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ABSTRACT

Strategic Human Resource Management (SHRM) refers to aligning the
skilled workforce with the strategic business needs as companies seek a competitive
edge following organizational culture and leadership. Hence, human resources or
people at work have become essential for organizational success. This study aims to
address the research gap by assessing the relationship between organizational culture,
strategic leadership, employees’ commitment, and strategic HRM practices. At the
same time, strategic leadership and employees’ commitment mediate the relationship
between organizational culture and strategic HRM practices. To obtain the study’s
objectives, the author adopted two theories: resource-based view theory and upper
echelons theory. A questionnaire was developed using the Likert Scale point-5. The
data were collected from 228 respondents working in different banks in Saudi
Arabia. The data were analyzed data using Smart PLS software to test this study's
direct and indirect hypotheses. Overall findings show a positive relationship between
organizational culture, strategic leadership, employees’ commitment, and strategic
HRM practices in the banking sector of Saudi Arabia. Furthermore, strategic
leadership mediates the relationship between organizational culture and strategic
HRM practices. Plus, employees’ commitment shows no mediation effect between
organizational culture and the strategic HRM practices. The current study also tests
the sequential mediating role of strategic leadership and employees’ commitment
between organizational culture and employees’ commitment. This study may provide
dynamic implications to financial institutions, the banking sector, banking and
finance professionals, universities, policymakers, and academicians. They can obtain
support to strategize their plans and operations to develop a pool to adopt SHRM
practices.
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ABSTRAK

Penggunaan sumber manusia strategik (SHRM) merujuk kepada penjajaran
tenaga kerja mahir dengan keperluan perniagaan strategik ketika syarikat mencari
kelebihan daya saing mengikut budaya dan kepimpinan organisasi. Oleh itu, sumber
manusia di tempat kerja telah menjadi faktor yang amat penting bagi kejayaan
organisasi. Kajian ini bertujuan untuk menangani jurang penyelidikan dengan
menilai hubungan antara budaya organisasi, kepimpinan strategik, komitmen pekerja,
dan penggunaan amalan SHRM. Pada masa yang sama, kepimpinan strategik dan
komitmen pekerja menjadi pengantara hubungan antara budaya organisasi dan
penggunaan amalan SHRM. Untuk mencapai objektif kajian, pengkaji menggunakan
dua teori, iaitu, teori pandangan berasaskan sumber (RBV) dan teori Upper Echelon.
Satu soal selidik telah dihasilkan menggunakan skala likert point-5 di mana data
telah berjaya dikumpulkan daripada 228 responden yang bekerja di bank yang
berbeza di Arab Saudi. Perisian Smart PLS telah digunakan untuk menganalisis data
bagi menguji hipotesis langsung dan tidak langsung kajian ini. Penemuan
keseluruhan menunjukkan hubungan positif antara budaya organisasi, kepimpinan
strategik, komitmen pekerja, dan penggunaan amalan SHRM dalam sektor perbankan
di Arab Saudi. Tambahan pula, kepimpinan strategik menjadi pengantara hubungan
antara budaya organisasi dan amalan SHRM. Selain itu, komitmen pekerja tidak
menunjukkan kesan pengantaraan antara budaya organisasi dan penggunaan amalan
SHRM. Kajian ini juga menguji peranan pengantaraan urutan kepimpinan strategik
dan komitmen pekerja antara budaya organisasi dan komitmen pekerja. Kajian ini
dapat memberi implikasi dinamik kepada institusi kewangan, sektor perbankan,
profesional perbankan dan kewangan, penggubal dasar dan ahli akademik. Mereka
boleh mendapatkan sokongan dalam menyusun strategi rancangan dan operasi bagi

membangunkan organisasi untuk menerima pakai amalan SHRM.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

This chapter elaborates on the significant role of organizational culture,
employees’ commitment, and strategic leadership in adopting SHRM practices in the
banking sector of Saudi Arabia. The background of the study describes the
importance of strategic human resource management (SHRM) for organizations and
the challenges that leaders must deal with. It also covers the factors that support the
deployment of SHRM practices. The problem statement presents the literature gaps
and future areas of research that highlight the importance of SHRM practices in
organizational success. Hence, this study’s research questions and objectives are
developed according to the established rationales found from the gaps in the
literature. The scope of study defines the targeted population which concerns the
banking sector of Saudi Arabia. The contribution of this study is discussed in the
significance of the study. Finally, operational definitions of the study’s constructs are

discussed.

1.2 Background of Study

Strategic human resource management (SHRM) practices is broadly covered
in management literature to gain a competitive edge and enhance firm performance
(Paauwe & Boon, 2018). Researchers have studied SHRM in conjunction with
organizational culture (Al-Sada et al., 2017; Belias et al., 2019; Wahyuningsih et al.,
2019), leadership styles (Nishii & Paluch, 2018; Yang & Lew, 2020), employee
commitment (Turner, 2020), and information system (L'Ecuyer et al., 2019).
However, the significant role of organizational culture, employee commitment, and

strategic leadership in adopting SHRM practices is a relatively new area in academic



research. Several researchers suggested future lines of research to enhance the
understanding of the strategic leaders’ role in the SHRM practices (Sagar, 2019;
Samimi et al., 2020); culture effects on leadership (Muenjohn et al., 2018; Shao,
2019), and the association between culture and SHRM practices which are mediated
by employee commitment (Hamadamin & Atan, 2019) and strategic leadership
(Altman & Tushman, 2017; Nyong’a and Maina, 2019; Wanyama & Nyaga, 2019).

Furthermore, Sagar (2019) pointed out that the concept of SHRM needs to be
developed further and discussed ways in which a traditional HRM system can adopt
modern strategic policies to enhance old or new business operations towards a
modern approach. In this regard, Muenjohn et al. (2018) and Samimi et al. (2020)
identified strategic leadership and organizational culture as the two main factors that
ensure the implementation of SHRM practices within organizational settings.
Through this SHRM implementation strategic leaders of an organization can analyze
and understand the consumers’ behavior, market regulations and potential, and

competition (Wanyama & Nyaga, 2019).

The academic literature triggered the importance of SHRM practices for
organizations regarding human capital relations and strategy implementation (Carroll
etal., 2011). In this respect, lack of SHRM practices can predict the business risk and
decline in firm performance (Gong et al., 2009; Jiang et al., 2012; Batt & Colvin,
2011; Wright & Ulrich, 2017). Researchers focused more on human resource
practices in the literature and aligned this concept with organizational culture
(Wright & Ulrich, 2017; Paauwe & Boon, 2018).

Previous studies widely applied three theories, namely social exchange
theory, resource-based view theory, and human capital theory, to investigate the
concept of SHRM (Batt & Colvin, 2011; Wright & Ulrich, 2017). However, Sagar
(2019), suggested that the resource-based view theory seems more suitable to justify
that firms can exploit rare, valuable resources and sustain a competitive edge in the
business market (Wanyama & Nyaga, 2019). Although these three underpinning
theories specified how different aspects of firms can be a source of sustainable

competitive advantage, the resource-based view theory has become the generally



accepted paradigm within which all empirical studies are situated. For instance,
every study examined the relationship between human resources and performance
(Huselid 1995, Jiang et al. 2012, Messersmith et al. 2011; Ismail et al., 2018).
Moreover, Lepak and Snell (1999) was the first empirical study that suggested that
the human capital theory significantly predicted the SHRM practices, particularly
tying it with the resource-based view theory. Furthermore, they concluded that these
theories (i.e., human capital theory and resource-based view theory) offer a roadmap
to the organizational leadership to understand the logic and role of employees in
achieving firm performance and sustaining competitive advantages. Additionally,
Wright and Ulrich (2017) noted that different types of human capital have different
strategic values to a firm. Using the ‘value’ of the human capital to a firm’s strategic
needs and the ‘uniqueness’ of that human capital, they suggested that firms manage

each of these categories with different HRM systems.

Additionally, these underpinning theoretical theories (i.e., human capital
theory and resource-based view theory) on the SHRM practices are still scattered,
and researchers should pay more attention to developing ideas rather than theorizing
the concept of SHRM practices. The need for strategic personnel appears to execute
this idea (Harrison & Bazzy, 2017). Conversely, Ismail et al. (2018) pointed out that
employee commitment and strategic leadership can support executing the strategy for
HRM practices (Simsek et al., 2017 Muenjohn et al., 2018; Mubarak & Yusoff,
2019). This suggestion was made to consider upper echelons theory and explore the
leadership role at the macro level for developing policies and managing the human

resource of an organization (Shao, 2019; Samimi et al., 2020).

Therefore, prior studies confirmed that strategic human capital can support
firms in achieving sustainable growth in business (Paauwe & Boon, 2018; Turner,
2020). Thus, executing or adopting SHRM practices is still a big challenge for the
organization where management norms and culture are difficult to change (Wei &
Lau et al., 2005; Ayanda & Sani, 2011; Gannon et al., 2015). However, researchers
identified the significance of SHRM practices as a grey area that was hardly

discussed in previous studies (Sagar, 2019).



Furthermore, Carroll et al. (2011) concluded that organizational culture plays
a vital role in adopting SHRM practices. Culture directly influences SHRM practices
to make decisions for staffing, training, participation, appraisal, and compensation
(Chow & Shin, 2009). Altman and Tushman (2017) mentioned that strategic
leadership plays an integral role in strategizing SHRM practices under the cultural
setting but still lacks the knowledge to understand the mechanisms.

Research implications of the SHRM practices may encourage the interests of
business organizations and stakeholders when the research findings are related to
context and applied to a particular regional setting. In sum, the issues described
earlier confirmed the need to integrate two theories, (i.e., resource-based view and
upper echelons theory) to adopt SHRM practices in the banking sector; this sector
plays a leading role in business establishment for any country. As mentioned earlier,
conceptual frameworks and empirical studies were proposed in business and
management literature debating the significant role of culture, employee
commitment, and leadership in adopting SHRM practices (Al-Sarayrah et al., 2016;
Adiguzel et al., 2020). Thus, the theoretical framework elaborating the mediation
effect of employee commitment and strategic leadership between organizational
culture and the SHRM practices remains undisclosed in the literature. Clark and
Creswell (2015) argued that the study’s implications may apply properly when
research findings are relevant to contextual settings. This study examines the concept
of SHRM practices in a Gulf countries context (GCC) specific to the banking sector
in Saudi Arabia, where culture, religion, and norms are integral parts of their routine

business operations.

