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Abstract: Saudi Arabia has the largest and fastest growing market for telecommunication  products  and
services in the Middle East. The growing importance of this sector has attracted the attention of the
Researchers for selecting this industry for the study. The main objective of the present research is to make a
comparative  study   of   public   and  private  sector  of  Saudi  Arabian  telecom  industry  regarding  the
Human Resource Development (HRD) Practices. The Researchers have conducted an investigation  for
checking the degree of positivity in the  implementation of HRD practices in these sectors. A survey
questionnaire has been constructed and administered amongst the employees of STC and Mobily at managerial
and non-managerial level from the selected districts of Saudi Arabia. The study has brought out the existing
HRD climate in to picture and offered suggestions to improve the pace of such practices wherever they need
improvement.
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INTRODUCTION Human resources are, therefore, considered to be the

With the advent of globalization and technological work force to be developed to a world class level. It is
advancement, the market conditions have witnessed now high time that HRD practices should get top most
miraculous changes and coping up with those changes priority  in  the  strategy  for putting the economy on a
along with rising expectations of the employees and high growth path. It is against this backdrop that the
changes in management systems, have necessitated the researchers have  conducted  an investigation for
researchers and practitioners to focus their emphasis checking the degree  of  positivity  in the implementation
upon  the  concept  of human resource development. of HRD climate in telecom sector in Saudi Arabia.
Since the human resource is the most important and
indeed an essential imperative for an organization to Review of Literature: The researchers have made a
prosper and grow, their development is certainly an issue thorough review of several research papers, books, theses
of concern for the management of any organization who and dissertations to provide an insight into the academic
retain them. Saudi Arabia, with its vast resources endeavors related to HRD. In the following pages, an
especially human resources, is going to be one of the attempt has been made to review some of the important
most important beneficiaries, provided adequate studies conducted by various Researchers in this field in
preparations are made through elaborate training different countries:
programmes  for  manpower development   to  turn  the Rao and Abraham, 1989 indicated  that by and large
jam-packed millions from liability to assets. a  positive trend  in  the use  of  open  appraisal  systems,

most valuable input and the organizations desire their
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improving training functions, taking up organization 2013 mentioned the need for converting human resource
development  activities and using employee counseling into human asset for gaining mammoth importance in
by an increasingly large number of companies. In all, HRD organizations in the present day competitive world [10].
department seems to be emphasizing on the enhancement The foregoing review of literature brings into the
in quality of Work life of employees in many organizations light the fact that there have been very limited endeavors
[1]. Jain, 1996 threw light over the impact of HRD policies for the analytical researches in the field of HRD practices
and practices in increasing Organizational Effectiveness in  telecom  sector  especially in Saudi Arabian context.
and in development of a cohesive HRD climate. In this The perception of this sector needs to be further
context the author also presented a general model of HRD, researched along with benefits which this sector hopes to
which  explains  the variables  contributing  significantly achieve through analysis of various dimensions.
to the  development  of  public sector undertakings in
India  [2].  Bhatnagar and Menon, 1999 observed  that  if Objectives of the Study: Most of the studies on HRM
an organization  desires  to survive and prosper in the practices have examined only the employers’ perspectives
ever-changing  environment, its human resources  must and ignored employees’ perception. The main aim for
be in the constant state of development. It has to be designing the present study is to assess the status of
strategic in nature, which requires integration of HRD HRD practices in public and private sector companies of
efforts in career's programs, performance management Saudi Arabia through a comparative study of HRD
processes and HR planning systems [3]. practices of two major telecom operators, namely, STC

