one of the main new managerial concept that have effective tools to achieve the long term goals.
However, it will measure the current and future capabilities that will assure the success of the organization in this
competitive world. Therefore, the problem of the study is to identify the relationship between human resources
management activities and the practice of strategic planning of human resources department in Saudi Banks. It is
also try to investigate the most significant problem that banking sector face during their implementation of strategic
planning.
1.2 The Purposes of the Study
 The concept of strategic planning has been manifested to have influence in human resource management
activities within the firm. Strategic planning helps in the provision of the overall strategic directions to those areas
as the human resource managements in ensuring the firm reaches its stipulated goals. This study will thereby
identify or establish the reality of the relationship between human resource management activities and practice of
strategic planning of Saudi Banks.
 The findings of this study may contribute to more improvement in the quality of work in Saudi banks. Due to the
lack of studies in this field, the recommendations of this study may be a stimulus for researchers to focus their
future researches on this vital area.
 As such, the research will be essential for the banks’ human resource management departments in their policy
formulations and strategic plans for their bank's performance and success.
1.3 The Objectives of the Study
 Provide an appropriate theoretical framework that illustrates human resource management activities and strategic
planning
 Evidence indicates that strategic planning can influence work related behaviour. However, there is no research
which attempts to relate human resource management activities and strategic planning in Saudi Arabia. This
study considers whether there is any relation between the human resource management activities and strategic
planning.
 It will fill a gap in the research literature on human resource management activities and strategic planning.
 It is also expected that the result of this study will inform the decision makers in Saudi Arabia about the extent of
human resource management activities and strategic planning among employees within the Saudi banks. It also
could be of value to the Chamber of Commerce, (the major private agency entrusted with the supervision on
Saudi private companies) to better understand human behavior and hence be better able to make
recommendations for improving productivity.
 Present proper and effective recommendations to both academicians and human resource practitioners, which will
aim at creating in-depth awareness on the realities of the relationship between human resources management
activities and Saudi banks’ strategic planning.
1.4 Study Hypotheses
There are two main hypotheses in this study:
H1: There is no statistically significant correlation between human resources management activities and the practice
of strategic planning in Saudi banks. There are sub hypotheses under this hypothesis:
H1-1: There is no statistically significant correlation between job analysis and the practice of strategic planning
in the human resource departments at Saudi banks.
H1-2: There is no statistically significant correlation between human resource planning and the practice of
strategic planning in the human resource departments at Saudi banks.
H1-3: There is no statistically significant correlation between recruitment and the practice of strategic planning
in the human resource departments at Saudi banks.
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H1-4: There is no statistically significant correlation between selection and the practice of strategic planning in
the human resource departments at Saudi banks.
H1-5: There is no statistically significant correlation between training and development and the practice of
strategic planning in the human resource departments at Saudi banks.
H1-6: There is no statistically significant correlation between motivation and the practice of strategic planning
in the human resource departments at Saudi banks.
H1-7: There is no statistically significant correlation between performance management and the practice of
strategic planning in the human resource departments at Saudi banks.
H2: There are no statistically significant differences in the response of the respondents on the impact of human
resources management activities on the practice of strategic planning due to personal characteristics (gender,
age, educational qualification, job title, and years of experience).
2. Theoretical Background and Literature Review
2.1 Theoretical Background
Human resources are the foundations for all activities within an organization, any rule, strategy or force introduced
by a strategic plan is likely to impact the entire organization’s performance. A strategic plan must thereby be in line
with the prevailing internal and external environments, organizational goals, and performance strategies in order to
support the human-resource-related activities (Narasimha, 2000). This must also be relevantly supported by the
modern technologies in the pursuit of competitiveness and organizational success.
Sims (2002) explained that human resource management entails employee related activities within an organization.
Therefore, it is vital for the managers to ensure all the workers are fairly paid and that they work in the desired
working environment. Some of the prominent activities that human resource management will carry out entail job
analysis, human resource planning, human resource recruitment, selection of human resource, training and
development of human resource, and performance management.
Job analysis: this activity is interested in selecting and hiring the candidates. It entails the development of job
description a factor that outlines various skills possesses by the candidates (Laursen and Foss, 2003). The human
resource manager then designs an advert of the job descriptions on the social media like the newspaper. The
interview helps in weeding out those applicants that are not fit for the job. Ideas, job analysis assist in evaluating the
workers' ability to perform.
Human resource planning: this is also one of the activities that an human resource manager should put into check.
Human resource allocation connects the organizations needs and its human resource to the strategic plans so as to
ensure that staffing is sufficient, competent enough, and are qualified (Martell and Carroll, 2005). This factor is
geared by the intention towards achieving the firm’s goals. Over the past years, human resource planning has become
a crucial element of the organization towards attaining competitive advantage and hence helps in reduction of the
employees turn over (Storey et al., 2002). Good human resource allocation helps the employees to enjoy their jobs
and hence increases their chances of remaining in the same job for years. Human resource planning helps in tracking
the high performers within the firm and hence rewarding them accordingly. Through the human resource planning, a
firm may tell which human personnel are required to attain a given or specified business objectives.
Recruitment: it is evident that those companies that are up to the talented employees and cannot access them locally
have gone overboard to look for the desired human resources in other nations or corporations. This factor calls for
the importation of the labor from the foreign countries that in turn provide them with the international revenue
(Martell and Carroll, 2005). It is vital for the managers to have an outstanding strategy while in the attempt of selling