Some constraints support examining the role significance of organizational
culture, employee commitment, and strategic leadership in adopting SHRM practices
in the banking sector of Saudi Arabia. First, Saudi Arabia is a developing country
with strong cultural influence in managing business operations (Al Harbi et al.,
2016). Within the context of Saudi Arabia, culture has a strong influence in
managing business operations. The general business environment is deeply
authoritarian, egalitarian, relationship-oriented, and family-oriented with strong
religious values influence (Al Harbi et al., 2016; Muenjohn et al., 2018; Allam and



Shaik 2020). Such facts make it interesting to examine the role significance of
organizational culture, employees’ commitment and strategic leadership on strategic

human resources management practices in the Saudi Arabia

Second, Strengthening the banking industry is a top aim for KSA Vision
2030. Therefore, the financial sector in Saudi Arabia plays a vital role in supporting
and establishing other business sectors in the country following Vision 2030. Saudi
Arabia is focusing more on the performance and achievements of the banking sector
in the country now. Thus, the banking sector should maintain standards and practices
to impact the business community in the country. Mizan et al., 2013; Cherif (2020)
claimed that strategic human resource practices is an essential element that may
provide a roadmap for Saudi Arabia's banking industry toward optimal performance
and the maintenance of competitive advantages. The local banking industry in Saudi
Arabia experienced a worsening of conditions during the COVID-19 pandemic. Most
Saudi Arabian banks were dealing with a problems remain for the banking industry.
Cherif (2020) suggested that SHRM is essential for maintaining competitive

advantages in banks and achieving maximum performance.

According to a recent report published by Marmore Saudi Arabia, the
banking sector of Saudi Arabia is in its worst state of performance; it is extensively
exposed to stressed sectors that are expected to worsen in asset quality, which would
increase provisioning and ultimately affect their bottom line (Marmore, 2020).
Recently, Cherif (2020) identified that the Saudi Arabian banking sector faces human
resource challenges, contains complex developments and novel technological trends,
and deregulates globalization. In this respect, AlHaliq and AlMuhirat, (2016) and
Alabdan (2017) observed that the banking sector of Saudi Arabia still implements
traditional HRM practices to perform business operations. This low level of
performance of the banking sector implies scarcity to contribute to the country’s

economy. The current net income of listed banks is presented in Table 1.1.



Table 1.1

Net income of listed Banks in Saudi Arabia

M.Cap H1 2020 H1 2019 H1 2019
No Bank (SARmn) | (SAR mn) | (SAR mn) | (SAR mn)
L |ATRaNIBanking & 1y o005, | 4816 5,102 6%
Investment Corp
National
-100
2 Commercial Bank 1,13,553 4,922 5,461 10%
3 | Saudi British Bank 56,507 -5,877 916 nm
4 | Riyad Bank 54,661 2,539 2,985 -15%
5 | Samba Financial 54, 001 2,227 1,999 11%
Group
6 | Banque Saudi Fransi 40,790 1,119 1,720 -35%
7 | Alinma Bank 30,441 943 1,314 -28%
8 | Arab National Bank 30,151 1,130 1,673 -32%
9 | Bank Albilad 18,360 588 590 0%
Saudi Investment
10 Bank 10,920 413 -3 nm
11 | Bank Aljazira 10,349 347 487 -29%
Banks Aggregate 13,167 22,243 -41%

Source: Marmore (2020)

As presented in Table 1.1, most of the banks in Saudi Arabia were facing a
challenging time during the financial year of 2019. Furthermore, the report described
that during the COVID-19 pandemic, the state of the local banking sector met a
worse condition. In conclusion, because of a lack of technological interaction and
advancement, the banking sector continues to face challenges in the market. Here,
Alabdan (2017) identified the lack of skills training development program arranged
for the employees during the pandemic. Further, Cherif (2020) suggested that the
banking sector implement strategic human resource practices to enhance employees’
skills development training and performance potential. Highly trained and motivated
employees will maximize the banking sector’s overall performance and sustain

competitive advantages in the domestic and international business market.

Therefore, research on the implications of culture and SHRM may open new
doors for practitioners, institutions, and policymakers to seek culture and strategic
leadership in articulating vision and operations monitoring. In conquering this, it is

crucial to examine the significant role of organizational culture, employee



commitment, and strategic leadership in adopting SHRM practices in the banking
sector of Saudi Arabia.

1.3 Problem Statement

SHRM practices and their impact on the overall performance of employees
and organization is still a debatable concept that appears to lack a cohesive
development of theoretical framework (Hamadamin & Atan, 2019; Sagar, 2019).
Prior studies concluded that the concept of SHRM practices is still challenging for
organizational leaders to implement and manage (Schneider et al., 2019; Wanyama
& Nyaga, 2019; Vuong & Sid, 2020). However, these scholarly works failed to
combine the HRM framework with the concept of strategic approach (Nyong’a &
Maina, 2019; Samimi et al., 2020). Interestingly, Adiguzel et al. (2020) pointed out
that future studies should focus on the attitudes and behaviors of individuals to
develop new theoretical concepts and more significant studies related to human
resources and leadership styles. Their research also stressed that SHRM practices
significantly guide organizational leadership in motivating and managing the

employees’ job performance.

However, limited studies investigated the significance of SHRM as a
precursor for organizational outcomes known as performance, profit, and growth
(Zehir et al., 2020; Bawa et al., 2020; Almutairi & Alsawalhah, 2020). In this regard,
Harrison and Bazzy (2017) investigated the link between organizational culture and
SHRM practices; they concluded that “an organizational culture that is misaligned
with a strategy may also lead to unintended SHRM outcomes and results in negative
firm performance” (p. 1261). Following this, Vu and Nwachukwu (2020) stated that
the relationship between organizational culture and SHRM relies on the overall
performance of the organizations. Thus, Ordiz-Fuertes and Fernandez-Sanchez
(2003) explained that organizational culture comprises uncontrollable factors that are
difficult to change or modify if any organization wishes to adopt SHRM practices.



As for theorizing the concept of SHRM, it is defined by Wright and
McMahan (1992) as “the pattern of planned human resource deployments and
activities intended to enable an organization to achieve its goals”. Chen and Huang
(2009), Jackson et al. (2014), and Sanchez et al. (2015) confirmed that the SHRM
practices should be classified based on five dimensions: i.e. staffing, training,
participation, performance appraisal, and compensation. (p. 298). These certain five
strategic high-performance work practices in the areas of staffing, training,
participation, performance appraisal and compensation are used to measure the

strategic impact on firm performance (Chen & Huang, 2009; Huselid, 1995).

This concept has been studied with multiple integrations with their
significance and outcomes (Loshali & Krishnan, 2013; Gannon et al., 2015; Harrison
& Bazzy, 2017). Most studies examined the relationship between SHRM and
organizational culture as an antecedent, mediator, and moderator. Empirically, it
highlighted that SHRM has a significant impact on firm performance driven by
organizational culture (Harrison & Bazzy, 2017), employee commitment (Ngo et al.,
2008), and strategic leadership (Loshali & Krishnan, 2013). Considering the
development of the SHRM practices framework, several researchers reported that the
resource-based view theory lapsed in defining the framework for adopting SHRM
using strategic leadership (Sagar, 2019; Wanyama & Nyaga, 2019).

Previous studies highlighted that the banking sectors are still implementing
the traditional human resource systems (Figueiredo et al., 2016; Madanat &
Khasawneh, 2018; Tawfig & Kamarudin, 2021), which negatively impacts the
overall performance and productivity of the banking sector, particularly in
developing countries (Abdalkrim, 2012). According to Madanat and Khasawneh
(2017), the banking sector plays an important role in developing the economy of any
country. Thus, Altarawneh (2016) suggested that the banking sector should adopt
modern human resource practices and educate employees at all levels to contribute

effectively to the achievement of the business goals.

Therefore, limited studies highlighted the approach and knowledge on
strategizing the roadmap to adopt SHRM in the banking sector (Madanat &



Khasawneh, 2017; Harrison & Bazzy, 2017). In addition, the SHRM practices was
insufficiently discussed by specifying the significant role of organizational culture,
employee commitment, and strategic leadership that would be helpful in strategic
implementation. Future research lines have been mentioned to study the concept of
SHRM by integrating theories, strategic overview of the phenomenon, and linking
the strategic role of personnel at the macro level (Dessler, 2019; Sagar, 2019; Turner,
2020; Samimi et al., 2020).

Additionally, the concept of strategic leadership has been studied in several
ways, for example, “making strategic decisions, engaging with external stakeholders,
performing human resource management activities, motivating and influencing,
managing information, overseeing operations and administration, managing social
and ethical issues, and managing conflicting demands” (Samimi et al., 2020 p.3).
Thus, strategic leadership can articulate the vision, manage the business
environment, and monitor the operations in the banking sector (Altarawneh, 2016;
Altman & Tushman, 2017; Madanat & Khasawneh, 2018). Several authors have
developed and concluded theorizing the concept of SHRM practices, strategic
leadership, organizational culture, and employee commitment. For example,
Waldman et al. (2004) and Waldman and Javidan (2013) concluded that upper
echelons theory is the dominant theory to predicate the role of strategic management
and leadership of an organization. Accordingly, resource-based view theory
positively predicts SHRM practices and organizational culture (Moran & Meso,
2008; Lin & Wu, 2014; Collins, 2021).

Additionally, it is challenging to develop the framework to examine the link
between organizational culture, employee commitment, strategic leadership, and
SHRM practices in the banking sector (Altarawneh, 2016; Tawfig & Kamarudin,
2021). Referring to the above discussion on theoretical justification, the researcher
found that the resource-based view and upper echelons theory would significantly
investigate the link between organizational culture, employee commitment, strategic
leadership, and SHRM practices. Empirically, few studies studied this theoretical
concept in developing countries, particularly Saudi Arabia (Abdalkrim, 2012;
Altarawneh, 2016; Tawfig & Kamarudin, 2021).



Theorizing the concept of organizational culture, scholars with the
anthropological view stated that employees and leaders can create dynamic culture
(Chopade, 2021; Hamadamin & Atan, 2019). Thus, the logical stance is that leaders
are part of the culture and do not create it (Meek, 1988; Smircich, 1983). In
conquering this issue, the debate is still open whether employees and leaders of an
organization's influence culture or vice versa (Tsui, 2006; Sabir & Khan, 2011;
Hartnell et al., 2016; Muenjohn et al., 2018; Hamadamin & Atan, 2019). To reiterate,
culture affects leadership as much as leadership affects culture. Adopting SHRM
practices and culture significantly influences the organization’s performance (Sagar,
2019). Moreover, several researchers suggested a future line of research to unpack
the influence of culture, employee commitment, and strategic leadership on the
SHRM in a different context (Harrison & Bazzy, 2017; Simsek et al., 2018; Sagar,
2019; Samimi et al., 2020).