Mishra  and  Bhardwaj, 2002 highlighted the  nature and Mobily on the basis of an empirical survey.
of HRD climate over the three hierarchical levels of
managers in large private sector organizations located in Hypotheses:  Following  Hypotheses  have been set for
eastern parts of India. The conclusion derived from their the purpose of testing:
study was that the HRD climate prevailing in private
sector organizations was good and satisfactory [4]. H 1: There is no significant difference in the perception
Mufeed and Rao, 2003 based on their research suggested of employees on the HRD Practices with dimension
to adopt positive HRD practices in the organization “Quality of Work Life and Welfare Measures”
through better reward giving mechanism so as to retain between STC and Mobily.
the efficient high performers and dedicated employees [5]. H 1: There is  significant  difference  in  the perception
Hassan et al., 2006 examined the significance of HRD of employees on the HRD Practices with dimension
practices over the employees development climate and “Quality of Work Life and Welfare Measures”
orientation of quality in the organization, to study the between STC and Mobily.
perception of HRD practices and also to introspect H 2: There is no significant difference in the perception
regarding the ISO Certification to check whether its of employees on the HRD Practices with dimension
effective in improving the HRD System in organizations or “Organizational Development” between STC and
not [6]. Lombardozzi, 2007 focused on the five imperatives Mobily.
for HRD practitioners to avoid malpractice and to become H 2: There is significant difference in the perception of
more competent in the present era to face the challenges employees on the HRD Practices with dimension
of time. These imperatives include practicing conscious “Organizational Development” between STC and
competence, asking for the evidence and research base Mobily.
for solutions, researching strategic HRD issues, H 3: There is no significant difference in the perception
partnering with Researchers and staying current in the of employees on the HRD Practices with dimension
field [7]. Rao and Varghese, 2009 contended that the “Training and Development” between STC and
development of human resource at a micro /state level and Mobily.
macro/corporate level and also determine the link between H 3: There is significant difference in the perception of
the two perspectives. The researchers further offered employees on the HRD Practices with dimension
suggestions like to implement sound HR policies and “Training and Development” between STC and
practices and establish the creditability with the human Mobily.
resource to attain better outcomes [8]. Subramani and Jan, H 4: There is no significant difference in the perception
2011 felt the necessity of improving the organizational of employees on the HRD Practices with dimension
climatic conditions to match the requirements of the “Performance Appraisal and Rewards” between
organizational development [9]. Sasirekha and Ashok, STC and Mobily.
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H 4: There is significant difference in the perception of RESULTS AND DISCUSSIONA

employees on the HRD Practices with dimension
“Performance Appraisal and Rewards” between In this part the analysis of data and discussions of
STC and Mobily. each hypothesis are provided. The analysis was done by

H 5: There is no significant difference in the perception utilizing the Software Package for Social Sciences (SPSS).0

of employees on the HRD Practices with dimension The researchers have also prepared a research model
“Participative Management” between STC and consisting of five dimensions which has been the focus
Mobily. of this  project.  Figure (1) given below depicts the

H 5: There is significant difference in the perception of research model:A

employees on the HRD Practices with dimension Table (1) depicted above shows the dimension
“Participative Management” between STC and “Quality of Work Life and Welfare Measures” has
Mobily. positive attitude in the respondents towards STC and

MATERIALS AND METHODS Work Life and Welfare Measures has a significant

The research is a process of refilling human Mobily better than STC with small variations in the mean
experience for being embodied in the stock of knowledge. values. It is interpreted that this dimension has positive
The present work is based on both primary and secondary impact on both the sectors and avail good living
data. The methodology adopted for carrying out the conditions and welfare measures.
present construct: Data noted in  Table (2) clearly exhibits that there

The study is empirical in nature therefore; the work the STC and Mobily because their mean values are almost
is largely based upon primary data. Data has been same but with little variation Mobily is better than STC.
collected with the help of a survey questionnaire in The Organizational Development has clear internal
English as well as Arabic based on the guidelines of policies and procedures of HRD in both the companies. 
the model questionnaire developed by Rao, 1991 with It is inferred from Table  (3)  that there exists a
some modifications, conducted among the positive attitude of respondents towards the Mobily in
employees of the selected companies in public and comparison to STC with slightly different mean scores.
private sector of Saudi Telecom Industry [11]. During this research various factors have been analyzed
Secondary data is also used for referring the and documented and same were added in questionnaire.
conceptual aspect and literature review collected After having responses on these factors it was analyzed
from various sources like published books, journals, that these 4 factors are significant and they play important
magazines, periodicals, research surveys, work role in Telecom Sector. For objectives and procedures
conducted on the subject and websites. related to this dimension has positive impact on both the

The findings and observations have been analyzed
and evaluated to  derive pragmatic recommendations in
the form of suitable suggestions.

Sample Study: As stated above, that a survey
questionnaire has been constructed and administered
among the employees of STC and Mobily from the
selected regions of Saudi Arabia viz; Al Kharj, Dammam,
Jazan and Riyadh. The total number of employees chosen
for study has been 350 but there were some respondents
who have not reverted back, therefore, the ones whose
responses were found  to  be appropriate and complete
has been consulted for analysis. Thus, the sample frame
of the work confined to 235 employees. Out of those total
number, employees covered under study in STC has been
150 (n  = 150) and the number  of respondents from1

Mobily was 85 (n  = 85). Fig. 1: Research Model2

Mobily. Their mean values are almost same. Quality of

influence on the HRD process in the departments of

exist  a  positive  attitude  in  the  respondents  towards

companies.
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Table 1: Dimension I: Showing Quality of Work Life and Welfare Measures
Mean Scores
----------------------------

