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Our valued partners in success, it gives me great pleasure on my behalf and on behalf of the
team of PROCAPITA to present to you the Second Semi-Annual Report on the latest HR and
Recruitment trends. PROCAPITA’s research center team continued to focus on the latest
human resource practices and challenges resulting from the global and regional changes that
affected the labor market, in addition to its focus on workforce planning and the latest trends
in recruitment and talent management.
The Semi-Annual Report targeted more than 300 companies in more than 12 economic
sectors in the private sector in the Kingdom of Saudi Arabia and the region. The survey results
were collected and analyzed on scientific and accurate grounds and following international
practices. This report is a continuation of previous PROCAPITA reports, which outline changes
in key indicators in human resources.
The report included the most important fundamental changes in human resources indicators
and trends, which witnessed a remarkable recovery in the first half of 2022, along with other
factors that have not yet recovered, indicating the instability of the business environment and
calling for organizational restructuring to sustain businesses. The report also presented the
critical HR indicators for businesses, talent management, and employee evaluation, in
cooperation with our strategic partners ZENITHR, which specializes in HR intelligence
solutions and employee experience, and Thomas International, which specializes in employee
behavioral and professional assessment tools.
Our ambitions for the next stage are diverse, foremost among which is maintaining the
continuity and success of our partners and the sustainability of their business, as well as
developing human resources and qualifying talents because they constitute a strategic choice
to achieve a prosperous future.
In conclusion, we hope that you enjoy reading this report, that it constitutes an added value
for those interested in human resource development and business leaders, and that it assists
them in making the decisions and changes necessary for business growth and sustainability.

”

Report’s Overview
This report aims at analyzing HR and recruitment trends for the first half of 2022 in the Saudi’s
labor market and was developed specifically in a way that sheds light on the latest HR and
recruitment trends practiced across the Kingdom including the most important indicators and
KPI’s for recruitment and talent management trends.
PROCAPITA launched its semi-annual survey
targeting business leaders and human
resources experts from various sectors
operating in the Kingdom of Saudi Arabia
(KSA) and the region. More than 300
companies participated, including 84 listed
companies, 216 unlisted companies
covering the following economic sectors:

Listed Companies
28%
Unlisted Companies
72%

Trade And Manufacturing

Oil & Gas

Food & Beverage (Restaurants)

Automotive

Healthcare

Construction & Contracting

Transportation & Logistics

Telecommunications & IT

Real Estate & Facility Management

Retail & E-commerce

Financial Services
(Banking, Insurance, & Capital
Markets)

Business Professional Services

PROCAPITA publishes its reports twice a year, with the semi-annual report (published in July every
year) including the latest HR and recruitment trends, in addition to analyzing job seekers’
demographics. The Comprehensive yearly report (published in December every year) covers the
latest business trends in HR with emphasis on changes in salaries and benefits provided to
employees across different industries.

Section 1: Global Changes
In this section, we reflect the challenges that global changes are imposing on the
Saudi market and the strategies organizations adopt to mitigate the possible risks
imposed by global tensions and volatility.
Sources:
PROCAPITA’s HR Advisory and Recruitment Advisory databases
https://pro-capita.com/

Global Changes
CHALLENGES IN THE BUSINESS ENVIRONMENT
• Based on the results of the survey, 57.8% of the participants believe that the main challenge in
the business environment impacting the organizations' growth is the availability of the
required talent that has been severely impacted during the pandemic leading to the structural
imbalances in the Saudi labor market.

• Moreover; the global supply chain crisis stood as the second most rated challenge at 45.6%,
and the logistical factors as third most rated challenge at 42.1%.
Challenges aﬀecting business growth
(Multiple selection by the partcipating organizations)

Talent availability

57.8%
45.6%

Global supply chain crisis

42.1%

Logistical factors

38.9%

Inflation rate
Legal environment

16.7%
12.3%

Interest rates
Cultural and social factors
Oil price

11.1%
3.2%
Figure: 1:1

Global Changes
CHALLENGES IN THE BUSINESS ENVIRONMENT
• 72.2% of the participants believe that the cost of living and inflation rate will be aﬀected
during the upcoming period as a result of the drastic changes and tensions that the global
economy is going through. While 66.7% believe that business stability will be impacted as
the confidence of consumers and businesses conﬁdence may decrease due to the global
economic and political instability.
• International trade has been suﬀering for the past two years, due to the pandemic and closely
followed by political tensions in Europe specifically and the Russian Ukrainian war.
Additionally, inﬂation rates have been on the rise since the fourth quarter of 2021,
causing many prices of basic commodities to spike. Participants believe that the current
compensation and beneﬁts packages alongside salary increments are not keeping up with
inﬂation rates, causing an actual loss of income.
Economic factors aﬀected
(Multiple selection by the partcipating organizations)