To build the case for the banking sector in Saudi Arabia, the concept of
SHRM practices lacked knowledge and framework that could be useful to make
organizations more productive. Religion and norms are an integral part of Arab
culture and has a significant influence on leaders when they interact with coworkers
(Hage & Posner, 2015). Thus, the assumption can be made that culture influences
strategic leadership in executing the process for the SHRM practices. This

hypothetical statement needs to be tested due to limitations in the literature.

In this regard, 1) a novel stream of research calls for further studies on the
strategic human resource management practices; 2) scarcity of literature on
organizational culture, strategic leadership, and employee commitment in the context
of the banking sector; 3) influential role of the banking sector in the economic
development of the country; and 4) still limited number of scholars investigated the
role of strategic HRM practices and employees’ job satisfaction in predicting the
performance of banking sector in Saudi Arabia (Cherif, 2020). This study proposed a
framework for adopting strategic human resource management practices in the
banking sector. The framework considers a) organizational culture, strategic
leadership, employee commitment, strategic human resource management practices;

b) strategic leadership and employee commitment play a mediating role.

10



In line with research gaps, the following sections describe the purpose of the
study, research questions, and objectives.

1.4 Purpose of Study

SHRM practices have been a critical subject for organizations. Hence,
organizational culture, employee commitment, and strategic leadership are essential
components to develop and implement SHRM practices. Organizations pay worthy
attention to ensuring the best practices for SHRM. Keeping in view, the purpose of
this study is to measure the role of organizational culture, employee commitment,
and strategic leadership in the strategic human resource management practices.
Specifically, this study covers the perceptive of employees and top managers
working in the banking sector of Saudi Arabia in terms of their significant

contribution in the development of businesses in the region.

1.5  Research Objectives

This study sets eight objectives:

RO1: To examine the influence of organizational culture on strategic

leadership and employee commitment

RO2: To examine the influence of strategic leadership on the employee
commitment and SHRM practices.

RO3: To examine the influence of employee commitment on the SHRM

practices.

RO4: To examine the mediating role of strategic leadership between

organizational culture and employee commitment.
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RO5: To examine the mediating role of strategic leadership between
organizational culture and SHRM practices.

ROG6: To examine the mediating role of employee commitment between

organizational culture and SHRM practices in sequence.

RO7: To examine the mediating role of strategic leadership and employee

commitment between organizational culture and SHRM practices in sequence.

RO8: To examine the mediating role of employee commitment between

strategic leadership and SHRM practices.

1.6 Research Questions

Based on the research objectives identified in the previous sections, the

research questions were formulated as below.

RQ1: Does organizational culture influence strategic leadership and

employee commitment?

RQ2: Does strategic leadership influence employee commitment and SHRM

practices?

RQ3: Does employee commitment influence the SHRM practices?

RQ4: Does strategic leadership mediate the relationship between

organizational culture and employee commitment?

RQ5: Does strategic leadership mediate the relationship between

organizational culture and SHRM practices?
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RQ6: Does employee commitment mediate the relationship between

organizational culture and SHRM practices?

RQ7: Do strategic leadership and employee commitment mediate the

relationship between strategic leadership and SHRM practices in sequence?

RQ8: Does employee commitment mediate the relationship between strategic

leadership and SHRM practices?

Table 1.2 below demonstrate the research ten hypotheses based on the

research questions, and research objectives.

Table 1.2 Research motivation, objectives, questions, and hypothesis
Motivation for Research Research Hypothesis
research objectives guestions (RQ)

(RO)
Lack of studies that | RO1: To RQ1: Does H1:
integrate the examine the organizational | Organizational
resource-based view | influence of culture culture has a
and upper echelons organizational influence significant
theory in order to culture on strategic influence on the
provide the strategic leadership and | strategic
framework for the leadership and | employee leadership.
SHRM practices in employee commitment?
addition to the role commitment. H2:

significance of
culture and strategic

Organizational
culture has a

leadership for the significant
financial sector, influence on the
especially in Saudi employee
Arabia (Muenjohn et commitment.

al., 2018; Sagar,
2019; Wanyama &
Nyaga, 2019;
Samimi et al., 2020).
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Table 1.2 Research  motivation, objectives, questions, and hypothesis
(continued)
Motivation for Research Research Hypothesis
research objectives guestions (RQ)
(RO)

Lack knowledge of RO2: To RQ2: Does H3: Strategic

the mechanisms examine the strategic leadership

regarding strategic influence of leadership significant

leadership; to what strategic influence influences on the

extent it influences leadership on employee employee

the internal and the employee commitment commitment.

external commitment and SHRM

environment; and SHRM practices? H4: Strategic

precisely, in terms of | practices. leadership

SHRM practices significant

(Shao et al., 2019) influence on the
SHRM practices.

A dearth of literature | RO3: To RQ3: Does H5: Employee

on theorizing the examine the employee commitment has a

empirical findings to | influence of commitment significant

check the influence | employee influence the influence on the

of employee commitment on | SHRM SHRM practices.

commitment on the SHRM practices?

strategic leadership practices.

(Ribeiro et al., 2018;

Hamadamin & Atan,

2019)

Culture significantly | RO4: To RQ4: Does H6: Strategic

affects employee examine the strategic leadership

commitment; thus, mediating role | leadership mediates the

insufficient empirical | of strategic mediate the relationship

studies on testing the | leadership relationship between

mediating effect of between between organizational

strategic leadership organizational organizational | culture and

(Nyong’a & Maina, | culture and culture and employee

2019) employee employee commitment.

commitment. commitment?

14




Table 1.2 Research  motivation, objectives, questions, and hypothesis

(continued)

Motivation for Research Research Hypothesis
research objectives questions (RQ)
(RO)
RO5: To RQ5: Does H7: Strategic
examine the strategic leadership
mediating role | leadership mediates the
of strategic mediate the relationship
leadership relationship between
between between organizational
organizational organizational | culture and SHRM
culture and culture and practices.
SHRM SHRM
practices. practices?
Culture positively RO6: To RQ6: Does H8: Employee
affects employee examine the employee commitment
commitment; thus, mediating role | commitment mediates the
insufficient empirical | of employee mediate the relationship
studies on testing the | commitment relationship between
mediating effect of between between organizational
employee organizational organizational | culture and SHRM
commitment (Ribeiro | culture and culture and practices.
et al., 2018) SHRM practices | SHRM
in sequence. practices?
Bulut and Culha RO7: To RQ7: Does H9: Employee
(2010) suggested that | examine the employee commitment
researchers use mediating role | commitment mediates the
resource-based view | of employee mediate the relationship
theory to investigate | commitment relationship between strategic
the influence of between between leadership and
employees’ strategic strategic SHRM practices.
commitment on leadership and leadership and
organizational SHRM SHRM
commitment. practices. practices?
Accordingly, we
used resource-based
view theory to
investigate the
mediating role of
employee
commitment.
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Table 1.2 Research  motivation, objectives, questions, and hypothesis
(continued)
Motivation for Research Research Hypothesis
research objectives questions
(RO) (RQ)
RO8: To RQ8: Do H10: Strategic
examine the strategic leadership and
mediating role of | leadership and | employees
strategic employee commitment
leadership and commitment mediates the
employee mediate the relationship
commitment relationship between
between between organizational
organizational strategic culture and SHRM
culture and leadership and | practices in
SHRM practices | SHRM sequence.
in sequence. practices in
sequence?

1.7 Scope of Study

The scope of the study is to integrate resource-based view theory and upper
echelons theory using the concept of role significance of organizational culture,
employee commitment, and strategic leadership for the SHRM practices in the
banking sector of Saudi Arabia. This study emphasizes the issues related to the
SHRM practices within the context of the banking sector of Saudi Arabia.
Accordingly, a direct influence of organizational culture, employee commitment, and
strategic leadership (i.e., independent variables) is determined by adopting SHRM
practices (i.e., dependent variable). Moreover, the role of employee commitment and
strategic leadership is also examined with mediation effect between organizational
culture and SHRM practices. This study describes the importance of strategic
leadership to achieve the desired outcomes for organizations. This study elucidates
the SHRM practices can be significantly triggered by organizational culture,
employee commitment, and leadership in the corporate setting. To achieve the study
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objectives, the employees and top managers of the banking sector are considered as
potential respondents for this study. Both groups are considered because of their
greater influence in the operations monitoring and articulating vision for the
organization. This study chooses the banking sector, including public and private
banks in Jeddah, Saudi Arabia, since this study selected the banking sector and
approached participants using a snowball technique.

1.8  Significance of Study

This study contributes to the body of knowledge, policy & practitioners.

)} Contribution to the body of knowledge:

This study merges two theories (i.e., resource-based view theory and upper
echelons theory) to underpin the SHRM practices in the banking sector. Also, this
study identifies the significant role of organizational culture, employee commitment,
and strategic leadership to overcome the challenges that hinder the SHRM practices.
It is conceptually understood that the strategic leadership role would significantly
influence strategic implementation in the organization (Jabbar & Hussain 2017;
Sagar, 2019; Samimi et al., 2020). However, the role of strategic leadership lacks
empirical knowledge to create a bridge between organizational culture and the
SHRM practices, especially in the financial sector. From the theoretical point of
view, this study contributes to theorizing the framework for the SHRM practices by
integrating the resource-based view and upper echelons theory. Earlier studies
discussed leadership influence on employee performance, organization culture, and
SHRM practices (Harrison & Bazzy, 2017; Schneider et al., 2019). However, these
studies ignored the theoretical framework that describes the reverse effect of culture

on leadership styles incredibly strategic leadership in the SHRM practices.

i) Contribution to Policy:
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This study would bridge the gap still lacking in adopting SHRM practices
(Sagar, 2019). The empirical result supported the existent studies related to adopting
SHRM practices. It will draw a roadmap on adopting strategic human resource
management in an organization specifically the banking sector. The SHRM practices
model can be used by the banking sector as to explore the modern system through
focusing on organizational culture, leadership style, and employees’ behaviour and
attitude. focus on the organizational cultural values and strategic leadership style and
help determining policies to implement SHRM practices. With the use of this study,
financial institutions, the banking industry, financial professionals, academics,
legislators, and universities may better strategize their plans and operations and

investigate the critical elements that may encourage the adoption of SHRM practices.

iii) Contribution to practitioners:

The study findings could provide guidance for top management and leaders
in the financial sector to strategize the SHRM practices and deal with challenges
associated with organizational culture. This study will help to launch SHRM
programs in the banking sector which will contribute to the development of small
and medium business opportunities. this study will enable the Saudi Central Bank to
successfully implement SHRM practices and integrate that with the existing systems

as can enhance the competitive advantages post-COVID-19 pandemic.