Statements STC Mobily
1 The top management gives importance to human resource and treats them humanely. 4.08 4.01
2 The top management of this company goes out of its way to make sure that employees enjoy their work. 3.14 3.29
3 The top management is willing to invest a considerable part of their time and other resources to ensure 

the development of employees. 3.49 3.63
4 The psychological climate in this organization is very conducive for any employee interested in developing 

himself by acquiring new knowledge and skills. 3.38 3.27
5 Development of human resource is considered while framing the personnel policies. 3.05 3.15
6 The organizational climate is favourable for the employees to develop new skills and knowledge. 3.59 3.61
7 Employee welfare measures are provided to such an extent that employees can save a lot of their mental 

energy for work purposes. 2.96 3.29
8 There is accurate job description in the organisation. 3.21 3.06
9 Job relation in your company is done to facilitate employee’s development. 2.87 3.41
Overall Average 3.3074 3.4131

Table 2: Dimension II: Showing the Mean Scores of the Organizational Development
Mean Scores
-----------------------------

Statements STC Mobily
1 Employees in your company are not afraid to express or discuss their feelings with their 

superiors/supervisors or even with colleagues 3.45 3.55
2 Employees are encouraged to experiments with new methods and try out creative ideas. 3.86 3.87
3 When an employee commits any mistake, his supervisor treats it with understanding and 

helps him to learn from such mistake rather than punishing/discouraging him. 3.17 3.30
4 There is a good team-spirit and cooperation in the organisation. 3.45 3.36
5 All the employees are aware of the human resource development policies followed in the organization. 3.17 3.55
6 Promotion Decision is based on the capability of the person promoted and not on my favouritism. 2.99 3.16
7 Employees are briefed about the company’s future plans so as to develop them for future. 3.17 3.01
8 Career and Growth opportunities are pointed out to juniors to senior officers. 3.25 3.57
9 There is a well-developed human Resource Information System in this organization. 3.27 3.49
Overall Average 3.3074 3.4301

Table 3: Dimension III: Showing the Mean Scores of the Training and Development
Mean Scores
-----------------------------

Statements STC Mobily
1 People lacking competence in doing their jobs are helped to acquire competence rather than being left un attended. 3.48 4.07
2 Specific training programs are being organized in your organization on regular basis. 3.19 3.38
3 Employees are sponsored for training on the basis of genuine training needs. 3.55 3.70
4 Employees, who have been given a chance of sponsored training, take it seriously and utilize the training 

for development. 3.14 3.38
Overall Average 3.3383 3.6324

Table 4: Dimension IV: Showing the Mean Scores of the Performance Appraisal and Rewards
Mean Scores
-----------------------------

Statements STC Mobily
1 When an employee does good work the officer take special care in appreciating it. 3.35 3.28
2 There is a mechanism in this organization to reward good work done or any other contribution made 

by the employees. 2.99 3.28
3 The top management makes efforts to identify and utilize the potential of the employee. 3.69 3.98
4 Performance Appraisal reports are based on objective assessment and adequate information and not on favouritism. 3.37 3.88
Overall Average 3.3500 3.6059
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Table 5: Dimension V: Showing the Mean Scores of the Participative Management
Mean Scores
-----------------------------

Statements STC Mobily
1 Seniors guide their juniors and prepare them for responsibilities/roles they are likely to take up. 3.37 3.41
2 Delegation of authority is encouraged by the managers to enable the employees capable of 

handling higher responsibilities. 3.26 3.40
3 When seniors delegated some responsibilities to their juniors, they take it as an opportunity. 3.30 3.76
4 Weakness of employees they take it seriously and use it for development. 3.43 3.70
5 When behaviour feedback is given to employees they take it seriously and use it for development. 3.33 3.08
6 When a problem arises in the company, it is discussed openly and tried to be solved rather than keep 

on accusing each other. 3.23 3.42
Overall Average 3.3211 3.4627

Fig. 2: The pie chart showing the MEAN of each category in STC and Mobily

Opinions of respondents on performance appraisal that there is positive attitude of respondents towards all
and rewards set out in Table (4) clearly reveal that questions but with different mean values in STC and
employees of both companies are moderately satisfied. Mobily. This clearly points out the fact that there is an
Comparing Public and Private Telecom Sector it is upward growth in the telecom Sector - particularly in HRD
observed there exists a positive attitude in the practices in public sector - in the last years or so will
respondents towards  the  Mobily  because  the  mean continue. Equally, despite regular reorganization and
scores of Mobily are greater than the STC in this continued financial pressures, there are no indications
dimension. But due to very less variation between the that development in the public sector and private sector
scores, it can  be  concluded that both the companies will decline. The following pie chart (Figure 2) represents
stand equivalent. Calculating  and understanding the the mean of each category namely, quality of work life and
mean values that is 3.3500 and 3.6059, it shows that this welfare measures, organizational development, training
factors is significant and needs to be focused by both and development, performance appraisal and rewards,
sectors. participative management in both the companies under