some employees. This aspect is important since if not well analyze with the incorporation of effective strategy then
the company may suffer a great loss. Before the manager makes the decision on selling a given employee, variables
on the workers’ productivity should be analyzed as well as the number of employees in the affected department. This
phenomenon can as well take place from within the firm when employees show a competent ability and, therefore,
needs promotion (Storey et al., 2002). Likewise, the strategic planning plays a bigger role in merging workers here as
well.
Selection of human resources: this aspect is very crucial in an organization since it helps in searching and obtaining
the best possible candidate with the appropriate skills and experience that is required to meet the company’s goals.
Selection process helps in identification of a pool of employees by including avenues that are not limited to
interviewing, testing, and reference checking. It is an exercise that must comply with fair and equitable activities.
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Most importantly, to select a desirable candidate, the appropriate strategy must be put in place. Having an effective
recruitment strategy is vital for any organizations performance and future. Selection of the human resource may
become so costly and ineffective if appropriate strategy is not inculcated and given a proactive approach (Scott and
Bruce, 2004). Proper selection of the human resource will;
• Ensure the firm possess a viable learning resource and is able to meet the future objectives.
• Foster the supply and demand in the competitive global.
• Foster the buildup of competent employees.
• Enhances the evaluation stages by giving further examinations to those individuals that meets the desirable
qualities.
Training and development of human resources: training is crucial in ensuring that human resources help in realizing
the firm’s objective. Training indeed boosts the productivity of each and every employee to greater heights. Training
may take a form of handing out those manual forms that possess the company’s policies and information to the
workers so that they equip themselves to the ethical standards of business (Storey et al., 2002). On site training
through the human resources, managers are also advantageous to the firm. Training has been seen to have increased
the skills of many workers in using the computer software. Ideally, training helps in boosting the ability of
employees to execute a given duty (Martell and Carroll, 2005).
Motivation: inspiration is the premise of practices and activities that individuals convey inside the relationship about
the characteristic of the difficulties that take after a category or another of utilitarian relations (Niehaus et al., 2013).
Along these lines, to guarantee the execution of the cutting edge relationship there is the need to know and
comprehend the components that motivate or demotivate a worker and much more, to apply them. Individual and
constructional execution are in direct association with the immediate performance of the administration of human
resource. Along these lines, just by knowing the motivational speculations and by applying productive managerial
procedures, keeping in mind the end goal to connect with the workers in the aggressive accomplishment of the
association's objectives, there can be made a basic foundation which can help the hobbies of the association and
additionally the ones of the workers (Scott and Bruce, 2004). Ideally arousing the employee motivation is a factor
that should be initiated in an organization to increase their commitment and retain them for a longer period.
Performance management: it means "the continuous process of identifying, measuring, and developing the
performance of individuals and teams and aligning their performance with the organization's goals" Glendinning,
(2007). Risher (2005) mentioned to the performance management's six basic elements as follows: direction sharing,
goal alignment, ongoing performance monitoring, coaching and development support, recognition and rewards, and
ongoing feedback.
2.2 Literature Review
In a study conducted by Balkin and Gomez-Mejia (1990) on the topic of management and organizational theories.
The data was collected through (150) questionnaires distributed to randomised organizations within the U.S. The
results suggested that management and organizational theories incorporates changes which focus on organizations’
adaptation to human resource management activities and organizational competitiveness. Human resources and
human resource management activities were found to be jointly serving as a platform upon which all knowledge
creations, skills, and rapid diffusion of new technology are practiced. If strategically utilized, this platform will yield
a successful human resource management, which in turn results to the success in organizational performance. The
results further affirmed that there exists a strong link between organizational strategic planning and human resource
management activities.
A study by Arthur (1994) aimed at determine the influence of human resource departments on the performance levels
of organizations affirmed that an efficient performance of human resource department aids the determination of the
performance level within an organization. The study collected data from middle-scale organizations, which had
recently formed new human resource departments. The study results indicated that best practices in human resource
management activities will ensure the business compete fairly in the global business arena, and this was only
possible if strategic plans were put in place. Through the strategic planning, the recruitment of employees, career
planning as well as the retention exercise becomes so easy, a factor that has contributed to high productivity in
various organizations. The concept also makes it possible to determine the performance appraisal among the human
resource management activities so as to ascertain the efficacy of the staff in their various responsibilities. Cases of
human resource planning incorporate making an association structure, assessing the utilization of contractual
workers versus workers, looking into an organization's advantages arrangement, and deciding the arrival on the
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venture of a wellbeing program or making approaches and methodology to keep a business agreeable with all its
work and livelihood commitments.
In a study organized by Jackson and Schuler (1995) to test the impacts of organizational strategies on human
resource management further supported that sstrategic planning helps in determining how many employees will be
required by the organization to perform in the nearest future. Their study was based on data collected through both
interviews and questionnaires amongst randomly chosen employees. In essence, the recruitment of workers in a
given firm should be given a practical approach if profitability is to be witnessed. Therefore, managers must
acknowledge the fact that conducive working environment is fundamental and a factor that boosts the morale of the
workers in a business firm. Having a desirable strategy on how to put in place, the friendly working condition will
indeed lead to higher performance in the field. Since the human activities are factors that should be induced to
produce the desired outcome, one should concentrate on the top notch priorities that will boost the morale of the
workers.
In a study conducted by Delaney and Huselid (1996) to examine the influence of human resources and related