Cost of living/inﬂation rate

%72.2

Business stability

%66.7

International trade

%52.1

Economic sanctions

%34.3

Exchange rate

%27.8
Figure: 1.2

Global Changes
SUSTAINABILITY OF BUSINESS IN A VUCA* ENVIRONMENT
• To ensure the stability and sustainability of organizations in a VUCA environment, 68.6% of the
participants are restructuring their organizations and 60.3% adopting digital transformation
due to its effectiveness in reducing the impact of an unstable work environment and ensuring
business sustainability.
• Digital transformation has proven to be crucial for organizations to off-set many of the risks
arising and became a strategical requirement throughout the pandemic for ensuring business
continuity and growth in addition to its vital role in optimizing processes, efficiency and
productivity and lowering operational costs.

Strategies to ensure stability and sustainability
(Multiple selection by the participating organizations)

Organizational restructuring

68.6%

Digital transformation

60.3%

Adjustment of investments

35.7%

Capital & operation cost
reduction
Expansion through M&A
Relying on external
service providers

33.1%
22.4%
11.1%
Figure: 1.3

*VUCA environment: A business environment that is volatile, has many uncertainties and complexities, and
relatively ambiguous.

Global Changes
STRUCTURAL IMBALANCE
• 61.1% of participants believe that the structural imbalance that took place in the
Saudi labor market has been narrowed but is still far away from expectations.
• Many still believe that the impact of the closures that took place during the pandemic
is still yet to be resolved but are generally optimistic about the upcoming period.

Structural imbalance improvement in the Saudi labor market

38.9%

61.1%

No

Yes
Figure: 1.4

Section 2: Recruitment & Manpower Planning
In this section, we discuss the recruitment and manpower planning trends practiced
by organizations in the Saudi labor market by covering the top recruitment insights,
the latest hiring challenges in the market, and highlighting changes in the headcount
across different sectors.
Additionally, this section provides demographic analysis of job seekers in terms of
their generation type, and qualifications.
Sources:
PROCAPITA’s HR Advisory and Recruitment Advisory databases
https://pro-capita.com/

Recruitment & Manpower Planning
DEMOGRAPHIC ANALYSIS OF JOB SEEKERS
Bachelor degree holders form 58.6% of the job seekers within the Saudi labor market, and
higher education degree holders form 15.6%.
Job seekers per qualifications

11.5%

High School
and Below

12%

College/Technical
Diploma

58.6%

2.2%

Bachelors

Advanced
Diploma

14.5%

1.1%

Master

PHD

Figure: 2.1

Generation Y, individuals between 26 – 41 years old, represents the majority of job seekers at
61.5%. Generation Y is self-confident, charismatic, creative, highly familiar with technology,
self-motivated, multi-taskers, active, seeking challenges, and empowered. On the other hand,
Generation Y is independent and impatient, has high expectations, and lacks workplace loyalty
compared to other generations, which challenges HR when recruiting and retaining them.

Job seekers by generation
0.8%

24.9%

61.5%

Baby Boomers
(1945-1964)

Generation X
(1965-1980)

Generation Y
(1981-1996)

Figure: 2.2

12.8%

Generation Z
(1997-2005)

Recruitment & Manpower Planning
REASONS FOR REJECTING JOB OFFERS
• Reasons for rejecting job offers in the first of 2022 still similar to what was reported in the
same period of 2021, where the counter-offer represented the most common reason at 46%,
followed by the Compensation and Benefits at 43%.

Reasons For Rejecting Job Offers

(Multiple selection by the participating organizations)

December 2021
Counter-Offer

Compensation & Benefits

Other job offers

Workplace Culture

Market Instability

Roles, Responsibility
& Work Conditions

June 2022

42%

46%

34%

43%

23%

21%

5%

10%

3%

3%

3%

6%

Figure: 2.3

Recruitment & Manpower Planning
EMPLOYMENT GROWTH RATE
• The Saudi labor market showed signs of recovery during the second half of 2021 as the
employment growth rate stood at 5.4%. The growth continues throughout the first half of
2022 at 7.2%.
• It is forecasted for the Saudi labor market to further continue its growth during 2022’s second
half to a net employment growth of 9.5%, aligned to what has been projected throughout
PROCAPITA’s 2021 annual report.

