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ABSTRACT 

This study is designed to explore and examine the various aspects of 

management attitudes, beliefs, and business culture on the West Bank. It 

investigates top managers personal, organisational and societal background. 

Within this general framework, the study aims to investigate the various 

aspects such as: managers characteristics, exogenous and endogenous 

pressures facing managers, attributes expected of managers, managers way 

of obtaining their present jobs. Their decision making styles, ways of 

handling functional problems, managers view of an ideal employee, 

managers nervousness, managers attitudes towards time, life insurance, 

mediation, nepotism, bribes, the employment of women, customs and 

traditions, an increase in business automation and technology, and attitudes 

towards jobs and various managerial functions and themes. Moreover, this 

study aims to explore the role of women as managers in the West Bank as 

well as to examine respondents needs and need satisfaction. A comparison 

of the major findings with other findings of relevant research will also be 

drawn in this study. 

It is believed that in order to understand managers attitudes, beliefs and 

behaviour, one should first understand the background which created such 

attitudes and beliefs. As a result the researcher opened this study with a 

general overview of the West Bank environment. The opening includes a 

discussion of the population and the geographical, historical, political, 

social, educational and economic environment in that region. 

The data for the research were gathered by interviewing a sample of l7 7 top 

Arab managers from 177 organisations in the West Bank. The average 

interviewing time was 40 minutes. 

All statistical analysis were perfonned using the statistical package for social 

sciences (SPSSx). The Chi-square test of association (X2)was perfonned 
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so as to search for association between the various variables and questions. 

The Multivariate Discriminant Analysis (MDA) was also used for the 

attitudes and beliefs sections. 

Some of the outcomes emerging from the analysis include: 

1. West Bank managers on average are highly educated 

2. West Bank managers are working under enormous pressures and as a 

result over half of them sometimes feel nervous at work. 

3. The majority of West Bank managers obtained their jobs through normal 

job placement methods. 

4. The consultative style of decision making is the most pervasive style in 

the West Bank. 

S. Although the vast majority of West Bank managers believe that 

mediation, nepotism, and bribes are widely used in the West Bank, the 

vast majority of managers are against the use of such practices. 

6. West Bank managers have a high appreciation of time and they also put 

a great deal of emphasis on communication and the importance of good 

relationships with employees. Yet the findings indicate that West Bank 

managers are not pro planning and forecasting. 

7. As for women managers surveyed it was found that their major role in 

society is national and patriotic. 

8. The majority of West Bank managers are pro change. They would like 

to see an increase in the number of working women, an increase in 

freedom from cultural customs and traditions and in increase in business 

automation and technology. 

9. Although social need was considered the managers most important 

need, it was also found to be their most satisfied one. 

Finally, the study includes fruitful suggestions and recommendations for 

future research. All suggestions are aimed at enhancing the knowledge of 

West Bank management in particular and of human behaviour in the Arab 

and the business world in general. 



CHAPTER 1 

INTRODUCTION AND OVERVIEW 

"To understand managers behaviour it is necessary to study their 

attitudes and beliefs'. (1) 

1. 1 Introduction 

1 

The aim of this chapter is to present the reader with an introduction to the 

thesis. This will include a discussion of the background to the study, 

statement of the propblems, major objectives, limitations, methodology 

used, and significance of the study as well as to present an outline of the 

fmallayout of the thesis. 

A key issue for organisation science is the influence of national culture on 

management(2). This study is focused on the Arab top managers in the 

West Bank. It aims at exploring their attitudes, beliefs, and the influence of 

culture on their behaviour, decision making and way of thinking. In the 

measurement of attitude one of the assumptions is that attitude is a clear cut 

concept and the only need of a researcher is to apply it to the physical 

context. This view is rather simple if one considers the theoretical structure 

of attitudes suggested by Krech et al . (1962) who suggest three components 

to the attitude: the cognitive component, the emotive component, and the 

action tendency component. 

Twenty or even ten years ago, the existence of relationship between 

management and national cultures was far from obvious to many, and it 

may not be obvious to every one(3). There was a widespread belief that 

management was something universal and that the models which were 
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surveyed would be equally valid in Europe and the US and even in poor 

countries of the Third World, which would become rich as well and would 

be managed just like the rich countries. That was the type of thinking which 

dominated the 1950s, and 60s. This is sometimes described as the 

"convergence hypothesis". 

It is clear that Arab executives managerial behaviour is heavily influenced by 

social structure and by the values, norms and expectations of its people{ 4). 

Nationality is important to management and there is a difference between the 

people of different geographic areas. There are differences in what people 

believe, what they seek to accomplish, and how they go about achieving 

their desires(5). Arab managers like any other managers do influence the 

society in which they live and in return are influenced by the environment of 

their work. So we can move on to conclude that Arab executives 

managerial behaviour is heavily influenced by society's social structure and 

by the values, norms and expectations of this people{ 6). It is a well 

established fact that different cultures possess different organisational norms 

and behaviour standards and that they recognise those legitimate forms of 

influence(7), so there is a difference in national cultures. The naive 

assumption that management is the same or is becoming the same around 

the world, is not tenable in view of these demonstrated differences in 

national cultures. Therefore, it is believed that the success of management 

is dependent on the ability to adapt to the situation and environment. 

This study is an exploratory piece of research which aims at exploring 

selected managerial issues like attitudes and beliefs of managers. 

Issues like managers needs and need satisfaction will also be examined. 
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There are many studies on Arab managers but so far not a single one of this 

type was conducted on West Bank managers. This study is therefore 

unique. It is peculiar because it is carried out in an environment which 

renders it distinguishable. 

The study was carried out on West Bank Arab managers under the Israeli 

occupation and the data was collected during the Palestinian Intifada which 

added significance to the study. The West Bank as well as the rest of the 

occupied land is characterised by the day to day instability of the area. It is 

such that instability of the region that lays the future of the West Bank in the 

hands of the Israeli government and military headquarters. 

1.2 Statement of the Problem 

The continuous involvement in international business has created a big need 

for organisational studies and an increase in knowledge about foreign 

cultures. Academicians and business managers alike are all interested in 

such studies in order to increase the efficiency and effectiveness of foreign 

operations of multinational businesses and in order to minimize the cultural 

shock that managers face when moving to work in alien cultures. A need 

for knowledge and understanding concerning individual managers in host 

countries, as a part of our overall knowledge of foreign cultures stimulated 

interest in exploring and examining the various aspects of managers 

attitudes, beliefs and behaviour in foreign countries. Since managers are 

considered to be the agents who plan and implement business strategies, 

and hence their beliefs, attitudes and the culture in which they operate are 

thought to have an enormous effect on their behaviour, their study, 

therefore, has become so vital. 
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1.3 Objectives of the Study 

This study presents the reader with the first comprehensive study of the 

aspect of management attitudes, beliefs, and business culture on the West 

Bank. 

Fishbein defined the term "attitude" as "a predisposition to respond in a 

favourable or unfavourable way to persons or objects in an environment 

e.g. like or dislike something".(8) Smith's Dictionary of Psychology 

defined attitude as "an acquired or learned and established tendency to react 

towards or against something or somebody".(9) Longman's Dictionary 

has defined the term "belief' as "conviction of the truth of some statement or 

the reality of some being, thing, or phenomenon, especially when based on 

examination of evidence".(lO) In my own definition, belief, is something 

you never question, something you accept, like religion for example. The 

term culture has been defined as "the customary beliefs, social forms etc. of 

a racial, religious, or social group".(1 1) Hodge and Johnson have defined 

culture as the way in which society lives including the relationship among 

values, roles, standards of behaviour. More definitions, however, will be 

given later on in the analysis of the study.(12) 

Having defined these terms briefly, I would like to emphasise that the main 

objective of this present study will be to explore and examine the significant 

aspects of West Bank managers attitudes, beliefs and culture. 

Within the framework of the general objectives, this study aims to ~xplore 

and examine the following aspects: 

1. The personal characteristics of Arab managers in the West Bank. 

Managers characteristics such as their age, sex, marital status, level of 
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education, languages they speak, and their length of service, all will 

be examined. 

2. Business characteristics. This study aims to look at the various 

characteristics of businesses which managers operate. Business 

characteristics include the size, age of firm, type of ownership, and 

number of females employed. 

3. The environment in which managers work. Regarding this objective 

managers will be asked to name the main exogenous and endogenous 

pressures they encounter. An examination of the main attributes 

expected of managers by their community, business organisation, and 

employees as well as the main traits that make a successful manager 

will all be examined. 

4. To examine managers decision making style and their interpersonal 

relationships. In order to determine the decision making style the 

researcher will use a four point continuum reflecting the various 

degrees of power sharing between the manager and his subordinates. 

An almost similar continuum was used by Likert (1967) and Ali & 

Swiercz (1986). Like the continuum used by Likert, this study does 

not include a fifth continuum (delegation of decisions). 

As for the managers and their interpersonal styles, this study aims to 

explore and examine the following aspects: 

managers way of obtaining their present jobs 

managers way of handling functional problems 

managers attitudes towards the use of mediation, nepotism and 

bribery 

managers view of an ideal employee 

managers view of the main traits that make a successful manager 

managers afftliation with professional bodies and organisations. 
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5. To examine the attitudes and beliefs of managers towards the 

following aspects: 

towards time 

towards life insurance 

towards change. This aspect includes both the socio cultural 

change (i.e. towards women in employment, and the removal of 

customs and tradition, if any) and technological change (i.e. the 

increase in business technology and change). 

In order to examine managers attitudes towards change every manager 

in the survey was given the statement about change and was then 

asked to respond with the answer that best reflected hi~er attitude 

towards such change using a four point Likert-type rating scale 

ranging from "strongly favour" to "strongly oppose". 

6. To examine the attitudes and beliefs of managers towards various 

managerial functions and themes. Managerial functions to be 

examined will include planning and forecasting, organising and 

staffing, communicating, motivating and leading. 

On the other hand, the managerial themes will include, management 

relationships (i.e. with employees), tenure, social and group and 

individual behaviour 

In order to examine managers attitudes and beliefs, every manager in 

the survey was asked to respond to each statement on the 

questionnaire by choosing the answer that best reflected hi~er 

attitudes and beliefs using a five point Likert-type rating scale, ranging 
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from "strongly agree" to "strongly disagree". 

7. To determine managers needs and need satisfaction. Referring to 

managers needs, the researcher adopted Maslow's hierarchy of needs 

but with some modifications (no questions about biological needs and 

a division of Maslow's Esteem Category, into Esteem and 

Autonomy). To measure the managers needs, every manager in the 

survey will be asked to respond to several needs by choosing the 

answer that best reflected hi&lher need using a five point Likert-type 

rating scale ranging from "utmost importance" to "no importance". 

As for managers need satisfaction, every manager will be asked to 

respond to the same needs by choosing the answer that best reflects 

hi&lher degree of satisfaction using a five point Likert-type rating scale 

ranging from "very satisfied" to "very dissatisfied". 

8. Finally, this study aims to compare and contrast the results found with 

those of previous and related research. 

1.4 Research Methods 

In order to achieve the stated goals and objectives of the study, a 

questionnaire was devised in a manner that would provide an optimum level 

of information. The questionnaire was arrived at after a thorough reviewing 

by the researcher of other related questionnaires, like Muna (1980), 

Sulieman (1984). The questionnaire was used as the main research tool 

using an interview method. Beside the questionnaire, the observation 

technique was used to collect information on sample characteristics and 

work environments. 
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1.5 Significance of the Study 

The present study will give a better understanding of a key issue for 

organisation science, which is the influence of national culture on 

management using the West Bank as an example. This study will give an 

insight into the type of management in an area witnessing continuous 

political instability. Therefore, this study will enhance our understanding 

of West Bank managers behaviour by studying their attitudes, beliefs, and 

cultures. This study is considered to be a continuation of the studies already 

existing about Arab management, so it will enhance the knowledge with this 

regard. It will also help fill the knowledge gap already existing in the 

literature about human behaviour in organisation. 

The nature of the study is also of interest. The study is carried out on 

businesses in the West Bank where the infrastructure is now well founded 

and some firms are not allowed to be established or enlarged. Thus the 

managers way of managing their firms might differ accordingly from 

others, due to these circumstances. Therefore, for the West Bank this 

study is to be regarded as the main significant study which has been 

dedicated to West Bank managers themselves through the availability of 

certain guidelines that might be applicable. Such guidelines will be 

developed through contrasting and comparison with other studies on 

management in the Arab and Western World. 

Finally, the results of the study will, therefore, provide an evidential base to 

the existing literature on human attitudes, and beliefs as they relate to West 

Bank organisations. 

1.6 Limitations of the Study 

This study did not proceed without complications either due to internal or 
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external factors. The main limitations of the study include: 

1. The study is applied to top management, therefore neglecting other 

managerial levels, so the results cannot be easily generalised to other 

levels of management. 

2. The sample taken for the purpose of the study was confined to West 

Bank Arab managers. Alien managers were excluded from the sample; 

those managers work on a contract basis or are sent by their countries 

and leave the West Bank as soon as their contracts expire. 

3. The difficulty in arranging interviews due to long procedures of 

formalities the researcher had to go through in order to obtain 

permission from the Israeli authorities. (See Appendix 3). 

4. Managers avoidance of being interviewed either because they are busy 

or because they do not want anyone to know what they are actually 

doing. 

5. Limitation of questionnaire type research {lack of opportunity to 

probe, imposition of specific indicators and excluding others, and the 

limitations of the Likert scale approach). 

6. Lack of literature on this subject and the lack of publications by many 

businesses. 

7. This study is confined to the West Bank thus excluding Gaza Strip 

which is also considered part of Palestine. It is, however, excluded 

because prior to 1967, Gaza Strip was under the control of Egypt, a 

country different from the Hashmite Kingdom of Jordan which was in 

control of the West Bank. 

8. This study was carried out during the time of the Palestinian uprising 

(Intifada) in the occupied territories which resulted in the closure of 

many private businesses and institutions as well as the resignation of 

some administrators in the public sector mainly the police and tax 
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personnel. (Israel Civil Administration) in response to repeated calls 

for resignation made by the Unified National leadership of the 

uprising. 

9. Limitations caused by the occupation. The reader should realise that a 

survey of this kind can only be carried out in the occupied West Bank 

under tremendous difficulties not normally faced by a social scientist. 

There are many factors that have intervened in the conduct of the 

study. Such factors include: 

(a) the presence of military forces, and its effect on the life, sanity 

and other relationships among Palestinians in the occupied 

territories.( 3) This factor is of particular concern because of 

the widespread arrests by Israeli soldiers that normally take place 

in the daytime. 

(b) Interviewer interrogated and intimidated at gun point before 

being turned away from a research centre in the occupied city of 

Hebron 

(c) The problem of military checkpoints, arrests,curfews, road 

blocks and travel restrictions within the West Bank, was an 

integral part of this research. 

(d) The presence of military soldiers at the entrances of many public 

buildings. Their presence made the researcher more vulnerable 

to attacks by Palestinian nationals while interviewing 

administrators inside the buildings, as soldiers are the main 

target of Palestinian attacks. 

(e) The researcher was searched and interrogated every time he went 

back to his home country and before re-entering his country of 

birth. Research documents and papers were thoroughly 

examined by the Israeli intelligence. (Mukhabarat) 

(f) The closure of all West Bank colleges and universities in 
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addition to the closure of the "Arab Studies Society" in 

Jerusalem. All these institutions were ordered closed by the 

Israeli Defence Minister, Yitzhak Rabin, just two months after 

the beginning of the Palestinian Intifada. The closure of these 

institutions which is still in effect today, has denied the 

researcher access to a large amount of literature pertaining to the 

Occupied West Bank. Therefore, while in the West Bank the 

researcher depended heavily on the use of municipal and public 

libraries such as the Arab Thought Forum Library in East 

Jerusalem and other city libraries throughout the West Bank. In 

addition to the consultation of local daily newspapers and 

publications of the West Bank Data Base Project (WBDBP) in 

Jerusalem. A large amount of literature was also gathered from 

local book shops in the occupied territories. 

(g) The researcher's fear of being labeled as a collaborator with 

the Israeli authorities for going into government offices which 

the Unified National Leadership of the uprising called for 

boycotting. Such reputation put the researcher's life at risk. 

The above mentioned limitations, however, do not reduce the value and 

importance of this study. But to be realistic, the researcher believes that 

readers should be informed of all drawbacks and limitations pertaining to a 

study in addition to the results. 

1.7 Layout of the Study 

In this section, the researcher will give a brief description of the 

organisation of this study. As we noticed thus far, the first chapter provides 

the reader with an introduction about the thesis. Such introduction includes 
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the background of the study, statement of the problem, its main objectives, 

limitations, methodology used, and its significance as well as its 

organisation. 

The second chapter gives a general overview of management. It discusses 

the various meanings of management, its nature, its functions as well as its 

theories. 

The third chapter deals with cross-cultural studies in management and 

organisational behaviour. This chapter will also shed light on the various 

definitions of the term "culture". This chapter aims to clarify the four 

different dimensions of national culture as provided by Hofstede's study of 

national cultures. 

Chapter four presents an overview of the major relevant literature on Arab 

management. Various studies on Arab management in different parts of the 

Middle East and the Gulf will be examined although, these studies have 

been carried out in different political and socio-economic climates. 

Chapter five aims at giving a better understanding of the geography and 

population of the West Bank. This chapter will also include a general 

overview of the major historical developments in that part of the globe. 

Chapter six deals with West Bank economy. It will, however, present an 

overview of the major sectors of the West Bank economy. Such overview 

will include sectors like agriculture, industry, employment. 

Chapter seven is intended to give a clear description of the main religious 
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beliefs and practices of people in the West Bank. This description will 

include the main definitions ofIslam and its pillars. This part of the thesis 

will enhance the readers understanding of Islam and management. This 

section will also shed light on the main cultural themes in the West Bank 

such as honour and hospitality. 

Chapter eight presents a general background to the education in the West 

Bank. This chapter aims to introduce the reader to the formal education as 

well as to the various institutions of higher learning. It is in this chapter that 

all major constraints and problems facing education in the West Bank will 

be discussed. This chapter also aims to give an overview of the various 

educational levels of both males and females in that territory. 

Chapter nine is devoted to a discussion of the research methodology and the 

tools of measurement. The discussion will include a description of the 

questionnaire, its planning and design. It will also deal with the research 

design, research objectives, research problems in the field, methods of 

handling the various problems. It is in this chapter that the computation and 

methods of data analysis will be defined. 

Chapter ten deals with the findings of the study. It will deal with the sample 

characteristics. These characteristics will include managers age, sex, 

language, education, marital status, length of service and father's 

occupation. The second part of this chapter will be devoted to the 

discussion of the organisational characteristics as discovered from the 

findings. Organisational characteristics will include the sector, age, size of 

firm and the number of females employed. 
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Chapter eleven is devoted to a discussion of West Bank environment. Such 

discussion will deal with the various exogenous and endogenous pressures 

faced by managers. The second part of the chapter will deal with the 

various attributes expected of managers by their community, organisations, 

and employees as cited by managers. This section will also deal with the 

discussion of the major traits that contribute to managers success as 

perceived by respondents. 

Chapter twelve will focus on the discussion of West Bank managers 

decision making styles as well as their interpersonal relationships. This 

chapter therefore aims to discover how West Bank managers employ power 

in decision making, to what extent they involve their subordinates in this 

function, and what are the main variables which affect the decision making 

process. As for the managers interpersonal relationships, this chapter aims 

to discuss the various aspects such as managers way of obtaining their jobs, 

mediation, nepotism, bribery, manager subordinate relationships, managers 

view of an ideal employee and their affiliation with professional bodies and 

organisations. 

Chapter thirteen will concentrate on the discussion of managers attitudes 

toward change. Managers attitudes towards time and life insurance will also 

be examined in this chapter. The second part of this chapter will be devoted 

to the discussion of managers attitudes towards change. More specifically, 

this chapter aims to discuss managers attitudes toward the employment of 

women as managers and labourers, the need for more freedom from 

customs and traditions, and their attitudes towards the increase in business 

automation and technology. Finally, this chapter will discuss the major 

variables which affect managers attitudes toward these changes. 
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Chapter fourteen attempts to investigate the major roles of all women 

managers surveyed. More specifically, their roles as members of mankind, 

members of families and as members of society. However, in order to 

achieve this objective a thorough discussion of their background will be 

presented in this chapter. 

Chapter fifteen will be dedicated to the discussion of managers attitudes and 

beliefs towards various managerial functions and themes. The managerial 

function to be examined will include functions like planning and 

forecasting, organising and staffing, communicating, leading and 

motivating. On the other hand, the managerial themes will include 

management relationships (Le. with employees), social, seniority, and 

individual and organisational behaviour. The chapter also aims to discover 

the main variables (individual and organisational) which have a strong 

discriminating power on managers attitudes towards the various functions 

and themes. The remaining part of this chapter will be dedicated to the 

discussion of managers needs and need satisfaction. The findings will be 

compared and contrasted with other findings such as that of Badawy which 

examined managers needs and need satisfaction in several Arab countries. 

Chapter sixteen will present a brief summary of the study. Such summary 

will contain the arguments and conclusions described in previous chapters 

with special emphasis on the implications of the findings to management in 

the West Bank. Long term perspectives and suggestions for future research 

conclude the chapter. 

! 
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CHAPTER 2 

MANAGEMENT: AN OVERVIEW 

"We are often told that the fIrst employing units, or "organisations'which were 

large enough to warrant the need for separate arrangements in this special 

"managerial" mode were the American Railroads of the latter half of the 

nineteenth century,(l) Yet Napoleon took an army of some 500,000 men to 

Moscow successfully, though it is true that he did not "manage" to get them back 

with equal success", (2) 

2.1 Introduction 

17 

The aim of this chapter is threefold. First to give an introduction to 

management, its importance as well as its functions. Second, to present a 

clear description of the main differences between management and 

leadership. Lastly, this chapter aims to define, evaluate and discuss the 

various theories ofleadership as found in literature. 

2.2 Management Background 

Management involves the achievement of results by the full utilisation of 

resources. It is not enough for managers to supply men, money, machines 

and material as a starting point for their activities, but it is essential for 

managers to supply the ideas, leadership, inspiration as well as confidence 

in order to manage effectively. Management is a most important subject 

because it deals with establishing and achieving goals and objectives(3). 

