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First: Recommendations
Establishing public companies for preparing the infrastructure for unconventional work patterns
in the future, and supporting young people who want free, flexible and distance work model.
Approving the nationalization program, especially with regard to nationalizing the leadership
positions; creating an axis within the framework of the "Nitaqat" program proposed by the Ministry
of Human Resources and Social Development that relates to supporting and stimulating the
nationalization of leadership positions in medium, small and even large enterprises.
Adopting executive initiatives for preparing leadership positions of Vision 2030.
Increasing partnership with the private sector in preparing education and training curricula
to overcome the challenges facing recent graduates in the labor market.
The Medium and Small Enterprises Authority launches an initiative or program concerned
with the nationalization of leadership positions, through cooperation between the Authority
and the Ministry of Human Resources and Social Development.

Second: Building and developing human capital in Saudi Arabia.
The term human capital has been used since the early 1960s, and this is confirmed by Schultz's writings
in 1961 and Baker's writings in 1964. There are some researchers who attribute the beginnings of
interest in human capital to Adam Smith in the 18th century. The term was used and presented to the
market and business organizations as a way to attract and direct attention towards the contribution of
work to the performance of organizations and the progress of societies. Human capital relates to all
human resources with distinct capabilities to occupy administrative and technical jobs, which have
creative and innovative capabilities. These include advanced employee knowledge, their accumulated
experiences, technical skills, as well as satisfaction, morale and cohesion as an integrated team.

Human resources are among the basic measures by which the wealth of nations is measured,
and investment in human capital includes many dimensions. The scientific dimension relates
to the provision of scientific cadres capable of research, innovation, invention and
development, which contributes to making technical progress. With regard to the cultural
dimension, the increase in the percentage of intellectuals in human resources is reflected in the
civilizational development of society, the increase in the individual's knowledge and adherence
to what is related to their country of religious beliefs and cultural heritage, and the high degree
of awareness about what is going on around in various fields. The economic dimension
indicates that, through educated and qualified human resources, economic development
programs are implemented in a way that achieves progress for the state and provides the
needs of residents for goods, services and even ideas. While the social dimension is concerned
with developing the individual's mental and intellectual abilities and gaining behavioral
patterns and balanced values, which makes them more able to understand social problems
and consolidate family ties. The social dimension also has a tangible effect on the self-feeling
of man. Investing in human capital has a clear security dimension, as caring for the education of
the individual reduces the unemployment rate in conjunction with the high level of education
and training, which contributes to achieving security order for society, in addition to the
conviction of individuals themselves of the necessity of this order.

Most countries worldwide focus on five pillars of human capacity development that are not necessarily
provided by governments alone. The private sector or the third sector may cooperate as well. These
pillars are as follows:

The second pillar: representing groups
through trade unions and associations
that defend professional groups.

The first pillar: organization, legislation
and oversight, promoted by many ministries;
such as labor, education, and others

The third pillar: capacity building, including
training, bridging and qualification.

The fourth pillar: business development,
that is related to partnering with the private
sector, contributing to the development of
more productive and efficient business
models and patterns.
The fifth pillar: a system for developing
a complete strategy to harmonize
education outcomes with the private sector.

The absence of any of these five pillars means that the process of developing human capital is
subject to problems and challenges, and the desired results will not increase the productivity of the
government or private labor market.

Under the strategy of the National Transformation Program, and with regard to achieving excellence in
government performance, there is a strategic goal targeted by Vision 2030. The goal is to develop regulatory
frameworks and regulations for the civil service sector, and to enable government agencies to create a
stimulating work environment and raising the efficiency of human capital through training and empowerment
programs and preparing leaders, which enhances the affiliation and productivity of civil servants. Also, among
the initiatives of the implementation plan of the National Transformation Program are the following:

The National Program Initiative for preparing and developing
administrative leaders. The initiative aims at discovering,
preparing and developing administrative leaders in accordance
with international best practices, and contributing to
the development of laws and regulations that ensure
raising the efficiency of human capital and
empowering leaders.
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The initiative of shifting to human resources
management: The initiative aims at changing
the culture of administrative work, and ensuring the
transformation of government agencies from the mere concern
of personnel affairs to focusing on the management of modern
human resources in a systematic way through strengthening the
strategic aspect of human resources.

Raising the performance of human resources:
The initiative aims at providing tools and
methodologies for measuring and evaluating
capabilities and skills, and preparing a strategic
framework for the qualification and development
of human resources.