activities on the general organizational performance recommended that companies or organizations are advised to
come up with mission statements that elaborate their core objectives, strategies, future directions and profitability
targets in their activities. This was a study conducted on different employees from different job levels, where data
was collected through oral interviews. Further results proposed that organizations/companies ought to create certain
functional strategies, including marketing strategies and financial management in a way that defines their resource
allocations in order to realize their goals. The exercise of strategic planning would thereby assist managers in the
analysis of relevant internal environmental conditions. This will be helpful in realising the anticipated opportunities,
possible threats, hence work to improve the organizational performance through imposing the most relevant strategic
plans and human resources.
A study by Narasimha (2000) to review the impacts of strategic human activities and human resource management
on organizational performance affirmed that there is a positive link between the extent of strategic plan formality and
organizational performance since greater emphasis shall be on the improvement of the quality of strategic
decision-making processes. These may include the development of distinctive competence, goal formulation, human
resource deployment, authority relationship determinations, and implementation monitoring. This was a survey
conducted to determine the influence of human behaviours, traits, and activities on the general organizational
management and success through open ended questionnaires. The results further elicited that strategic planning may
impact human resource management activities through influencing employees’ motivation system, work organization,
as well as skills, ability and knowledge enhancement. It commonly becomes impossible to plan effectively when the
business environment is presenting constant changing parameters.
In a study organized by Dessler (2011) on the concepts of strategic planning and organizational performance,
strategic planning comprises of three primary elements that have boosted the achievement of the organizations by
making their visions and missions attainable. The study results revealed these features to entail the strategic analysis,
goals and choices. This was a quantitative study conducted to confirm the relationships between strategic planning
and organizational success. Notably, the strategic analysis focused towards setting the organization or enterprises
direction regarding its mission, vision, and goals. The results also revealed this concept to depict the fact that a
company’s strategic intent should be articulated and channelled towards the better knowledge of the business
environment. The study also showed that strategic choices involve establishing, evaluating and selection of the
outstanding strategy.
According to Prasad (2012), human resource strategy emphasizes on how organizations ought to manage their staff
in order to attain their corporate objectives. In his study, he argues that organizations with outstanding mission
statement and corporate strategies are assumed to have developed relevant human resource strategies in addressing
their issues and strategic implementations. This was a cross sectional study, which incorporated both qualitative and
quantitative data analysis on the topic of “human resource strategies and organizational performance.” The results
indicated that the strategy pursued by an organization is directly associated with the needs for human resource
implementations. Here, the skills must be acquired alongside relevant knowledge in order to come up with a relevant
control system that aims at achieving the organization’s goals.
The study conducted by Noe (2013) to determine the effects of strategic planning on human resource management
defined strategic planning to be comprised of a set of underlying approaches or processes that are geared towards
establishing or manipulating the existing situation in order to give a desirable outcome. The data collected from the
study through interviews suggested that strategic planning can be characterized as the procedure of utilizing efficient
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criteria and thorough examination to formulate, actualize and control system and formally archive organization’s
desires. Results from the study affirmed that strategic planning is one of the key tools for finding the future for a
given organization as well as the best path to attain a given goal. According to Noe (2013), it is important to note that
strategic planning depicts the process that most firms comply with in their attempts to define their directions and
decision-making, which relates to allocation of the available resources.
Finally, the study of Niehaus et al (2013) conducted a study whose results confirmed that modern civilization,
globalization, coupled with the introduction of new technologies within the firms/organizations have currently
resulted into conspicuous changes within the contemporary business landscape. Their study was based on the
influence of strategic planning on organizational performance, conducted through a survey using questionnaires. One
of their major results/outcome suggested that one of the best ways through which organizations endeavour to uphold
their competiveness within the changing organizational landscape is through the strategic management of human
resources.
What distinguishes this study from previous studies that its deal with Saudi Banks, which have not been investigated
as the best of the researchers' knowledge; in addition the current study covered a number of hypotheses that have not
been previously considered, at least empirically.
3. Study’s Methodology
This study conducted descriptive and analytical study design on the relationship between human resources
management activities and the practice of strategic planning in Saudi banks. Specifically, the researcher collected the
necessary data and information that will use in the entire study. Primary and secondary data were used for the current
study. Primary data were collected through questionnaire. Secondary data (theoretical feedback and previous studies)
were collected through different sources of books, scientific journals, and the internet. In more details, in this section
the authors outline the study approach, the study process, the selection of the sample, measuring instruments, validity
the tool of the study, reliability, statistical methods used, limitations of the study, and ethical considerations.
3.1 Study Approach
This study includes quantitative techniques. Quantitative study techniques employ collect numerical data and use
statistical analysis to arrive at valuable conclusions.
3.2 Study Process
The researchers came in touch with participants and asked them to participate in the study after explaining the nature
and the scope of the study.
3.3 Population and Sampling Technique
The unit analysis is individual level. Table 1 shows the population of this study consist of all the senior level
employees in human resource departments of the banks working in Saudi Arabia. The number of employees was
obtained from the human resource department in six different banks (Al Rajhi Bank, Saudi Investment Bank, National
Commercial Bank, Riyad Bank, SABB, and Saudi Hollandi Bank). Currently, the number of employees at each bank
are as follows:
Table 1. The number of senior level employees at Saudi banks
Bank
Al Rajhi Bank
Saudi Investment Bank
National Commercial Bank
Riyad Bank
SABB
Saudi Hollandi Bank
Total