(See Figure 2.1) 

It is argued that virtually all managerial practices and activities are the 

product of the present century. Chandler (197 8) indicated that the first 

employing units, or 'organisations' which were large enough to warrant the 

need for separate arrangements in this special 'managerial' mode were the 
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American railroads of the latter half of the nineteenth century. (4) Yet it is 

quite evident that many complex operations and activities were planned and 

executed in a manner which might be labeled as 'manageria1' today, well 

before there was any formalised body of management knowledge and 

techniques. (5) Napoleon, for example, took an army of 500,000 men to 

Moscow successfully, though it is true that the did not 'manage' to get them 

back with equal success.( 6) 

Management is found in almost every human activity. Management exists to 

some degree in the factory, office, school, bank, store, motel, church, 

home, hospital or armed forces.(7) Organisation requires the making of 

decisions, the coordination of performance directed toward group 

objectives. So management has become more important as labour has 

become more specialised and as the scale of operations has increased. 

Though different types of organisation require different types of 

management jobs, no matter what kind of an organisation you work in you 

need management. 

Management is universal, it is universal in a way that it is not confined to 

business enterprise alone, but is applicable whenever people attempt to 

reach a stated goal through group efforts. In the 1950s and 60s the 

dominant belief, at least in Europe and in the US was that management was 

something universal.(8) Massie 1971, pointed out that the practice of 

managing is a universal activity in all countries of the world. The 

approaches of management, however, differ among countries.(9) 

The concept of universality is also applicable to all levels of managers 

within an organisation and is not confined only to the top echelon. There are 
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three levels of management (see Figure 2.1), the board of directors and top 

managers, middle level managers, and lower level managers. Managers in 

the organisational hierarchy are concerned with different kinds of 

objectives. As we can see in Figure 2.1, the objectives of a firm also form a 

hierarchy, ranging from the purpose at the top to the setting of objectives on 

department and unit levels as well as the objectives of subordinates 

development. 

To explain Figure 2.1 we notice that the main aims of the board of directors 

and top level managers are:(l 0) 

First: determining the purpose of the firm. The purpose of the firm 

includes: the purpose of society such as the demands placed on 

organisations to contribute to the welfare of the people, and, to 

keep the society and the environment clean and free from litter etc. 

The purpose of the firm may also include the providing of services 

to every person in the community at a reasonable cost. 

Second: determining the mission of the firm. The mission statement and 

the purpose of the firm are interrelated and the distinction between 

them is a very fine one and therefore many writers do not 

recommend the differentiation between them. (l 1) However, the 

mission statement of a firm may include the production, 

marketing, and the providing of services at low cost and in a more 

efficient and reliable way. 

Third: the third task of the board of directors and top level managers 

includes the setting of the overall objectives of the firm and in key 

result areas. These are the areas in which perfonnance is essential 

for the success of the firm. It is worth noting, however, that 

although the objectives such as the performance and development 
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of goals are at the bottom level of the hierarchy, managers at 

higher level as well should set objectives for this performance and 

their performance and their development. 

As a result and for the purpose of this study, the term "top manager" means 

the person who formally heads the organisation (either because he is the 

owner, or because the owner or the government has appointed him/her to 

fill the vacancy. Therefore, he is solely responsible for the whole 

organisation and for all its activities such as production, manufacturing, 

marketing and the providing of services etc. 

Middle level managers such as the vice president or manager of marketing 

or the production manager, are involved in setting of key result area 

objectives, division objectives, as well as department objectives.(12) While 

on the other hand, the primary aim oflower level managers is the setting of 

objectives on department and unit level as well as the performance and 

development goals of their subordinates. (13). 

As for the issue of whether an organisatin should use the top down or the 

bottom up approach in setting objectives, Figure 2.1 shows that in the top 

down approach upper level managers set the objectives and communicate 

them to be carried out by subordinates while in the bottom up approach 

subordinates set the objectives and present them to their superiors. This 

latter approach is known as management by objectives (MBO). However, it 

is beyond the objectives of this study to indulge in the issue of setting 

objectives in organisations. 

Regarding achievement of objectives, there is inevitably the bringing 

together of available basic resources. These resources are known as the Six 

Ms' of management. They include men and women, materials, machines, 

methods, money and markets.(14) 
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2.3 The Meaning of Management? Its Importance? 

Management is defined in many ways depending upon the view points, 

beliefs, and understanding of the definer. To illustrate this, some scholars 

defined management as "the process of working with and through others to 

achieve organisational objectives in a changing environment". Central to 

this process is the effective use of limited resources( 15). Others claim 

"management is getting things done through people", while others claim that 

management can be summarised as "the process of working with and 

through other people to accomplish organisational goals". (16). An 

additional definition is "management is the coordination of all resources 

through the process of planning, organising, leading and controlling in 

order to attain stated objectives". (17) Massie, defined management as "the 

process by which a cooperative group directs action towards common 

goals" .(18) Although the study of management should help an individual 

become a better manager, this is not the only and ultimate goal of 

management. 

The ultimate objective of management is to satisfy the needs of both the 

society and the individual. In order to attain these objectives Drucker 

suggests that there are three tasks which management has to perform to 

enable the institution in its charge to function and to make its contribution: 

The specific purpose and mission of the institution whether 

business enterprise, hospital or university 

Making work productive and the worker achieving 

Managing social impacts and social responsibilities.(19) 

From this previous discussion one can say that the study of management is 

very essential to all citizens because organisations have strong impacts on 
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the lives of others and on the society as a whole. Management is the 

function not only of the corporation president and the anny general but also 

of the shop manager and the student as well. Sometimes in fact, we are said 

to be living in "an organisational society" or "a managerial society" and 

there is no such thing as bad luck in business but bad management or 

mismanagement. 

2.4 Nature of Management 

Management Scholars have disagreed on the nature of management. Some 

described management as an art. Others claim management is a science, 

while others tend to characterise it as a profession. So how do we classify 

management? Management is the combination of all these definitions. 

Management is an art, science, and a profession providing the fact that 

profession is defined as an occupation that serves others. However if a 

profession is defined as a vocation requiring licensing and graduate study, 

such as medicine and law, then management is not a profession.(20) To 

illustrate the fact that management is an art, science, and a profession, let us 

take the driver example. Before a driver becomes a driver he needs to pass 

a written driving test (science) in which he will be asked about driving laws, 

regulations, and safety procedures etc. If he passes the test he will be 

qualified as a driver and a licence will then be issued only after he passed a 

road test as well. Management is considered an art when the driver applies 

all he has learned to practice. After the driver obtains his licence he will 

then be practicing driving as a profession either by driving a company bus 

or a taxi or becoming employed within a company's shipping department. 

2.5 Functions of Management 

For some writers and academicians, the functions of management are 
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viewed as the most popular ways to describe the functions of managers. It 

is worth noting, however, that the various managerial functions are 

interrelated and should not be interpreted as distinct and separate steps with 

no overlaps. A manager may and often does perform simultaneously or at 

least as part of a continuum, all of the following functions: 

2.5.1 Planning: 

Planning is the most important function of management. Planning is the 

foundation of management functions. It is the cornerstone for all other 

managerial functions. It is on planning that all management functions 

depend. Planning is the formulation of future course of action. Plans and 

objectives on which they are based give purpose and direction to the 

organisation, its sub-units, and contributing of individuals. (21) Kreitner 

went on to say that planning is defined as the process of preparing for 

change and coping with uncertainty by formulating future course of 

action.(22) Sisk defined planning as the "process through which decisions 

are made about the results an organisation expects to achieve and about the 

course of action most likely to lead to their achievement" .(23) 

2.5.1.1 Why Plan? 

One of the most important and greatest benefits of planning is that it clearly 

defines the organisation purpose and goals, thereby providing the basis for 

coordination and the unification of actions by all members of the 

organisation, especially in large organisations. Planning reduces risk thus 

decreasing the statistical probability of failure. Hence the basis for 

planning is the gathering and analysing of information about the firms 

resources, its personnel, money, market, technologies, raw materials, and 

energy resources. From this we can say that in order to manage a business 
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one needs to manage its future, and in order to manage its future one needs 

to manage its infonnation. Planning becomes even more important due to 

the limited resources and uncertain environment.(24) 

2.5.2 Organising: 

Organising is the second function of management. Organising means the 

structuring of a coordinated system of authority relationships and task 

responsibilities.(2S) By defining who is going to do what and who should 

report to whom, organisational structure can translate strategy into an 

ongoing productive operation. Careful organising helps ensure the efficient 

use of human resources. Organisations have goals or reasons for being. 

To achieve these goals or objectives, the work has to be delegated or even 

divided among people. By dividing this work or that, a manager is 

automatically organising. From this we can say that when people gather 

together and formally agree to combine their efforts for a common purpose, 

an organisation is the result. (26) 

characteristics:(27) 

(a) Coordination of efforts; 

(b) Common goal or purpose; 

(c) Division oflabour; 

(d) Hierarchy of authority 

2.5.3 Staffing: 

Organisations share common 

People are companies greatest assets. It is people who do the work. It is 

people who make decisions and it is people who make the organisations. 

Therefore, it is necessary to have the right people in the right organisation. 

Filling jobs with appropriately skilled people is staffingJ28) Staffing 

policies affect an organisation in two ways. First, effective staffing 

increases the general level of competence of employees in the performance 



26 

of their assigned duties. Secondly, staffing policies have a direct bearing on 

the mobility of employees from one position to another within the 

organisation, a factor that can contribute significantly to the motivation of 

employees.(29) The effectiveness of staffing will be determined by the 

following elements: 

(1) Selection: selection refers to the hiring of the most qualified 

people to fill available jobs. Today's managers are challenged to 

find the best available talent without unfairly discriminating 

against any segment of society. During the selection process, 

managers should be aware of the following issues: 

(a) not to hire an unqualified applicant 

(b) not to reject a qualified applicant 

(c) not to get accused of discrimination. 

These issues can be detrimental to any job, since management 

means the achievement of organisation objectives with and 

through others. 

(2) Promotion: Promotion is the vertical movement upward in 

the organisational hierarchy and usually is associated with an 

increase in pay.(30) However, promotion is not always associated 

with an increase in payor salary. It can be prestigious only. 

Promotion means the transfer of an employee from one job to 

another with increased responsibilities and with or without an 

increase in compensation. Hence, the increase in responsibilities 

is the main difference between transfer and promotion. Transfer 

does not necessarily mean an increase in responsibilities and pay. 

3. Termination: When talking about termination one is talking 

about a sensitive issue. Termination does not only mean the firing 

of an employee from his job but it also means the retirement of an 
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employee from his post. Organisations are responsible for their 

employees from the minute they sign their working contract till 

after their death. Organisations have duties toward the families of 

the deceased employee. Companies make regular and steady 

payment to families of deceased workers as well. 

2.5.4 Communication. 

Communication is yet another function of management. Managers spend 

most of their time communicating. Communication is what managers do. It 

consumes some 50 to 90 per cent of their time.(31) A well known 

management scholar, Davis, has defined communication as the transfer of 

information and understanding from one person to another person. (32) 

Communication is a social process.(33) In order to communicate there 

should be more than one person. Either you communicate face to face or 

through other communication channels. Communication must have a 

purpose. Communication without a purpose is merely a great noise and 

chaos. Communication in general takes many forms. These are 

downward, upward, crosswise and external communication. A good 

manager today is the one who is able to communicate successfully. 

Emerson has said "it is a luxury to be understood" because communication 

is a complex give and take process. (34) There will naturally be problems or 

barriers that hinder the communication process. These barriers include: 

process barriers (sender barriers, encoding barriers, receiver barriers and 

feedback barriers for employer) and physical barriers (inappropriate choice 

of communication media, soft voice of a manager, poor arrangement and 

layout of office furniture and the zone difference like coast to coast 

communication in a nation-wide organisation). There are also semantic 

barriers, where words can sometimes create a great deal of confusion. To 
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avoid this, managers are recommended to take special courses in their areas 

of specialisation, hospital administrators for example, should take courses 

in medical language, medical technology etc. so that they can better 

understand the medical staff. Managers need to speak the language of their 

business. 

2.5.5 Decision Making 

Most managers duties involve making decisions of one kind or another. A 

decision can be defined as "a course of action chosen from available 

alternatives for the purpose of achieving a desired result". (35) Decision 

making is considered to be a major part of planning. As a matter of fact, 

given an awareness of an opportunity and goals, the core of planning is 

really a description of the decision process. 

Decision making is quite complex and variable. Today, many decisions in 

organisations are made by groups or committees. Yet, despite the decision 

making style used, a good decision making process may be described as 

follows: (36) 

First: Awareness of the factors that set the stage for the decision. 

Second: Recognition of the right problem. For the achievement of a good 

decision, the decision maker should pinpoint the problem and 

design the treatment. Otherwise, the decision maker should look 

for the problem that caused the symptoms and not the symptoms 

of the problem. 

Third: Search for and analyse available alternatives. In deciding the 

treatment managers should look for the best course of action 

taking into consideration its consequences. 

Fourth: The selection of the best alternative. Before reaching a decision, a 

manager should weigh all alternatives available by studying the 
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pros and cons of each alternative and then deciding which is best 

for the treatment of the problem. 

Fifth: The implementation of the alternative. To be implemented a 

decision must be accepted by the organisation. They must be 

communicated. People in the organisation must be motivated to 

implement the decision; furthermore control provides information 

for future decisions. 

As already mentioned, decisions can be made by individuals or groups. In 

the following section a review of both the advantages and disadvantages of 

group decision making in contrast to individual decision making will be 

made.(37) 

Advantages of group decision making 

The following advantages are identified as the major advantages which 

groups offer over individuals in the making of decisions: 

First: More complete information and knowledge. There is more 

information in a group than typically resides with one individual. 

And as the old saying goes "Two heads are better than one". 

Second: Increased acceptance of a solution. As mentioned earlier good 

decisions must be acceptable by the people implementing them. 

On many occasions, decisions fail just because people do not 

accept the solutions. Therefore, it is believed that peoples' 

participation in the decision making process will increase their 

commitment and motivation in carrying out the decisions., as 

members are often reluctant to undermine a decision which they 

have helped to make. 

Third: Increase legitimacy. It is believed that group decision making is 
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more legitimate than decisions made by a single individual. 

Hence, group decision making connotes democracy. 

Disadvantge of Group Decision Making 

Group decision making may have the following drawbacks: 

First: Time consuming. One of the major disadvantages of group 

decision making is that it is time consuming. In other words, 

groups take more time to reach a decision than would be the case if 

an individual was making the decision. 

Second: Pressure to conform. The pressures on the group to reach a 

decision may result in squashing any overt disagreement thus 

encouraging conformity and compromise among viewpoints. 

Third: Ambiguous responsibility. Among the major drawbacks of group 

decision making is the evading of individual responsibility. 

Unlike the individual decision making process, group decision 

making does not define who is actually responsible for the final 

outcome. 

These are some of the major advantages and drawbacks of group decision 

making as contrasted with individual decisions. 

It is evident, however, that both methods of decision making have their 

advantages and drawbacks. Therefore, in deciding the appropriate method 

to be used in making decisions a manager should first weigh certain criterias 

such as the accuracy, speed and the degree of acceptance of the decision. 

2.5.6. Control: 

Planning and control are complementary functions because corrective action 
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is usually needed as plans become reality. (38) Planning and controlling 

have one common factor which is objectives. Planning and controlling all 

start with the establishing of objectives. Johnson and Taison have defined 

objectives as goals, aims and purposes which managers want the 

organisation to achieve over a period of time. Objectives are the lights or 

minarets directing people from far away. Objectives determine what is 

being accomplished, that is, evaluating the performance and, if necessary, 

applying corrective measures so that the performance takes place according 

to plan'(39) Control refers to the process by which a person, group, or 

organisation consciously determines or influences what another person or 

group or organisation will do.(40) Controlling is necessary because of 

environmental organisational and behavioural uncertainties. Despite the 

importance of controlling, the reaction to it within the society and the 

organisation is negative. Employees refer to it as a method of directing, 

coercing and watching. Societies refer to controlling as a way of 

manipulating, watching, restraining, and inhibiting. Contrary to the 

negative connotation usually attached to the term 'control', managerial 

control is a persuasive, positive and future-oriented function. (41) 

2.5.7. Leading: 

In all political systems, there are some people at the top who have more 

influence than others in the determination of policies, and allocation of 

resources. Hodge and Johnson (I970) refer to these people as the power 

elite, the establishment and ruling circles, they exist in democratic and 

authoritarian, developed and underdeveloped societies. 

Leading is a necessary ingredient of management. (42) The leader's action 

and the way his or her followers perform tasks, significantly affect not only 
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the material results achieved, but also the satisfaction of the followers in 

performing the work.(43) From this one can say that managers 

performance is measured by those being managed. Leadership is 

considered by many management scholars as a key function of management 

and due to this, the topic ofleadership has been the subject of considerable 

research. Many theories of leadership have been developed and yet a 

considerable amount of money is spent on research to develop these theories 

but a few which I feel rather important should be explained. 

Before moving on to the discussion of these theories it is necessary to 

define the term 'leadership' and show the difference between leadership and 

management if there is any. 

2.5.7.1 What is Leadership? 

Leadership has different meanings to various authors. (44) There are 

almost as many different definitions ofleadership as there are persons who 

have attempted to define the concept. (45) Leadership is defined as the 

ability to influence a group towards the achievement of goals. (46) It is also 

defined as "a social influence process in which the leader seeks the 

voluntary participation of subordinates in an effort to reach organisational 

objectives".(47) Terry has defined leadership as the relationship in which 

one person, the leader, influences others to work together willingly on. 

related tasks to attain that which the leader desires.(48) Sisk defined 

leadership as a behaviour through which an individual influences others to 

achieve specific objectives in specific situations.(49) 

Despite the numerous definitions of leadership they will share two common 

factors:(50) First, leadership is a relationship between people in which 

there is a legitimate difference between the power and influence of leaders 
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and followers. Second, there are no leaders without followers. In fact the 

leader's influence comes about from the relationship between him and a 

group member or members. There is interaction or reciprocal reactions of 

people in a group to each other.(5l) 

There are many approaches that have been taken to define the term 

leadership. Tead (1929) regarded leadership as a combination of traits, 

which enable an individual to induce others to accomplish a given task.(52) 

Another approach to tne study of leadership is through the description of 

functions of the leader. The symbolic leader has prestige but no power, the 

administrative leader "gets things done" while the expert ,or more precisely 

the theorist, stands out because of special qualifications. (53) A further 

approach to the study of leadership has also concentrated on the situation 

which makes the leader. Successful leadership occurs when the leader style 

matches the situation.(54) However, practice is far better than theory, and 

if we look at different organisations in different nations we will definitely 

find that their leaders did adapt foreign management to their national culture 

but only to some extent. Japan for example, was successful in the 

adaptation of American management to its businesses, yet other countries 

may not be as fortunate and successful as Japan. (55) Therefore, before 

applying foreign management, say American management, both 

management practitioners and theorists must realise that the activities like 

"management" and organising are culturally bound. This point was clearly 

emphasised by Hofstede (1983) when he pointed out that management and 

organising do not consist of making of removing tangible goods from one 

place to another, but rather of manipulating symbols which have meaning to 

the people who are managed or organised.(56) 
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People are very much influenced by what they see, hear and learn. They are 

affected by their families, schools, work environments, television, and by 

their society. Therefore management and organisation are penetrated with 

culture from the beginning to the end. 

Before applying management theories to foreign cultures, management 

theorists and practitioners must understand the importance of nationality to 

management. They must understand that nationality is important because of 

political, sociological, and psychological reasons. (57) 

Political: nations are political units with own governments and with their 

own legal, educational and labour systems. 

Sociological: people in different cultures derive their identity from their 

nationality. Therefore they are very willing to defend their identity by all 

means. An example of this can be seen in the engagement of wars between 

nations and across national borders. 

Psychological: people thinking is not the same across nations. Peoples' 

thinking is conditioned by their national culture which is not the same across 

national borders. People are affected by their families, educational 

experience and working organisation which are different across cultures. 

To conclude this discussion we can say that national and regional cultures 

seem to have a direct bearing on management. There are national and 

regional differences which management must understand. In fact, it is 

believed that these differences between cultures are the major problems or 

obstacles for management transfer to either the public or the private sector. 
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And, if management fails to recognise these differences, enormous 

economic losses and individual suffering will most likely be the outcome. 

2.5.7.2 Differences Between Leaders and Non-Leaders 

Leadership is both a narrower and broader concept than management. It is 

narrower because leadership is only a part of the manager's job. Leadership 

is also a broader concept for individuals who are not managers but also 

exercise leadership. (58) An interesting comparison between leader and 

non-leader practices is illustrated in Figure (2.2). 

Figure 2.2 Differences Between a Leader and Non-Leader 

Leader Non-Leader 

1. Inspires a follower Drives the followers 

2. Accomplishes work and Accomplishes work at the 
develops the follower expense of the follower 

3. Shows the follower how to Instills fear in the follower 
do the job by threats and coercion 

4. Assumes obligations Passes the buck 

5. Fixes the breakdown for Fixes the blame on others 
failure in attaining the for failure in attaining the 
goal. goal. 

Source: George R. Terry's Principles of Management 1977, p. 412 

Despite this comparison, a leader can be a manager and a manager can be a 

leader, but neither need to be the same.(59) A manager is appointed to fill a 

particular formal position within the organisation. A leader may be elected. 

The manager derives his authority from his position and from his job, but, 

by contrast, a leader gets his authority from his followers. Managers 

operate within the objectives set forth by the higher level administration 

while leaders are more concerned with the well-being of the followers. 

These are some differences between a manager and a leader. From these 
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one can move on to conclude that a leader is a manager but not necessarily 

every manager is a leader. 

2.5.7.3 Theories of Leadership 

As mentioned earlier, this subject has been under extensive research and 

therefore numerous theories of leadership have been developed. They 

include differences in opinions, methodologies, and explanations.(60) 

(1) Trait Theorv: 

One significant leadership theory is the trait theory. Those who 

explore the quality of leadership concentrated on the study of great 

individuals. Their assumptions about leadership were that leaders are 

born and not made. The trait theory classifies people's personalities 

by a list of words. Very often trait theories depend on a set of scales 

called personality inventories. (61) The trait approach has not been a 

very fruitful approach to explaining leadership. Most of the traits 

were poorly defined and poorly measured, resulting in endless lists of 

overlapping traits that supposedly characterised effective leaders but 

which also characterised many persons who exhibited very little 

leadership behaviour. Sisk gave many reasons discrediting the trait 

approach. Some of the reasons include:( 62) 

Trait mainly does not indicate how much of the trait is needed. 