Empowering human resources and enhancing
professional engagement: The initiative aims at
ensuring the supply and sustainability of human
resources, developing their skills and enriching
their knowledge, which enables them to achieve
their goals effectively.

As for the Ministry of Labor and Social Development, it has also focused on building and developing
human capital. Perhaps its interest was clearly related to unconventional work patterns, or hourly
work, as the effort has begun to find the relevant legislation. It is worth noting here that the legislation
in this framework considered the views of the private sector that needs this kind of temporary work.
Also, the views of young people themselves who previously worked in companies that are already
practicing this type of work were also considered. The Ministry is also concerned with selfemployment. A study was prepared, and according to its results, an entity named "The Future Work
Company" was established, headed by His Excellency the Minister of Labor and Social
Development. This entity is expected to be based on the pillars referred to above, though the scope
will be on strengthening untraditional patterns of work, such as working in the field of applications, so
that social protection can be maintained and the workers' income will be sustainable. This will also
ensure their productivity, growth and survival. The other side, however, relates to the development of
capabilities and skills that are appropriate to the work patterns.

The Ministry of Labor and Social Development is also interested in partnering with the private sector
with regard to developing human capital capabilities, as there is a claim by the private sector that the
education outcomes are not significantly consistent with its needs. Therefore, the Ministry is
interested in understanding the real needs of those interested in tourism, recreational, educational,
medical and other activities. The Ministry was also interested in studying the requirements of
providing qualified cadres in these areas. Therefore, the Ministry will nationalize jobs to find out the
areas in which there is a surplus of young men and women looking for work. For example, this includes
the fields of engineering, pharmacy, programming, etc., that witness high numbers of unemployment.
The image will be clear so that the outcomes of education take these considerations into account.

Third: The transformational model for making the leadership of Vision 2030
The Kingdom of Saudi Arabia is a society with immense human capabilities, the most prominent of which is
having about 50% of the population under the age of 25 years. And this wealth of Saudi youth makes preparing
leaders a necessity. The results of a longitudinal study conducted by the Institute for Strategic Change, that
lasted for several years, indicated that the stock company whose leadership is weak has a share price
increase by 74%, while the share price of a company with a strong leadership grows by 900% during ten years.
Also, one of the most successful institutions in leading the succession process, Bank of America, measures its
performance in the process of leadership succession in several ways:

It measures its ability
to achieve the goals
and desires of its
talented
individuals.

It measures its ability
to immediately replace
the 50 most important
positions.

It measures the extent
of diversity in its senior
management
(various talents).

One of the most prominent dilemmas or problems that plague leaders’ training programs in the Arab world,
and which have been revealed by some studies, are the following:

The programs
themselves include
non-leadership
content.

Focus on the one
-sided model in the
development
process.

Most leader's
preparation programs
are short-term
programs.

Insufficient
selection of leaders
under these
programs.

It is important that leader's preparation programs avoid these negative aspects, and the following figure
shows a sample of one of the promising leadership programs consisting of five integrated levels:
Promising Leadership Program
Level 1

Focus area

Self-leadership

Leadership
competencies

Taking
the initiative
in a leadership
sitting
Time
leadership
Work team
Communication
Creative
thinking

Leadership model

Tools of thinking
Leadership
experience
Leader's giving

I lead

Level 2

Level 3
Project
leadership

Work team
leadership
Self-appreciation
Personal strategy
Standards of
excellent team
First task
priorities
Skills of total
thinking

Leader's story

Leader's initiative

Six hats
Leader's call

Organization
leadership

Situational
leadership
Influence and
convincing
Projects leadership
Decision-making
Emotional thinking
Reinforcing
creative thinking
Situational
leadership

Ethical leadership

Scamper

Level 4

Leadership
challenges
Organizational
excellence
Operational
planning

Critical
thinking

Leader's meeting

A day with
a leader

Introducing level 1

Introducing
level 2

Leadership program levels are evaluated by measuring impact across several levels,
as shown in the following figure:
Impact measurement
Level 1

Self-appreciation measurement

Level 2

Perceived leader integrity scale

Level 3

Emotional intelligence scale (EQ-i)

Level 4

Leadership practices scale (LPI)

Level 5

Leadership practices scale (LPI)

Assessment of Leadership Program Levels through Parker Analysis

Strategic
leadership
Leadership
as a principle
Change
leadership
Strategic
thinking

Principles-based
Leadership
leadership
as a challenge

TRES for creative
thinking

Leader's initiative

Level 5

Imapct and
satisfaction scale

Strategic
thinking
Leader
twining
Developing a
small enterprise

The transformational model of preparing leadership of Vision 2030 is concerned with the performance of
subordinates, and the development of their capabilities to the maximum. Individuals who demonstrate
transformational leadership often have a strong set of internal values and ideals, and are effective in
motivating the subordinates to defend public interests rather than their own interests. This is in light of
what Bass says that transformational leadership motivates the subordinates to do more than expected
from by doing the following:

Raising
the subordinates'
awareness about the
importance and value
of specific and
ideal goals.