As shown in Table (5) there exists a positive attitude review:
of the respondents toward Mobily and STC regarding the
dimension “Participative Management”. The mean values Testing of Hypotheses: Hypotheses’ testing is very
of five dimensions used in analyses of data for this important  phase  of the research process which
research. The highest mean scores in Mobily shows more determines the results of the analysis. The primary data
positive attitude towards the policies of HRD Practices. collected has been tabulated and transferred to SPSS
There is small variation in mean score of HRD Policies. (Statistical Package for Social Science) from Microsoft
Below is the graphical representation of the mean scores Excel file. SPSS software has been used to analyze the
of five dimensions which clearly indicates that the Mobily primary data to test the hypotheses of the study.
has positive attitude towards the dimensions better than Necessary statistical tools have been applied for the
the STC. analysis of this research while using SPSS software. The

Thus it is observed from the foregoing analyses of mean, Independent Sample T-test were used to compute
data exhibited in different tables followed by discussion the result.
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Independent Sample T-test: The Independent-Samples T Statistics: For each variable: sample size, mean, standard
Test procedure compares means for two groups of cases.
Ideally, for this test, the subjects should be randomly
assigned to two groups, so that any difference in
response is due to the treatment (or lack of treatment) and
not to other factors. This is not the case if you compare
average income for males and females. A person is not
randomly assigned to be a male or female. In such
situations, you should ensure that differences in other
factors are not masking or enhancing a significant
difference in  means. Differences in average income may
be influenced by factors such as education.

For an independent-samples t-test to provide a valid
result, the following four assumptions are required:

Independence of observations.
No outliers.
Normality.
Homogeneity of variances.

For this study researchers have compared the mean
values of the Mobily and STC on the different HRD
practices in Saudi Arabia. Independent t- test is used to
signify the Hypothesis testing. When reporting the result
of an independent  t  t-test. It is necessary to include the
t- statistic value, the degree of freedom and the significant
value of the test (P-value).

The   result    is    computed    as  t  (df)  -t-  statistic,
P =significance value.

For computing the result statistical packages like
SPSS is used. The data are transferred to SPSS package
and then compared the results. Statistical test are
available to assess whether the two sample variance are
significantly   different.   All  statistical  tests  produce a
p-value and this is equal to the probability of obtaining
the observed difference, or one more extreme, if the null
hypothesis is true. To put it another way-if the null
hypothesis is true, the p-value is the probability of
obtaining a difference at least as large as the observed
due to sampling variation.

Consequently, if the p- value is small, the data
support the alternative hypothesis; if the p- value is large
the data  support  the  null hypothesis. A p- value of 0.05
(5  per  cent)  is  generally  regarded as sufficiently small
to  reject  the  null  hypothesis. If the p-value is  larger
than   0.01    then   the   null   hypothesis   is   accepted.
The significance value considered for the present
statistical test is 0.05(5 per cent). The 5 per cent value is
also commonly used in research to test the hypothesis.

deviation and standard error of the mean. For the
difference  in  means:  mean, standard error and
confidence interval (you can specify the confidence
level). Tests: Levene's test for equality of variances and
both pooled-variances and separate-variances t tests for
equality of means.

Quality of Work Life and Welfare Measures
Hypothesis:

H 1: There is no significant difference in the perception0

of employees on the HRD Practices with dimension
“Quality of Work Life and Welfare Measures”
between STC and Mobily.

H : There is significant difference in the perception ofA1

employees on the HRD Practices with dimension
“Quality of Work Life and Welfare Measures”
between STC and Mobily.

The null hypothesis is: H : µ  = µ0 1 2

The alternative hypothesis is: H : µ  µA 1 2

In  order  to  test  the hypothesis, Independent
Sample Test t-test is applied because it compares the HRD
Practices of dimension “Quality of Work Life and Welfare
Measures” in STC and Mobily.