Population
126
32
108
24
22
19
331

Sample
79
21
61
13
14
12
200

Out of this number, a total of (200) senior level employees are selected at random using simple random sampling to
represent the senior level employees of those banks.
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3.4 Measuring Instruments
Data was collected by means of a questionnaire designed by the researchers. It consisted of forty (40) items, which
were designed according to (likert scale): strongly disagree, disagree, don’t know, agree, strongly agree, and given
the weights (1, 2, 3, 4, and 5). The higher the mean, indicates to higher degree of consent on the item. As the
questionnaire was divided into three parts as follows:
Part One: it included a number of items that aim to know the personal data of the sample members (5 items), they are:
gender, age, years of experience, educational qualification, and job title.
Part Two: it included a number of items that aim to measure the human resources management activities from the
perspective of the sample members (34 items). This items has been divided into a set of items, namely: job analysis:
measured by items (1-4), human resources planning: measured by items (5-9), recruitment: measured by items
(10-14), selection: measured by items (15-19), training and development: measured by items (20-24), motivation:
measured by items (25-29) and performance management: measured by items (30-34). The (34) items were taken
from Aldmour's study (2008).
Part Three: it included a number of items that aim to measure the strategic planning from the perspective of the
sample members (6 items: 35-40). The (6) items were taken from Aldmour's study (2008).
3.5 Validity the Tool of the Study
To testify the validity of the study, a number of steps were taken: First: a number of questionnaires were distributed
to a number of referees, of professors and specialists in human resources management to assess the questions for
accuracy. Based on their recommendations and comments, many modifications were done; some items were deleted,
new items were added and other items were rephrased until the questionnaire reached its final form. Second: the
statistician reviewed the questionnaire in terms of its format, layout, and whether the type of questions were suitable
for statistical analysis. Third: a pilot study with fifty participants was conducted to further ensure the validity and
reliability of the questionnaire.
3.6 Reliability
To examine the harmony of questionnaire statements, the Cronbach’s alpha coefficient was used to calculate the
internal consistency of the measuring scales the Cronbach’s alpha for human resources activates dimensions and the
practice of strategic planning dimensions. The Cronbach’s alpha for human resources activates dimensions is (0.83).
The Cronbach’s alpha for the practice of strategic planning dimensions is (0.89). This result indicates that the
reliability coefficient for all dimensions is not less than (0.60). This also means that the study tool is consistent and
valid for the purposes of statistical analysis and scientific research. The results are reported in Table 2.
Table 2. The Cronbach’s Alpha coefficient values for variables for this study
Variables