Employment growth rate
Second half of 2021

First half of 2022

Second half of 2022

+5.4%

+7.2%

+9.5%

Actual

Actual

Figure: 2.4

Projections

40%

Recruitment & Manpower Planning
MARKET RECRUITMENT TRENDS BY INDUSTRY
• Based on the results previously mentioned in this report, and in addition to the indicators
provided by PROCAPITA’s recruitment consulting team, the recruitment rates for this year
varied according to organizations’ industries, as some sectors witnessed a recovery and a
rise in employment rates in the first half of 2022, while others witnessed a fall in
employment rates.
Industries with growing headcount

Trading & Manufacturing

Hotels & Hospitality Sector

Technology & Ecommerce

Education

Aviation Sector

Industries with shrinking headcount

Retail Sector

Healthcare

Automotive Sector

Recruitment & Manpower Planning
NEW HIRES SUCCESS RATE
• Recruitment success rate is calculated as the number of new employees who completed the
probation period and based on the survey's results, the recruitment success rate was
recorded at 87% by the participating organizations which is considered high and indicates the
application of successful strategies in the recruitment and appointment processes.
• The most frequent reasons for employees to leave during the probation period are their
failure to adapt to the organization’s culture, the evaluation of the direct managers, and
some personal reasons.

HR professionals reported that 13% of new hires leave during their probation period.

11%
13%

87%
Remain after the
probation period

Leave during the
probation period

Recruitment success rate benchmark in the GCC: 85%
Figure: 2.5

73%

of the participating HR professionals evaluate new hires before the
end of the probation period.

Recruitment & Manpower Planning
TALENT IN THE LOCAL MARKET
• 72.2% believe that trainees or internship programs at organizations should be developed to
improve competencies in the local market. Trainee programs not only support in improving
competencies, but provide organizations with a lower cost employment option, which benefits
both the supply and demand side of the Saudi labor market.
• 46.3% of participants believe that developing new vocational and training centers is the
second most important methodology.
• 44.4% of participants believe that developing new vocational and training centers with funded
scholarships could possibly improve competencies further.
Strategies to improve competencies
(Multiple selection by the participating organizations)

Implement trainees’ programs
in organizations

72.2%

Develop new vocational
and training centers

46.3%

Promote the hiring of
freelancers & part-timers

44.4%

Create on the job mandatory
training programs for university
students

27.8%

Introduce new university majors

16.7%
Figure: 2.6

Recruitment & Manpower Planning
TALENT IN THE LOCAL MARKET
• 74.3% of the participants believe that changes in the business environment is essential to
improve and market the Saudi labor market as a destination for valuable talents.
• 60.7% believe that overseas hiring procedures and legislation should be developed and
renewed.

Strategies to attract talent

(Multiple selection by the participating organizations)

Changes in the businesses environment
to attract valuable talents

74.3%

Changes in overseas hiring
legislation and procedures

60.7%

Broaden the country’s investments
into diﬀerent sectors
I'm not sure

33.0%

3.4%
Figure: 2.7

Recruitment & Manpower Planning
NATIONALIZATION RATE BY FUNCTION
• 85% of the participants reported that their HR & administration department has high
nationalization rate, followed by the Legal Affairs at 60%.

Functions with the high concentration of nationals
(Multiple selection by the participating organizations)