Table   (6)    depicts    the    descriptive    statistics.
This table indicates the mean value and standard
deviation  obtained  by  STC  and  Mobily on the
dimension of “Quality of Work Life and Welfare
Measures” of HRD Practices in Telecom Sector. It is
noted  from  the  table  that the  Mobily  has  the  highest
mean value  of  3.4131  on  five  point  scale  and  std.
deviation of 0.57083. This is a clear indication that the
employees of Mobily have a positive perception on the
dimension of “Role Quality of Work Life and Welfare
Measures” in comparison to STC. 

Reporting these results, using the standard
deviation, as follows: The “Quality of Work Life and
Welfare Measures” was more satisfying to the employees
of Mobily (M= 3.4131, SD= 0.57083) than the employees
of STC (M= 3.3074, SD= 0.47637).

Table (7) shows the results of independent sample
test used to access the difference with perception of
employees towards the dimension of “Quality of Work
Life and Welfare Measures” of HRD Practices in STC and
Mobily.
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Table 6: Showing the Mean, Std. Deviation and Std. Error in STC and Mobily

Group Statistics

Quality of Work Life and Welfare Measures

---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Organization N Mean Std. deviation Std. Error Mean

STC 150 3.3074 .47637 .03890

Mobily 85 3.4131 .57083 .04378

Table 7: Showing the F-value and Sig. value of role between STC and Mobily

Independent Samples Test

Quality of Work Life and Welfare Measures

---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Levene's Test for Equality of Variances

---------------------------------------------------

F Sig. t df Sig. (2-tailed) Mean Difference Std. Error Difference

Equal variances assumed 9.258 .003 1.784 318 .075 .10566 .05922

Equal variances not assumed 1.804 317.042 .072 .10566 .05856

To  check  whether  there  are  equal variances, "Sig." statistically  significantly  different  mean  scores
column located under the "Levine's Test for Equality of regarding the variable “Quality of Work Life and Welfare
Variances" column is seen. In this case, the significance Measures”.
value is ".003" (i.e., p  =.003).  In  this  variable,  the There is a statistically significant difference between
population variances of the scores for both groups are means (p >.05) and therefore, we can ACCEPT the null
unequal because p =.003 (i.e.,  p>.05).  Therefore,  the hypothesis and reject the alternative hypothesis.
assumption of homogeneity of variances is violated. Hence, the hypothesis that there is significant

However, if results show that the assumption of difference in the perception of employees on the HRD
homogeneity of variances has been violated, so bottom Practices with dimension of “Quality of Work Life and
line is consulted to be used of the Independent Samples Welfare Measures” in STC and Mobily stands accepted
Test for the results of the independent-samples t-test. and alternative hypothesis is rejected.
This row is labelled as the "Equal variances not assumed"
row and it is highlighted above. Organizational Development

The mean  difference between the satisfaction level of Hypothesis:
employees in STC and Mobily regarding the variable
“Quality of Work Life and Welfare Measures” is 0.10566 H 2: There is no significant difference in the perception
(the  "Mean  Difference"  column) and the standard error of employees on the HRD Practices with dimension
of the mean difference is 0.0.05856 (the "Std. Error “Organizational Development” between STC and
Difference" column.  As  before, the results in this case Mobily.
will be reported to 2 decimal places, but we reported to H 2: There is significant difference in the perception of
them to whatever level of precision is appropriate for employees on the HRD Practices with dimension
dependent variable. So, results are reported as follows: “Organizational Development” between STC and

We can observe t-value ("t" column), the degrees of Mobily.
freedom ("df") and the statistical significance (p-value)
("Sig. (2-tailed)"). If p <.05, this means that the mean The null hypothesis is: H : µ  = µ
difference between the two groups is statistically The alternative hypothesis is: H : µ  µ
significant. Alternatively, if p >.05, you do not have a
statistically     significance    mean   difference  between In order to test the hypothesis, Independent Sample
the two groups. In case of variable “Quality of Work Life Test t-test is applied because it compares the HRD
and Welfare Measures”, p =.072 (i.e., p >.05). Therefore, Practices of dimension “Organizational Development” in
it can be concluded that Mobily and STC have no STC and Mobily.