1.9 Definitions

The definition of study variables is mentioned below to understand the
context and resemble with significance and scope of the study.

Organizational culture: The work dynamic encompasses several traits and
attributes known as involvement, consistency, adaptability, and mission (Denison et
al., 2006; Turner, 2020; Samimi et al., 2020). This study defines organizational
culture on adaptability and mission as the strategic point of view of the HRM

practices to the firm’s objectives.
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Employee commitment: Developing the capacity to ensure an employee
commitment that will promote the firm’s performance linked to the strategic HRM
practices adopted by the organization (Hamadamin & Atan, 2019). In this study,
employee commitment is defined as the capacity of an employee commitment in
promoting the firm’s performance that is linked to the strategic HRM practices
adopted by the organization.

Strategic leadership: The top management team is involved in establishing
strategic direction for the organization in terms of operations monitoring and
articulating a vision (Tsui et al., 2006; Samimi et al., 2020). This study defined
strategic leadership as the perception of the employees on their leaders in articulating
the vision, operations monitoring, and design future action plans of the organization

that comes under the role of a strategic leader.

SHRM practices: The organizational need for current and future human
resources to achieve the short-term and long-term goals. SHRM practices establish
the link between human resource management and strategic plans. The key attributes
of SHRM practices comprise five strategic approaches for staffing, training,
participation, performance appraisal, and compensation of human resources across
the organization (Sanchez et al., 2015; Turner, 2020). In this study SHRM practices
adoption is measured in terms of its dimensions on staffing, training, participation,
performance appraisal, and compensation of human resources across the

organization.

1.10 Organization of Research

The thesis comprises five chapters. Chapter 1 covers the study background by
providing information about organization culture, employee commitment, strategic
leadership, and SHRM practices mentioned in the previous studies. It presents the
gap in literature and statement of problem-based on theory and contextual setting.
Further, study questions and objectives are devised based on the problem statement.

This chapter also covers the study purpose, significance, and scope.
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Chapter 2 presents the in-depth literature review and theoretical underpinning
related to the research questions established in the previous chapter. This chapter
establishes a theoretical argument from published literature in the domain of SHRM
practices along with the role significance of culture, employee commitment, and
strategic leadership. Further, it covers the section of hypothesis development and the
conceptual framework that needs to work on.

Chapter 3 covers the research methods and techniques selected for the data
collection and analysis. It also presents the data management pilot testing approaches
and finalizes the data collection tools. Further, it includes the procedures to check
data validity, reliability, authenticity, and generalizability of the study findings. In
general, this chapter depicts the steps that will be performed to plan and conduct the

study.

Chapter 4 explains the data analysis technique via structural equation
modeling which contains two methods: measurement and structural models. The

statistical analysis, model, and hypotheses testing findings are presented.

Chapter 5 summarizes the overall findings, detailed discussion on the results
extracted from the previous chapter and highlights the limitation and
recommendations for future research. Additionally, the theoretical and practical

contributions of this study are discussed.

111 Summary

The rationale of the study was covered in this chapter. It includes sections
covering the background of the study, statement of the problem, study questions,
objectives, scope, and significance. This chapter established the arguments to
conduct this study and fill the literature gap. Further, it emphasized the empirical

investigation of the proposed relationship among study variables.
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Appendix A Questionnaire (English and Arabic)

Dear Participant,

The main purpose of this study is to examine (The Role of Organizational Culture
and Strategic Leadership in SHRM Practices). Being a part of a financial sector in
Saudi Arabia, you have been chosen as a participant to provide information regarding

strategic human resource management practices.

In order to enable you to provide such valuable data, a questionnaire has been
designed which consists of three constructs (i). Organizational Culture, (ii) Strategic
Leadership, and (iii) SHRM practices. And this questionnaire based on two sections
as; Section A; demographic and general questions and section B: employees’

references.

This questionnaire will take 8-10 minutes of yours for filling it out. In order to ensure
that all information remains confidential, please avoid including your name. If you
choose to participate in this research, please answer all questions and return the filled

questionnaire to the researcher.

Thank you for your time.

If you have any additional information or questions, please feel free to contact. Your

cooperation will be highly appreciated.

Sincerely,

Nadra Tawfig
PhD. Student
Azman Hashim International Business School

Universiti Teknologi Malaysia
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Email: tawfignadra@gmail.com
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Instructions for completing the questionnaire

1.  Please answer the following questions if you are rendering services

at a bank is Saudi Arabia.

Please answer all questions in this questionnaire

3. | appreciate if you could return the completed questionnaire to the
respective person

4.  Please read the following statements carefully and tick (V) the
number that best represents your behavior

no

Section A

DEMOGRAPHIC AND GENERAL QUESTIONS

This part concerns some general information. Please tick (\) in provided box below

that best describes your answer

1. Genderg«iall

O Male _sa

0 Female il

2. Age

[118- 25

[0126-35

036 —45

(046 —55

0 More than 55 years old

3. Education Level sl s gimal)

O Bachelor ¢ s s\
00 Masters fwala
0 Doctorate o/ siSa

0 Other (please specify) (2l s ) Al
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Currently you are working with the bank...
......... i) A Llla Jad

O The National Commercial Bank

0 The Saudi British Bank

0 Saudi Investment Bank

O Alinma bank

0 Banque Saudi Fransi

0 Riyad Bank

00 Samba Financial Group (Samba)

0 Alawwal bank

0 Al Rajhi Bank

O Arab National Bank

0 Bank AlBilad

0O Bank AlJazira

O Gulf International Bank Saudi Aribia (GIB-SA)
0 Other (please specify)

Your current position in the bank 4l 4843 6

0 Officers from Operation Department 4l clileall aud A Cala ga
O Commercial Loan officers 4 laill (=5 &l J 53

0 Relationship Managers <kl .

O Investment and Credit Consultants ¢l 5 vl (5 L

0 Senior Financial Analyst xS Jw Jlss

0O Branch Managers ¢ & »x

O Senior staff from HRM 48l 3 ) sall 3 513} (e (éda gall o) 5

O Others, please specify/ waail s ) s sl

Your department 4 Jexi sl acdl)
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Human Resource Management 4 &ull 3, sall 3 _)3)

0 Operations Department 4Sull clileall ad

O Customer relationship ¢l wEle

O Credit line department gei¥) jlue aud

O Remittance department <) sal) s

0 Risk Management department _hlaall & ) aud

O Audit department Gaxll ~.é

O Investment management and accounts _leiiny! <l 55 1)
O Insurance Department ¢l 5 5il2 aud

O Procurement department < jidall aud

0 Please specify vl sa )l

Experience in years at the current position
Alal) ddla gl A B i) <l giu 23

O Less than 1 years saal s 4w (e il
01 -5 years <l s o-)

(06— 10 years < s )+ -1

0011 — 15 years 4w Vo-))

O More than 15 years 4 ) (e S|

Number of employees in the company
Al A cplalad) dxe

[ Less than 50 employees <k se o+ (3a
[0 Less than 100 employees <k sa ) v+ (3a il
[0 Above 100 employees ik se \ + + (e S
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Section B
EMPLOYEES’ REFERENCES

Please indicate whether you agree or disagree with each statement given based on
five scale (1 = strongly disagreed, 2 = disagreed, 3 = slightly agree, 4 = agree, 5 =
strongly agree) response framework. Please tick () one number per question to

determine whether you agree or disagree with the following stated questions.

o = 1) A Gulie dsad o 5l Lean 233 e IS e 38155 Y 5l 53 58 S 13 Lo a5 o
(333 38 5e = 5 ¢ 38150 = 4 ¢ OB B8 5e = 3 ¢ 8 5e e =2 Bady (38 5e

8 sSaal) ALY e 385 Y ol 88 €13 Lo ppaat) Jhgas JX e aals Jla e (V) Adle png a
A

Strongly disagree Disagree Slightly Agree Agree Strongly Agree
Bady (e o e 3 il il Bady Gl
1 2 3 4 5

Construct 1. Organizational Culture
dalital) ABE 1 oY ea.m\

Dimension: Adaptability

Creating change

6. The way things are done is very flexible and easy to
change. ; 1 12|13 |4|5
L jat Jeon s LGN A ja ) saY) L o8 Al A5, Hkall

7. The organization responds well to competitors and
other changes in the business environment. 1 12]3]4 5
eI &y 8 AN @l il 5 Cppadliall ae sl dakiiall 3

8. New and improved ways to do work are continually
adopted. 1 12|13 |4|5
Gaally oLl 5 5 shaa s uan 35k 1 ey aaiad

9. Attempts to create change usually meet with
resistance.
Y sl 4a) 55 L Bole Aaglia il Calan) Y slas 4al i Bole 1 12]3|4]5

o glia ) Cilas)

10. Different parts of the organization often cooperate to

create change. 1 (2|3 |4]5
Sundl) Ealaay dadaiall (e ddlida ol jal o slati L Glle
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Customer focus

Customer comments and recommendations often lead

to changes.
a5 Gl ) agilua s e Dlaal) ciliad g5 L Glle

Customer input directly influences our decisions.
L 8 Ao il 5l 4l Jueadl @dA 20

All employees have a deep understanding of
customer wants and needs.
peilaliial o Sleall Cilie ) Guas aedy sbiac V) aian alichy

The interests of the customer often get ignored in our

decisions.
L)yl 8 8 o danl) allas Jalad i L Glle

10.

The organization encourages direct contact with
customers by our people.
\_\JS.L'”")AJMQAcM \@Jﬁ@d\(h\}ﬂ\é&‘_w = \:Au\.l. vl

Organizational learning

The organization views failure as an opportunity for
learning and improvement.
(a) sl 5 alaill A 53 Aliey Jal) Aalaiall yiia

Innovation and risk taking are encouraged and
rewarded.