Traits are usually poorly dermed and overlapping. 

Tests used in measuring traits are unreliable and of 

questionable validity. 

The trait approach fails to recognise that leadership 

requirements vary from one situation to another. 

The trait approach fails to distinguish between traits that are 
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necessary for success in a certain situation and traits that are 

merely desirable. Despite the failure of this theory, it should 

not be discarded so hastily. The trait theory did help in 

explaining leadership and its dimensions. 

(2) The Behavioural Style Theory: 

The subject of leadership can also be studies on the basis of the 

behavioural patterns of the leaders. This theory is concerned with 

how the leader actually behaved rather than who the leader was. An 

important contribution of this theory is that a leader neither behaves 

the same nor takes identical actions for every situation faced.(63) One 

is flexible to some extent in order to take the most effective and most 

appropriate action for handling a particular problem. This suggests a 

leadership continuum whereby the leader's actions and amount of 

authority used are related to the decision-making freedom or 

participation available to the subordinates.(64) The following Figure 

(2.3) illustrates the leadership continuum concept. This chart shows 

that less authority is used when going from top to bottom which 

means that more freedom is given to subordinates. Hence, the top 

part of the figure represents boss-centred leadership. The figure 

shows that different styles of leadership can be employed depending 

on the situation, capabilities, desire to decide the issue and the amount 

of control a manager wishes to exercise. To discuss this theory a little 

bit further, we can say that this theory has provided a useful way of 

understanding leadership. It has provided us with two styles of 

leadership - Autocratic and Participative. 

The style of the leader is considered to be one major ingredient of 

leadership. Autocratic style is identified by McGregor's theory view of 
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Figure 2.3 Continuum of Leadership Behaviour 

Manager sells decisions 

Manager often tentative. 
Decision change possible 

Manager defines limits, asks 
for group decisions 

Manager makes and announces 
decisions 

Manager presents ideas and asks 
for questions 

Manager presents problems, 
solicits suggestions and makes 
decisions 

Manager lets sub-ordinates 
function within defined limits 

.Source: Adapted from Robert Tannenbaum and Waren H. Schmidt, 
"How to Choose a Leadership Pattern", Harvard Business 
Review, March-April 1958, pp.95-101. 

human nature. An autocratic leader does not seek the opinions of 

subordinates. He usually supervises closely and motivates through 

incentives and fear. While in the participative style of leadership managers 

involve their subordinates in an organisational decision-making process. It 

does not imply democratic governance or majority rule, nor does it 

necessarily indicate that the leader is merely a group facilitator whose task is 

to help a group reach consensus.(65) Some authors reserve the term 

participation for a situation in which the decision reached affects a group 

rather than an individual. The style employed by a manager permits a high 

degree of subordinate participation in the decision-making process, as the 

superior seeks the opinion ofindividual subordinates and requires that they 

make recommendations about how problems are to be solved. (6 6) 

However, one of the major problems with this kind of leadership style in 

the form of group decision-making is accountability. 
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Some companies report success in holding each group member accountable 

for a group decision, as though each has made the decision alone, but that is 

almost impossible to do. Today, companies combine both styles and it is 

believed that in the real world all possible combination of the two styles are 

practiced. Leadership is also discussed with reference to the managerial 

grid where Blake and Mouton proposed a managerial grid based on the 

styles of 'concern for people' and 'concern for production' .(67) 

3. The Situational Theory of Leadership: 

According to this theory it is the situation that makes a leader. In this 

theory, leadership is made up of four variables: the leader, the 

follower, the organisation, and the social, economic and political 

influences. While all are important, much attention is directed to the 

organisation and the social, economic and political environment.(68) 

Situational leadership theories stress the need for fleXibility and reject 

the notion of a universally applicable style.(69) 

Researchers have tried to identify the factors in the situation that influence 

effectiveness of a certain leadership style. Since the early work of 

Tannenbaum and Schmidt (1958), many researchers have added to and 

elaborated on the situational factors that affect the leadership style, a 

manager selection, and the effectiveness of a particular style.(70) This 

theory as well as the trait theory produced research showing that effective 

leadership seemed to depend on a number of variables, such as 

organisational climate, the nature of the tasks and work activities and 

managerial values and experiences. Stoner has emphasised that no one trait 

was common to all effective leaders; no one style was most effective in all 

situations. (71) 
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Although a number of different situational leadership theories have been 

developed, they all share one fundamental assumption: successful 

leadership occurs when the leader style matches the situation. (72) There 

are different approaches to situational leadership. Among these approaches 

are: Fiedler's contingency theory, the path-goal theory, and Vroom and 

Yetton's decision-making models. 

4. Fiedler's Contingency Theory of Leadership 

This contingency theory has been developed by Fiedler. Fiedler's model 

gets its name from the following assumption: the performance of a leader 

depends on two interrelated factors: (0 the degree to which the situation 

gives the leader control and influence i.e. the likelihood that he can 

successfully accomplish the job; and (ii) the leader's basic motivation i.e. 

whether his self-esteem depends primarily on accomplishing the task or on 

having close supportive relations with others.(73) 

Concerning the second factor, the leaders motivation, Fiedler believes that 

leaders are either task motivated or relationship motivated. (74) Fiedler 

illustrates in some of his studies that task-motivated leaders are effective in 

extreme situations when they have either very little control or a great deal of 

control over situational variables, while in moderately favourable situations, 

relationship-motivated leaders tend to be more effective.(75) To sum up 

the findings of this theory, Fiedler and one of his colleagues concluded that 

"everything points to the conclusion that there is no such thing as an ideal 

leader". (76) Fiedler believes that it is more efficient to move leaders to a 

suitable situation than to tamper with their personalities by trying to get 

task-motivated leaders to become relationship-motivated or vice versa .(77) 
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5. Path-Goal Leadership Theory 

This theory was fonnulated by Evans and House and gets its name from the 

assumption that effective leaders can enhance subordinate motivation by: (a) 

clarifying the subordinate's perception of work goals, (b) linking 

meaningful rewards with goal attainments, and (c) explaining how goals 

and desired rewards can be achieved.(78) In short, this theory or approach 

is based on the suggestion that the main function of the leader is to clarify 

the goals to subordinates and to help them find the best path for achieving 

these goals. This approach studies leadership in a variety of situations. As 

perceived by House, this theory builds on various motivational and 

leadership theories of others.(79) 

According to this theory there is no one best method to lead, instead the 

appropriate style of leadership depends on the situation. For example, 

ambiguous and uncertain situations can be frustrating for followers and this 

may demand a more task-oriented style of leadership. However in a routine 

task where the path is already clear enough to subordinates, subordinates 

then will need the leader to stay out of their path to avoid redundancy and 

over controlling by the leader. So it is the situation that will decide the style 

ofleadership. See Figure 2.4. 

The theory also proposes that the behaviour of the leader is acceptable and 

satisfies subordinates to the extent that they see it as a source for their 

satisfaction.(80) To conclude this theory, one can say that the key to it is 

that the leader influences the paths between the behaviour and goals. (81) 

Despite its great contribution to practicing managers, we must realise that 

this theory is relatively new and needs further testing before it can be used 

as a definite guide for managerial work. 
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Figure 2.4 Contingency Relationship in Path-Goal Leadership 

Leadership Style 

Directive 

Supportive 

Participative 

Achievement Oriented 

Situation in Which Appropriate 

Positively affects satisfaction and 

expectancies of subordinates 

working ambiguous tasks. 

Negatively affects satisfaction 

and expectancies of subordinates 

working on clearly defined tasks. 

Positively affects satisfaction of 

subordinates working on dissatisfying, 

stressful or frustrating tasks. 

Positively affects satisfaction of 

subordinates who are ego involved 

in non-repetitive tasks. 

Positively affects confidence that 

effort will lead to effective performance 

of subordinates working on ambiguous 

and non-repetitive tasks. 

Source: Alan C. Filley, Robert J. House and Steven Kerr. Managerial 
Process and Organisational Behaviour (Scott, Foreman and 
Company, 1976) 

6. Leader Participation Model 

This model ofleadership is put forth by Vroom and Yetton. It relates 

leadership behaviour and participation to decision making. In their model, 

Vroom and YeHon prescribed five different leadership styles for different 

situations. See Figure 2.5 
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Figure 2.5 Vroom and Yetton Alternative Decision-Making Styles 

Degree of Subordinate 

None 

Low 

Moderate 

Moderate 

High 

Decision-Making Styles 

1. You solve the problem or make the decision 
yourself, using information available to you 
at that time. 

2. You obtain the necessary information from 
your subordinates, then decide on the solution 
to the problem yourself. You may not tell your 
subordinates what the problem is when getting 
the information from them. The role played by 
your subordinates in making the decision is 
clearly one of providing the necessary 
information to you rather than generating or 
evaluating alternative solutions. 

3. You share the problem with relevant 
subordinates individually, getting their ideas 
and suggestions without bringing together as a 
group. Then you make decisions that mayor 
may not reflect your subordinates influence. 

4. You share the problem with your subordinates 
as a group, collectively, obtaining their ideas 
and suggestions. Then you make the decision 
that mayor may not reflect your subordinates 
influence. 

5. You share a problem with your subordinates as 
a group. Together you generate and evaluate 
alternatives and attempt to reach agreement on 
a solution. Your role is much like that of a 
chairman. You do not try to influence the 
group to adopt "your" solution and you are 
willing to accept and implement any solution 
that has the support of the entire group 

Source: Victor H. Vroom, A New Look at Managerial Decision Making, in 
Robert Kreitner, Management, Third Edition (Boston: Houghton Mifflin 
Company, 1986), p.471. 
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2.5.8. Motivation 

Motivation can be defined in terms of outward behaviour. It is the 

willingness to do something and conditioned by this actions ability to satisfy 

some need for the individual. (82) Koontz et aJ defined motivation as the 

entire class of drives, desires, needs, wishes and similar forces.(83) It is 

true, however, that people who are motivated tend to exert more and greater 

effort in carrying out their tasks than people who are not motivated. 

Therefore, it is the primary duty of managers to satisfy people and to get 

them to work so as to better achieve the mission and goals of an enterprise 

or any division within it. In order for the individual to perform effectively, 

it is therefore necessary for their needs to be satisfied. 

The literature revealed numerous theories of motivation. They include: 

hierarchy of needs theory, theory X and Y, motivation hygiene theory, three 

needs theory, goal setting theory, equity theory, reinforcement theory, and 

expectancy theory etc. However, it is beyond the scope of this study to 

discuss all these theories. Therefore, for the purpose of the study, only 

Maslow's hierarchy of needs theory will be discussed. 

Hierarchy of Needs Theory 

It is believed that this theory is the best known theory ofmotivation.(84) In 

this theory, Maslow hypothesised that every human being has a hierarchy 

of five needs. These needs are:(85) 

1. Physiological needs. These are the basic needs for sustaining human 

life. They include food, water, clothes, sex, sleep and other bodily 

needs. 

2. Safety or security needs. Include needs to be free and secure from 

physical and emotional harm. 
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3. Social needs - include affection, sense of belonging, acceptance and 

friendship. 

4. Esteem needs - include self respect, autonomy, achievement, status 

recognition and attention. 

S. Self Actualisation. This is regarded as the highest need in the 

hierarchy. It includes growth, achieving one's potential and self 

fulfilment. 

Maslow indicated that as each of these needs becomes substantially 

satisfied, the next need becomes dominant. In his interpretation of the 

various needs, Maslow separated them into higher and lower order needs. 

Lower order needs include: physiological and safety, whilst higher order 

needs include social esteem and self actualisation. 

The main difference between these two orders is however made on the 

premise that higher order needs are satisfied internally whereas lower order 

needs are predominantly satisfied externally. (86). 

Although, the hierarchy of needs theory is a well known theory and 

undoubtedly applied in management, there is little substantive evidence to 

indicate that following the theory will automatically lead to a more motivated 

workforce. Another issue to be answered is: can Maslow's theory be 

applied intact across cultures, and do people all over the world have the 

same needs as those highlighted by Maslow? 

2.6 Summary 

This chapter has given us a clear description of management, its importance 

as well as its functions. It was clear from this chapter that management is a 
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most important subject because it deals with establishing and achieving 

objectives. There are as many definitions of management as there are 

persons who have attempted to define it. Despite the various definitions, 

there is one thing in common, the achievement of objectives. As for the 

functions of management, it was found that management has all of the 

following functions: planning, organising, staffing, contolling, 

communicating, decision making, leading and motivating. This chapter has 

also revealed the differences between management and leadership. The 

present chapter emphasised that a leader is a manager, but not vice versa. 

The material presented in this section has been helpful in clarifying the 

different theories of leadership. Such theories include the trait theory, the 

behavioural style theory, and the situational theory of leadership. These 

theories were defined, evaluated, and discussed to some extent. Finally this 

chapter has clarified the four major styles of leadership. These styles 

include the directive, supportive, participative, and the achievement oriented 

style of leadership. 
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CHAPTER 3 

CROSS-CULTURAL STUDIES IN MANAGEMENT 

The practice of managing is a universal activity in all countries 

of the world. The approaches to management, however, differ 

among countries. In fact, the meaning of the word management 

varies depending on the language and disciplinary orientation 

of the user, and the stage of development of the country. (I) 

3.1 What is Meant by Cross-Cultural Management? 

51 

The issue of cross cultural management is closely related comparative 

management. It is concerned with the study of how management practices 

compared across different cultures. There is a direct interplay between 

culture and management; many management practices are at least in part 

based on the beliefs, customs, and political systems of the culture within 

which the organisation is operating. (2) Both management practitioners and 

management theorists over the past 80 years did not recognise the extent to 

which activities like "managing" and "organising" are culturally bound. 

They are culturally bound because such activities do not consist of making 

or motivating tangible goods, but rather of manipulating symbols which 

have meaning to the people who are managed or organised.(3) 

Isolating the influence of culture on the development of managerial values is 

a perplexing problem for comparative international management research.(4) 

In fact the key issue for organisational science is the influence of national 

cultures on management.(5) However, cross-cultural studies are inherently 

difficult because the typical research design fails to differentiate cultural 

from other environmental influences. Most empirical cross-cultural 

management studies do not isolate the impact of culture but are actually 
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national studies that also reflect other factors such as education and 

economic and legal systems. (6) 

One of the basic issues in cross-cultural management research is to 

determine the extent of the impact which culture has on individuals' 

behaviour in the work place.(7) One argument is that individuals, 

irrespective of culture, are forced to adopt industrial attitudes and behaviour 

such as rationalism, secularism, and mechanical time concern in order to 

comply with the imperative of industrialisation. This is commonly known 

as the convergence hypothesis and its validity is widely debated in the 

literature. (Harbison and Mayors, 1959; England, Negandhi, and Wilpert 

1979, Hofstede 1980, 1983; England and Lee 1974; Kelly and Worthley 

1981; Pascale 1978; Webber 1969). For at least the last twenty years, the 

literature has yielded diverse position on the transferability of modem 

management principles into different cultures. (8) This happened extremely 

effectively in Japan, where mainly US management theories were taken 

over but in adapted form.(9) It is believed that cultural differences from 

one nation to another are more significant than many business management 

theorists and practitioners appear to recognise. (10) The problems which 

managers face in various cultures and the ground rules under which they 

operate are not the same across cultures. (11) 

A review of research shows that most cross-cultural studies are actually 

cross-national studies which means comparing socio-cultural, political and 

economic systems and not just culture.(12) As already mentioned, Hofstede 

stressed the importance of nationality to management for at least three 

reasons: the first, very obviously, is political. Nations are political units, 

rooted in history, with their own institutions, forms of government, legal 

systems, educational systems, labour and employers association systems. 
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The second reason is sociological. Nationality or regionality has symbolic 

value to citizens. The third reason is psychological. Our thinking is partly 

conditioned by national cultures. (13) In fact a key issue for organisational 

science is the influence of a national culture on managementJ 14) The field 

of cross-cultural and comparative management is in an early stage of its 

scientific development. Much of our work is concerned with identification 

and description of differences in cross cultures. (15) According to two 

management researchers the quest for the linkage between culture and 

management attitudes, behaviour, and effectiveness is frustrated by four 

research problems: 

Inconsistent and vague definitions of the term culture. 

Inaccurate translation of key terminology. 

Difficulty in obtaining representative sample. 

Difficulty in isolating cultural differences amid national 

economic and political realities.C1 6) 

The first research problem is the vague definition of the term culture. 

Indeed culture is one of the two or three most complicated words in the 

English language. (17) In recent years the term culture has been 

increasingly in vogue in studies of organisational behaviour because of the 

growing realisation among organisational scientists and management 

consultants that the culture of an organisation has as much influence on 

corporate effectiveness as the formal structure of jobs, authority, technical 

and financial procedures. (18) Before moving on to discuss the impact of 

culture on management and organisation, it is necessary to give a better 

understanding of the various definitions of the term culture, hence, it is the 

number one research obstacle in comparative management studies. The 

word culture is derived from Latin, cultures and cults which mean care, 
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cultivation, in fact, cultra occurs first in the composite form of agricu/tura ; 

agriculture, tilling, cultivation of the soilJ 19) There are many other 

definitions of the word culture. Culture is defined as "that complex whole 

which includes all the habits acquired by man as a member of soceity". (20) 

Sapir defined cultures as " ..... culture is the socially inherited assemblage of 

practices and beliefs that determines the texture of our lives". (21) Boas 

defined it as "Culutre embraces all the manifestations of social habits in a 

community, the reactions of the individual as affected by the habits of the 

group in which he lives, and the products of human activities as determined 

by these habits."(22) Child and Kieser defined culture as "patterns of 

thought and manners which are widely shared". The boundaries of the 

social collectivity within which this sharing takes place are problematic so 

that it may make as much sense to refer to a class or regional culture as to a 

national culture.(23) Hofstede defined culture as the collective mental 

programming of the people in an environment. 

Culture is not characteristic of individuals. It encompasses a number of 

people who were conditioned by the same education and life 

experience.(24) It is that part of our conditions that we share with other 

members of our nation, region, or group but not with members Of other 

nations, regions, or groups. (25) Such cultural programmes are difficult to 

change, unless one detaches the individual from his or her culture. Within a 

nation or part of it, culture changes only slowly.(26) We are all conditioned 

by cultural influences at many different levels - family, social group, 

geographical region, professional environment. (27) The naive assumption 

that management is the same or is becoming the same around the world, is 

not tenable in view of these demonstrated differences in national 

cultures. (28) So what applies in Japan cannot be successfully applied in 
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Europe. We have to realise that the differences between the people of 

different geographic areas are inescapable. There are differences in what 

people believe, what they think, what they seek to accomplish, and how 

they go about achieving their desires.(29) Foreign management methods 

and ideas were indiscriminately imported by European and Third World 

countries as part of the transfer of management ideas.(3O) Yet, not all 

countries have been as successful as Japan in that adaptation of American 

management theories and practices. As a result economic losses, and 

human suffering were caused. (31) For at least the last twenty years, the 

literature has yielded diverse position on the transferability of modem 

management principles into different cultures.(32) In the early 1960s 

Oberg proposed that cultural differences from one country to another are 

more significant than many writers now appear to recognise.(33) 

Bedeian stated that it is a well established fact that different cultures possess 

different organisational norms and behaviour standards and that they 

recognise these legitimate forms of influence. (34) In the United States, for 

example, culture and tradition have affected the manner in which top 

executives approach the problem of working women. They have affected 

personal systems, the attitude in behaviour of management and the 

aspiration and behaviour of women. (35) Having defined the word culture 

and its influence on management, the researcher moves on to the second 

problem facing comparative research which is the methodological 

difficulties and the difficulties in obtaining a representative sample. Many 

of the comparative research studies do not have samples that can be 

considered representative. 

A third research problem is that studies reporting to have a culture free 

context, are actually national studies. When carrying out studies on French 
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and British Managers, for example, we do not only compare the impact of 

their cultures but also other factors such as their political and economic 

systems. The final problem with comparative research is the inaccurate 

translation of key terminology. For example the word "success" in 

American literature appears to mean individual success, it is not readily 

transferable to Japanese or Asian cultures. The word visa in America is 

used as a means of credit, while in Arab countries it means permission to 

enter another country. The successful man in Thailand may be one who 

looks after his family, while the successful person in North America 

achieves success through education, the accumulation of assets and 

corporate ladder climbing. 

3.2 Cross Cultural Comparisons 

Cross-cultural studies do need comparative data and surveys, despite their 

drawback and research problem. They do provide comparative data in a 

volume no other method can afford. The result of a unique survey of 

116,000 IBM employees in 40 different countries carried out by Hofstede, a 

Dutch organisational behaviourist, questioned the assumption that 

management theories are universally applicable. Hofstede classified each of 

his 40 national samples according to four different cultural dimensions: 

power distance, uncertainty avoidance, individualism-collectivism, and 

maSCUlinity. Each variable probed an important question about the 

prevailing culture (36) Hofstede's Four Dimensions for Cross-Cultural 

Comparison provide a good framework for analysing differences of values. 

They are all applicable to managing corporations in various locations. The 

four criterias which Hofstede labeled as dimensions are discussed 

below.(37) 

Power Distance Variable. How readily people accept the unequal 



57 

distribution of authority in organisations and institutions. (38) This 

dimension involves how society deals with the fact that people are not the 

same in both physical and intellectual capacities. All societies are unequal, 

but some are more unequal than others. (See Figure 3.1) The degree of 

delegation of authority as well as the degree of authoritative leadership style 

do influence the level of power distance. His study shows the Philippines, 

Venezuela, India, France, Belgium as large power distance. Denmark, 

Israel and Austria score low on the scale of inequality. Hofstede also found 

that there is a relationship between power distance and collectivism. He 

found that countreis like France, Italy, Belgium and Spain show a 

combination of large power distance plus individualism while other western 

countries share a combination of power distance and individualism. 

Moreover, poor countries were shown to be collectivist with larger power 

distance. 