0

A

0 1 2

A 1 2
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Table 8: Showing the Mean, Std. Deviation and Std. Error in STC and Mobily

Group Statistics

Organizational Development
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
Organization N Mean Std. deviation Std. Error Mean

STC 150 3.3074 .38692 .03159
Mobily 85 3.4301 .39047 .02995

Table 9: Showing the F-value and Sig. value in STC and Mobily

Independent Samples Test

Organizational Development
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Levene's Test for Equality of Variances
---------------------------------------------------
F Sig. t df Sig. (2-tailed) Mean Difference Std. Error Difference

Equal variances assumed .111 .740 2.816 318 .005 .12266 .04356
Equal variances not assumed 2.818 313.741 .005 .12266 .04353

Table (8) indicates the mean value and standard Difference" column) and the standard error of the mean
deviation obtained by STC and Mobily on the dimension difference is 0.04356 (the "Std. Error Difference" column.
of “Organizational Development” of HRD Practices in As before, the results in this case will be reported to 2
Telecom Sector. It is observed that the Mobily has the decimal places, but we can report them to whatever level
highest mean value of 3.4301 on five point scale and std. of  precision   is  appropriate  for   dependent   variable.
deviation of 0.39047. This is a clear indication that the So, results are reported as follows:
employees of Mobily have a positive perception on the We can observe t-value ("t" column), the degrees of
dimension “Organizational Development” in comparison freedom ("df") and the statistical significance (p-value)
to STC. Reporting these results, using the standard ("Sig. (2-tailed)"). If p <.05, this means that the mean
deviation, as follows: The “Quality of Work Life and difference between the two groups is statistically
Welfare Measures” was more satisfying to the employees significant. Alternatively, if p >.05, you do not have a
of Mobily (M= 3.4301, SD=.39047) than the employees of statistically significance mean difference between the two
STC (M= 3.3074, SD=.38692). groups. In case of variable “Organizational Development”,

Table (9) clearly depicts the results of independent p =.005 (i.e., p >.05). Therefore, it can be concluded that
sample test used to assess the difference with perception STC and Mobily have statistically significantly different
of employees towards the dimension of “Organizational mean scores regarding the variable “Quality of Work Life
Development” of HRD Practices in STC and Mobily. and Welfare Measures”.

To  check  whether  there   are  equal  variances, There is a statistically significant difference between
"Sig." column located under the "Levine's Test for means (p .05) and therefore, we can REJECT the null
Equality of Variances" column is seen. In this case, the hypothesis and accept the alternative hypothesis.
significance value is ".740" (i.e., p =.740). In this variable, Hence, the hypothesis that there is significant
the population variances of the scores for both groups are difference in the perception of employees on the HRD
unequal because p =.003 (i.e., p >.05). Therefore, the Practices with dimension of “Organizational
assumption of homogeneity of variances is met. Development” in STC and Mobily stands rejected and

However, if results show that the assumption of alternative hypothesis is accepted.
homogeneity of variances has been met, so above line is
consulted to be used  of  the Independent Samples Test Training and Development
for the results of the independent-samples t-test. This row Hypothesis:
is labelled as the "Equal variances assumed " row and it1

is highlighted above. H 3: There is no significant difference in the perception
The mean  difference  between the satisfaction level of employees on the HRD Practices with dimension

of employees in STC and Mobily regarding the variable “Training and Development” between STC and
“Organizational Development” is 0.12266 (the "Mean Mobily.

0
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H 3: There is significant difference in the perception of value is ".929" (i.e., p =.929). In this variable, theA

employees on the HRD Practices with dimension population variances of the scores for both groups are
“Training and Development” between STC and unequal because p =.003 (i.e., p >.05). Therefore, the
Mobily. assumption of homogeneity of variances is met.

The null hypothesis is: H 3: µ  = µ homogeneity of variances has been violated, so bottom0 1 2

The alternative hypothesis is: H 3: µ  µ line is consulted to be used of the Independent SamplesA 1 2

In order to test the hypothesis, Independent Sample This row is labelled as the "Equal variances assumed" row
Test t- test is applied because it compares the HRD and it is highlighted above.
Practices of dimension “Training and Development” in The  mean  difference between the satisfaction level
STC and Mobily. of employees in Mobily and STC regarding the variable

From the Table (10) one can see the mean value and “Training and Development” is 0.29402 (the "Mean
standard deviation obtained by STC and Mobily on the Difference" column) and the standard error of the mean
dimension of “Training and Development” of HRD difference is 0.07235 (the "Std. Error Difference" column.
Practices in Telecom Sector. It is clearly noted that the As before, the results in this case will be reported to 2
STC have the highest mean value of 3.6324 on five point decimal places, but we can report them to whatever level
scale and std. deviation of.64483. This is clear indication of   precision   is  appropriate   for  dependent  variable.
that the employees of Mobily have a positive perception So, results are reported as follows:
on the dimension of “Training and Development” in We can observe t-value ("t" column), the degrees of
comparison to STC. freedom ("df") and the statistical significance (p-value)

Reporting these results, using the standard ("Sig. (2-tailed)"). If p <.05, this means that the mean
deviation, as follows: The “Quality of Work Life and difference between the two groups is statistically
Welfare Measures” was more satisfying to the employees significant. Alternatively, if p >.05, you do not have a
of Mobily (M= 3.6324, SD=.64483) than the employees of statistically  significance mean difference  between  the
STC (M= 3.3383, SD=.64710). two groups. In case of variable “Training and

Table  (11)  reveals  the  results of independent Development”, p =.000 (i.e., p >.05). Therefore, it can be
sample test used to access the difference with perception concluded that STC and Mobily have statistically
of employees towards the dimension of “Training and significantly different mean scores regarding the variable
Development” of HRD Practices in STC and Mobily. “Training and Development”.