(b) SlalSall 5 o iilly 48 Jlaall 5 ISV oy

Lots of tasks are left undone.
) 50 aleal) (e S & i

Learning is an important objective in our day-to-day
work.

10.

The organization shares the same information with
everyone at work.
(d)  dendl 8 (add OS e e leal) i Aalaiall ol LS,

Strategic direction and Intent

The organization has long-term purpose and
direction.
(e JaY) Jash dn g g Caa dadaiall gl

Our organizational strategy leads other organizations

to change the way they compete in the industry.

(f) ALkl e et o AY) Gl pal) Adaidl duag) jia) o 68
gladll i Ly il )

There is a clear mission that gives meaning and
direction to my work.
(9) sled Gon 55 Sima iual dda danal y Al 45

The organization has a clear strategy for the future
(h) Juioeall daza) g dpasi) yind dadaiall s

10.

The organization’s strategic direction is unclear to
me.
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(1) iy mals pe dadaiall ol i) slady)

Goals and objectives

There is widespread agreement about organizational

goals.
i Aadaiall Calaal Jea sUatl) a9 5lE) Sl
» O s 9

Leaders set goals that are ambitious, but realistic.
(k) Aandl 5 LS A gala Ulaal 508 pay,

The organizational objectives are officially and
publicly written down by the leaders.
) Bl U8 (pe Gile 5 G ) dadaiill Calaa¥) o o0 a3y

The organization continuously tracks my progress

towards the organizational.

(m) Jlie 285 e o al Lo aii Lo ) paiuly dadaial) Lailas
Talaall Apadaiill Cillal) 5 Calaal)

10.

I understand what needs to be done for the
organization to succeed in the long run.
()  Jdushll aall Lo lail) sl 4 bl cng la agdl

Vision

Employees in my organization have a shared vision

of what the organization will be like in the future.

(0) e OsSiu L A8 jida dyy) dabiall (8 Guilasel) (s
Jitiasal) A dsus el

Leaders in my organization have a long-term
viewpoint.
(p) el dlgh jhidga o dalaiall b 5aldl) aiany

Short-term  thinking often  compromises the
organizational long-term vision. )
(@ Aok by sl gad) e el )l llle

The organization’s vision creates excitement and
motivation for the employees.
(n Uil ge (gl a5 8 )51 (ge o> Aalaiall Ay (1S

10.

| am able to meet short-term demands without

compromising the organizational long-term vision.

(s) Ly bl (550 JaV) 3 paal Ul dudi e ald U
sl 4l sl dalaidl),

Dimension: Vision articulating

The top management clearly communicating the
vision about the future of the company.
(t) AS )il Jiltine Joa 43511 7 a5 Ll 3 )laY) Jas

The top management are articulating a bright future
for employees.
(U)  Cmibasall (5 e Jifise A2 Ly Ulall 3 laY) o 65

The top management are clearly handling on the
development of the company in the next five years.
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(V) IR S, ) sl (e e 5aY) ol ) (s Llall 5 l0Y)
Alaal) Guedll col gidl

The top management are emphasizing the long-term
planning of the company.
(W) 8,8l o) Jysh adadill e Uladl 5 )0Y) S5

Dimension: Operations monitoring

Top management are having good managers over
different projects and plans.
(x) Al Jaldll s o i) e st o) e Ll Uladl 5 l0Y)

Top management are monitoring the operations of the
organization.
()  swsall dae e Llell 3 laY) o) 5

Top management are having a tight control over the

business conditions of the organization.

(2) Jala b daall Cagyla e jla 44 5 Llall 510y adans
Lsas 5l

Dimension: Staffing

The organization is selective in its hiring process.
(aa) bl dplee A AAERY) (5 jati daliidll

The organization is selective for its expertise and
skills.
(bb) Wil ey Ll oa JLaa 20linY) (5 ol delaidl)

The organization is selective about its future
potentials.
(cC)  Aglitivsal) ClISLY) HEaY Ay 5 a dakiidl

Dimension: Training

The organization provides formal training activities.
(dd)  oems S5 Ay Adadil dadaiall Ja i

The organization provides comprehensive training
policies and programs.
(ee) ALal Ao )3 el g Sl Aadaial) A g5

The organization provides training for new hires
(F)  oaall il sall oy i) dalaial) g8

Dimension: Participation

Employees are allowed to make decisions.
(gg) <) Al Sasly il gall ey

Employees are allowed to suggest improvements into
work.
(hh)  dedl o lipuas Jlaa) ) 8l ik sall many

Employees’ voices are valued by the organization.

(i) sl oy it ) pial o

Dimension: Performance appraisal

Performance appraisal is developmental focused
(i) Sy qulal e S 5 el syl
(kk)
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Performance appraisal is results-based appraisal 1 121314
(1) ) e a8 4y sa o)aY) apis

Performance appraisal is behavior-based appraisal 1 121314
(Mm) Skl o 218 apis sa ¢laY) anis

Dimension: Compensation

4. Profit sharing is included in compensation. 1 121314
(Nn) ) G gail 8 Jsalia LY
5. Incentive pay is included in compensation 1 121314

(00) o pnill b Jgadia S8l sall ol

The link between performance and reward is
reflected in compensation. 1123 |4
(Pp) M) Gy gaill 8 uSary BLEISA 5 6 1aY) oy ol ,Y)

Construct 4: Employees’ Commitment

Aalaially (ppila gall ol 3l sl ) anidl

(gq) I'am committed to this company 1 121314
() AS,a o3¢l o jile Ul
(ss) Ireally care about the future of thiscompany |1 [2 |3 |4

(tt) AS ) o34 Jiinay olaf G U

(uu) I find my values and the company’s values
very similar 11234
(VW) 13 dgliia 4S5l a5 e o 2al

(ww) I really feel as if this company’s problems are
(XX) Ll lSde & 3800 oda JSUie of o) LS s jpucd

(yy)
(zz) **END OF QUESTIONNAIRE***

(aaa)
(bbb) Thank you for your time and valuable feedback
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Appendix B

Normal P-P Plot of Adaptability
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P-P Plots

Normal P-P Plot of Mission
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Expected Cum Prob

Normal P-P Plot of Performance Appraisal
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Normal P-P Plot of Compensation
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Expected Normal Value

Expected Normal Value

Normal Q-Q Plot of Adaptability

Appendix C Q-Q Plots
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Normal Q-Q Plot of Employees’ Commitment
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Normal Q-Q Plot of Staffing
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Appendix D Histograms Plotted
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Performance Appraisal Compensation
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Appendix E  Permission to Conduct Academic Research

Universiti Teknologi Malaysia

Jalan Sultan Yahya Petra

UNIVERSIT] TEXNOLOG! MALATSIA 54100 Kuala Lumpur, Malaysia
Tel: 03-2615 4100

Our References : UTM.K.55.01.03/13.11/1/4
Date : December 3, 2020

TO WHOM IT MAY CONCERN

Dear Sir/Madam,

REQUEST TO CONDUCT AN ACADEMIC RESEARCH /
PERMISSION TO COLLECT DATA

Name : NADRA FOUAD M TAWFIG
ISID No. / Passport No. : 201908F10037 / V006845
Matric No. : PBS193013

Admission Status : Full Time

Registration Date : 17 August 2019

Medium of Instruction : English

Programme : Doctor of Philosophy (PhD)

With regard to the above, this is to certify that NADRA FOUAD M TAWFIG (PBS193013) is
pursuing Doctor of Philosophy (PhD) at Azman Hashim International Business School,
Universiti Teknologi Malaysia, Kuala Lumpur.

The student is currently conducting a research under the supervision of Dr. Suzilawati
Kamarudin on a title of ORGANIZATIONAL CULTURE AND STRATEGIC LEADERSHIP IN
STRATEGIC HUMAN RESOURCE MANAGEMENT PRACTICES IN SAUDI ARABIA. In
order to fulfill her research requirement, it would be greatly appreciated if you could allow her
to distribute questionnaires, conduct an interview and collect data on related topic in your
organization.

Data collection will be used for academic purpose only and shall remain confidential and will
not be identified in publication or media. Please contact us at 03-21805032 or email to

norharyani.kl@utm.my for further clarification.
Thank you for your cooperation.

“BERKHIDMAT UNTUK NEG

1, who uphold trust,

Assistant Registrar
Azman Hashim International Business School
Level 10, Menara Razak

UTM Kuala Lumpur

% 1 03-21805032

: norharyani.kl@utm.my

<
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Appendix F  Questionnaire Validation
Nov 28,2020

Subject: Expert Validation of English- Arabic translation of questionnaire

Dear Dr. Wafaa Alyafi,

My name is Nadra Fouad Tawfig, PhD student at Azman Hashim
International School, Universiti Teknologi Malaysia (UTM). Currently, | am
conducting research titled (The Effect of Organizational Culture and Strategic
Leadership on Strategic HRM Practices in the Financial Sector in Saudi
Arabia”. | am in the phase of primary data collection for my research study. |
would like to kindly have your expertise to validate and confirm the English-
Arabic Language translation of the items that | have selected, before moving

to the data collection step.

With your expertise and knowledge, | seek your generous opinion to validate
the translation language of attached questionnaire for the study. Your

feedback is highly appreciated.

Thank you

My best regards,

Nadra Fouad Tawfig

PhD student

Azamn Hashim International Business School UTM
Kuala Lampur Campus

Phone: +966 55 876 2402

Email: tawfignadra@gmail.com
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Section 1: Organizational Culture aall
daliial) 4885 1 Y

Dimension: Adaptability

Creating change

Translation
is correct?

Arabic
Language

understood?

Comments

YES

NO

YES

NO

1- The way things are done is very flexible
and easy to change.

A

W e Jgmn 5 A 4 e ) sl g a5 )

Yes

Yes

2- The organization responds well to
competitors and other changes in the
business environment. <l delaiall aas
Jue ¥ Ay 8 5N @l il g Cpdliall aa

Yes

Yes

3- New and improved ways to do work are
continually adopted.
Jealls alill 3 5 slan s 3una 3okl painly aaiad

Yes

Yes

4- Attempts to create change usually meet
with resistance.
Jaslia il Calaa) @Y glas 4a) 55 L Bale

Yes

Yes

5- Different parts of the organization often
cooperate to create change.