Uncertainty Avoidance. This second dimension is labelled as uncertainty 

avoidance dimension. This issue involves how society deals with the fact 

that time runs only one way; that is we are caught in the reality of the past, 

present and future and we have to live in uncertainty because the future is 

and will always remain uncertain and unknown. (See figure 3.2). In some 

countries people welcome each day as it comes. They accept the uncertainty 

and do not become disturbed by it. They will take risks rather easily. They 

do not work as hard as in other societies. They tend to show tolerance to 

opinions different from their own, hence, they do not feel threatened by 

them.(39) Societies that fall in this category are known as weak uncertainty 

avoidance. Weak uncertainty avoidance and small power distance are found 

in countries like Denmark, Sweden, Great Britain and Ireland while the 

Netherlands, US and Norway and other Anglo countries fall in the middle. 
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However, countries like Latin European (France, Belgium Italy and Spain), 

Latin American, Mediterranean countries such as Yugosalvia, Greece, 

Turkey, and Japan plus Korea show strong uncertainty avoidance and large 

power distance. Asian countries were shown to have huge power distance 

and medium to weak uncertainty avoidance. German speaking countries, 

Israel and Finland were all found to be combining small power distance 

with medium to strong uncertainty avoidance.(40) 
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Figure 3.1 The Power Distance Dimension 

Small Power Distance 

Inequality in society should be 
minimised. 

All people should be inter
dependent. 

Hierarchy means an inequality 
of roles, established for 
convenience. 

Superiors consider subordinates 
to be "people like me". 

Superiors are accessible. 

The use of power should be 
legitimate and is subject to 
the judgment as to whether 
it is good or evil. 

All should have equal rights. 

Those in power should try to 
look less powerful than they are. 

The system is to blame. 

The way to change a social system 
is to redistribute power. 

People at various power levels feel 
less threatened and more prepared 
to trust people. 

Latent harmony exists between the 
powerful and the powerless. 

Cooperation among the powerless 
can be based on solidarity. 

Large Power Distance 

There should be an order of 
inequality in this world in which 
everybody has a rightful place; 
high and low are protected by this 
order. 

A few people should be independent; 
most should be dependent. 

Hierarchy means existential 
inequality. 

Superiors consider subordinates 
to be a different kind of people. 

Superiors are inaccessible. 

Power is a basic fact of society 
that antedates good or evil. Its 
legitimacy is irrelevant. 

Power-holders are entitled to 
privileges. 

Those in power should try to look 
as powerful as possible. 

The underdog is to blame. 

The way to change a social system 
is to dethrone those in power. 

Other people are a potential 
threat to one's power and can 
rarely be trusted. 

Latent conflict exists between the 
powerful annd the powerless. 

Cooperation among the powerless 
is difficult to attain because of their 
low-faith-in-people norm. 

Source: Geert Hofstede, Motivation, Leadership and Organisation: Do 
American Theories Apply Abroad? Organisational Dynamics, Vol. 9, 
No. I,Summer 1980, p.46. 



60 

Figure 3.2 The Uncertainty Avoidance Dimension 

Weak Uncertainty Avoidance 

The uncertainty inherent in life 
is more easily accepted and each 
day is taken as it comes. 

Ease and lower stress 

Time is free 

Hard work, as such, is not a 
virtue. 

Aggressive behaviour is frowned 
upon. 

Less showing of emotions 

Conflict and competition can be 
contained on the level of fair 
play and used constructively. 

More acceptance of dissent is 
entailed. 

Deviation not considered threat
ening; greater tolerance shown. 

The ambiance is one of less 
nationalism. 

More positive feelings toward 
younger people are seen. 

There is more willingness to 
to take risks in life. 

There should be as few rules 
as possible. 

If rules cannot be kept, we should 
change them. 

Belief is placed in generalists 
and common sense. 

The authorities are there to serve 
the citizens. 

Strong Uncertainty Avoidance 

The uncertainty inherent in life 
is felt as a continuous threat that 
must be fought. 

Higher anxiety and stress 

Time is money. 

There is an inner urge to work hard. 

Aggressive behaviour of self and 
others is accepted. 

More showing of emotions. 

Conflict and competition can unleash 
aggression and should therefore be 
avoided. 

A strong need for consenus is 
involved. 

Deviant persons and ideas are 
dangerous; intolerance holds sway. 

Nationalism is pervasive. 

Younger people are suspect. 

There is great concern with 
security in life. 

There is a need for written rules 
and regulations. 

If rules cannot be kept, we are 
sinners and should repent. 

Belief is placed in experts and their 
knowledge. 

Ordinary citizens are incompetent 
compared with the authorities. 

Source: Geert Hofstede, Motivation, Leadership and Organisation: Do American 
Theories Apply Abroad? Organisational Dynamics, Vol. 9, No.1, Summer 
1980, p.47. 
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Individualism-Collectivism 

This third dimension involves the relationship between one individual and 

his or her fellow individuals. Are people responsible for their own welfare 

within loosely knit social framework, or does the group look out for 

individuals in exchange for loyalty?(41) (See Figure 3.3). In some 

societies the ties between individuals are very weak. In many cases people 

only care for their immediate families and not for the extended ones. This is 

caused by the large degree of freedom granted to individuals within that 

particular society. Conversely, ties between individuals in some societies 

are very strong. People are born into collectivities or in groups which may 

be their extended family, their tribe or even their village. Everybody is 

supposed to look after the interest of his or her ingroup and to have no 

opinion and belief other than the opinions and beliefs of their ingroup. In 

exchange, the ingroup will protect them when they are in trouble. This is 

caused by the small degree of freedom granted to individuals within that 

particular society. The societies that fall within the individualist dimension 

are loosely integrated while the societies that fall within the collectivist 

dimension are tightly integrated. Countries of the very individualistic 

societies include the US, Great Britain, the Netherlands, Canada, New 

Zealand and Australia. While the very collectivist are Colombia, Pakistan, 

Taiwan, Japan, India. Austria, and Spain fall in the middle of the 

individualism and collectivism. From Hofstede's findings, it appeared that 

wealthy countries are more individualistic and poor countries are more 

collectivist. 
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Figure 3.3 The Individualism -Collectivism Dimension 

CoIl ectivist Individualist 

In society people are born into 
extended families or clans who 
protect them in exchange for 
loyalty. 

"We" consciousness holds sway. 

Identity is based in the social 
system. 

There is emotional dependence 
of individual on organisations 
and institutions. 

The involvement with organisations 
is moral. 

The emphasis is on belonging to 
organisations; membership is the 
ideal. 

Private life is invaded by organ
isations and clans to which one 
belongs; opinions are predeter
mined. 

Expertise, order, duty and security 
are provided by organisation or 
clan. 

Friendships are predetermined 
by stable social relationships, 
but there is need for prestige 
within these relationships. 

Belief is placed in group decisions. 

Value standards differ for in
groups and out-groups 
(particularism). 

In society everybody is supposed 
to take care ofhimselfiherself 
and hiS'her immediate family. 

"1" consciousness holds sway. 

Identity is based in the individual. 

There is emotional independence 
of individual from organisations 
or institutions. 

The involvoement with organisations 
is self-interest. 

The emphasis is on individual 
initiative and achievement; leader
ship is the ideal. 

Everybody has a right to a private 
life and opinion. 

Autonomy, variety, pleasure and 
individual financial security are 
sought in the system. 

The need is for specific friendships. 

Belief is placed in individual decisions. 

Value standards should apply to all 
(universalism). 

Source: Geert Hofstede, Motivation, Leadership and Organisation: Do American 
Theories apply Abroad? Organisational Dynamics, Vo1.9, No.1, Summer 1980, 
pA8 

Masculinity/Femininity. How important are masculine attitudes versus 

feminine attitudes. Masculinity versus femininity dimension involves the 

division of roles between the sexes in society. (See Figure 3.4) All 

societies have to deal with the basic fact that one half of mankind is female 
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and the other half is male. (42) The only activities that are strictly 

detennined by the sex of a person are those related to procreation,( 43) 

Some societies associate rules to men only while others associate roles to 

women only as a social role rather than biological sex role division. The 

problem of masculine attitude was criticised by many researchers. 

Humphrey has stressed that one of the richest underutilised resources in 

America is the talents of its women. (44) In the US the percentage of 

female managers is still smaller than of men: 15 per cent of the male labour 

force now hold managerial jobs whereas only 6 per cent of females do.( 45) 

However barely 1 per cent of top managers are women.(46) Jacklin has 

stated that "despite evidence of worn ens' managerial potential there appears 

to be persistent resistance to their participation in managerial careers". (47) 

However, what can be seen as a typical task for men or for women in one 

society can be seen as anomalous in other societies. 

Societies can be classified in this regard on whether they try to minimise or 

maximise the social sex role division. Some societies, for example, make 

the sharp division between what men should and should not do. There is 

what is even known as feminine jobs and professions. On agreeing that 

being female was a disadvantage and not an advantage few companies saw 

the possibility of it being both.(48) They allow both men and women to 

take many different roles. However, a well known professor and writer of 

organisational behaviour, Israeli (1980), believes that male managers remain 

the gatekeepers to women's entry into the executive suite.(49) She pointed 

out, however, that "women are moving into previously male dominated 

roles and occupations. They are pursuing their ambitions across boundaries 

they have never before crossed".(50) Adler, a respected Canadian 

management scholar, believes the assumption that expatriate women are not 
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seen as local women is untrue and misleading. (51) Expatriate women are 

normally viewed as "foreigners who happen to be women". However, the 

norms which may apply to local Saudi women like staying at home and not 

working as managers may not necessarily apply to foreign females. This 

is especially true in the case in which the women are physically seen as 

different and distinct from the rest of the local population, for example, 

Western women in Japan (52) It is believed, therefore, that in only a few 

countries such as Saudi Arabia, expatriate women do not feel at ease and 

face difficulties. However, it is argued that Saudi Arabia is not regarded as 

a perfect indicator of how other countries on the whole respond to foreign 

women.(53). 

The increase in the number of women in management is due to changes in 

the social, economic, technological, and perhaps most visibly the legal 

environment in North America(54) and as a result "participation of women 

in the domestic work force has been one of the most striking phenomena of 

modern American society". Participation rates of women rose from 32 per 

cent in 1947 to 43 per cent in 1970, to 51 per cent in 1980.(55) The 

change in attitudes toward working women has been clear in the past years. 

Women have become more visible on boards of directors. The percentage 

of corporate boards having at least one female director has increased from 

10.7 per cent in 1973 to 36.4 per cent in 1979.(56) ThaI and Cateora 

(1979) believe that one of the reasons for having fewer women in 

International divisions is because there is no pipeline of trained women to 

draw from. (57) 

What is it like to be in a masculine or feminine society? In masculine 

societies, the traditional masculine social values permeate the whole society 
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even the way of thinking of women. These values include the importance 

of showing off, of performing, of achieving something visible, of making 

money, of "big is beautiful". In feminine societies, the dominant values for 

both men and women are those more traditionally associated with the 

feminine role: not showing off, putting relationships with people before 

money, providing the quality of life and the preservation of the 

environment, helping others, in particular the weak, and "small is beautiful" 

In masculine society, the public hero is the successful achiever, the 

superman. In a more feminine society, the public sympathy goes to the 

anti-hero, the underdog.(58) (See Figure 3.4). The most masculine 

societies, according to Hofstede, are the German speaking countries: 

Germany, Austria and Switzerland. Moderately masculine are a number of 

Latin countries such as Venezuela, Mexico and Italy. The most feminine 

societies include some Latin and Mediterranean countries like Yugoslavia, 

Chile, Portugal, Spain and France are moderately feminine. From this 

discussion we can come to the conclusion that the assumption that 

management is the same or is becoming the same around the world is no 

longer tenable. 

To apply these dimensions in management particularly about leadership, 

models of organisation and motivation, we find that the most relevant 

dimensions for leadership are individualism and power distance. 

Hofstede's unique survey has shown the US to be in an extreme position 

on the individualism scale. US leadership theories are about leading 

individuals who seek their ultimate self-interest. For example, the word 

"duty" which implies obligation toward society and others does not appear 

at all in the US leadership theories.(59) 
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Figure 3.4 The Masculinity Dimension 

Feminine 

Men need not be assertive 
but can also assume nurturing 

Sex roles in society are more 
fluid. 

There should be equality between 
the sexes. 

Quality ofHfe is important. 

You work in order to live. 

People and environment are 
important. 

Depend on each other is the ideal. 

Service provides the motivation. 

One sympathizes with the 
unfortunate. 

Small and slow are beautiful. 

Able to be worn by both sexes 
and having characteristics 
of both male and female forms. 

Masculine 

Men should be assertive. Women 
should give care or nourishment. 

Sex roles in society are clearly 
differentiated. 

Men should dominate in society. 

Performance is what counts. 

You live in order to work. 

Money and things are important. 

Independence is the ideal. 

Ambition provides the drive. 

One admires the successful achiever. 

Big and fast are beautiful. 

Unnecessary display of wealth, and 
knowledge to impress or gain 
attention. 

Source: Geert Hofstede, Motivation, Leadership and Organisation: Do 
American Theories Apply Abroad? Organisational Dynamics, Vo1.9, No.1, 
Summer 1980, p.49 

Leadership in a collectivist society, like the Third World countries, is a 

group phenomenon. People in these countries are able to bring considerable 

loyalty to their jobs in return for protection. Individual subordinates are 

allowed to participate in the decision-making process, but these remain the 

leaders' decisions, and it is the leader who takes the initiative. 

In power distance countries like the Third World, France and Belgium, the 

individual subordinates as a rule do not want to participate. Individuals 

expect the leader to lead autocratically, and in fact by their own behaviour 



67 

make it difficult for leaders to lead in other ways. There is very little 

participative leadership in France and Belgium. While subordinates in a 

group can still influence the leader as it is in all Asian Countries, in Israel, 

Sweden or Denmark, subordinates do not wait on their boss to tell them to 

take the initiative. Instead, subordinates will support forms of employees 

co-determination in which either individuals or groups can take the initiative 

towards management. In these cultures, there are no management 

prerogatives that are automatically accepted by the subordinates; 

management privileges in particular are much more easily accepted in US 

than in some of the very low power distance countries. (60) 

When applying the four dimensions of national culture to an organisation, 

we find that the dominant underlying model of an organisation for the 

French is a pyramid, a hierarchical structure held together by the unity of 

command. The French usually refer the problem in the organisation to the 

next higher authority level. While the Germans suggest the setting of rules 

to resolve such problems in the future, the British tend to resolve problems 

through negotiations and the improvement of communication. Finally, 

when applying the four dimensions of national culture to motivation we find 

that the theories of motivation and the practices of motivating people can 

both be related to the individualism-collectivism dimension. 

In the US the highest motivation is supposed to stem from the individuals 

need to fulfill their obligations toward themselves. Terms like "self 

actualisation" and "self respect" are found on the top of the list of 

motivations in the US. In a more collectivist society, however, people will 

try primarily to fulfill their obligations toward their ingroups, (61) while in 

countries like Japan and Germany for example, there is less willingness to 
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take risks. Security is the powerful motivator. People perform when they 

are offered security in return. 

3.3 Summary 

This chapter has given us a clear understanding of the term culture. Culture 

is defined as "the way in which a society lives including the relationships 

among values, roles, standards of behaviour". This chapter has pointed 

out the four major research problems that face comparative management 

researchers. These problems include: the vague definition of the term 

culture; second, inaccurate translation of key terminology; third, difficulty 

in obtaining representative samples; fourth, difficulty in isolating cultural 

differences amid national, economic and political relations. This section of 

research has been helpful in clarifying the four major dimensions for cross

cultural comparison. It was found that these dimensions are applicable to 

managing corporations in various locations. The four dimensions are: 

power distance variable; second, uncertainty-avoidance; third, 

individualism-collectivism; fourth, masculinity-femininity. Finally, this 

chapter has pointed out that attitudes and beliefs about work vary with 

culture, and thus it is important to say that practice is usually wiser than 

theory, and if we see what effective organisations in different cultures have 

done, we will find that leaders of the adapting countries adapted 

management to their local conditions but in adapted form.. This chapter 

contains the major findings of similar studies. Such review is necessary in 

order to make contrasts and comparisons with the findings of this research. 
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CHAPTER 4 

ARAB MANAGEMENT: AN OVERVIEW 

·Culture regulates our lives at every turn. From the moment 

we are born until we die. There is constant conscious and 

unconscious pressure upon us to follow certain types of 

behaviour that other men have created for us'. (1) 

4. 1 Introduction 
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The Arab World consists of 21 independent States adding to them the State 

of Palestine which was recently proclaimed in Algeria. All Arab population 

is located in four different major areas. These areas are North Africa, the 

Nile Valley and the African Hom, the Arab Peninsula, and the Gulf region. 

This is in addition to the Palestinian people in the West Bank and Gaza 

Strip. The main aim of this chapter is to shed light on the various major 

studies which were carried out on Arab management. Each of the major 

studies will be identified and examined, and some comparison of the 

various major findings will be drawn later on in the analysis. The main 

elements that are generally used in the definition of an Arab will also be 

identified and discussed. It is believed that this chapter will enhance the 

reader's understanding of the major findings of the study which will be 

discussed in detail under later headings. 

4.2 Who is an Arab? 

When talking about the Arab management we do not necessarily mean the 

Muslim managers. One of the great widely spread misconceptions is that 

an Arab is automatically a Muslim, and that all Muslim countries are Arab 

nations. To clear up these misconceptions, it is necessary to point out that 

not all Arabs are Muslims and not all Muslims are Arabs.(2) For example, 
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Iran, Turkey and Pakistan are all Muslim countries but none of them is an 

Arab nation. One of the global definitions of the term Arab is given by 

Lewis (I 981) who pointed out that an Arab is " ..... one who regards the 

Arabic speaking people as a nation or group of sister nations in the 

European sense, united by a common territory, language and culture and a 

common aspiration to political independence".(3) Muna (1980) in his 

definition of an Arab pointed to three major commonalities: language, 

religion, and history. This definition which is only one of many is designed 

to emphasise some conceptual boundary. To examine further the meaning 

of an Arab, let us discuss the main elements which are believed to be the 

main factors used in identifying an Arab. 

4.2.1 Language 

The Arabic language is the official language in all Arab countries. Indeed, 

Arabic is considered by many as the single determinant factor of an Arab. 

An Arab is defined solely on the basis of the Arabic language. Though 

again, one should be careful not to consider any person who learned Arabic 

as a second language to be an Arab. 

The Arabic language has been defined by Fleming (I981) as " ........ a 

flowing, poetic language. Gestures, shouting, touching, and emotions are 

an indispensable part of the communication process. It often seems, and 

perhaps it is true, that two or more Arabs can communicate nicely with 

everyone talking at the same time". (4) 

To an Arab, the Arabic language is a thing of beauty, an firt rather than a 

cold functional tool for communication.(5) The bias towards the 

qualitative has produced a usage where art form can be more important than 
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precision and this feature in itself makes accurate translation difficult.(6) 

The Arabic language is the language of Quran. It is difficult for Westerners 

to learn because it is a language of another culture and word for word 

translation does not convey the same meaning especially when it crosses the 

cultural boundary. 

For a Westerner to learn Arabic he will be confronted with a language in 

which normally only the vowels are written. In the Arabic language words 

are based on consonants which form roots, and the meaning of a word 

changes with the change in the sound around the consonants. For 

example, the word for "lesson" is DaIS while the word for "school" is 

Madrasa - the common root for these words of related meaning is 

Madaris. The word for "book" is Kitab while the Arabic word for 

"office" is Maktab - the common root for these words is Kutub. 

Another difficulty in learning the Arabic langauge is that it contains a 

number of "throaty" sounds which most learners and particularly 

Westerners find difficulty. The script, however, can be, and is, used in 

other languages such as Farsi, the language in Iran. 

The final feature of the Arabic language is that it is written from right to left, 

and from top down like Hebrew, the language of the Jewish people. 

4.2.2 Religion 

Islam is the second major determinant of an Arab. However, a Christian 

can be an Arab, but Islam is the major religion in all Arab countries. The 

meaning as well as the main obligations (pillars) of Islam will be fully 

discussed in a subsequent chapter and under separate headings. 
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Islam is, however, a way of life and not merely a religion. (7). Therefore, a 

Christian manager living with Muslim Arabs will most likely be influenced 

by the Islamic environment. The Islamic law (Sharia) is applied in some 

Arab countries but at a varying degrees. The Sharia is defined as the sacred 

law of Islam and is largely based on the Quran. It covers virtually all 

aspects of Arab life - religion, private, public, social, political, and 

economic. However, there are three sources that contribute to Sharia: 

Sunna 

Giyas 

Ijrna 

4.2.3. History 

sayings and practices of the prophet Muhammad. 

The record of an action or a saying of the prophet 

Muhammad became technically known as "Hadith". 

(Measurement or analogical reasoning) is based 

on jurists reasoning to deal with various cases. 

(Agreement or consensus). The consensus of 

opinions of experienced jurists on various subjects. 

History is considered to be the third major element which is used in defining 

an Arab. History is included because of its vital impact on the Arabs. 

The Arab culture has been evolving continuously over a long period of time. 

Much of the Arab culture stems from the Arabian peninsula. Lewis (1981) 

pointed out that "The Arabs of history would thus be the undifferentiated 

residue after the great invasion of ancient history had taken place".(8) 

Beginning in the 7th century it was the tum of the Arabs to migrate in force 

under the banner of Islam. Islam is the newest of the three great religions 

after Judaism and Christianity. 
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The importance of history is in the heart of all Arabs. Indeed, when an 

Arab is asked about his nationality he will go on to describe the Arab 

history. Such a view is supported by Hourani (1962) who wrote: 

" ......... a full definition of what is meant by Arab Nations would 

include also a reference to a historic process: to a certain episode in 

history in which the Arab played a leading part, which was important 

not only for them but for the whole world, and in virtue of which 

indeed they could claim to have been something in human history." 

(Hourani emphasis, p.2). 

This concludes the discussion of the main elements which constitute an 

Arab. In the following section the researcher aims to point out some of the 

major studies on Arab management. These studies will be reviewed, 

discussed and contrasted where appropriate. 

4.3 Major Studies on Arab Management 

In the management literature, there are quite a few studies on Arab 

management. Some of these studies were carried out on management in 

Saudi Arabia, others on management in Libya, while others are related to 

management in Iraq, Lebanon, Kuwait, Yemen and the United Arab 

Emirates. Of these, the following major studies were found to be relevant. 

Abbas Ali and Paul Swiercz: The Relationship Between Managerial 

Decision Styles and Work Satisfaction in Saudi Arabi, 1985. 