HR & Administration

85%

Legal Aﬀairs

60%

Top Management/Executive Level

42%

B.D & Sales

40%

Operations Management

35%

Marketing & E-commerce

30%

Accounting & ﬁnance

25%

Procurement & Logistics Management

25%

Information Technology
Internal Audit
Risk Management

15%
10%
7%
Figure: 2.8

Insights of Business Leaders
RESIGNATION RATE
Organizations’ resignation rate

Increased by more than 5%
during 2022’s first half

21.9%

16.7%
Increased by more than 10%
during 2022’s first half

38.9%
12.5%

44.4%

4.5%

Decreased

Unchanged

Increased by more than 15%
during 2022’s first half

Increased

Figure: 2.9

• 38.9% of the participants reported that their organizations witnessed an increase in the
resignations’ rate during 2022’s first half in comparison to the same period of 2021.
• The increase in resignation rates indicates that the great resignation phenomenon is
taking place in the region, fueled by employees resigning for many reasons, mainly
seeking better compensation and benefits packages, career development, and better work
culture. (A detailed article discussing the Great Resignation Phenomenon will be published
by the 31st of August 2022).
• 16.7% of the participants witnessed a decrease in resignations, most of which provided
competitive compensation and benefits packages in the labor market, implemented
remote and flexible working policies, invested in up-skilling their employees, and adopted
digital transformation that improved operational efficiency and supported business
continuity. Moreover, organizations have increased their reliance on analyzing employees’
experiences, how engaged and satisfied they are, understanding why they leave, and
implementing effective development plans to solve any related issues.

Recruitment & Manpower Planning
REASONS WHY EMPLOYEES VOLUNTARILY LEAVE JOBS
• The most common reason shared by the participants on why employees voluntarily leave
their jobs was the compensation and benefits packages provided at 77.8% followed by new
job opportunities at 73.2%. The Saudi labor market is highly driven by compensation and
benefits packages, where organizations are heavily competing on talent as the market has
been in shortage for the past two years. The supply shortage has forced organizations to
improve their compensation and benefits packages to both existing employees and new
joiners.
Employee Exit Reasons
(Multiple selection by the participating organizations)

Compensation & beneﬁts

77.8%

New job opportunity

73.2%

Career development opportunities

39.1%

Work environment

27.8%

Changing the country

27.3%
23.7%

The organization’s own instability
Employee appreciation

17.2%

Family obligations

13.4%

Pursue higher level education

9.6%

Health reasons

5.7%
Figure: 2.12

Recruitment & Manpower Planning
NEGOTIATING BETTER JOB OFFERS
• Employees discussing a salary increment with their manager stood as the most common
approach at 66.7%.
• Moreover, employees attaining multiple job offers from competing organizations to negotiate
a better compensation and benefits offer from their current employers was recognized by
57.1% of the participants.

Approaches for negotiating better job offers
(Multiple selection by the participating organizations)

66.7%

Discuss the increment with their managers

57.1%

Attain multiple job oﬀers

35.7%

Attain professional certiﬁcations

29.1%

Innovate new initiatives

Take-on additional tasks

25.6%

Figure: 2.11

Section 3: Talent Management Trends
In this section, we discuss the Talent Management Trends across the Saudi labor
market by reviewing the methods deployed to acquire and retain valuable talents,
and the tools implemented to enhance the organization’s culture and work
environment.
Sources:
PROCAPITA HR Advisory database, ZENITHR for Employee Experience
https://pro-capita.com/
https://ex.zenithr.com/

Talent Management Trends
HR TO FTE RATIO*
• According to the leading practices and benchmarks, the optimal HR to FTE ratio should range
between 1.5 to 3.5 per 100 employees in any given organizations. The following are the three
main factors affecting the value of this ratio:
› The role of the human resources in an organization (operational or strategic role).
› The sector in which the organization operates and the nature of its business.
› The level of technology applied in human resource systems.
• The survey’s results showed that the average number of the human resources employees in
the participating organizations is 2 per 100 employees.

HR to FTE ratio

December 2021

1.9

June 2022

2

Figure: 3.1

*Average number of HR employees per 100 full time employees (FTE).

Talent Management Trends
HR DEPARTMENTS SIGNIFICANCE
• 87.1% of the participating HR professionals believe
that the importance and recognition of the overall
HR function increased after the pandemic. This is
attributed to their pivotal roll in supporting the
organization throughout lockdowns, managing
hybrid work models, and dealing with the increasing
needs of employees through critical times.

87.1%

of the HR professionals believe
the importance and recognition
of the overall HR function
increased after the pandemic.

• According to the survey results, the most common goal for 2022 is building a healthy and
sustainable organizational culture at 55.6%
• Improving employee retention came as the second most important goal at 50.0% of the
participating organizations.