EalaaY dalaidll (e dalidg o) Jal o slati L Glle
sl

Yes

Yes

Customer focus

6- Customer comments and
recommendations often lead to changes.
Glaa) ) agilia gy o Saall lalad 058 L Wl
il s

Yes

Yes

7- Customer input directly influences our
decisions.
L8 o il Laili Ll Jaenll DA

Yes

Yes

8- All employees have a deep
understanding of customer wants and

needs. &
elalial g eSleall il )l Gaae agdy sliac)

Yes

Yes

9- The interests of the customer often get
ignored in our decisions.
Ll ) 8 8 e Shaall llian dalas oy Le Glle

Yes

Yes

10- The organization encourages direct
contact with customers by our people.
o 8kl Joal sl e dadaiall (padi)ng

Lals g DA (e e Dlaall

Yes

Yes
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Organizational learning

11- The organization views failure as an
opportunity for learning and improvement.
Dshill g alaill A 53 2gliay Jdl) Aalaial) yiias

Yes

Yes

12- Innovation and risk taking are
encouraged and rewarded.
Bl 5 aaiily 48 jlaall LAY asy

Yes

Yes

13- Lots of tasks are left undone.
D) 09 pleall (e iU & 5

Yes

Yes

14- Learning is an important objective in
our day-to-day work.
osdl Ulee 8 ala Cada alaill Jiay

Yes

Yes

15- The organization shares the same
information with everyone at work.

b oadd S ge e slaall puit dadaidl) oL
Jazl)

Yes

Yes

Dimension: Mission

Strategic direction and Intent

16- The organization has long-term
purpose and direction.
JaY) sl an iy () Giase dalaiall sl

Yes

Yes

17- Our organizational strategy leads other
organizations to change the way they
compete in the industry

s (o AV sl Uit ) 3

glhidll 8 gy Gl ) 43y Ll

Yes

Yes

18- There is a clear mission that gives
meaning and direction to my work.
el a5 (Fma Al 4l daal g Al ) A

Yes

Yes

19- The organization has a clear strategy
for the future
Jiteall daal 5 doail yind daaial) gal

Yes

Yes

20- The organization’s strategic direction
is unclear to me.
& 4_\.;».\11_: c‘ab P Ldaiall ‘e.u\).\.uy‘ olaiy)

Yes

Yes

Goals and objectives

21- There is widespread agreement

about organizational goals
Lalaiall Calaal Jsa Glaill sl 5 (35 cllia

Yes

Yes

22- Leaders set goals that are
ambitious, but realistic.
Lad) 5 LS ds gala Bl 328 piay
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23- The organizational objectives are
officially and publicly written down by

the leaders. o
) U8 e Gile 5 Gy daaidasill Calaaly) oy g

Yes

Yes

24- The organization continuously
tracks my progress towards the
organizational stated goals and
objectives.

A5 (g 03 alle i e ) el dakiial) Lailas
Qb)) dadauil)l sl s Calaaly) Jilia

Yes

Yes

25- | understand what needs to be done
for the organization to succeed in the
long run. o le agdl
dashll Gadl e #laill sl 4 oLl

Yes

Yes

Vision

26- Employees in my organization
have a shared vision of what the
organization will be like in the future.
OsSh Ll AS jidie 4y ) Aalaiall (3 (il sall (o)
Jiiasall 3 G sall 4le

Yes

Yes

27- Leaders in my organization have a
long-term viewpoint.
aall Alygha i dga g daliia) i 52 iy

Yes

Yes

28-  Short-term  thinking  often
compromises the organizational long-
term vision We

gl Uy y padll ol e il pay L
A

Yes

Yes

29- The organization’s vision creates
excitement and motivation for the
employees.

@A Dadadlly BEY e s Aebidl 44y, @las
Ll g

Yes

Yes

30- | am able to meet short-term
demands without compromising the
organizational long-term  vision.
bl (50 JaY) 5 jual clillal) Al e 3 Ul
sl Al sha Aahaiall Ay 5

Yes

No

221




Section 2: Strategic Leadership

Dimension: Vision articulating

tight control over the business
conditions of the organization ai«s
& Jaall gl o Al 448 5 Llall 5 )Y)
Lean el Jala

31- The top management clearly Yes

communicating the vision about the Yes

future of the company.

Al Jitse Jon Al = gm0 Llall 5 laY) Jass

32- The top management are Yes

articulating a bright future for Yes

employees

Ol sall (3 e Jofiane 4Ly Llall 3 ,10Y) o 5

33- The top management are clearly Yes

handling on the development of the

company in the next five years. Yes

sk Bl Lad ) 5a¥) alay i Llall 3 l0Y)

Add) Geadll el gind) JNA S L)

34- The top management are Yes

emphasizing the long-term planning of Yes

the company

A8 53l saal) Jigh Jadaddll e Ulal) 3 )aY) S5

 Dimension; Operations monitoring |

35- Top management are having good 5,19 | Yes

managers over different projects and Lledl

plans 8y el

Laball s aliad) e gpva e Ll Llal el

daliie No G

5lay

kil
Lhall,
daliad)

36- Top management are monitoring Yes Yes

the operations of the organization

Loonsall Jae e Wlal) 3 10Y) ) 53

37- Top management are having a Yes Yes
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4yl 3 ) gall B1) Gl jlaa 1L acddl
L) 5uY) Section 3: SHRM Practices

Dimension: Staffing

38- The organization is selective in its

hiring process.
b il dlee (8 APEEY) (5 i dakaial)

Yes

Yes

39- The organization is selective for its
expertise and skills
Ll ol 5 el JLia A0l (5 s dakaiall

Yes

Yes

40- The organization is selective about
its future potentials

Al LKLY LAY AlEnY) 5 at dalaial)
Dimension: Training

41- The organization provides formal
training activities

e IS A, Aaal dedaiall 853

Yes

Yes

Yes

Yes

42- The organization provides
comprehensive training policies and

programs
ALl A 50 el a5 Slalgus Aalaial) i g3

Yes

Yes

43- The organization provides training
for new hires

aaall Cpils gall oy il dalaidd) i g
Dimension: Participation

44- Employees are allowed to make

decisions.

Yes

Yes

Yes

Yes

45- Employees are allowed to suggest
improvements into work
Jaall e lipuad Ja) &)yl Guils sall mansy

Yes

Yes

46- Employees’ voices are valued by
the organization.
T sall (pa iy (il gall ) gual Jaas

Dimension: Performance appraisal

47- Performance appraisal is
developmental focused
Sl culall e 35S 5 elaY) anis

Yes

Yes

Yes

Yes

48- Performance appraisal is results-
based appraisal
c.\L\J\ e e.\\.a ?5‘5‘33 BT 2124 e.usﬁ

Yes

Yes

49- Performance appraisal is behavior-
based appraisal
ol e 28 andi a o1aY) ans

Yes

Yes
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Dimension: Compensation
50- Profit sharing is included in Yes Yes
compensation

Sl gl U sadia 2l Y audis
51- Incentive pay is included in Yes Yes
compensation

Sl Gy el A Jgadia Sl sall jal
52- The link between performance and | Yes
reward is reflected in compensation
sl 3 ey 38K 5 1Y) (s Ll 5!
Sl

Yes

Thank you for your time and valuable feedback on the items
related to their acceptance, language and relevance to constructs.
Do the Arabic translation language of the questions raised in the

guestionnaire as a whole reflect the English language items?

Yes No
If No please Specify:

Name: _Dr. Wafaa AbdulBadie AlYafi (Associated Professor
(HRM)

Signature: _ wafaa Date: 30 November

2020
Oct 27™ 2020
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Subject: Expert Validation of Study Construct and Related Items

Dear Prof. / Dr. Adriana Mohd Rizal

My name is Nadra Fouad Tawfig, PhD student at Azman Hashim International
School, Universiti Teknologi Malaysia (UTM). Currently, | am conducting research
titled ( The Effect of Organizational Culture and Strategic Leadership on Strategic
HRM Practices in the Financial Sector in Saudi Arabia”. I am in the phase of primary
data collection for my research study. | would like to kindly have your expertise to
validate and confirm the items that | have selected, before moving to the data
collection step. Kindly note that all the items are extracted from published research

studies.

With your expertise and knowledge, | seek your generous opinion to validate the
attached questionnaire for the study. Your feedback is highly appreciated.

Thank you
My best regards,

Nadra Fouad Tawfig

PhD student

Azamn Hashim International Business School
UTM

Kuala Lampur Campus

Phone: +966 55 876 2402
Email: tawfignadra@agmail.com
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Details of study Constructs, dimensions and number of items.

Name of Tvoe 15t order / 2nd Total
Construct yp dimensions | order/dimensions | items
Organizational Independent | Adaptability | Creating change 5 items
culture trait Customer focus 5 items
(Denison et al., Organizational 5 items
2006; Turner, learning
2020; Samimi et Mission trait | Vision 5 items
al., 2020) Strategic direction | 5 items
and intent
Goals and 5 items
objectives
Employees’ Independent, | None None
commitment mediate :
. 4 items
(Hamadamin and
Atan, 2019)
Strategic Independent, | Vision )
. . . . 4 items
leadership mediate articulating
(Tsui, et al., 2006; . None
o Operations .
Samimi et al., monitorin 3 items
2020) g
SHRM practices | Dependent Staffing None 3 items
(Sanchez et al., Training 3 items
2015; Turner, Participation 3 items
2020) Performance 3 items
appraisal
Compensation 3 items
Total items | 56
Vision Operations
Articulating | Monitoring
Strategic
Leadership
4, H7
Adaptability :2 Adoption of

Mission

Organizational
Culture

Employees’
Commitment

Note: Please tick (V) in the space provided
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SHRM Practices
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Performance
Appraisal




Construct and Dimensions Item can be Language Item related to Comments
accepted? understood? construct?
Yes | No Yes No Yes | No

Section 1: Organizational Culture

Definition: “The organizational culture influences the way people interact, the context within which knowledge is created, the
resistance they will have towards certain changes, and ultimately the way they share knowledge” (Ashkanasy et al., 2011)

Dimension: Adaptabilty
Creating change:

Definition: "The organization is able to create adaptive ways to meet changing needs. It is able to read the business environment, react quickly
to current trends, and anticipate future changes". (Denison et al., 2006)

1. The way things are done is very flexible and / / /
easy to change.
2. We respond well to competitors and other / / /
changes in the business environment.
3. New and improved ways to do work are /
: / /

continually adopted.
4. Attempts to create change usually meet with /

: / /
resistance. (Reversed Scale)
5. Different parts of the organization often / / /
cooperate to create change.