To check whether there are equal variances, "Sig." There is a statistically significant difference between
column located under the "Levine's Test for Equality of means (p .05) and therefore, we can REJECT the null
Variances" column is seen. In this case, the  significance hypothesis and accept the alternative hypothesis.

However, if results show that the assumption of

Test for the results of the independent-samples t-test.

Table 10: Showing the Mean, Std. Deviation and Std. Error in STC and Mobily

Group Statistics

Training and Development
----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
Organization N Mean Std. deviation Std. Error Mean

STC 150 3.3383 .64710 .05284
Mobily 85 3.6324 .64483 .04946

Table 11: Showing the F-value and Sig. value between STC and Mobily

Independent Samples Test

Training and Development
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Levene's Test for Equality of Variances
---------------------------------------------------
F Sig. t df Sig. (2-tailed) Mean Difference Std. Error Difference

Equal variances assumed .008 .929 4.064 318 .000 .29402 .07235
Equal variances not assumed 4.063 312.783 .000 .29402 .07237
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Hence, the hypothesis that there is significant Reporting these results, using the standard
difference in the perception of employees on the HRD deviation, as follows: The “Quality of Work Life and
Practices with dimension of “Training and Development” Welfare Measures” was more satisfying to the employees
in STC and Mobily stands rejected and alternative of Mobily (M= 3.6059, SD= 0.61584) than the employees
hypothesis is accepted. of STC (M= 3.3500, SD= 0.52376).

Performance Appraisal and Rewards test used to access the difference with perception of
Hypothesis: employees towards the dimension of “Performance

H 4: There is no significant difference in the perception Mobily.0

of employees on the HRD Practices with dimension To check  whether   there   are   equal  variances,
“Performance  Appraisal and Rewards” between "Sig." column located under the "Levine's Test for
STC and Mobily. Equality of Variances" column is seen. In this case, the

H 4: There is significant difference in the perception of significance value is ".002" (i.e., p =.002). In this variable,A

employees on the HRD Practices with dimension the  population  variances  of  the  scores  for  both
“Performance Appraisal and Rewards” between groups are unequal because p =.003 (i.e., p .05).
STC and Mobily. Therefore, the assumption of homogeneity of variances is

The null hypothesis is: H 3: µ  = µ However, if results show that the assumption of0 1 2

The alternative hypothesis is: H 3: µ  µ homogeneity  of  variances  has  been  violated, soA 1 2

In order to test the hypothesis, Independent Sample Independent Samples Test for the results of the
Test t-test is applied because it compares the HRD independent-samples t-test. This row is labelled as the
Practices of dimension “Performance Appraisal and "Equal variances not assumed" row and it is highlighted
Rewards” in Mobily and STC. above.

Table (12) clearly portrays the mean value and The mean difference between the perception of
standard deviation obtained by STC and Mobily on the employees in STC and Mobily regarding the variable
dimension  of   “Performance   Appraisal  and  Rewards”. “Performance  Appraisal   and    Rewards”    is   0.25588
It is observed from the table that the STC have the (the  "Mean  Difference" column) and the standard error
highest mean value of 3.6059 on five point scale and std. of the mean difference is 0.06372 (the "Std. Error
deviation of 0.61584. This is clear indication that the Difference" column. As before, the results in this case will
employees  of  Mobily  have  a  positive  perception  on be reported  to  2  decimal places, but we can report them
the dimension of “Performance Appraisal and Rewards” to whatever level of precision is appropriate for
in comparison to STC. dependent variable. So, results are reported as follows:

Table (13) exhibits the results of independent sample

Appraisal and Rewards” of HRD Practices in STC and

violated.

bottom  line  is  consulted  to  be  used  of  the

Table 12: Showing the Mean, Std. Deviation and Std. Error in STC and Mobily
Group Statistics

Performance Appraisal and Rewards
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
Organization N Mean Std. deviation Std. Error Mean
STC 150 3.3500 .52376 .04277
Mobily 85 3.6059 .61584 .04723