Urging
the subordinates to
give the team's best
interests priority over
their personal
interests.

Motivate
the subordinates
to take care of top
-level needs.

Under this theory, the focus is on four main dimensions: (individual interest, ideal effect, inspirational
motivation, and mental stimulation).

Individual interest

Help each
individual
develop points
of strength

Estimate
everyone
has special needs,
capabilities and
expectations

I treat every
individual as
unique and not
as part of a group

I spend time and
effort in teaching
and tutoring
the subordinates

Ideal impact

I show a
feeling of
power
and trust

I behave
in a way
that
promotes
others'
respect
for me

I forget
about my
personal
interests
forthe sake
of group's
interests

I reinforce
my proud
of others
who are
connected
and work
with me

Stressing
the value
of having
a joint
feeling
with the
organization's
mission

Take care
of ethical
considerations
when
taking the
decisions

Stress
the value
of strong
feeling for
the goals
and
purposes

Express
my
values
and
beliefs

Insightful motivation

I reinforce
the future
outlook.

I speak
zealously
about what
have to be
achieved.

Stress the value
of strong feeling
for the goals
and purposes

I show
confidence
that the objectives
will be achieved

Mental stimulation

Reconsidering
the core issues
at work to ensure
they are alright

Proposing
new methods
for considering
how to achieve
the tasks

Encourage
every individual
for considering
the matters from
different angles

Look for the matters
from different
angles when
solving
the problems

The transformational model gives everyone the opportunity through an ambitious schedule
up to 2030, as follows:

Leaders

Opportunities
Leadership for all

Transformational
leader

Highly Promising
Leadership Programs

Leading
positions

Fourth: Nationalization of leaders: challenges and future solutions.
The nationalization of leadership positions in the Kingdom of Saudi Arabia is the biggest challenge
in the present and future. This process is facing three challenges:

Having non-Saudis occupying
leadership positions in large,
medium and small companies.
This affects the course of any
initiative of the Human
Resources Development Fund
or the Ministry of Labor aimed
at supporting this process.

The confidence of male and
female leaders in medium
and small enterprises regarding
their mobility as leaders to lead
these enterprises.

Stability, as there are fears on
the part of Saudi males and
females about moving to medium
and small enterprises. Most of
these fears relate to stability
and job security.

Most of these fears relate to stability and job security. In the face of these major challenges that
prevent the leadership nationalization process, there are solutions that address these challenges, and
the most prominent of these solutions are the following:

Creating an axis within
the framework of
the "Nitaqat" program
proposed by the Ministry
of Human Resources
and Social Development,
related to supporting
and stimulating
the nationalization
of leadership positions
in medium, small and
even large enterprises.

Supporting the Human
Resources Development
Fund to nationalize
leaders in small
and medium
enterprises.

Launching an initiative
or program concerned
with the nationalization
of leadership positions
by the Small and Medium
Enterprises Authority.
This may take place
through cooperation
between the Authority
and the Ministry of Human
Resources and Social
Development.

Fifth: Private sector partnership in preparing education and training
curricula in higher education institutions: The University of Business
and Technology experience.
Challenges facing fresh graduates:
Private sector jobs are still less attractive to citizens, especially for fresh graduates. The employment rate
of women is still much lower than that of men. It is also noted that the number of licenses allowing
international institutions to operate in the Kingdom has increased. Globalization and the technological
revolution have increased the need for a highly skilled workforce in various professional fields. These
skills require higher education institutions to reassess programs and the curricula you offer.

The most important strategies that higher education
institutions must do in cooperation with the private sector:
The University of Business and Technology works to activate the role of the private sector through
strategies that include: Carrying out continuous studies and research aimed at identifying the skills
required from the labor market, so that they are compatible with the skills acquired from academic
programs. This is besides creating an advisory board, not only at the university or college level, but also at
the academic program level. This advisory board consists of experts specialized in the required field. This
is in addition to establishing fruitful relationships with local and international companies to conduct
continuous workshops and field trips to enrich learners' knowledge, as well as supporting collaborative
training in global and local companies. Also, indicators must be adopted as a key performance measure of
the effectiveness of these strategies.
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