Mooyad Sulieman: Senior Managers in the Iraqi Society - Their 

Background and Attitude, 1984. 

Farid A. Muna: The Arab Executives, 1980. 

M.K. Badawy: Styles of Middle Eastern Managers, 1980. 
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Massound EI-Baroni: Personal Value Systems of Libyan Managers: 

An Exploratory Study, 1980. 

Changiz Pezeshkpur: Challenges to Management in the Arab World, 

1978. 

4.4 Review of Major Studies 

The following section will be dedicated to the discussion of the various 

studies on Arab management. Each will be discussed in terms of its 

objectives and findings. 

Ali and Swiercz: The Relationship Between Managerial Decision Styles 

and Work Satisfaction in Saudi Arabia, 1986. 

In this study, the authors aimed to explore the relationship between 

managerial decision styles and work satisfaction in a developing country 

like Saudi Arabia. Saudi Arabia was targeted for the study because of its 

unique characteristic of being both committed to rapid industrialisation and 

because of its adherence to the Arabic and Islamic cultures. 

In order to achieve the targeted objectives the researchers selected a 

convenient sample of 140 managers from three major Saudi cities: Riyadh, 

AI-Huse, and Dammam. The subjects chosen were employed in different 

companies in both public and private sectors. 

The data was collected by using questionnaires which were personally 

distributed by the researchers and collected later by their research assistants. 

Out of the 140 surveys distributed only 83 usable questionnaires were 

returned to the researchers. 
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The main findings of the Ali and Swiercz studyare:(9) 

First: A participative decision making style was reported by the 

subjects who were found to be highly satisfied with people in 

their work group. 

Second: Autocratic managers scored significantly lower on sads faction 

with people in their work group. 

Third: The consultative decision style was most predominant. 39 per 

cent of the managers sUlveyed reported using this style. 

Fourth: Contrary to the predicted hypothesis, the researchers found that 

the consultative managers were not satisfied with their 

supervisors, while it was found that the consultative Saudi 

manager was less satisfied with his organisation. Only the 

second part of this hypothesis was supported by the findings. 

The findings also indicated that the pseudo-consultative, 

participative and delegative managers tend to be highly satisfied 

with their supervisors. 

Fifth: 

Sixth: 

The results indicated that 28 per cent of the total managers 

surveyed preferred the pseudo-consultative style. 

The final finding indicated that the least preferred decision style 

by Saudi Managers was the delegative style which scored only 2 

per cent. 

From these findings, it is evident that there is a strong correlation between 

job satisfaction and satisfaction with persons in work group organisation, 

promotion and chance for advancement. However, these findings are 

contrary to the findings of Badawy (1980) where they found that unlike 

Badawy, participation management is not necessarily alien to Middle 

Eastern cultures. 
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The overall findings indicate that despite the fact that the Saudi managers are 

largely influenced by cultural values and norms, they also share some 

similarity in their approach and psychological aspects to that of managers of 

other cultures. ( 10) 

EI-Baruni .. M.: Personal Value System of Libyan Managers: An 

Exploratory Study, 1980. 

Another study on Arab managers which is of equal importance is carried out 

by EI-Baroni, 1980 which aimed:( 11) 

First: To explore the present value system of Libyan managers. 

Second: To determine if the value system held by managers is associated 

with certain selected organisational and behavioural variables. 

Third: To draw some comparisons between personal value systems of 

US managers, and personal values systems of Libyan managers. 

For the purposes of this study, the researcher gathered his data using a 

survey method from a randomly selected sample of 189 Libyan managers 

from both sectors and in different sizes of organisations. 

The study is believed to be beneficial in order to give an explanation of the 

motivational behaviour of the individual, group and organisation, therefore, 

providing an evidential base to the existing literature on human values as 

they relate to Libyan organisations. 

The data indicated the following findings:(12) 

1. On average Libyan managers have values indicating high concern for 

social welfare and low concern for profit maximization and industrial 

leadership. 
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2. Libyan managers working in large firms and institutions earn more 

than managers worldng in smaller ones. 

3. Libyan managers appear to be more pragmatic than moralistic or 

effect oriented. Of the managers interviewed, 58 per cent have a 

pragmatic orientation, and 23.4 per cent have a moralistic orientation, 

and 6.4 per cent have an effect orientation, 12.2 per cent have a mixed 

value orientation. 

4. Regarding the relationship between the Libyan managers value 

orientation and the region in which they work, the findings indicated 

that these two variables are not related. 

5. The findings indicated that the most successful Libyan managers tend 

to work for larger companies (200 and more employees). 

6. The results for personal values and job satisfaction of Libyan 

managers indicate that there is no significant relationship between 

Libyan managers value orientation and their job satisfaction score 

7. For personal values and the success of the managers, the findings 

indicate that there is no significant relationship between the personal 

value systems and managerial success of Libyan managers. This 

finding is contrary to the researcher's expectation and to England's 

findings. Concerning American managers, England asserted that there 

is a relationship between value patterns and success. 

8. The final finding indicates that job satisfaction is unrelated to the 

majority of personal and organisational variables such as company 

type, managerial experience, age, field of study etc. The only variable 

which was found to be related to job satisfaction is that of "function" 

for example, type of departmental activity. 

These findings, therefore, indicated it was evident that Arabian Managers 
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had culturally influenced managerial style. 

Badawy, M.: Styles of Mid-eastern Managers, 1980. 

This study was bounded by the results of an empirical investigation 

conducted on Mid-eastern Managers from Saudi Arabia, Kuwait, Abu 

Dhabi, Bahrain, Oman and the United Arab Emirates.(13) 

The subjects chosen for the study were all full time middle managers 

working for companies in various types of businesses such as chemical, 

petroleum and transport. 

A total number of 295 questionnaires were distributed, and only 251 

questionnaires were returned to the researcher of which only 248 were 

usable. 

The main objectives of the study were to measure mid-eastern managers 

attitudes and philosophies, and to measure their need satisfaction and 

deficiencies. For the purpose of this study, questionnaires by Haire, 

Ghiselli and Porter were all used. 

The main flndings of the study include:( 14) 

First: the data indicated that Mid-eastern managers disagreed with the 

statement that "the superior's authority over his subordinates is 

primarily economic." The managers took a modem approach to 

an individual's capacity for leadership. 

Second: The executives had an equally moderate attitude towards the 

internal control that should be exercised by managers over 

employees but took a classical approach to participation. The 

overall general consensus was that subordinates should be given 
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direction and specific information in relation to their immediate 

jobs. 

Concerning individual and organisation variables, Badawy's 

( 1980) fmdings indicated: 

The 30 to 39 year old groups tended to take a more democratic 

view of capacity for leadership than the younger or older 

groups. However, a more democratic attitude towards sharing 

objectives and information with subordinates was adopted by the 

younger (25-34) than the older groups (35-44). As for 

participation in goal setting this function was mostly adopted by 

the oldest group (40-49) followed by the youngest group (25-

29) with the two middle groups (30-39)coming somewhere in 

between. 

Regarding tenure, the findings indicated a strong connection 

between age and the length of service as indicated by the 

subjects. As a result, a democratic attitude towards subordinates 

was most favoured by managers with five to nine years 

experience. Only managers with shorter experiences favoured a 

classical, autocratic attitude. 

The findings for sharing information and objectives with 

subordinates indicated that only managers with ten to nineteen 

years of experience did not display a democratic attitude. 

Referring to organisational size, the findings indicated that the 

smaller the size of the organisation, the more democratic the 

managers attitude. However, managers working for medium 

size organisations (100 - 499 employees) scored the most for 

democratic attitude amongst all managers. 

For managers need satisfaction and importance the findings 
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indicated that managers were highly dissatisfied with the 

"opportunity to participate in setting goals". 

For the managers surveyed, self-actualisation seemed to be the most 

important need. This was followed by social needs, then esteem, security 

and autonomy. Despite being the most important need for the Mid-eastern 

managers interviewed, se1f-actualisation was found to be the second most 

dissatisfied need, after autonomy, which was found to be the least satisfied 

and the least important need. 

These are some of the major findings of Badawy (1980). From these 

findings it was very clear that Mid-eastern executives in this particular study 

take a democratic approach to the individual capacity for leadership. This 

finding stems from the Arabian traditions which place a high value on the 

man as the leader of the family and as the bread winner. It is also believed 

that the Arab tradition of being a close-knit society, has contributed to the 

classical attitude to participation of information and objectives with 

subordinates. (15) 

The findings of this study lend support to the conclusion that culture does 

playa great role in the attitudes of managers and their leadership styles. 

Therefore, these findings are not in line with the different findings in 

literature which suggest that there is similarity in leadership styles across the 

different cultures. 

Muna, F.: The Arab Executives, 1980. 

A very well known study which has been carried out on the Arab executives 

is that of Muna (1980). The study investigated 52 Arab managers from 6 

different Arab countries: Egypt, Jordan, Lebanon, Kuwait, Saudi Arabia, 
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and the United Arab Emirates. 

The main objectives of the study were to sketch a portrait of the Arab 

executives against the background of a changing social landscape, and to 

examine the influence of the environment on social behaviour and on the 

attitudes of the Arab executives. Muna in his semi-structured interviews 

meant to describe what the Arab executives think, feel and do within their 

current Arab environments and under the prevailing social pressures. 

The main fmdings ofMuna's studywere:(16) 

First: The findings indicated that Arab managers are influenced by 

many types of pressures. Many of the pressures were from 

families, friends, relatives and from the wider community. 

These pressures influenced the managers thinking, their decision 

making process, their behaviour and practice. The findings of 

the study revealed that the environment has a great influence on 

the executives thinking and behaviour. 

Second: Regarding the Arab executives and the decision making style, 

the study showed that 55 per cent of the executives use the 

consultative style. Muna's findings indicated that subordinates 

are consulted in the decision making despite the degree of their 

influence. 

Third: 

Fourth: 

The study revealed that there is a strong incentive for the Arab 

executive to rely upon family and friendship ties in managing his 

business. The use of personal family ties and connection is not 

only widespread in the Arabian Society, but was found to be 

inevitable in carrying out business. Muna found that 

connections and ties were necessary in order to proceed faster. 

The findings from the data indicated that the age of Arab 



Fifth: 

87 

managers and their education do have a significant effect on their 

decision making style. The study has revealed that the older the 

Arab manager is the more autocratic he tends to be. The study 

also indicated that the more educated the Arab manager, the more 

autocratic he will be. Muna found that managers without 

university education are more democratic with their subordinates 

than those with university education. 

Finally, Muna's study demonstrated Arab executives as 

being more person-oriented than task-oriented. Arab managers 

engage in activities like the shaking of hands and drinking of 

refreshments when conducting meetings. They view this habit 

as one way of establishing good ties with subordinates and 

fellow workers. 

This last finding is supported by Rand "Learning to do Business in the 

Middle East: The First Impressions of Recent American Visitors in Saudi 

Arabia and Jordan", where he pointed out that: 

"the US visitors were served refreshments during their meeting with 

the Mayor of the Jordanian city of AI-Agaba. The researcher pointed 

out that a government employee appeared holding a silver tray, a pot 

of coffee and only one cup. The employee began serving across from 

the Americans, filled the cup and offered it to each man in tum, 

refilling as required. Everyone drank, for it is polite to at least taste 

anything offered".(17) 

Despite all Muna's interesting findings, the study did not go without a few 

drawbacks. The study does not represent all the Arab countries. It is clear 

from the study that the environment does influence the attitudes, behaviour 
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and practice of managers within that environment, so it would have been 

wise if Muna had covered all Arab countries before he came to generalise on 

the Arab executives. Hence, the practices of managers varies with the 

change of cultures. Muna did not tell us how managers spend their day and 

the activities they carry out, nor did he tell us anything about the mobility 

and career patterns of managers. It would have been wise also if Muna had 

compared the practices and attitudes of the Arab executives with those of 

their counterparts in developed countries. 

Sulieman, M.: Senior Managers in Iraqi Society: Their Background and 

Attitude (1984). 

This study was carried out on forty four Iraqi senior managers. The 

objectives of Sulieman's study were to find out the principal characteristics 

ofIraqi top managers from the point of view of their personal characteristics 

such as age, place of birth, and their level of education. Second, to show 

their career patterns, Third, to draw some comparisons between the 

characteristics of these managers and of managers working in Western 

countries. Fourthly, to find out the type of interrelationships that exist 

between these characteristics and discover how they differ with the size of 

the company, the type of ownership and the place of birth of the managers. 

Fifth, to find out how Iraqi managers spend their time and the activities in 

which they are involved and to find out the main pressures that face the Iraqi 

senior managers and sixth to describe the decision making style commonly 

used by these managers. 

Sulieman's main findings include:(18) 

First: Managers spend an average of 10 working hours daily with 

paper work activity taking most public sector managers' time. 
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Second: Iraqi managers devote less time to planning and organising than 

to personal activities. 

Third: All Iraqi managers studied confirmed that communication is the 

number one activity that takes the bulk of their time. 

Four: Sulieman's study also revealed that public sector managers 

devoted less time for senior superior contacts than their private 

sector counterparts. 

Pezeshkpur, C.: Challenges to Management in the Arab World, 1979. 

The main purpose of this study was to give a clear picture of Arab 

management in order to pave the way for foreign executives of international 

and multinational firms to help improve their management policies and 

strategies in the Middle East. In his study, Pezeshkpur, a business and a 

financial writer, touched on various issues. He talked about the Middle 

Eastern manager's personality, aspirations, personal status, contentment 

with the status quo , opinions vs facts, mistrust vs trust, family structure, 

groups and group membership, loyalty, and authority vs accountability. 

Each of these topics will be presented and discussed from the point of view 

of Pezeshkpur. (19 

The Arab as an individual. At the individual level, the author has 

indicated that the Middle Easterner is a religious person, who normally 

recognises and worships God through his religion, Islam, as the 

principal concern of his life. Unlike the American executive, for 

example, who has a tendency to categorise situations according to 

individual circumstances despite his / her religious orientation. 

Personal Aspirations. The author indicated that the Arabs in general 

have a tendency to believe that their destiny is dependent on the will of 
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God, therefore it is not worth it for an Arab to seek and work in order 

to fulfill his personal goals and desires. Instead an Arab prays for 

them to happen or day dreams about them. 

Personal Status. The status of the individual Arab in his society is 

solely determined by his family position, reputation and the extent of 

his social ties and connections. The author believes that the Arab's 

social ties and connections are more important to him than his / her 

own achievement. Therefore, it is believed that the Arab's success is 

heavily dependent on his social success. 

Contentment With the Status QUo. Pezeshkpur indicated that Middle 

Easterners are generally content with events as they are and with their 

own way of doing things because of their seclusion from other 

cultures. Therefore, new changes and initiatives are not always 

welcomed unlike the Americans, for example, who are always 

receptive to new ideas, information, and initiatives. 

Opinions vs Facts. The author has indicated that the Arabs normally 

throw in their opinions in any discussion in which they are present 

whether they have any knowledge of the subject under discussion or 

not. Therefore he believes that an Arab always acts as ifhe knows 

everything so as not to be accused of being naive and lacking in 

knowledge. 

Mistrust vs Trust. Middle Easterners are predisposed to mistrust 

others on several accounts. A Middle Easterner is believed to be 

guided more by his emotional feelings than by cool, calculated and 
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rational decisions. From the study it was pointed out that the Arabs 

are generally passionate and are sometimes forced into action through 

appeals to their emotions and not because of their reasonable thinking. 

The second reason for the Arabs feeling of mistrust is because of the 

state of transformation that is taking place in many of the Arab cultures 

and societies. People in transitional societies can take almost nothing 

for granted. In their erratically changing world, every relationship 

rests upon uncertain foundations.(20) 

The family structure. The author believes that Arab families are very 

influenced by Islam, with the father being responsible for the 

protection of the family. In return, an Arab father has to be treated 

with respect and regard by all members of his family. He also expects 

to be treated as the one who has control over the domain. Everyone in 

the family is then expected to be loyal to him. 

The group. Pezeshkpur indicated that voluntary teamwork has no 

grounds in Arab cultures. Therefore, effective and viable groups are 

difficult to find in Arab societies. The author attributes such 

behaviour to the Arabs strong family ties, where an individual is very 

much influenced by his family nonns. The author went even further 

to conclude that one of the main characteristics of the Arab social 

gathering is that Arabs are never serious, and usually avoid 

controversial issues. In his study, the author pointed out that most of 

the Arabs verbal interactions are made of jokes, trivialities and 

pleasantries. 

Loyalty. Administrators in the Middle East tend to superimpose their 
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personalities on the organisation and as a result, when deciding who 

to hire from among many applicants for vacancies in their businesses, 

the Arab manager usually pays more attention to the candidate who 

will demonstrate complete loyalty to his superior. Pezeshkpur went 

on to conclude that to an Arab loyalty has greater weight than 

competence. 

Authority vs Accountability. According to Pezeshkpur, the Middle 

Easterners do not delegate authority. Therefore, delegation of 

authority is alien to Middle Eastern organisations and culture. 

Members vs Rules. According to the author, rules and procedures in 

the Arab organisation are normally flexible and transitory. It is even 

believed that rules and procedures change with the change of bosses. 

Pezeshkpur went even further to conclude that in the Arab working 

organisations, rules and regulations change with the variations in the 

moods of the bosses. 

Group Leadership. According to the author, an effective group leader 

in the Arab World is dominant and overpowering. Arab leaders are 

therefore very temperamental. They get angry very easily. The 

author even believed that Arab managers' personalities cannot be 

separated from the issues, unlike the American culture, for example, 

where it is possible to separate issues from personalities and in fact 

such separation is recommended. The Americans therefore believe 

that the separation of personalities from the issues will help resolve 

the issue and will make it smoother and less complicated. 
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Group Membership. One's social standing in the Arab World and 

culture is a major determinant for joining groups. In the Arab World, 

group membership is not indiscriminantly open to the pUblic. 

Therefore, when selecting a group or a professional body, Arabs 

usually select the one which offers them most opportunities for 

enhancing and elevating their social standing and prestige. 

This concludes Pezeshkpur's (1978) discussion of management in the Arab 

World. However, it is believed that the author was not objective in some of 

his remarks, and this can be understood in light of the timing and date in 

which the study was made, and also in the light of the absence of figures 

and numbers which enable any study as giving an incomplete picture. 

Therefore, the questions should be asked: how did the author come to 

generalisation? What are the scientific bases for his conclusions and 

implications? Some of the author's findings were in contrast with the 

findings of other researchers like Muna (1980) for example, who found that 

Arabs are not fatalistic. In his study on executives in many Arab countries, 

Muna found that the Arab executives like others all over the world, were 

future orientated, rational in their thinking and deliberators, and they attempt 

to control and prevent adverse future events. (21). Unlike Pezeshkpur, who 

indicated that an Arab manager usually prays for his goals and desires to be 

achieved, and does not work in order to achieve them.(22) 

These are the major findings of several studies on Arab management. Of 

course, there are other studies which were consulted and reviewed by 

researchers like Kassem and AI-Modaifer (1987) who found that Saudis in 

comparison to Americans are high on power distance and uncertainty 

avoidance, and low on individualism, masculine values and modernism. 

(23) Zahra (1980) argued that Egyptians are fatalistic. Zahra also argued 
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that in the Egyptian culture, concepts such as time, discipline, organisation, 

and planning are not appreciated by the Egyptian people.(24) Askar (1979) 

argued that Egyptian managers are usually moralistic and therefore put a lot 

of emphasis on prestige, power, dignity, and influence.(25) Also Murrel 

(1979) argued that Egyptian managers have a bias against the function of 

planning and have disregard for education and initiative.(26) 

4.5 Summary 

This chapter has been important in providing us with a wider picture of 

management and its practice in the Arab World. From this chapter it was 

evident that management varies with the culture in which it exists. The 

results of these various studies lent strong support for more cross cultural 

research especially in defining the nature of the Arabian culture and its 

influence on managers and their behaviour. The chapter was also beneficial 

in presenting major determinant factors which are used in defining an Arab, 

therefore, minimising all chances of ambiguity and misunderstanding as to 

who is an Arab. From the discussion it was found that Arabs usually share 

these commonalities: language, religion, and history.(27) Even though the 

Arab culture is not homogenous. 
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CHAPTER 5 

THE WEST BANK: GEOGRAPHICAL AND HISTORICAL 

BACKGROUND 

"The West Bank is part of a country and not a fInancial institution". 

Numbers and figures alone, without prior knowledge of the atmosphere that created them 

gives at best an incomplete picture.(l) 

5.1 Introduction 

When carrying out studies about managers, we do not only compare the 

importance of their cultures but also other factors such as their political and 

economic system. The significance of studying major environmental factors 

when conducting social research studies has long been recognised. With all 

this in mind the researcher in this chapter aims to present a complete picture 

of the geography and history of the West Bank. In this chapter a review of 

the West Bank Palestinian population as well as the recent political 

developments will also be presented. The researcher believes that such an 

introduction will help enhance the readers understanding of the area and is 

necessary so as a better understanding of the survey results will be 

obtained. 

5.2 Historical Background 

Where is the West Bank? Why is it so called? The West Bank is part of 

Palestine. It is a geographical term referring to the area totaling 5,500 

square kilometers West of the Jordan river which was merged with Trans-

Jordan on April 25, 1950 and was then occupied by Israel in the six-day 

war.C2} (See the following map). 
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The West Bank is covered by mountains and hills that have steep slopes and 

are excessively rocky. It is flanked in the east by the Jordan valley, in the 

West by coastal plain and in the north by valleys converging on the plain of 

Marj Ban Amid3) 

The West Bank can be divided into four sub-regions: the coastal plain and 

the Jenin area; the uplands; the eastern foothills; and the Jordan valley. 

The coastal plain includes the J enin and Tulkarm district and the uplands 

stretch from south of the J enin to Hebron district. (See map). The eastern 

foothills are in a dry region, where rainfall is scarce, while the Jordan valley 

is characterised by a tropical climate. (4) The West Bank has a 

Mediterranean climate with temperatures ranging from as high as 30 degrees 

C and lower 20 degrees C in the summer and from freezing to 10 degrees C 

in the winter. However, the West Bank temperature goes as high as 40 

degrees especially in the area around the Dead Sea which is the lowest point 

below sea level in the world. In the mountains of the West Bank however, 

heavy snow falls during winter mainly in the Middle and South regions. 