Main goals for HR departments

(Free response answers by the participating organizations)

Build a healthy and sustainable organizational culture

55.6%

50.0%

Improve employee retention

Up-skill your workforce through dedicated training programs

34.1%

27.5%

Increase employee engagement
Figure: 3.2

Talent Management Trends
LEARNING & DEVELOPMENT
• Investments by organizations in training plans for their employees has noticeably
increased during the first half of 2022 as the survey results indicate that 77.8% of the
participating organizations provided training for their employees during the first half of
2021 at 37.2%.
• The most common learning programs among participants were collaboration skills at
81.8%, followed by self-management at 63.8%.
Organizations with a learning & development plan

2021

37.2%

62.8%

2022

77.8%

22.2%

With L&D plan

Without L&D plan

Figure: 3.3

Learning and development programs

(Multiple selection by the participating organizations)

Collaboration skills

81.8%

Self-management

63.6%

Leadership and strategic planning

54.5%

Professional certiﬁcates

54.5%

Digital literacy

45.5%

Social and emotional intelligence
Presentation skills
Critical and analytical thinking
Cognitive ﬂexibility

27.3%
21.8%
18.3%
12.5%
Figure: 3.4

Talent Management Trends
TRAINING PROGRAMS FOR LEADERSHIP POSITIONS
• 50.0% of the organizations that train their employees provide training programs for leadership
positions and upper management.
• Risk management training is provided by 42.9% of the participating organizations while social
and emotional intelligence stood as the second most provided training program at 32.7% due
to its high importance in aiding leaders dealing with high responsibility and accountability.
Organizations providing training
programs for leadership positions

50.0%

No

Yes
Figure: 3.5

Training programs for top management
(Multiple selection by the participating organizations)

Risk management

42.9%
45.6%

Social and emotional intelligence

32.7%

Change management

23.5%
21.4%

Conﬂict management

21.7% 21.4%

Strategic planning

14.3%14.3%
Figure: 3.6

Talent Management Trends
LEARNING AND DEVELOPMENT’S’ BUDGET
Organizations that changed L&D budgets

36.4%
45.5%

18.2%
Decreased

Unchanged

Increased

Figure: 3.7

• 36.4% of the participating organizations increased the budget allocated for learning and
development, while 18.2% decreased their budget.

Talent Management Trends
AUTOMATED FUNCTIONS
• Organizations’ awareness about the importance and role of automation in improving
processes’ efficiency, overall productivity has increased, where 90.3% of participants
automating at least one function, 72.1% automating at least two functions, and 48.9%
automating at least 3 functions.
Organizations automating functions

Automated 1 function at least
9.7%

90.3%

Did not
automate
any function

Automated 2 functions at least
72.1%
Automated 3 functions at least
48.9%
Figure: 3.10

• Automating finance and accounting functions was the most reported at 64.3%, followed by
people management at 50.7%.
Functions automated

(Free response answers by the participating organizations)

Finance and accounting

64.3%
50.7%

People management

48.4%

Daily communication channels
Marketing & sales

43.9%

Payment transaction

43.2%
38.1%

Inventory management
Project management
Governance, risk, and compliance

23.9%
12.5%
Figure: 3.11
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All rights reserved to PROCAPITA Management Consulting © 2022

PROCAPITA is a leading consulting firm in the middle east that provides exceptional professional
services and innovative solutions for the private and public sectors in a wide spectrum of
industries & NGOs.

PROCAPITA provides a variety of services with specialization in: Human resources, management,
and recruitment consultancy, corporate governance and internal audit, application supervisory,
HR technology, employee behavioral and technical evaluation using Thomas International tools,
ZENITHRY HR Intelligence & Employee experience, and Sanad solutions for small and medium
enterprises.

Confidentiality: This report is the intellectual property of PROCAPITA. As such re-publishing any
part of the report electronically or hard copy requires obtaining PROCAPITA’s consent and
referring to it as the source of information.
This report may not be reused, stored in a retrieval system, or transmitted in whole or in parts,
in any form, photocopied, etc., without obtaining a prior written consent from PROCAPITA
Management Consulting.

Thank
You!
www.pro-capita.com | info@pro-capita.com

Kuwait
Sharq, Ahmad Al Jaber St.
Arzan Tower - 8th Floor
(+965) 222 03100

Dubai
Jumeirah Lakes Towers,
Laguna Tower
Unit No: 2001 - 20th Floor
(+971) 4874 8168

pro-capita

procapita.me

Amman
Mecca Al Mukarramah St.
Building 164 – 2nd Floor
(+962) 6553 3877