No. of Items

Alpha

Human resources activates

34

0.83

The practice of strategic planning

6

0.89

3.7 Statistical Methods Used
The following statistical methods were used for statement attributes of the study sample and for examining the
hypotheses of the study: frequencies, percentages, means, standard deviation, and multiple linear regression analysis.
3.8 Limitations of the Study
As is the case with other research studies, the design of the current study is subject to a numbers of limitations that
need to be considered. First, this study is a pioneer investigation in the relationship human resources management
activities and strategic planning in Saudi Arabia. Thus further research is needed to assess the validity of the findings
in a wider context. Second, the researchers chose to study employees only in the private sectors, rather than including
for example the health sector or the military. The reasons for this delimitation are the private sector is a very
important sector for applying the Saudization policy. Also, the government has declared its intention to privatise
some of the public sector activities (Ministry of Economy and Planning, 2015-2019). Third, this study was applied in
Riyadh city because (1) the majority of the private companies are located in this city (2) constraints of time in data
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collection and the limitation of financial resources. It is difficult to cover the vast area of Saudi Arabia. Hence the
results can only be generalised with caution. Fourth, because of the conservative nature of Saudi society, and because
the majority of employees in bank sectors are males, female employees were not included in the research sample in
this study. The sample involved males only.
3.9 Ethical Considerations
The present study was subject to some ethical issues. All participants reported their acceptance regarding their
participation in the study. At the same time, they were free to withdraw from it at any time without any reason. Next
to this, participants were informed regarding the purpose of the study, neither their names nor the name of their
organizations will be revealed in the study. Also, they were promised that their responses will not be seen by their
employers and will be used for the purpose of scientific study only.
4. Data Analysis of Results Interpretation of Results
This section relates the findings obtained through the main instrument of this study, namely the quantitative analysis of
the data collected from the questionnaire. This section is structured into two main parts. The first part is the section that
analyse the sample of the study. The second section touches on the testing of the hypotheses with interpretation of
results.
4.1 The Sample of the Study
The sample of the study was consisted of (200) employers from both genders who work in “Saudi banks”. Table 3
shows distributing the individuals of the sample according to the variable of gender. Table 3 also shows that number
of males was (138) and the percentage was (69%), whereas the number of females was (62) and the percentage was
(31%).
Table 3. Distributing the individuals of the sample according to variable of gender
Gender

Frequency

Percentage

Male

138

69%

Female

62

31%

Total

200

100%

Table 4 shows the percentage for distributing the individuals of the study according to variable of age. The highest
percentage was (41%) for the category (30-40) years. Whereas the lowest percentage was (1%) for the category (61
years and above) years.
Table 4. Distributing the individuals of the sample according to the variable of age
Age

Frequency

Percentage

Less than 30 years

28

14%

From 30 to less than 40

82

41%

From 40 to less than 50s

57

28.5%

From 50 to less than 60

31

15.1%

2

1%

200

100%

61 years and above
Total

Table 5 shows the percentage for distributing the individuals of the study according to variable of years of
experience. The highest percentage was (38.57%) for the category (from 11 to less than 15 years). Whereas the
lowest percentage was (6%) for the category (less than 5 years) years.
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Table 5. Distributing the individuals of the study according to years of experience
Years of experience

Frequency

Percentage

Less than 5 years

12

6%

From 5 to less than 10 years

38

19%

From 11 to less than 15 years

77

38.5.%

From 16 to less than 20 years

53

26.5%

From 21 years and more

20

10%

200

100%

Total

Table 6 shows the percentage for distributing the individuals of the study according to variable of educational
qualification. The highest percentage was (43%) for the category (postgraduate study). Whereas the lowest
percentage was (5.5%) for the category (high school or less).
Table 6. Distributing the individuals of the study according to educational qualification
Educational qualification