5.2.1 Historical Background {1895-1967} 

The West Bank is a new political name which was ascribed to the area east 

of Palestine which remained after the 1948 Arab-Israeli War in Palestine. 

Palestine is the name used for the historical land of Canaan since the Fourth 

Century AD, and is derived from the original name of Palestine. The 

Palestinians are the original inhabitants of the land of Palestine. They are an 

assimilation of the Canaan tribes who came from the Arabian Peninsula in 

approximately 3,500BC and the Philistines who arrived from the Aegean 

Island of Crete in around 1,200 Be. 
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In the year 1895 the total population of Palestine was 500,000 of whom 

47,000 were Jews who owned 0.5 per cent of the land.(5) In 1896 and 

following the appearance of anti-semitism in Europe, Herzl the founder of 

Zionism, tried to find a political solution to the problem in his book "The 

Jewish State". In his diary, Herzl wrote "After the Jewish state is 

established it will be necessary to spirit the penniless population across the 

border. .... by denying it any employmend6) A year later, the first Zionist 

movement was held in Basle, Switzerland, which declared that the aim of 

Zionism was to create a home in Palestine for the Jewish people - perhaps in 

five years, and certainly in fifty everyone will know ofit.(7). 

In 1914, with the outbreak of World War 1, Britain promised the 

independence of Arab lands under Ottoman Turkish rule, which lasted four 

hundred years, including Palestine, in return for Arab support against 

Turkey, which had entered the War on the side of Germany.(8) In 1916, 

Sir Mark Sykes for Britain and Mr. Charles George Picot for France, 

drafted an agreement called "The Sykes-Picot Agreement" which suggested 

a partitioning of Iraq and Syria between a French sphere of influence in the 

north and a British sphere to the south, with Palestine under international 

administration. The agreement only came to light after the Bolsheviks made 

it public in December 1917.(9) In 1917, Lord Arthur James Balfour, the 

British Foreign Secretary, sent a letter to Lord Rothschild on behalf of the 

Zionist Federation, dated 2 November 1917 which later became known as 

the Balfour Declaration. The letter stated: 

"His Majesty's Government view with favour the establishment in 

Palestine of a national home for the Jewish people, and will use their 

best endeavours to facilitate the achievement of that object, it being 
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understood that nothing shall be done which may prejudice the civil 

and religious rights of existing non-Jewish communities in 

Palestine, or the rights and political status enjoyed by the Jews in 

any other country".(lO) 

At that time the population of Palestine was 700,000 of which 574,000 

were Muslims, 74,000 were Christians and 56,000 were Jews.(1t) 

In April 1920, the San Rome Conference which assembled in April 1920, 

clearly granted Britain a mandate over Palestine and two years later Palestine 

was effectively under British mandate. 

Under the mandate of 24 July 1922, Palestine was allocated by the Supreme 

War Council to "His Britannic Majesty"; in its preamble this mandate 

repeated the key passage of the Balfour Declaration. 

The Arabs bitterly rejected the Balfour Declaration and Jewish Emigration 

and called for the prohibition ofland sales to Jews. By 1936, Arab political 

frustration over Zionist gains broke out in overt acts. A six months general 

strike was followed by a period of total unrest through the year 1939 which 

came to be known as the Arab Revolt. The Arab Higher Committee formed 

in April 1936 to coordinate the strike and the battle against Jewish settlement 

and ultimately against the British presence, was led by the notable families 

and more particularly, by Haj Amin and his Husseini clan. 

As a result, the British withdrew their support of Haj Amin and stripped 

him from his post as president, mufti, of the Supreme Council and as a 

chairman of the General Waqf Committee. In addition they dissolved the 
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Arab Higher Committee which was formed in 1936 and deported six of the 

leaders while the Mufti fled the country under the threat of arrest. 

After the disturbances, the Passfield White Paper of October 1930 

temporarily postponed the immigration of Jews to Palestine for a ten year 

period. (12) 

The postponement of a national home concept was rejected by the Zionists, 

who then organised terrorist groups and deadly attacks against the British 

and the Palestinians alike. The aim was to drive them both out of Palestine 

and to pave the way for the establishment of the Zionist State.( 13) 

In 1947, the United Nations approved the partition of Palestine plan under 

which the Palestinian Arabs, who accounted for 70 per cent of the 

population and owned 92 per cent of the land, were allocated 47 per cent of 

the country.(14) The Arabs objected to the partition plan on the grounds 

that it was both illegal and unjust to the native Arab community. It was 

illegal because it was beyond the authority of the General Assembly to 

recommend the division of a country against the expressed will of the 

majority of its people, and unjust because it allocated the larger part of the 

country to a minority of recent immigrants who owned less than 6 per cent 

of the land.(1S) However, the United Nations plan for partition was 

supported by the United States and the USSR. 

The UN Plan would have resulted in a Jewish State with a population half 

Jewish and half Arab, a Palestinian State almost entirely Arab in population 

and a separate Jerusalem under the UN Trusteeship Council. The Jewish 

Agency accepted the plan with reservation particularly relating to the status 

of Jerusalem, while the Arabs rejected it. (16) 
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After thirty years of British rule and on May 14, 1948, the British withdrew 

their mandate. On the day of the British withdrawal the Jewish National 

Provisional Council proclaimed the State of Israel without defining its 

borders. Arab armies moved then to defend the Palestinians. (17) The 

better armed and organised Jewish forces with the resources and influence 

of international Zionism, occupied 78 per cent of Palestine and as a result 

over one million Palestinians were forced to leave their country. 

5.2.2 Israeli Occupation of the West Bank (June 1967-present) 

At 7.45a.m. Israeli time on Monday,S June, 1967 , 8.45 a.m. in Cairo, 

just as Egyptian commanders were on the way to their offices and air force 

pilots on the way to their training courses, Israeli aircraft attacked four 

Egyptian bases in Sinai, three bases near the Suez Canal, one in the Nile 

Valley and two in the Egyptian delta, and in the ensuing four hours, eight 

other subsidiary bases. In these devastating strikes, some 300 out of 

Egypt's 340 combat aircraft were destroyed most of them of Soviet 

manufacture.(18) 

Shortly after the attack, General Odd Bull, head of the UN observers in 

Jerusalem, received an urgent call to visit the Israeli foreign office where he 

was told to deliver a quick message to King Hussein of Jordan urging him 

not to take part in the War, and warned that Israel would use all means at its 

disposal if Jordan decided to take part in the War.(19) The United States 

was asked to transmit a similar communication.(20) 

General Odd Bull described the messages as 'a simple and pure type of 

threat'. He also went on to say that it is not the duty of the UN to pass on 

such messages. However, he found no alternative but to convey the Israeli 
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threat to Jordan. By the time the message reached Amman, the Jordanian 

Army was already taking part in the fight against Israel. Israel responded 

with massive air strikes against AI-Mafraq in Jordan.(2l) General Bull 

made three separate attempts to arrange a cease fire but without success.(22) 

Although Israeli forces were met with bitter resistance on the central front 

from King Hussein's Arab Legion, they succeeded in occupying the whole 

area of the West Bank including Jerusalem.(23). Having beaten Nasser and 

Hussein's forces, the Israeli's finally moved northward to occupy the Golan 

Heights. By ii June, the six day war had come to an end with the 

acceptance by Israel, Egypt and Jordan of a cease fire brought about by the 

United Nations Security Council. 

The consequence of the war was that Israel had enormously enlarged the 

territory which it now controlled. The whole of Gaza is now under Israeli 

occupation. So too is East Jerusalem and the West Bank of Jordan which 

were under Jordanian control since 1949. Sinai was returned to Egypt after 

the signing of the Camp David Agreement in 1979 and the historical visit of 

Anwar Sadat of Egypt to Jerusalem. 

In the north, the Israelis had now occupied the Golan Heights after having 

successfully defeated the Syrian forces. 

5.2.3 The Arab Israeli War (1973) 

After their humiliation in June 1967, however, the Arab states were not 

prepared to condone even the existence of Israel. Leaders of Arab States 

met at Khartoum at the end of August 1967, and decided what is known 

today as the Three No's.(24) 



No negotiations with Israel 

No peace with Israel 

No recognition oflsrael. 
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Adding to all these decisions, the Arab leaders adamantly decided that 

Palestinian territory could not be subject to bargaining. (25) 

As a result, on 6 October 1973, Israel was almost taken by surprise, when 

an Egyptian offensive was launched across the Suez Canal and Syria struck 

on the Golan Heights. Following the UN Security Council resolution a 

cease fire finally came about on October 24. Sadat, asked for a joint 

Russian-American Peace Keeping Force. Nixon did not welcome the idea 

because to the American's it meant the return of Russian to the Middle 

East. (26) On the other side Brezhnev insisted that the United States and 

Russian should immediately send military forces to the Middle East. 

Washington, however, took this as a threat of unilateral Russian 

intervention. Brezhnev gave way.(27) 

On 7 November Egypt and the United States resumed full diplomatic 

relations after a break of six years. In December 1973 an agreement was 

reached by Egypt and Israel on disengagement, and a disengagement 

agreement was signed with Syria on 31 May 1974. A further 

disengagement agreement was signed between Israel and Egypt in 

September 1975.(28) 

5.2.4 The Camp David Accord 

In September 1978, President Carter convened the Camp David Conference 

at which Egypt and Israel agreed on a framework for peace in the Middle 
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East with treaties to be negotiated between Israel and her Arab neighbours. 

Negotiations began in the USA between Egypt and Israel in October 1978 

and the peace treaty was signed in Washington on 26 March 1979.(29) 

Under the treaty the Israelis withdrew from the Sinai Desert in two phases, 

part one was achieved on 26 January 1980 and the final withdrawal by 26 

Apri11982. 

5.3 The Palestinian Population on the West Bank 

The population of the West Bank at the end of1985 stood at 813,400 (30) 

that is an average increase of 20,000 per year or a percent annual growth of 

2.5. The Israeli estimation of the West Bank population shows an increase 

of annual growth in the last few years. Between 1985, the annual growth 

was between 2.4 and 3.0 percent and 1.8 for the period from 1969 to 1982, 

except 1974 which faced annual growth of2. 7.(31) 

The population of the West Bank before the 1967 war was 934,500. In 

1968, following mass expUlsion, the population went down to 603,00 and 

by 1970 had increased only to 704,000. (32) 

This represents an annual rate of increase of barely 1.2 per cent for the 

period of 1968-1980, going down as little as Iper cent in the last year.(33) 

During the period 1967-1984, the West Banks population fell about 61per 

cent. This drastic drop was caused by expUlsion and emigration. The 

national rate of increase of Palestinians in the West Bank is about 3 per cent 

per annum. Given the 1967 figure of 934,500, the population should have 

reached about 1,415,000 by 1984, instead of 787,000. The shortfall of 

628,000 represents a loss through emigration. (34) The increase in 

emigration belies the Israeli claim that the quality ofHfe in the West Bank is 

improving. Changes in the size of the West Bank population over recent 
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years demonstrate how the occupation regime is obliterating the Palestinian 

identity. (35) As of the West Bank population distribution it was found that 

in 1980, the total West Bank population was distributed into 64.5 per cent 

rural dwellers, 25.5 per cent urban settlers and 10 per cent residing in 

refugee camps. (36) 

5.4 West Bank Administration 

Since 1967, the whole area of the West Bank has been under Israeli Military 

control and the Palestinians in the West Bank have had their own structure 

of public and private institutions. These institutions on the West Bank 

function as well as they can. They still operate under laws dating from 

Jordanian and British mandates and are subject to the exigencies of the 

current military occupation. The Ismeli military government implements the 

political and legal structure of the pre-196 7 Jordanian region in the West 

Bank to the extent to which this structure conforms with this requirement 

within the occupational framework. 

The Israeli government in the West Bank operates on two levels. The Civil 

administration includes such departments as health, education, social 

welfare, transportation and agriculture. These departments are headed by 

Israeli officers attached to the military headquarters in the West Bank. 

On the local level, most municipal government is run by appointed 

Palestinian mayors. It is worth mentioning at this point that Municipal 

elections were permitted only twice during the occupation. The first election 

took place in 1972 and the second was held in 1976. As a result of the 

election, a new type ofleadership was swept into office on pro-PLO slates, 

which won overwhelmingly. (37) As a result of this unwanted outcome of 
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elections, the Israeli government banned all municipal elections till further 

notice on grounds that elected Palestinian mayors on average are supporters 

of the Palestine Liberation Organisation (PLO), an outlawed organisation by 

the Israeli authorities. 

In the light of the absence of a Palestinian National Government in the 

occupied West Bank and Gaza, the Palestinians in these territories regarded 

the elected Palestinian mayors as their local representatives with the 

Palestine Liberation Organisation as the sole legitimate representative of all 

Palestinians and as their national government in exile. 

5.5 The Palestinian Uprising (Intifada): December 1987 

Major General Heaog in his book on the War of October 1973, observes 

that (at least until that War) Israeli leaders had never understood the 

important significnace of Arab pride, self respect and honour. (38) The 

importance of pride and honour to the Arabs was well manifasted in 

December 1987, when a popular Palestinian uprising engulfed every 

Palestinian hamlet, city and town. The Palestinians seemed to have lost 

hope in any political solution that would emancipate them from the shackles 

of what they view as a hateful occupation. The uprising was the 

Palestinians ultimate response to an unabatedly explosive situation. 

It is sufficiently clear that nearly twenty three years of military occupation 

had made life for the vast majority of Palestinians in the occupied territories 

so unbearable that people could not endure it any longer. As of this time, 

the intifada is still raging with no end in sight. The Israelis have employed 

every conceivable repressive measure against it but to no avail. The 

Palestine National Council (PNC) convened in Algeria between 12-16 
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November 1988, in an emergency meeting which was called the "meeting 

of the Intifada". At the end of the PNC meeting, the PLO leader, Yasir 

Arafat, procalimed the independent Palestinian state on 15 November 1988. 

5.6 Summary 

This chapter has attempted to identify the main features of the West Bank. 

The material presented in this Chapter has given us a complete picture of the 

geographical, political and demographic aspects of the region. It is evident 

from the material presented that Palestinians have endured foreign 

occupations. Four hundred years of Ottoman Turkish rule came to an end 

during World War I to be followed by thirty years of British rule. No 

sooner had the British Mandate ended on May 15. 1948 than a new 

occupation regime was declared on 78 per cent of Palestine. (39) 

The chapter was beneficial in presenting an overview of the the recent major 

political developments that are taking place in that territory. A brief 

summary of the West Bank way of administration was also highlighted in 

this chapter. 

The overall disucssion of this chapter indicated that the political conflict is 

not a new concept to the West Bank. The West Bank has been the arena for 

wars and struggles for many decades. Unfortunately, it is believed that it 

will continue to be unstable until all conflicting parties will eventually realise 

that peace and coexistence are the only solutions to a better future. And for 

the peace to be successful, it must in the end give the Palestinian a sense that 

their rights have been vindicated and reparation been made for their 

suffering.(40) 
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ECONOMIC ENVIRONMENT 

6. 1 Introduction 
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In cross-cultural studies it is necessary for a writer to shed light on major 

environmental factors. Such discussion is of vital importance in the later 

analysis of the thesis. The environment in which people live has a direct or 

indirect impact on their practice, behaviour and life style. In this section, 

the researcher will give a thorough description of the West Bank economy 

as it provides the reader with a better understanding of the region and its 

present economic structure. In order to go about this the researcher has 

broken the West Bank economy into the following sectors. 

6.2 Agriculture 

The West Bank's gross area is 6,087,483 dunams, including the Jerusalem 

area of 67,000 dunams. Cultivated land in 1967 -68 amounted to 

21,240,812 dunams of 36.9 per cent of the total area. The cultivated area 

had decreased to 2,020,000 dumams by 1974 a fall of 33.2 per cent of the 

total area. (1) There are two million dunams of forest and grazing land 

(forestry 255,000 and grazing land 1,745,000 dunams). (2) The cultivated 

area in the West Bank amounted to 2,435,000 dunams in 1985 of which 

322,000 dunams were irrigated areas. As this area decreased during the 

years of occupation to 1,577,000 dunams (1983), so the irrigated area 

decreased to 86,000 dunams. The percentage of decrease was 35 per cent 

of the agricultural area as a whole and 73 per cent of the irrigated area.(3) 

According to Awartani, cultivated land has decreased by 24 per cent since 
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1066. According to Shuqair (1983), the area of cultivated land decreased 

from 2,614,000 dunams in 1967-68 to 1,610,800 dunams in 1977-78, a 

fall of 38 per cent. (4) In 1967 most of the land was extensively farmed, 

private land with some 70 per cent of the farmers as owner-occupiers and 

the remainder as tenant farmers.(5). Before 1967, the West Bank was the 

food basket of Jordan. It provided 50 per cent of Jordan's needs in olives 

and olive oil. Agriculture's share declined in the years 1970-73. In this 

period a sizeable share of the rural workers recruited to jobs inside the green 

line. About 66,000 Palestinians became employed there by 1975.(6) Until 

1981-1984 agriculture was the most unstable of the Palestinian economic 

sectors. During the period under review, however, the share of agriculture 

in the West Bank GDP shows a continuous decline. The contribution of 

agriculture to the GDP shows a steady decline from almost 40 per cent in 

1980 to 27 per cent in 1983. (7) The share of agriculture in GDP has been 

falling from 32 per cent in 1978 to 28 per cent in 1984 while that of trade, 

transport, and personal services has been rising from 26 per cent to 33 per 

cent in the same period.(8) The value of agricultural production in 1984 

was about 250 million dollars compared with 300 million dollars in 1983 

and 320 million dollars in 1982, showing a constant decline in value of 

agricultural production between 1966 and 1981 of6.9 percent.C9) 

Comparing Israeli farmers with their Palestinian counterparts, we find that 

subsidisation has enabled Israeli farmers to easily sell their products. Some 

of the Israeli subsidy comes through TNUV A a large agricultural monopoly 

entitled to buy and market all Israeli farm produce at a price subsidised by 

the Ministry of Agriculture. Capital is available to Israeli farmers in the 

form of grants of easy loans, while none of these facilities are available to 

West Bank farmers. Besides the lack of subsidies available to Palestinian 
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fanners, they are forbidden to market their crops inside the Green Line 

without the written approval of the Israeli Military Government which is 

very hard to obtain.(10). 

6.3 Industry 

In the economy of the West Bank, industry does not playa major role 

despite rapid growth in Gross National Product. On the contrary, its 

proportion of GNP fell from 9 per cent in 1968 to 6.7 per cent in 1984.(11) 

The number of employed persons in the industry in the West Bank was 

14.6 thousand by 1970, 15.2 thousand by 1980 and 16.2 thousand by 

1985. (12) The number of those employed in this sector during the 

Jordanian rule was 15,00 persons (13) which means that there is no real 

change in the level of industrial employment for about 18 years. (14) The 

industrial sector on the West Bank is meagre, stagnant and underdeveloped. 

There were 2,140 factories operating in the West Bank in 1983, with 8,550 

workers (including employees), the average number of workers in a single 

factory is 4. (15) The number of employees in the industrial plants is around 

9,550 or 9 per cent of the total employed in the West Bank.(16) 

The structure of the West Bank Industry is mainly concentrated on paper 

products, plastic, chemical industries, footwear, leather industry and 

tobacco. These industries are the fastest growing of the West Bank 

Industrial Sector, because these branches produce goods, the demand for 

which has surged ahead with the rapid increase in disposable income.(7) 

Greater affluence has meant increased consumption of toiletries, the rapid 

rise in washing machine ownership has stimulated purchase of detergents 

and fabric softeners; plastic containers have replaced earthernware or metal 
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parts. Paper products, plastic and chemical industries are characterised by a 

high degree of concentration in the chemical industry. Big firms clearly 

dominate sales, although small competition abounds. (18) The degree of 

concentration is highest in the plastic industry and lowest in the paper goods 

industry, although the size of the average production unit is higher in the 

paper industry than in the chemical industry. Both are dominated by some 

of the largest and most sophisticated companies in the West Bank. (19) 

Geographical concentration of this branch has emerged as well. Ramalla and 

its environs house only one quarter of the first but nearly half of the 

workforce in this branch. While the average firms employ no more than 

six workers, the average plant in Ramalla employs over three. As for 

industry's contribution in the GDP, the UN (1986) reported in the period 

1978-84 the share of industry in the GDP fluctuated between 7-9 per cent. 

Another source which covers a longer period, reveals that in the West Bank, 

the contribution of the industrialised sector to the GDP in the past ten years 

declined from 9 per cent to 6.5 per cent. 

It is worth noting that the economic restrictions imposed on Palestinian 

products by Israel makes it very difficult to market produce from the West 

Bank and Gaza inside Israel. Regarding this Dick wrote: 

"The Israeli authorities do not allow any competition with their own 

produce. This is particularly the case with citrus. Conversely, the 

occupied territories are open to Israeli produce. Additionally, the 

authorities have not allowed shipments to the European marked20) 

Moreover, the West Bank firms cannot in general import raw material or 

export their output except through an Israeli third party. Some firms, such 
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as the plastic company in Beit Sahur near Bethlehem, the vegetable oil 

company in Nablus, are allowed to import raw materials through Jordan. In 

addition to the incorporation of the West Bank productive structure into the 

Israeli economy, and the Israeli policies and military order which control all 

aspects of life there, the trade relations of the area is shaped toward the 

interests of the Israeli economy. The West Bank historical relations with the 

World Market since the last century and through the mandate and the Jordan 

rules, are decisively reshaped by the occupation.(2l) 

Most of the West Bank trade is with Israel. In 1984, the Palestinian sector 

sold 100 million dollars worth of goods to the Israeli sector and bought 363 

million dollars of goods. Trade with Israel represented 55 per cent of the 

West Bank export and 90 per cent of its imports. Trade with Jordan 

represented 2 per cent of the West Bank imports and 45 p~r cent of its 

exports. Exports to other countries are negligible. (22) The UN reported 

that the amount of exports and imports had increased because of the difficult 

economic situation, mainly the decline of both productivity and remittance. 

It is worth mentioning that private consumption has exceeded the GDP since 

1978, with a margin varying from low of 3 per cent in 1980, a year marked 

by strong economic perfonnance in the territories, to a high of 18 per cent in 

1979 and 14 per cent in 1984.(23) The average effect of this trend upon 

domestic investment of the balance of payments cannot be underestimated. 