Customer focus:
Definition: "The organization understands and reacts to their customers and anticipates their future needs. It reflects the degree to which the
organization is driven by a concern to satisfy their customers" (Denison et al., 2006)

6. Customer comments and recommendations often / / /
lead to changes.
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7. Customer input directly influences our decisions. /
8. All employees have a deep understanding of /
customer wants and needs.

9. The interests of the customer often get ignored in /
our decisions. (Reversed Scale)

10. We encourage direct contact with customers by /

our people.

Organizational learning:

Definition: “The organization receives, translates, and interprets signals from the environment into opportunities for encouraging innovation,
gaining knowledge, and developing capabilities” (Denison et al., 2006)

11. The organization views failure as an /

opportunity for learning and improvement.

12. Innovation and risk taking are encouraged and /

rewarded.

13. Lots of things are left undone. (Reversed Scale) / Do you need to have 2

Lots of tasks are left undone. (Reversed Scale) items here for the reversed
scale? Which one is more
relevant for your study?

14. Learning is an important objective in our day- /

to-day work.

15. We make certain that everyone in the / Revised item

organization is being shared with the same
information.
Dimension: Mission

Strategic direction and Intent:

228



Definition: “Clear strategic intentions convey the organization’s purpose and make it clear how everyone can contribute and “make their mark” on the

industry” (Denison et al., 2006)

16. The organization long-term purpose and
direction.

Unclear. Revise item

17. Our strategy leads other organizations to
change the way they compete in the industry.

18. There is a clear mission that gives meaning and
direction to our work.

19. The organization has a clear strategy for the
future.

20. The organization’s strategic direction is unclear
to me. (Reversed Scale)

Goals and objectives:

Definition: "A clear set of goals and objectives can be linked to the mission, vision, and strategy, and provide everyone with a clear direction

in their work"(Denison et al., 2006)

21. There is widespread agreement about
organizational goals.

22. Leaders set goals that are ambitious, but
realistic.

23. Objectives we are trying to meet are officially
and publicly written down by the leaders.

Unclear. Revise item

24. We continuously track our progress against our
stated goals.

25. We understand what needs to be done for the
organization to succeed in the long run.
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Vision:
Definition: "The organization has a shared view of a desired future state. It embodies core values and captures the hearts and minds of the
organization’s people, while providing guidance and direction"(Denison et al., 2006)

26. We have a shared vision of what the / / /
organization will be like in the future
27. Leaders have a long-term viewpoint. / / /
28. Short-term thinking often compromises our /

. / /
long-term vision. (Reversed Scale)
29. Our vision creates excitement and motivation / / /
for our employees.
30. We are able to meet short-term demands / / /
without compromising our long-term vision.

Section 2: Strateqgic Leadership
Definition: “Strategic leadership as the functions performed by individuals at the top levels of an organization (CEOs, TMT members,
Directors, General Managers) that are intended to have strategic consequences for the firm” (Samimi et al., 2020)

Dimension: Vision articulating

Definition: Visionary approach by leaders help in firm’s internal and external adaption issues. (Tsui et al., 2004)

1. The top management clearly communicating the /

. / /
vision about the future of the company
2. The top management are articulating a bright / / /
future for employees
3. The top management are clearly handling on the /

. : / /

development of the company in the next five years
4. The top management are emphasizing the long- / / /
term planning of the company
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Dimension: Operations monitoring

Definition: is to get a clear picture of business operations at micro, meso and macro level. (Tsui et al., 2004)

5. Top management are having good managers /

: : / /
over different projects and plans
6. Top management are monitoring the operations / / /
of the organization
7. Top management are having a tight control over /

: . o / /
the business conditions of the organization

Section 3: SHRM Practices

Definition: “Strategic human resource management is the practice of attracting, developing, rewarding, and retaining employees for the
benefit of both the employees as individuals and the organization as a whole. As a result, the goals of a human resource department reflect and
support the goals of the rest of the organization” (Sanchez et al., 2015)

Dimension: Staffing

1. Human Resource Department practice selectivity /

in hiring / /
2. Human Resource Department practice selection / / /
for expertise and skills

3. Human Resource Department practice selection / / /
for future potentials

Dimension: Training

4. The organization provides formal training / /

activities /
5. The organization provides comprehensive / / /
training policies and programs

6. The organization provides training for new hires / / /
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Dimension: Participation
7. Employees are allowed to make decisions

8. Employees are allowed to suggest improvements
into work

9. Employees’ voices are valued by the
organization

Dimension: Performance appraisal

10. Performance appraisal is developmental
focused

11. Performance appraisal is results-based appraisal

12. Performance appraisal is behavior-based
appraisal

Dimension: Compensation
13. Profit sharing is included in compensation

14. Incentive pay is included in compensation

15. The link between performance and reward is
reflected in compensation

Construct 4: Employees’ Commitment

16. I am committed to this company

17. I really care about the future of this company

18. | find my values and the company’s values very
similar

19. | really feel as if this company’s problems are
my own
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Thank you for your time and valuable feedback on the items related to their
acceptance, language and relevance to constructs.

Do the questions raised in the questionnaire as a whole reflect the dimensions and
elements measured?

/Yes [INo
If No please Specify:

Name: Dr. Adriana Mohd Rizal Signature: Adriana
Date: 28 October 2020
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THE ROLE OF ORGANIZATIONAL CULTURE AND STRATEGIC
LEADERSHIP IN SHRM PRACTICES FOR THE FINANCIAL SECTOR IN
SAUDI ARABIA

Research questions

Based on the research gaps identified in the previous sections, the below mentioned

questions are described.

RQ1: Does organizational culture influence on the SHRM practices and strategic

leadership?

RQ2: Does strategic leadership influence on the SHRM practices?

RQ3: Does strategic leadership mediate the relationship between organizational

culture and SHRM practices?

Unit of Analysis

Clark and Creswell (2015) mentioned that an individual or organization can be
considered as unit of analysis in the quantitate study. This study will consider an

individual as unit of analysis. An individual who is working in the financial sector in
Saudi Arabi
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Dear Participant,

The main purpose of this study is to examine The Role of Organizational Culture and
Strategic Leadership in SHRM Practices. Being a part of HR department in your
organization, you have been chosen as a participant to provide information regarding

strategic human resource management practices.

In order to enable you to provide such valuable data, a questionnaire has been
designed which consists of three sections (A: Organizational Culture, B: Strategic
Leadership and C: SHRM practices.

This questionnaire will require a few minutes of yours for filling it out. In order to
ensure that all information remains confidential, please avoid including your name. If
you choose to participate in this research, please answer all questions and return the

filled questionnaire to the researcher.

Thank you for your time.

If you have any additional information or questions, please feel free to contact. Your

cooperation will be highly appreciated.

Sincerely,

Nadra Tawfig

PhD. Student

Azman Hashim International Business School
Universiti Teknologi Malaysia

Email: tawfignadra@gmail.com

Tel: (00966) 0559872402
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Instructions for completing the questionnaire

1. Please answer the following questions if you are rendering services at top
management position in your organization

2. Please answer all questions in this questionnaire

3. | appreciate if you could return the completed questionnaire to the respective
person

4. Please read the following statements carefully and tick (V) the number that

best represents your behavior based on the following criterion:

Part I: Basic Information

No | Characteristics Details
1. Director
2. Senior Director
o 3. Junior Director
. Level of position in the 4. Head of department
company 5. Executive
6. Officer
7. Staff
1. 2-9years
5 Experience in years at 2. 10-19 years
current position 3. 20 years and above
4. Others:
1. Less than 50 employees
Number of employees in 2. Less than 100 employees
3 the company 3. Above 100 employees
4. Others:
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Part 11: Survey Response

Strongly disagree | Disagree | Neutral | Agree | Strongly agree

1 2 3 4 5
Section 1: Organizational Culture
Dimension: Adaptability
Creating change 1|12 1|3 |4
1. The way things are done is very flexible and
112 | 3 |4
easy to change.
2. We respond well to competitors and other
: ) . 112 |3 |4
changes in the business environment.
3. New and improved ways to do work are
: 112 |3 |4
continually adopted.
4. Attempts to create change usually meet with
: 112 |3 |4
resistance. (Reversed Scale)
5. Different parts of the organization often
112 |3 |4
cooperate to create change.
Customer focus
6. Customer comments and recommendations
112 |3 |4
often lead to changes.
7. Customer input directly influences our
o 112 |3 |4
decisions.
8. All members have a deep understanding of
112 |3 |4
customer wants and needs.
9. The interests of the customer often get 1121312
ignored in our decisions. (Reversed Scale)
10. We encourage direct contact with customers 112 3]a
by our people.
Organizational learning
11. We view failure as an opportunity for
: : 112 | 3 |4
learning and improvement.
12. Innovation and risk taking are encouraged
112 |3 |4
and rewarded.
13. Lots of things are left undone. (Reversed
Scale) 112134
14. Lots of tasks are left undone. (Reversed
Scale)
15. Learning is an important objective in our
112 |3 |4
day-to-day work.
16. We make certain that everyone in the 1|1 2 |3 |4
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organization is being shared with the same
information.