Frequency

Percentage

High school or less

11

5.5%

25

12.5%

Bachelor

78

37%

Postgraduate study

86

43%

200

100%

Diploma

Total

Table 7 shows the percentage for distributing the individuals of the study according to variable of job title. The
highest percentage was (48.5%) for the category (department manager). Whereas the lowest percentage was (2.5%)
for the category (general manager).
Table 7. Distributing the individuals of the study according to job title
Job title

Frequency

Percentage

65

32.5%

Department manager

97

48.5%

Assistant general manager

33

16.5%

5

2.5%

200

100%

Supervisor

General manager
Total
4.2 Hypotheses Testing

This section examines the proposed hypotheses, each of which represents some type of relationship between the
main two variables of this study (human resource management activities and the practice of strategic planning).
Simple linear regression was adapted for testing the hypotheses. The decision to accept or reject the hypothesis was
relying on the following rules: accept the null hypothesis if the significance is lower than 0.05. Reject the null
hypothesis if the significance is higher than 0.05.
H1: There is no statistically significant correlation between human resource management activities and the practice of
strategic planning in Saudi banks.
Under this main hypothesis, there are a variety of sub- hypotheses:
H1-1: There is no statistically significant correlation between job analysis and the practice of strategic planning in the
human resource department at Saudi Banks.
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To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 8. The results of the relationship between job analysis and the practice of strategic planning
Correlation
Coefficient

R2

F

Significance

Result of H0

0.61

37 %

82.61

0.043

Reject

Table 8 shows that the correlation coefficient is (0.061). The variation ratio explained by job analysis (independent
variable) of the variation in the practice of strategic planning (dependent variable) was (37%), the F value is (82.61),
the significance level is (0.043). Since the significance level is lower than (0.05), we do reject the null hypothesis and
accept the alternative hypothesis which states: there is statistically significant correlation between job analysis and
the practice of strategic planning in the human resource department at Saudi Banks.
A possible explanation for this result may be, human resources employees collect the following information via the
job analysis: work activities, human behaviours, machines, tools, equipment, work aids, performance standards, job
context, and human requirements. In the Saudi banks, the human resources specialists apply the policy of job
analysis in a manner that is consistent with the bank's strategic plan of job analysis.
H1-2: There is no statistically significant correlation between human resource planning and the practice of strategic
planning in the human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 9. The results of the relationship between human resource planning and the practice of strategic planning
Correlation
Coefficient

R2

F

Significance

Result of H0

0.47

62%

92.27

0.00

Reject

Table 9 shows that the correlation coefficient is (0.47). The variation ratio explained by human resources planning
(independent variable) of the variation in the practice of strategic planning (dependent variable) was (62%), the F
value is (92.27), the significance level is (0.00). Since the significance level is lower than (0.05), we do reject the
null hypothesis and accept the alternative hypothesis which states: there is statistically significant correlation
between human resources planning and the practice of strategic planning in the human resource department at Saudi
Banks.
A possible explanation for this result may be, human resources management decide that positions the bank will have
to fill and how to fill these position. In the Saudi banks, the human resources specialists apply the policy of human
resources planning in a manner that is consistent with workforce/personnel planning and forecasting.
H1-3: There is no statistically significant correlation between recruitment and the practice of strategic planning in the
human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 10. The results of the relationship between recruitment and the practice of strategic planning
Correlation
Coefficient

R2

F

Significance

Result of H0

0.75

55 %

111.2

0.00

Reject
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Table 10 shows that the correlation coefficient is (0.75). The variation ratio explained by recruiting (independent
variable) of the variation in the practice of strategic planning (dependent variable) was (55%), the F value is (111.2),
the significance level is (0.00). Since the significance level is lower than (0.05), we do reject the null hypothesis and
accept the alternative hypothesis which states: there is statistically significant correlation between recruiting and the
practice of strategic planning in the human resource department at Saudi Banks.
A possible explanation for this result may be, human resources management is attracting applicants for the bank's
open positions. In the Saudi banks, the human resources specialists apply the policy of recruiting in a manner that is
consistent with the bank's strategic plan of recruiting.
H1-4: There is no statistically significant correlation between selection and the practice of strategic planning in the
human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:

Table 11. The results of the relationship between selection and the practice of strategic planning
Correlation
Coefficient
0.62