Foodstuffs, building stores, leather and cloth, constitute a major share of 

the West Bank's exports to Israel. On the other hand, consumer goods, 

industrial products and electrical and electronics represent the majority of 

Israeli exports to the West Bank. (24) 
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6.4 Labour and Employment 

At the close of the 1967 six-day war, Israel was in control of nearly one 

million Arabs in the West Bank and Gaza Strip.(25) During the year that 

followed, an ever growing number of residents of the so called military 

administered territories joined the Israeli labour market. Lack of economic 

opportunities in the West Bank and Gaza Strip made it necessary for many 

of these workers to seek employment in Israel. (26) In mid-l97 5, the 

number of West Bank workers in Israel began to decrease primarily because 

of the slowdown in the Israeli economy, especially in the construction 

sectors, and the economic growth in Jordan. Because of the slowdown in 

the economy along with the dearth of professional posts for Palestinians, 

there was a continual 'brain drain'. Palestinian calculations of the true level 

of unemployment vary. Many sources estimated the level to be at 34 per 

cent to 40 per cent in early 1985, while other sources put it at a lower level 

of22 per cent in the relatively prosperous Bethlehem area in 1984.(27) The 

same source has been quoted in 1985 as saying that unemployment and 

under-employment are now so pervasive as to defy realistic assessment.C28) 

In 1978, however, at least 50,000 Palestinian workers still worked in 

Israel. (29) However, a great number of Arabs working in Israel are not 

formally registered and are experiencing very poor working conditions. 

A large proportion of the Arab workers employed in Israeli enterprises are 

working illegally with the connivance of their Israeli employers. The most 

obvious consequence of this, apart from the fact that they are not officially 

registered anywhere, is that their exploitation is made much easier. 

Moreover, the establishment of illegal Israeli settlements in the occupied 

Arab Lands has further facilitated the unregulated entry of Arab labour into 
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the Israeli economy, as many Palestinians work in menial capacities in their 

construction and maintenance.(30) 

Palestinian workers commute from the West Bank and Gaza Strip to work 

in Israel. They must spend much of their day simply travelling, often in 

overcrowded and dangerous conditions. The time spent thus is, on 

average, three hours per day. Road accidents in such circumstances are 

frequent, as the world was shocked to learn when 22 Palestinian workers 

from Gaza were killed, and another 50 injured in a collision between the 

lorry transporting them and an Israeli military vehicle in August 1981.(31) 

The cost of this travel also makes a large dent in the Palestinian's wage, as 

his employer rarely contributes towards it. He must spend this average of 

three hours a day travelling because Arab workers from the occupied 

territories are forbidden to stay overnight in Israel. Whoever is caught 

spending the night in Israel will be jailed and fined. If in exceptional 

circumstances a permit is granted for this purpose, or the worker decides to 

save money by sleeping in Israel illegally, it is common practice for his 

employer to lock him into his sleeping quarters, to avoid the risk of his 

straying into the streets and being arrested. This practice resulted in a Tel

Aviv factory owner being sentenced in June 1979 to three months in prison 

and a fine of 1 L5 ,000 after two of his Arab workers were burned to death 

while sleeping in a depot which was locked from the outside.(32) 

Another incident took place in the year 1981 when a large force consisting 

of police and border guards broke into the work camp organised by the 

Nazareth Municipality and arrested about one hundred youngsters from the 

occupied West Bank, who were staying at the work camp illegally. Those 

arrested were transferred to police stations in their home towns in the West 
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Bank, and charged with breaking the military government regulations which 

forbid the inhabitants of the territories to remain in Israel between 1.00a.m. 

and 3.00a.m. without a special pass from the military govemor.(33) As 

we have seen earlier in the chapter the number of West Bank workers in 

Israel has decreased. According to the Israeli Civil Administration Judea 

and Samaria Annual Report (C.AJ.S.A.R.) of 1984/85, the total employed 

workforce of the West Bank in 1984 was 154,000.(34) 

Today the total number of Palestinians working in Israel has decreased even 

more due to the Palestinian uprising (Intifada) and the boycotting oflsraeli 

labour. Talking about the number of those employed inside the West Bank 

itself, we will find it to be about 104,000 which amounts to 68 per cent of 

the total employed workforce living in the West Bank, but only 46 per cent 

of the total West Bank workforce.(35) The number of West Bank residents 

employed in Arab countries was high in the mid 1970s but declined in 

1983-1984 with the deterioration in economic conditions in the oil 

producing countries.(36) According to the Israeli Civil Administration -

Judea and Samaria Annual Report, the sectoral distribution of those 

employed inside the West Bank is illustrated in Table 6.1 as follows:(37) 

Table 6.1 Sectoral Distribution of Those Employed in the 
West Bank 

Sector 

Agriculture 
Industry 
Construction 
Public Service 
Others 

TOTAL 

Number 

30,000 
16,000 
12,000 
17,000 
29,000 

104,000 

Percentage 

29 
15 
12 
16 
28 

100 

Source: Ade1 Samara. The Political Economy of the West Bank, 1967-87 
Khamasin, 1988, p.l07 
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Looking at the structural change in the West Bank economy for a period of 

six years, we will find it to be as follows. (38) See Table 6.2 below: 

Table 6.2 Structural Change in the West Bank Economy 

Year Agriculture Industry Construction Other Services 

1970 42.5 16.4 8.4 34.5 
1976 33.9 14.9 10.6 41.2 
1981 30.5 15.7 11.9 41.9 
1982 32.1 15.9 10.6 41.4 
1983 29.5 16.1 11.0 43.4 
1984 28.5 15.9 11.3 44.3 

Source: Adel Samara. The Political Economy of the West Bank 1967-
1987. Khamasin, 1988, p.108. 

By looking at Table 6.2 we notice a sharp decrease in percentage of those 

Arabs working in agriculture and an increase in the percentage of those 

working in the service sector. The percentage employed in industry has 

remained almost constant at around 15 per cent and there has been growth in 

employment in construction and in the personal service sector. 

6.5 West Bank Economy During the Intifada (Dec.1987-present) 

One of the main aims of a civilian based resistance to occupation must be to 

impose such a cost on the occupier as to make options of withdrawal more 

attractive than maintaining the occupation. (39). The main purpose of this 

section is to examine the latest economic developments during the Intifada. 

As we may have seen on TV or heard from the media, the Palestinian 

Intifada began in late 1987 with a massive display of defiance and near total 

boycotting of the Israeli occupiers. Such a boycott included the staying at 

home by Palestinians during general strike days, the boycotting of Israeli 
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products, government offices, and even Israeli media like radio. The 

boycotting of Israeli labour by Palestinian workers was so manifested! It 

was reported that more than 70 per cent of the 110,000 Palestinians who 

work in Israel had failed to attend for work during the first weeks of the 

Intifada, either because they were responding to the general strike calls made 

by the unified national leadership of the uprising, or because Palestinian 

cities and towns were placed under curfew for long periods by the Israeli 

military forces. Many buses transporting workers to Israel were fire 

bombed, pelted with stones which smashed windows. The consequences of 

this were immediately recognised by Israeli employers, particularly by the 

Israeli farmers who depend heavily on Palestinian cheap labour. For 

example, Palestinians make up one third of the workforce for picking and 

packing fruits. There were reports that the Israeli agricultural marketing 

body Agresco lost 500,000 dollars during December 1987 and January 1988 

as a result of not being able to fulfill orders for the British Markets.(40) 

As a result Israel threatened to stop workers who participated in the strikes 

from entering Israel, and due to this many Palestinians lost their jobs and the 

advantages oflong years of employment in Israel. Alongside the withdrawal 

of labour in solidarity with the Intifada, and in response to the calls of the 

unified national leadership of the uprising, Palestinians began boycotting 

Israeli made products. Leaflets issued throughout the territories warned 

Palestinians against buying Israeli goods for which Palestinian alternatives 

were available. According to a published report Israel lost 28 million pounds 

sterling as a result of the loss in sales and production caused by the Intifada. 

Israeli textiles, food products and soap powders have suffered most. The 

loss of markets in the West Bank was a grave threat to many small Israeli 

enterprises. (41) 
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6.6 Conducting Business During the Intifada 

During the Intifada virtually every day is a general strike day. Shops open 

only 4 hourS daily. Palestinians and visitors have to do their shopping 

during these morning hours. The response of the Israelis was to try and 

force the shops to open, breaking the locks of those which were closed. A 

variant of this was to weld shut the doors of shops closed in response to 

strike calls. The cost of this was heavy on the Palestinian part. The total 

commercial strikes in key business centres like Nablus, Ramalla and East 

Jerusalem left many Palestinian merchants on the verge ofbankruptcy.(42) 

To Palestinians, the closure of the shops each day demonstrated to the 

occupiers that the situation was not normal and that the leadership of the 

uprising was in control of the situation rather than the Israelis. Despite the 

short business hours, Palestinian strike forces go out and battle with the 

Israeli Army on the streets without paying attention to Israeli threats of 

closing the areas of battle grounds. For example, Nablus was closed for a 

whole week during the month of March as the battle of wills between the 

Israeli forces and the young Palestinian rock throwers continued. Thus, 

towards the end of April, fourteen merchants in East Jerusalem were arrested 

and brought to Israeli courts. They were charged with disobeying military 

orders to open their stores.(43). 

There is no doubt that shopkeepers and traders in the West Bank have 

suffered. Many Palestinians found themselves without any form of income 

for weeks. (44) It was estimated that Palestinian industry, although not 

occupying a major role in the economy of the occupied territories, had 

suffered a drop of between 25-30 per cent in sales as a consequence of the 

first months of the Intifada. However, the drop in demand consequent upon 
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consumers having reduced disposable income was offset to some degree by 

the increased purchase oflocal Palestinian products in preference to Israeli 

ones. Indeed, some companies, such as the Jneidi Dairy Products factory in 

Hebron, recorded improved sales due to the boycotting of Israeli 

products. (45) 

6.7 The Tax War 

It has been the merchants in the occupied territories who have borne the 

brunt of the struggle over taxes which has been an enduring feature of the 

uprising.(46) Early in 1988 the leadership of the uprising called upon 

Palestinians to refuse to meet the Israeli tax demands, as part of the overall 

strategy of disengagement from the occupying power and its civil 

administration. At the same time an alternative "taxation" system was being 

developed, with popular committees collecting money and supplies from 

those who could afford to give, for distribution amongst the needy. (47) It 

has been estimated that Israel collected some 160 million dollars in tax 

revenue from the West Bank in 1987.(48). Stores were raided, identity 

cards and business documents of merchants were confiscated by Israelis, 

reclaimed only after the merchant had reported to the tax office and paid the 

amount of tax the authorities claimed was owed.(49) 

In East Jerusalem seventeen hotels had their bank accounts frozen for failure 

to pay the municipal tax. In June 1988, at the time when their bank 

accounts were frozen, the occupancy rate in East Jerusalem hotels was 

around 18 per cent compared with 32 per cent in June 1987.(50) 

Beside all these measures, the Israelis took advantage of curfews to collect 

taxes, raiding the homes of merchants and workshop owners to seize 
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property. Another method adopted by the Israelis is to insist upon a 

Palestinian producing a document of clearance proving that they have paid 

their taxes before they are issued any kind of official document such as 

travel or export pennits, birth certificates, driving licences, or renewed 

identity cards.(51) In May 400,000 Gazans were ordered to renew their 

identity cards. In order to obtain new cards they were required to prove that 

they had paid their taxes. (52) . 

6.8 Agriculture Punishment 

Another feature of the Israeli attempt to make the Palestinians suffer 

economically for their resistance has taken the fonnof collective economic 

sanctions. (53) The Israelis refused to grant export licenses to olive grove 

owners, the major agricultural crop in the West Bank without the 

downpayment of 10,000 Jordanian dinars (m), an amount in the region of 

20,000 pounds sterling, for anticipated taxes.(54) The Israelis made it 

clear to olive producers that they intended to use the economic importance of 

the olive crop as a weapon to restore their control. (55) The same measures 

were adopted with regard to apple, plum and grape crops in the Hebron area 

where farmers were prevented from transporting their crops to the major 

wholesale markets, and forbidden to export to Jordan or to Israel. One 

fanner in the Halhoul region, near Hebron, reported that his normal annual 

profit on the grape harvest of 10,000 dollars, had been reduced to 1000 

dollars.(56) 

West Bank villages and cities which sought to disengage themselves from 

the "civil administration" of the West Bank refused to pay their water and 

electricity bills to the Israeli appointed local councils. In retaliation the 

supply from the Israeli Mekerot Water Company and the electricity supply 
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was cut off. (57) 

Finally, pressure on the Palestinian economy appeared likely to intensify in 

March when the ninth leaflet from the unified command of the uprising 

called on all those Palestinians working for the Israelis in the occupied 

territories to resign and stop betraying their people. The resignations of 

about 17,000 Palestinians was a symbolic victory for the leadership of the 

uprising. As it was, a number of tax officials and other workers with the 

civil administration resigned, along with the majority of the police 

officers. (58) 

These are some of the economic costs for the Israelis and Palestinians. 

There are other psychological costs which the researcher has not talked 

about in this small section. The struggle by both sides to impose punitive 

economic costs on the opponent as a means of influencing the eventual 

outcome has been of crucial significance. And despite the costs being borne 

by both sides, it is difficult to see an end to the conflict.(59) 

6.9 Summary 

The Israeli occupation of the West Bank and Gaza Strip is not just a military 

one. It is an economic occupation as well. Through the use of fiscal 

judicial and military means, Israel has moulded the economic life of the 

occupied West Bank and Gaza Strip into a form suitable to its own society 

and needs. The Palestinian economy has been under attack from Israel, and 

the preconditions for development, material resources, research planning, 

labour power and contact with the outside world are being stripped away. 

Israeli control of the territories destroyed the economic and political system 
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in the West Bank despite the growth rate in employment, industry and the 

improvement in living standards of Palestinians. As a result of the 

occupation and the hardships and agony imposed on the Palestinians, the 

Palestinian civilian resistance to the occupation must be to impose such a 

cost on the occupier as to make option of withdrawal more attractive than 

maintaining the occupation.(60) Such resistance was clearly manifested 

through the Intifada 
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CHAPTER 7 

RELIGIOUS BELIEFS, PRACTICES AND CULTURAL 
THEMES ON THE WEST BANK 

''The Sacred law could not be disregarded nor could 
it, despite many adaptations, be really carried out in 
practice", 

Max Webber (1) 

Islamic conservatism is at present the dominant 
ideological force in Arab Society 

Hisham Sharabi(2) 

7.1 Introduction 
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The study of culture in social sciences research has created a strong interest 

in the totality of each culture. It is commonly believed that hardly any trait 

of culture can be understood when taken out of its general setting. Culture 

is more than its functionally organized parts; it has a "soul" that gives 

direction to the functions(3). This chapter is divided into three major 

sections. The first section attempts to give a thorough description of the 

main religious beliefs of the majority of Arab managers in the West Bank. 

The s~cond section deals with Islam and economic prosperity as well as 

with the main practices of managers as their way of belief. The fmal section 

will discuss the major cultural themes existing in the West Bank as appeared 

in written literature. 

7.2 Major Beliefs in the West Bank 

Religion has a great and direct impact on human behaviour, social 

interactions, and social relations. In fact, religion might influence the 

political and educational system of any society. Concerning this Weber 
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pointed out that: 

"the religious detennination of life conduct, however, is also one, not 

the only one, of the detenninants of the economic ethic. Of course, the 

religiously detennined way of life is itself profoundly influenced by 

economic and political factors operating within given geographical, 

political, social and national boundaries". (4) 

The combination of religion and nationality is a fonn of identification for the 

majority of Palestinians. The synthesised identity has, for centuries, 

influenced the sense of belonging, political lifestyle and communal 

cohesion. Presumably different cultural traditions emerged across 

geographic boundaries because of the communities isolation. The early 

Church simply evolved in different areas using languages and customs of 

particular places, their own bishops and even liturgy, though they 

maintained a viable relationship with the original apostolic churches in 

Jerusalem, Rome or Antioch. The West Bank has embraced various 

religious and ethnic groups in its folds: Greek Orthodox, Malkites (Greek 

Catholics), Protestants of all sects, Copts, Assyrians, Kurds, Annenians 

and Jews, only to name a few among the Christian affiliations.(5) 

The influence of religion on most aspects of one's life is obvious, including 

matters such as divorce, baptism, courtship, death and marriage.(6) The 

most important instrument through which religion exercised its hold on the 

individual was the traditional patriarchal extended family. As the family 

system was supported by religion, being a religious institution, family and 

religion eventually supported each other. When the individual left his 
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family behind, he had rejected an inately religious atmosphere. (7) 

Religious identity served as a very important means of social differentiation 

in the Arab World. Consciousness of social distance is clearly marked 

among the Arabs.(8) Muslims are an overwhelming majority in every 

Middle Eastern country. In the West Bank itself, Muslims make up 90% of 

the total population, while Christian Arabs make up the remaining 

percentage.(9) 

When discussing the issue of religion we should make a clear distinction 

between the very sensitive word, religion, and the word sect. Gulick has 

defined religion as a system of beliefs and symbolic acts concerned with the 

superhuman and with human beings, beliefs about their relationships with 

the superhuman. A sect is a group of people that has a religious identity but 

also has its own internal social structure and its own external political 

re1atioinship with other sects or groups. (10) Sectarian behaviour is, 

therefore, social behaviour and is quite distinct from symbolic religious 

behaviour concerning the superhuman. This distinction between religious 

and sectorian is not the same as the classification in which a religion is 

divided into "denominations" and these are subdivided into "sects" .(11) 

Hence the majority, 90 per cent of the people in the West Bank are 

Muslims. It is necessary to shed light on the meaning of the word Islam. 

What does it mean to be a Muslim? What are the practices that differentiate 

between a Muslim and a non-Muslim? 
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7.3 Meaning of Islam 

Every religion of the world has been named either after the name of its 

founder or after the community and nation in which that religion took its 

birth. For instance, Christianity takes its appellation from the name of its 

prophet, Jesus Christ; Buddhism, from the founder Gavtama Buddha; 

Zoronstrianism from the founder, Zoroaster; and Judiasm, the religion of 

the Jews from the name of the tribe Judah, where it took its birth. Similarly 

is the case with other religions. But not so with Islam(12) which has been 

described by Weber as the religion of world-conquering warriers, a knight 

order of disciplined crusaders.(13) 

Islam is not associated with any particular person or group. It does not 

convey any such relationship, for it does not belong to any particular 

person, people, or country. Neither is it the product of any human mind 

nor is it confined to any particular community. Islam as a matter of fact is 

an attributive title. Whosoever possesses this attribute may he or she belong 

to any race, community, country or clan, is a Muslim.(14) Who is a 

Muslim? Islam is an Arabic word connoting submission, surrender and 

obedience. As a religion, Islam stands for completed submission and 

obediance to Allah - and that is why it is called Islam. Another literal 

meaning of the word "Islam" is Peace, and this signifies that one can 

achieve real peace of body and mind only through submission and 

obedience to Allah. Such a life of obedience brings in peace of the heart and 

establishes real peace in the society at large. In contrast to the Muslim 

person described above, there is the man who, although born a Muslim 

and unconsciously remaining one throughout his life, does not exercise his 



136 

faculties of reason, intellect and intuition for recognizing his Lord and 

Creator and misuses his freedom of choice by choosing to deny Him. Such 

a man becomes an unbeliever in the language ofIslam, a kafir. This word 

"Kafir" literally means to cover, to conceal: the man who denies God is 

called kafir (concealer) because he conceals by his disbelief what is inherent 

in his nature, and embalmed in his own soul for indeed his nature is 

instinctively imbued with Islam. Kufre is a form of ignorance, rather it is 

ignorance, pure and simple. (15) 

To conclude this discussion of the definition ofIslam, we can say that Islam 

is a universal religion and its subjective is to create and cultivate in man the 

quality and attributes ofIslam. 

7.4 Pillars of Islam 

Hence the majority of the Palestinian population living on the West Bank are 

Muslims (over 90 per cent). It is important to give a clear description of the 

five pillars of Islam which are practiced by Muslims on the West Bank, as 

well as by Muslims all over the world. The five pillars of Islam are: the 

testimony of faith, prayer, alms, fasting, and pilgrimage to the holy city of 

Mecca. Some Muslims considered Jihad a holy war, a sixth pillar. These 

beliefs and pillars ofIslam will be treated in some detail below due to their 

importance and daily practice by Muslim believers. 

Faith (Al Shahadah) 

Faith is summarized in the confession or the two confessions, as it is 

sometimes called. There is no God but Allah and Mohammed is His 

Messenger. In this confession one has to confess that there is no God 
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but God (Allah), and that Mohammed is the apostle of God. It is belief 

in one God, the Creator. Mohammed is the last of all prophets and has 

brought to man the final revelation which God has for them.(16) Word 

is not Mohammed's, but God's. 

Prnyer (Salah): 

Muslims pray five times a day; at dawn, at noon, in the afternoon, 

after sunset, and after dark. It seems that this timing is intended to 

avoid any suggestion at worshipping the sun. These prayers differ in 

their length and sections. A prayer section consists of certain phrases 

and passages from the Holy Quran recited by the worshipper in several 

attitudes; he stands, squats, bows, and faces his forehead on the 

ground. The morning prayer has two sections, the noon four, the 

afternoon four, the sunset three, the night four. 

Prior to the prayer, a worshipper has to be ritually and physically clean. 

He has to wash. Some ablution demands a bath; othetwise it is enough 

to wash his face, hands, and feet. If no water can be found, sand or 

dust may be used. 

The time of prayer is announced by the Muezzinn crying from the 

Minaret. This call may be as much as half an hour before the prnyer is 

due. When praying, the worshipper has to be neat in his apearance, 

women have to have their head covered, both men and women have to 

wear perfumes, especially when praying in mosques with other 

worshippers. No garlic or onion should be eaten before going in to the 

Mosque in order to avoid the bad smell incurred by this kind of food. 
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All prayers can be said anywhere, in the open, in the homes, except the 

congregational Friday prayer especially for men which should be carried 

out only in the Mosque. Women are recommended to pray in their 

homes, even on Friday. If women pray in the Mosque they don't pray 

with men, but separately. 