Strategic direction and Intent

Dimension: Mission
1

17. There is a long-term purpose and direction.

18. Our strategy leads other organizations to
change the way they compete in the industry.

19. There is a clear mission that gives meaning
and direction to our work.

20. There is a clear strategy for the future.

21. Our strategic direction is unclear to me.
(Reversed Scale)

Goals and objectives

22. There is widespread agreement about goals.

23. Leaders set goals that are ambitious, but
realistic.

24. Objectives we are trying to meet are
officially and publicly written down by the
leaders.

25. We continuously track our progress against
our stated goals.

26. We understand what needs to be done for the
organization to succeed in the long run.

Vision

27. We have a shared vision of what the
organization will be like in the future

28. Leaders have a long-term viewpoint.

29. Short-term thinking often compromises our
long-term vision. (Reversed Scale)

A |~ B~ [ b

30. Our vision creates excitement and motivation
for our employees.

31. We are able to meet short-term demands
without compromising our long-term vision.

Section 2: Strategic Leadership

Dimension: Vision articulating

1. The top management clearly communicating
the vision about the future of the company

2. The top management are articulating a bright
future for employees

3. The top management are clearly handling on
the development of the company in the next
five years
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4. The top management are emphasizing the

long-term planning of the company L1213 145
Dimension: Operations monitoring 112 |3 |4| 5
5. Top management are having good managers
) . 11 2|3 [4]| 5
over different projects and plans
6. Top management are monitoring the
: o 112 |3 [4]| 5
operations of the organization
7. Top management are having a tight control
over the business conditions of the 112 |3 (4]| 5
organization
Section 3: SHRM Practices 112 |3 |4| 5
Dimension: Staffing 1|12 |3 |4] 5
1. HR practice selectivity in hiring 112 |3 |4| 5
2. HR practice selection for expertiseandskills | 1 | 2 | 3 |4| 5
3. HR practice selection for future potentials 112 |3 |4| 5
4. Availability of formal training activities 112 |3 |4| 5
5. Availability of comprehensive training
- 112 |3 [4] 5
policies and programs
6. Availability of training for new hires 3 |4| 5
Dimension: Participation 3 (4] 5
7. Employees are allowed to make decisions 3 |4| 5
8. Employees are allowed to suggest
. : 112 |3 [4]| 5
improvements into work
9. Empl(_)yec?s voices are valued by the 1121314l 5
organization
Dimension: Performance appraisal 1|12 |3 |4] 5
10. Performance appraisal is developmental 112134l 5
focused
11. PerfO(mance appraisal is results-based 112134l 5
appraisal
12. Performance appraisal is behavior-based 11234l 5
appraisal
Dimension: Compensation 3 (4] 5
13. Profit sharing is included in compensation 3 14| 5
14. Incentive pay is included in compensation 41 5
15. The link between performance and reward is
X . 112 |3 [4] 5
reflected in compensation
Construct 4: Employees’ Commitment
16. I am committed to this company 1 41 5
17. I really care about the future of this company 41 5
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18. I find my values and the company’s values
very similar

19. I really feel as if this company’s problems are
my own
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Oct 27" ,2020

Subject: Expert Validation of Study Construct and Related Items

Dear Prof. / Dr. Dr Haliyana Khalid

My name is Nadra Fouad Tawfig, PhD student at Azman Hashim International
School, Universiti Teknologi Malaysia (UTM). Currently, I am conducting research
titled ( The Effect of Organizational Culture and Strategic Leadership on Strategic
HRM Practices in the Financial Sector in Saudi Arabia”. I am in the phase of primary
data collection for my research study. | would like to kindly have your expertise to
validate and confirm the items that | have selected, before moving to the data
collection step. Kindly note that all the items are extracted from published research
studies.

With your expertise and knowledge, | seek your generous opinion to validate the

attached questionnaire for the study. Your feedback is highly appreciated.

Thank you
My best regards,

Nadra Fouad Tawfig

PhD student

Azamn Hashim International Business School
UTM

Kuala Lampur Campus

Phone: +966 55 876 2402

Email: tawfignadra@agmail.com
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Details of study Constructs, dimensions and number of items:

Name of Tvoe 1t order / 2nd Total
Construct yp dimensions order/dimensions | items
Creating change 5 items
L Adaptability Customer focus 5 items
Organizational . — -
trait Organizational 5 items
culture learnin
(Denison etal, Independent Visiong 5 items
2006: Turner, P o T
2020; Samimi et Mission trait rda_e?lct rection ems
al., 2020) ission trai and inten _
Goals and 5 items
objectives
Employees’
commltmept Independent, None None 4 items
(Hamadamin and | mediate
Atan, 2019)
Strateglc_ V|§|on _ 4 items
leadership Independent articulating
(Tsui, et al., 2006; P ’ . None
- mediate Operations .
Samimi et al., monitorin 3items
2020) g
Staffing 3 items
SHRM practices Training 3 items
(Sanchez et al., Participation 3 items
Dependent None -
2015; Turner, P Performance 3items
2020) appraisal
Compensation 3 items
Total items | 56

Vision

| | Operations

Articulating Monitoring
Strategic
Leadership

Adaptability

Organizational
Culture

Employees’
Commitment

Note: Please tick ([J) in the space provide
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Adoption of
SHRM Practices

Staffing
Participation

Performance
Appraisal




Construct and Dimensions Item can be Language Item related to Comments
accepted? understood? construct?
Yes | No Yes | No Yes | No

Section 1: Organizational Culture

Definition: “The organizational culture influences the way people interact, the context within which knowledge is created, the resistance they will

have towards certain changes, and ultimately the way they share knowledge” (Ashkanasy et al., 2011)

Dimension: Adeptability .|
Creating change:

Definition: "The organization is able to create adaptive ways to meet changing needs. It is able to read the business environment, react quickly to

current trends, and anticipate future changes". (Denison et al., 2006)

1. The way things are done is very flexible and easy to N N N
change.

2. We respond well to competitors and other changes N

in the business environment. \ \

3. New and improved ways to do work are continually N N N
adopted.

4. Attempts to create change usually meet with N N N
resistance. (Reversed Scale)

5. Different parts of the organization often cooperate to N N N
create change.

Customer focus:
Definition: "The organization understands and reacts to their customers and anticipates their future needs. It reflects the degree to which the
organization is driven by a concern to satisfy their customers” (Denison et al., 2006

6. Customer comments and recommendations N

often lead  to changes. \ \
7. Customer input directly influences our decisions. N N N
8. All employees have a deep N

243



understanding of customer wants and needs. N N
9. The interests of the customer often get ignored in our N

decisions. (Reversed Scale) N v
10. We encourage direct contact with customers by N N N

our people.

Organizational learning:
Definition “The organization receives, translates, and interprets signals from the environment into opportunities for encouraging innovation, gaining
knowledge, and developing capabilities” (Denison et al., 2006)

1. We view failure as an opportunity for learning and N I'm not sure
improvement. what/who does ‘we’
\/ \ represent? The
organization?
The management
in organization?

2. Innovation and  risk  taking are encouraged N N N
and rewarded.

3. Lots of things are left undone. (Reversed X I think the sentence is
Scale) Lots of tasks are left undone. (Reversed incomplete and cause
Scale) confusion. Lots of things?

X \ Where? And perhaps why

4. Learning is an important objective in our day-to-day N N N
work.

5. We make certain that everyone in the organization is N
being shared with the same information. N, v

Dimension: Mission

Strategic direction and Intent:

Definition: “Clear strategic intentions convey the organization’s purpose and make it clear how everyone can contribute and “make their mark”
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on theindustry” (Denison et al., 2006)

1.

The organization long-term purpose and
direction.

If you add, “the
organization has a”, it
will be more
understandable

Our strategy leads other organizations to change
the way they compete in the industry.

There is a clear mission that gives meaning and
direction to our work.

2] <2

<] <2

The organization has a clear strategy for the
future.

The organization’s strategic direction is unclear
to me. (Reversed Scale)

Goals and objectives:
Definition: "A clear set of goals and objectives can be linked to the mission, vision, and strategy, and provide everyone with a clear direction
in theirwork(Denison et al., 2006)

1. There is widespread agreement about N N N
organizational goals.

2. Leaders set goals that are ambitious, but N N N
realistic.

3. Objectives we are trying to meet are officially N
and publicly written down by the leaders. \ V

4. We continuously track our progress against our N N N
stated goals.

5. We understand what needs to be done for the N N N
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organization to succeed in the long run. | | | | |
Vision:
Definition: "The organization has a shared view of a desired future state. It embodies core values and captures the hearts and minds of the
organization’s people, while providing guidance and direction™(Denison et al., 2006)
1. We have a shared vision of what the N X N Who is ‘we’ here?
organization will be like in the future
2. Leaders have a long-term viewpoint. N N N
3. Short-term thinking often compromises N
our long-term vision. (Reversed Scale)

212

4. QOur vision creates excitement and motivation N
for our employees.

5. Weare able to meet short-term N N N
demands without compromising our long-term
vision.

Section 2: Strateqic Leadership

Definition: “Strategic leadership as the functions performed by individuals at the top levels of an organization (CEOs, TMT members,

Directors, General Managers) that are intended to have strategic consequences for the firm” (Samimi et al., 2020)

Dimension: Vision articulating

Definition: Visionary approach by leaders help in firm’s internal and external adaption issues. (Tsui et al., 2004)
1. Thetop  management clearly

communicating the vision about the future of N N
the company
2. The top management are articulating a bright N N N

future for employees
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3. Thetop  management are  clearly N

handling on the development of the company in \ \
the next five years
4. The top management are emphasizing the long- N N N

term planning of the company
Dimension: Operations monitoring

Definition: is to get a clear picture of business operations at micro, meso and macro level. (Tsui et al., 2004)
1. Top management are having good managers

over different projects and plans \ N
2. Top management are monitoring the operations N N N
of the organization
3. Top management are having a tight control over N N N

the business conditions of the organization

Section 3: SHRM Practices

Definition: “Strategic human resource management is the practice of attracting, developing, rewarding, and retaining employees for the

benefit of both the employees as individuals and the organization as a whole. As a result, the goals of a human resource department reflect and

support the goals of the rest of the organization” (Sanchez et al., 2015)

Dimension: Staffing

1. Human Resource Department practice
selectivity in hiring

2. Human Resource Department practice selection N N N
for expertise and skills
3. Human Resource Department practice selection N N N

for future potentials
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Dimension: Training
1. The organization provides formal

training activities

2. The organization provides comprehensive
training policies and programs

3. The organization provides training for new hires

Dimension: Participation

1. Employees are  allowed to make
decisions

2. Employees are allowed to suggest
improvements into work

3. Employees’ voices are valued by the
organization

Dimension: Performance appraisal
1. Performance appraisal IS

developmental focused

2. Performance appraisal is results-based appraisal

3. Performance appraisal is behavior-based
appraisal

Dimension: Compensation

2] <2

2] <2

2] <2

1. Profit sharingis included in
compensation

2. Incentive pay is included in N N N
compensation

3. The link between performance and reward is N N N
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reflected in compensation

Construct 4: Emplo

1. 1 am committed to this company

2. | really care about the futurenf this.company N N N

3. I find my values and the éif&’f? Pvalues very N N N
similar

4. I really feel as if this company’s problems are N N N
my own

Thank you for your time and valuable feedback on the items related to their acceptance, language and relevance to constructs.

Do the questions raised in the questionnaire as a whole reflect the dimensions and elements measured?

VoYes o No
If No please Specify: \

Name: Dr Haliyana Khalid Signature:

Date :

111 NOV 2020,
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