R2

F

Significance

Result of H0

44 %

97.2

0.00

Reject

Table 11 shows that the correlation coefficient is (0.62). The variation ratio explained by selection (independent
variable) of the variation in the practice of strategic planning (dependent variable) was (44%), the F value is (97.2),
the significance level is (0.00). Since the significance level is lower than (0.05), we do reject the null hypothesis and
accept the alternative hypothesis which states: there is statistically significant correlation between selection and the
practice of strategic planning in the human resource department at Saudi Banks.
A possible explanation for this result may be, the employees selection process usually include advertising, reviewing,
screening, interviewing, testing, and finally selecting the best available candidate. In the Saudi banks, the human
resources specialists apply the policy of selection in a manner that is consistent with the bank's strategic plan of
selection.
H1-5: There is no statistically significant correlation between training and development and the practice of strategic
planning in the human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 12. The results of the relationship between training and development and the practice of strategic planning
Correlation
Coefficient
0.52

R2

F

Significance

Result of H0

26%

66.3

0.00

Reject

Table 12 shows that the correlation coefficient is (0.52). The variation ratio explained by training and development
(independent variable) of the variation in the practice of strategic planning (dependent variable) was (26%), the F
value is (66.3), the significance level is (0.00). Since the significance level is lower than (0.05), we do reject the null
hypothesis and accept the alternative hypothesis which states: there is statistically significant correlation between
training and development and the practice of strategic planning in the human resource department at Saudi Banks.
A possible explanation for this result may be, the employees training process usually entails teaching employees the
basic skills they need to do their jobs in an effective way. In the Saudi banks, the human resources specialists apply
the policy of training and development in a manner that is consistent with the bank's strategic plan of training and
development.
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H1-6: There is no statistically significant correlation between motivation and the practice of strategic planning in the
human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 13. The results of the relationship between motivation and the practice of strategic planning
Correlation
Coefficient

R2

F

Significance

Result of H0

0.27

14%

16.52

0.009

Reject

Table 13 shows that the correlation coefficient is (0.26). The variation ratio explained by motivation (independent
variable) of the variation in the practice of strategic planning (dependent variable) was (14%), the F value is (16.52),
the significance level is (0.009). Since the significance level is lower than (0.05), we do reject the null hypothesis and
accept the alternative hypothesis which states: there is statistically significant correlation between motivation and the
practice of strategic planning in the human resource department at Saudi Banks.
A possible explanation for this result may be, the human resources management design motivation system to
encourage their employees to do their jobs in the most effective way. In the Saudi banks, the human resources
specialists apply the policy of motivation in a manner that is consistent with the bank's strategic plan of motivation.
H1-7: There is no statistically significant correlation between performance management and the practice of strategic
planning in the human resource department at Saudi Banks.
To test this hypothesis, linear regression was used and the following statistical analysis applied:
Table 14. The results of the relationship between performance management and the practice of strategic planning
Correlation
Coefficient

R2

F

Significance

Result of H0

0.71

52 %

105.84

0.00

Reject

Table 14 shows that the correlation coefficient is (0.71). The variation ratio explained by performance management
(independent variable) of the variation in the practice of strategic planning (dependent variable) was (52%), the F
value is (105.84), the significance level is (0.00). Since the significance level is lower than (0.05), we do reject the
null hypothesis and accept the alternative hypothesis which states: there is statistically significant correlation
between performance management and the practice of strategic planning in the human resource department at Saudi
Banks.
A possible explanation for this result may be, the human resources management mange and do the most important
points related to performance management (some of these points are: face to face planning, set objective, and set
development plan) then do the appraisal. In the Saudi banks, the human resources specialists apply the policy of
performance management in a manner that is consistent with the bank's strategic plan of performance management.
H2: There are no statistically significant differences in the impact of human resource management activities on the
practice of strategic planning in Saudi Banks as related to each of the personal and functional variables (gender, age,
educational qualification, job title, and years of experience).
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Gender
Table 15. The results of linear regression between human resource management activities and gender
Non Linear Regression between human
resource management activities and gender

T

Significance

Result of H0

-0.228

-1.693

0.492

Accept

Table 15 shows that the T value is (-1.693), the significance is (0.492). Since the significance level is higher than (α
≤ 0.05), we do accept the null hypothesis. That's mean there are no significant differences statistically at the level of
(α ≤ 0.05) between the practice of human resource management activities and strategic planning in Saudi Banks
attributed to gender variable.
Age
Table 16. The results of linear regression between human resource management activities and age
Non Linear Regression between human resource
management activities and Age