Table 13: Showing the F-value and Sig. value in STC and Mobily
Independent Samples Test

Performance Appraisal and Rewards
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Levene's Test for Equality of Variances
---------------------------------------------------
F Sig. t df Sig. (2-tailed) Mean Difference Std. Error Difference

Equal variances assumed 9.728 .002 3.976 318 .000 .25588 .06436
Equal variances not assumed 4.016 317.584 .000 .25588 .06372
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In order to test the hypothesis, Independent Sample
freedom ("df") and the statistical significance (p-value) Test t-test is applied because it compares the HRD
("Sig. (2-tailed)"). If p <.05, this means that the mean Practices of dimension “Participative Management” in
difference between the two groups is statistically STC and Mobily.
significant. Alternatively, if p >.05, you do not have a The descriptive statistics exhibited in Table (14)
statistically  significance  mean difference between the indicate the mean value and standard deviation obtained
two groups. In case of variable “Performance Appraisal by STC and Mobily on the dimension of “Participative
and Rewards”, p =.002 (i.e., p >.05). Therefore, it can be Management” of HRD Practices in Telecom Sector. It is
concluded that Mobily and STC have no statistically analyzed that the STC have the highest mean value of
significantly different mean scores regarding the variable 3.4627 on five point scale and std. deviation of 0.67029.
“Performance Appraisal and Rewards”. This is clear indication that the employees of STC have a

There is a statistically significant difference between positive perception on the dimension of “Participative
means (p >.05) and therefore, we can REJECT the null Management” in comparison to Mobily.
hypothesis and accept the alternative hypothesis. Reporting these results, using the standard

Hence, the hypothesis that there is significant deviation, as follows: The “Quality of Work Life and
difference in the perception of employees on the HRD Welfare Measures” was more satisfying to the employees
Practices with dimension of “Performance Appraisal and of Mobily (M= 3.4627, SD= 0.67029) than the employees
Rewards” in STC and Mobily stands rejected and of STC (M= 3.3211, SD= 0.54585).
alternative hypothesis is accepted. Table (15) gives the clear information about the

Participative Management difference with perception of employees towards the
Hypothesis: dimension of “Participative Management” of HRD

H 5: There is no significant difference in the perception To check whether there are equal variances, "Sig."0

of  employees  on  the  HRD   Practices   with column located under the "Levine's Test for Equality of
dimension “Participative Management” between Variances" column is seen. In this case, the significance
STC and Mobily. value is ".005" (i.e., p =.005). In this variable, the

H 5: There  is  significant  difference  in  the  perception population variances of the scores for both groups areA

of employees on the HRD Practices  with  dimension unequal because p =.003 (i.e., p .05). Therefore, the
“Participative Management” between STC and assumption of homogeneity of variances is violated.
Mobily. However, if results show that the assumption of

The null hypothesis is: H 3: µ  = µ line is consulted to be used of the Independent Samples0 1 2

The alternative hypothesis is: H 3: µ  µ Test for the results of the independent-samples t-test.A 1 2

We can observe t-value ("t" column), the degrees of

results of independent sample test used to access the

Practices in STC and Mobily.

homogeneity of variances has been violated, so bottom

Table 14: Showing the Mean, Std. Deviation and Std. Error in STC and Mobily
Group Statistics

Participative Management
----------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------
Organization N Mean Std. deviation Std. Error Mean
STC 150 3.3211 .54585 .04457
Mobily 85 3.4627 .67029 .05141

Table 15: Showing the F-value and Sig. value between STC and Mobily
Independent Samples Test

Participative Management
---------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------------

Levene’s Test for Equality of Variances
---------------------------------------------------
F Sig. t Df Sig. (2-tailed) Mean Difference Std. Error Difference

Equal variances assumed 8.151 .005 2.055 318 .041 .14163 .06891
Equal variances not assumed 2.082 316.023 .038 .14163 .06804



World Appl. Sci. J., 28 (11): 1567-1578, 2013

1578

This row is labelled as the "Equal variances not assumed" These areas are Career Planning, Reward and Recognition
row and it is highlighted above. and Welfare Activities beyond Statutory Requirements,

The mean  difference  between the satisfaction level Performance Appraisal and Exit Policy. These areas need
of employees in Mobily and STC regarding the variable to be further worked upon for the improvement of the
“Participative Management” is 0.10566 (the "Mean levels of job satisfaction and commitment of the
Difference" column) and the standard error of the mean employees  towards  their respective  organisations so
difference is 0.0.05856 (the "Std. Error Difference" column. that the global challenges are confidently met.
As before, the results in this case will be reported to 2
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