T

Significance

Result of H0

-0.360

-1.19

0.87

Accept

Table 16 shows that the T value is (-1.19), the significance is (0.87). Since the significance level is higher than (α ≤
0.05), we do accept the null hypothesis. That's mean there are no significant differences statistically at the level of (α
≤ 0.05) between the practice of human resource management activities and strategic planning in Saudi Banks
attributed to gender variable.
Educational Qualification
Table 17. The results of linear regression between human resource management activities and educational
qualification
Non Linear Regression between human resource
management activities and educational qualification

T

Significance

Result of H0

0. 35

0.88

0.481

Accept

Table 17 shows that the T value is (0.88), the significance is (0.481). Since the significance level is higher than (α ≤
0.05), we do accept the null hypothesis. That's mean there are no significant differences statistically at the level of (α
≤ 0.05) between the practice of human resource management activities and strategic planning in Saudi Banks
attributed to gender variable.
Job Title
Table 18. The results of linear regression between human resource management activities and job title
Non Linear regression between human
resource management activities and job
title

T

Significance

Result of H0

0.04

0.012

0.99

Accept
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Table 18 shows that the T value is (0.012), the significance is (0.99). Since the significance level is higher than (α ≤
0.05), we do accept the null hypothesis. That's mean there are no significant differences statistically at the level of (α
≤ 0.05) between the practice of human resource management activities and strategic planning in Saudi Banks
attributed to gender variable.
Years of experience
Table 19. The results of linear regression between human resource management activities and years of experience
Non Linear Regression between human resource
management activities and years of experience

T

Significance

Result of H0

-.052

-0.73

0.632

Accept

Table 19 shows that the T value is (-0.73), the significance is (0.632). Since the significance level is higher than (α ≤
0.05), we do accept the null hypothesis. That's mean there are no significant differences statistically at the level of (α
≤ 0.05) between the practice of human resource management activities and strategic planning in Saudi Banks
attributed to gender variable.
Finally, as we noted there are no significant differences statistically at the level of (α ≤ 0.05) between the practice of
human resource management activities and strategic planning in Saudi Banks attributed to demographic variables.
This result consistent with previous studies (Alafeef, 2005, Aldmour, 2008). A possible explanation for this result
may be, all employees in human resources management have one goal and work together to execute human resources
management activities in these banks regardless of their gender, age, educational qualification, and years of
experience.
5. Conclusion
The objective of this study was to investigate the relationship between human resources activities and strategic
planning in Saudi banks. The results of the study confirmed that human resources activities impacts positively and
significantly on the strategic planning of the banks. The results unearth the fact that motivation and human resource
planning activities are significantly associated with strategic planning but it is a week relationship. Lastly, it is
generally argued that management’s support in terms of motivation and human resource planning result in greater
employee performance as the latter will lead to high productivity.
6. Recommendations
Based on the findings of this study, several recommendations are made hereunder:
1- Human resource management activities are affecting all aspect of the bank and it is one of most key success
factors. Thereby, the banks should invest more in this area. All activities are having direct and indirect impact on
each employee and on the practice of strategic planning. Every bank should have particular unit to insure and
emphasise the importance their strategy and the alignments with other department.
2- The correlation between motivation and the practice of strategic planning is week. Therefore, the bank should be
more cautious about this area. Motivating the employees in a systematic manner (financially or appreciation) will
affect them positively by increase their productivity and performance, otherwise they will be dissatisfy or
burnout.
3- Learning and development is one of the biggest challenges in the banking sector. By providing more high level
courses to employees in the managerial level will directly affect the practice of strategic planning in a positive
way. The output of such courses will increase the knowledge of the decision maker and will lead to more success
in achieving the goals of the bank.
4- By enhancing the job analysis process, the tasks and the responsibilities of every member in the bank will be
identified. This will help every employee to know clearly their rules within the strategy of the bank.
5- Human resource planning is highly impact on the strategic planning, that's why Saudi banks should maintain this
strong relationship between human resource planning and the practice of their strategic planning. By maintaining
this relationship, the bank will guarantee that their business strategy in human resource is aligned with the
corporate strategy of the bank.
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7. Areas for Further Study
The findings of this study did not cover comprehensively all factors which discuss strategic planning in the Saudi
Arabia work organizations. The study provides other areas for the further research including:
 The relationship between human resources management activities and the practice of strategic planning: a public
and private sector comparison in Saudi Arabia.
 The relationship between human resources management activities and the practice of strategic planning: a male
and female comparison in Saudi Arabia.
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