On the festivals, the feast of sacrifice (Id al Adha) and the breaking of 

the fast (Id al Fitr) the sermon follows the prayer in contrast to Friday 

prayer in which the two sections are preceded by the sermon. (17) 

Alms (Az-Zakat) 

Legal alms or obligatory charity would be better names for this 

institution. A clear distinction should be made between Az-Zakat and 

Alms. Az-Zakat is an ordinance prescribed by the law. The Islamic 

State must fight those who refuse to pay Az-Zakat because they would 

then be considered apostates. Charity on the other hand is voluntary. It 

cannot be imposed by the law or by order of ruler. (18) Az-Zakat is a 

tax collected and distributed among the poor by the State and not by the 

rich people, so that a poor man can maintain his dignity by not taking 

Az-Zakat from other people. To give a few examples of Az-Zakat, the 

owner of five to nine camels pays one sheep; of twenty five to thirty 

five camels, pays one female yearling camel; the owner of twenty 

dinars (gold) or two hundred dirhams (silver) which sums were held to 

be equal, had to pay five per cent on his capita1.(19) 
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Fasting (Siyam): 

Fasting was instituted on the tenth day of the first month soon after the 

arrival of the prophet Mohammed in Medina, Saudi Arabia. A year 

and a half later, the fasting of the month of Ramadan was ordained. 

Fasting begins during the day-time from the time it is first possible to 

distinguish a white threat from a black to a sunset. The believer must 

abstain from food, drink, carnal intercourse, smoking, and even 

chewing gum. Children, pregnant women, the sick, aged, and 

travellers are excused, though travellers are expected to fast the same 

number of days at some other times. (20) Fasting lasts for a whole 

month. It is customary for a crier to go around the town calling on 

people to wake up for a final meal and drink before the day's fast 

begins. 

Voluntary fasting is also common to Muslims. Some Muslims fast six 

days after Ramadan, while some fast 2 days every week continuously. 

Fasting is intended as an act of worship though one of the moral 

meanings behind it is to have the rich learn hunger and so learn to 

sympathise with the poor. Besides the abstinence from food, 

worshippers must abstain from all that is not good. So a worshipper 

should not sin, lie, lust and steal, etc. It is also against Islam to fast on 

days of Festivals like "Eid At Fitr" and "Eid AI-Adha". 

How does fasting during the month of Ramadan affect the 
running of businesses? 

During the month of Ram adam, most businesses, if not all, private or 

I· 



140 

public, cut down their daily working hours. Businesses start working 

at an hour later than the normal working days. Employees leave their 

work an hour earlier than usual. Rand (1976) in his article "Learning to 

do Business in the Middle East" commented: " ...... Ramadan is a month 

long Arab fasting period. Although employees are required to come to 

work, output historically falls to under 25 per cent of US levels during 

that month. (21) School and university classes will be shortened by ten 

minutes for each class. Restaurants and dining rooms in areas where 

the majority are Muslims like Hebron, Nablus, will close their doors for 

business for the whole month of Ramadan. Whoever is caught eating in 

Muslim populated areas will be arrested by the police for the whole 

month of Ramadan and a fine should be paid for his Iher release. 

Pilgrimage: (AI-Raj) 

It is the duty of every Muslim to make a pilgrimage at least once during 

their lifetime if certain conditions are met. The would-be Raj or Pilgrim 

must be of age, of sound mind, and can afford the expense. 

In pagan times, two religious rites were connected with Mecca. One is 

called little pilgrimage or "Umra" - when making Al Umra, one marches 

seven times around the Ka'ba and seven times between the slight 

eminences name Safa and Marwa. This kind of pilgrimage can be 

performed at any time but preferably in the seven month, Rajab. The 

second pilgrimage is the one to Arafat, a little hill some sixteen miles to 

the east of Mecca. This kind should be celebrated only in the twelfth 

month, Dhul Hijja. In the environs of Mecca, hunting and cutting of 
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wood is forbidden. In addition, pilgrims may not indulge in sexual 

intercourse, not even a husband and wife. Pilgrims may not wear 

rings for ornament, use perfumes, or cut their hair. The pilgrim, who 

avoids vice and wickedness, comes out of his sins as on the day his 

mother bore him. (22) 

Having talked about the beliefs, practices of Muslims, it will be interesting 

to draw a comparison of the role of religion among Arabs and Westerners. 

Patai compares the normative function, the psychological effect, the 

supernatural component, and the religiocentric aspect of religion in Middle 

Eastern cultures. 

In the west the function of religion has shrunk considerably and covers only 

one area of life, but in the Arab world, it is the fundamental motivating 

force on which most cultural traits and behaviour rests; it is the hub from 

which all else radiates. Religious convictions influence practically every act 

during each moment in life. For example, Jennings in his book "Islamic 

Culture" tells of a train in Iran that stopped near sundown and delayed the 

journey until the faithful Muslims completed their prayers. (23) 

As mentioned earlier in this chapter many Muslims, for example, change 

their working times and daily schedules during the month of fasting. 

Government employees start almost an hour later in the day and leave an 

hour earlier during the month of Ramadan. A faithful Muslim has to leave 

his job for a period of time every day to do the ablutions, and the praying 

in Islam has always been a way of life. Many companies or firms even 

have their own Mosques. 
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In the Muslim view, there are few or no aspects of individual and social life 

that may not be considered as immediate expressions of Islam or the 

working out of its implications. According to the Muslim view, the 

religious commitment is seen as the central point from which all else flows. 

It is nearly impossible to draw the line between the facts of Islamic 

experience that are religious and those that are not. Indeed, many Muslim 

thinkers would insist that it is not legitimate to try to do so.(24) In the 

Arab world, as it is in the West Bank, religion is considered to be an asset, 

the psychological value of which cannot be overestimated, in that it lends an 

unfailing spiritual sustenance to the majority of the population. To sum up, 

the main differences between Islam and Western Christianity lies in their 

normative and psychological functions. This means that the crucial 

difference is more functional than doctrinal.(25) 

7.5 Islam and Economic Prosperity 

The issue of Islam and economic prosperity has been the subject of 

discussion by many writers. It has caught the attention of Muslims and 

non Muslims, the economists and the historians, the sociologists and the 

anthropologists. The literature reveals that some of these scholars are 

sympathetic towards Islam by arguing that nothing in Islmaic teaching and 

traditions is opposed to the adoption of modem and progresive economic 

methods. (26) Others, on the contrary, have endeavoured to show that 

Islam forbids those who hold it to engage in any fruitful economic 

endeavours, thus dooming them to stagnation. (27) Indeed, since the 

publication of Weber's "The Protestant Sects and the Spirit of Capitalism", 

many writers and academicians have argued that Islam is in fact the main 
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impediment to the economic and industrial development in the Arab 

World.(28) Others went even further to blame all economic backwardness 

in the Arab World on Islam and its teachings. Contrary to these claims, is 

that of Robinson, who argues that Islamic teachings and Quranic values are 

not anti-ethical either to capitalism nor to socialism. (29) Another scholar, 

Robert, confirmed that trade and business activities have always had a 

significant place in the minds ofMuslims,(30) 

However, it is beyond the scope of this section to indulge in the subject of 

Islam and capitalism or Islam and socialism, but rather to present a general 

overview of the various business practices that are allowed or prohibited in 

Islam. It is believed that such a discussion will help clarify some of the 

misconceptions about Islam and its responsibility either for economic 

prosperity or backwardness in the Arab and Muslim world. 

First and foremost, it must be clear that the prescription of the Muslim 

religion are codified in one precise and well defined book called "The Quran 

- God's Word as conveyed to the Prophet Muhammad" and in the traditions 

which record what the prophet Muhammad is supposed to have said or 

done. (31). In other words, traditions are the deeds and the practices of the 

prophet Muhammad. These, Quran and traditions represent Muslims code 

of behaviour. 

With regard to Islam and its relationship to economic development the 

Islamic teachings reveal the following facts: 
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First: It is quite obvious that the Quran has nothing against private 

property, since it lays the rule for inheritance. For example, the 

Quran even advises that inequalities in this regard should not be 

challenged. (32) However, it denounces the habitual impiety of 

rich men and the use made of whatever is owned in the making of 

usury. Moreover, owners of private property are obliged to give 

alms. In addition, it should be clear that the right of ownership is 

limited by the condition ihat everyone has the right to life. This 

means that any person dying of hunger is justified in taking, even 

by force, the amount of food needed to keep him alive.(33) 

However, if a man takes more than he needs or ifhe sells what he 

takes he will then be considered a thief and deserves prosecution. 

Secof?d: Wage labour is a natural institution to which there is no objection 

in Islam.(34) 

Third: Economic activities such as the making of profits, trade and 

production, are looked upon with no less favour by Muslim 

tradition than by the Quran itself. In fact, the prophet regarded 

trade so highly it is reported that he said: 

"The merchant who is sincere and trustworthy will (at the 

Judgement Day) be among the prophets, the just and the 

martyrs".(35) He also said, "The Trustworthy merchant will sit 

in the shade of God's throne at the Day ofJudgement",(36) and, 

"Merchants are the messengers of this world and God's faithful 

trustees on earth".(37) 

The importance of trade originated from the society in which Islam was 
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born, Mecca, which was the centre for capitalistic trade. Rodinson (1974) 

indicated that the inhabitants of Mecca, belonging to the tribe of Qurayshi 

caused their Capital to fructify through trade and loans in a way that Weber 

would call rational. (38) Robert (1982). also indicated that trade and 

business activities have always had a significant place in the minds of 

Muslims.(39). 

However, it should be pointed out that certain commercial pracices and 

goods are forbidden by Islam thus indicating that there is no laissez-faire in 

Islam. Prohibited practices include all that is fraudulent, games of chance 

(Maysir), and the making of riba, that is usury. On the other hand, 

forbidden goods include all products that are religiously regarded as impure 

like the selling or handling of spirits, wine, pigs and the selling of primary 

goods that should be free to all such as water, grass and fire. However, it 

is very common in the Muslim world to find people or even governments 

who put their savings in banks to gain interest or people who sell water and 

grass. These people however, are thought to be business and not 

religiously minded. 

This concludes our discussion of Islam and its views on economic 

development. It is believed that the material presented thus far will help the 

reader to better conceptualise the issue oflslam and its relation to economic 

progress or economic stagnation in the Arab world. 

7.6 Islam and Management 

While nobody can claim that Islam provides a comprehensive theory in 
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Management, nevertheless, one cannot ignore a set of general guidelines 

that could be applied to management. These guidelines can be easily 

detected in the Quran and the sayings and deeds of the prophet Mohammed. 

Since the Quran is a book that is concerned with all aspects of human life, 

the existence of such guidelines is inevitable and natural. 

Chiefly concerned with the organization of human activities and the 

regulations of individuals and groups responsibilities, these guidelines are 

aimed at the realization of individual and group interest without prejudicing 

the other. Needless to say, Islam provides a very delicate balance between 

the rights and the duties of both individuals and groups (e.g. the State). 

According to the Islamic doctrine, the individual has certain rights and 

freedoms which are God-given and which cannot be denied or violated. 

Such rights include: the right to live, the right to have the basic amenities 

of life, the right to be safe and secure, etc. However, the rights of 

individuals and their duties and responsibilities towards themselves, their 

immediate families and toward society at large, are inextricably entwined. 

The individual's rights should not be at the expense of society's rights and 

vice versa. 

Proceeding from the Islamic conceptualization of how human interrelation 

and interaction ought to be, one can cite certain Islamic perceptions and 

guidelines that could well be applied to management. These include: 
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1. Consultation (Al-Shura'a), 

Consultation is an immensely important Islamic principle governing the 

administration and management of public interest. Prophet Mohammed 

himself was instructed by God to consult with his companions about 

various matters affecting the group. The following Quranic verse 

describes how the relations between the leader and the subordinates 

should be: "it is part of the mercy of God that thou dost deal gently 

with them; wert thou severe or harsh-hearted, they would have broken 

away from about thee: so pass over their faults, and ask for God's 

forgiveness for them, and consult them in affairs (of moment). Then 

when thou hast taken a decision, put thy trust in God, for God loves 

those who put their trust in Him".(40) 

The merit of consultation in management as well as in other spheres of 

collective activities cannot be overestimated. Consultation enhances the 

spirit of solidarity between employees and their managers. Moreover, 

consultation helps diminish whatever mutual suspicions and lack of 

confidence that may exist between the various parties. In addition, one 

should always remember the eternal wisdom which says that one should 

never regret to consult others. He simply has nothing to lose by doing 

so. The Islamic tradition of consultation stands diametrically opposite to 

authoritarianism. 

2. Honesty (Sidk). 

Honesty is the soul of every endeavour. Islam urges Muslims to be 

constantly mindful and aware of God's observation of them. 
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Employees in all spheres and all people at large ought to do the 

right thing, not simply because it is expedient for them but because 

doing otherwise would be a disobedience to God. The Quran describes 

those who forget God as transgressors and warns them against the hell 

fire. 

As far as management is concerned, Islam urges Muslims to carry out 

tasks that are entrusted to them efficiently and completely. The prophet 

Mohammed said Allah likes that when a man does a certain task he does 

it well. The absence of honesty corrodes business and renders any 

enterprise precarious in the long run. 

3. Firmness (AI-Hazm). 

Firmness is necessary if one is to carry out responsibilities and execute 

instructions efficiently and effectively. Islam considers any slackness or 

negligence in carrying out one's tasks and responsibilities, especially 

public trusts, a great sin against God and His Messenger. The Quran 

admonishes believers not to be treacherous by not keeping their trusts. 

However, firmness should not be at the expense of fairness. 

4. Mercy (AI-Rahmah). 

One of the attributes of God is the merciful, the compassionate. 

Muslims ought to be merciful and beneficient, too. Mercy by men 

towards their fellow men is conditional for men to receive mercy from 

God (be merciful towards those on earth so that the One in the heavens 

will be merciful towards you). Mercy, however, cannot be treated in 
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isolation, but should rather be considered in the context of other 

principles. Mercy should not be at the expense of the sound principles 

of work. Excess leniency could be as harmful as excessive injustice. 

5. Team-Work (Al-Amal AI-Jamaee). 

Islam urges Muslims to hold fast unto the robe of God. By the same 

token, believers are instructed to adopt and put into practice the 

philosophy of teamwork and cooperation. Islamic terachings and 

traditions alike, urge believers to work and act in unity and avoid 

discordance and disunity. In one of the Quranic verses, God said: 

"Hold fast. All together, by the rope which Allah stretches out 

for you and be not divided among yourselves; remember with 

gratitude Allah's favour on you. For ye were enemies and He 

joined your hearts in love so that by His Grace ye became brethem: 

And ye were on the brink of the pit of fire and He saved you from 

it" .. (4 1) 

The Hadith says: 

"Allah is with the Group" (42) 

However, Islam also urges its believers not to interfere with others 

work. Believers are instructed not to indulge in matters that are not their 

concern and not to criticise others when they should not. 

The issue of team work and cooperation is regarded very highly in 

Islam. The prophet had made it a rule that if anyone, for example, was 
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asked to pay some money and was unable to put up the whole amount, 

his neighbours, friends, colleagues and fellow citizens should help 

make up the amount by mising a subscription. 

The researcher has experience of this first hand. The incident occurred 

when he was approached by one handicapped person who told him that 

he was unable to pay the costs of a wheel chair. The researcher then 

approached his colleagues in the Department of Management Studies at 

An-Najah University where they split the amount and everyone happily 

paid his share. 

In another incident the researcher collected some money from his 

colleagues at An-Najah University to help one of the janitors at the 

University whose house had been gutted by fire. 

The pmctice of the teamwork concept is as old as the concept itself. The 

pmctice is demonstrated by the following story: 

" .......... when the prophet Muhammad went on a journey with his 

companions they had to spend the night in a camping place. Upon 

their arrival, the prophet got up to collect some wood to start a fire 

for cooking the food. His companions protested and said: 

"Oh messenger of Allah! Why should you bother yourself with that 

when all of us are here to do whatever may be necessary?" 

Muhammad said: "No, no. It is my duty to do my share of 

whatever may have to be done", and he went out and collected the 

fire wood from the jungle.(43) 
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This story can be seen as an example of leadership where the leader 

shares and helps subordinates with their work when necessary. 

6. Planning (AI-Takhteet). Planning is no stranger to Islam and the Islamic 

Civilization. If the current outlook of the Muslim world reveals 

otherwise, it is because of Muslims deviation from the true principle of 

Islam. Islam urges believers to plan in advance and then and only then 

put their trust in God. Imam Ali, one of the successors of prophet 

Mohammed said, "For your world, act as if you live eternally; and for 

your hereafter, act as if you will die tomorrow" . 

7. Supervision and follow-up. (AI-Ishrafand AI-Mutaba'ah). The role of 

a Muslim manager doesn't end at giving orders and instructions to his 

subordinates but continues along the entire operation. An effective 

control throughout all the stages of operation is not an option. It is a 

must. The life of the Prophet Mohammed is rich with examples of 

effective leading of men, and undoubtedly supervision is one of the 

conspicuous features of leadership as well as of management. 

In addition to these virtues, Islam warns against certain vices in the 

domain of public and human interaction in general. Such vices as 

mendacity, insincerity, deception, cheating and embezzlement, 

nepotism, favouritism, inequality, bribery, back biting etc. are most 

harmful to society. Islam manages to fight these vices and prevent them 

from taking hold in the minds and hearts of men through education and 

the indoctrination of believers in veracity, honesty and moral 

straightness. 
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7.7 Main Cultural Themes 

The study of cultural anthropology has created a strong interest in the 

totality of each culture. Culture is more than its functionally organized 

parts; it has a "soul'~ that gives direction to the functions. Each culture has 

not just one dominating pattern but a set of related underlying "themes". (44) 

A theme may be defined as a multi-individual value which controls 

behaviour or stimulates activity which is tacitly approved or openly 

promoted in a society. These themes may be formalized or unformalized, 

primary or symbolic, material or non-material.(45) Opler has pointed out 

that there are four ways to evaluate the importance of these themes: (46) 

1) The number of expressions 

2) The degree of concern when the theme is violated 

3) The number of facets of the total system of ideas and practices in 

which it appears. 

4) The limiting factors which control the number, variety and 

forces of a theme's expressions. However, a comprehensive 

treatment of all the cultural themes of Arabs is not possible. But 

an attempt will be made to describe those themes that would be of 

crucial importance. Anyone who plans to work among the 

Arabs should definitely read some of the more comprehensive 

treatments of the values and themes of Arab culture. (47) 

Why is it so important to discuss the main cultural themes? 

Luzbetak has emphasized that modern anthropological theory 

tells us that a society seems to have its own basic set of 

assumptions, values and goals. These are usually closely related 
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and would be possible to formulate a list of basic psychological 

"themes", permeating native thought, sentiment and action ...... 

Since missionary work consists essentially of communicating, 

convincing, and persuading, any light cast on methods of 

analyzing basic assumptions, values and goals of a 

people, would be a tremendous asset to the missionary.(48) 

What are the main cultural themes of the West Bank? The West 

Bank, like other Arab societies, has its own cultural themes like 

honour, hospitality, protection towards his / her kinsman, and 

protection and behaviour towards his guest.(49) 

Honor (SharaO: 

Honor is not only the value of a person in his own 

eyes, but also in the eyes of his society.(50) The Arabic word for 

honour, Sharaf, comes from a root which implies "highness". AU good 

achievements, whether realized by personal effort or by laborious 

efforts of other members of the kin-group to which a man belongs, 

build up his sharaf of or at least contributes to it. Thus a man's honour 

is largely determined by his own personal behaviour and by the 

behaviour of his kinsmen.<51) There is a strong correlation between 

honour and group survival. Honourable behaviour is that which is 

conducive to group cohesion. The Arab family enjoys a solidarity that 

has resisted the changes of time'(52) The individual is expected to 

suppress his personal needs and intere~ts if they interfere with those of 

the family. (53}Jn the Arab world the concept of honour is universal. It 
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finds its expression in many different spheres ofHfe. To the Ambs, for 

example, honor involves maintaining the proper relationship between 

the sexes. A man of honour sees that his daughters and sisters do not 

act sensually towards men. Sexual crimes are considered crimes against 

honour.(54) In the West Bank as it is in the rest of the Amb world, 

and particularly Moslem world, any injury done to a man's honour must 

be revenged or else he becomes permanently dishonoured, and looked 

down upon by the people in his society. To illustmte the deep concern 

for honour, consider the following story: 

In an argument a man claims that the sister of his antagonist is 

dishonouring the tribe in her relationship with a man. The man goes 

home, says to his sister, "The price of adultery is death" and stabs 

the girl to death, despite his presumed great love for her. The story 

is told to illustmte how young men should act, and clearly reflect a 

cultuml value. (55) 

This is such a common story in the Amb world and there are many other 

stories of a similar context. Ambs will kill those dear to them mther 

than be disgmced. These stories necessarily have a profound influence 

on the Arab's code of conduct. To the Ambs, it is dishonourable to 

steal, cheat, betmy one's own people, and to show disrespect for the 

elderly. To illustrate some of these themes consider the following 

stories: 

"After the IsmeH air attack in 1967, in order to 'save face', President 

Nassar of Egypt suggested to King Hussein that a communique to 
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be issued to the effect that American and British aircraft were 

collaborating with Israel and attacking Egypt from their aircraft 

carriers. (56) Similarly, in his attempt to "save face", a hungry Arab 

will often refuse an invitation to a meal, pretending that he has 

already eaten, for fear that the host may suspect that he was too poor 

to have enough food. (57) All the different kinds of honour in Arab 

life interlock to surround the Arab ego like a coat of armour.(58) 

To conclude this theme of honour, one can say that in the Arab world, 

all men want to have the honour of their friends and families. Everyone 

wants to be regarded as honourable. There are many things that men 

will do to build up their honour. Some will have a large family with 

many sons to build up their honour. Others will sacrifice many things 

in order to get a good education. Still others will go on a pilgrimage in 

order to increase their honour. Some people will even kill their beloved 

ones in order to maintain the honour of the family. (59 There is hardly 

a subject one can investigate, low, morality, family, life, social control, 

social change, politics, without at some point impinging on the domain 

ofhonour.(60) There will be a fuller discussion of "honour" later on in 

the analysis. 

Hospitality (Diyafah): 

The theme of hospitality in the West Bank as in most of the Middle East 

is a Bedouin value that goes back to Biblical times. Because of the rules 

of hospitality, the fugitive becomes an honoured guest whom the host 

must protect even at the risk of his own lifeJ61) Hospitality like other 

values, serves the goal of strengthening the group. The extending of 
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hospitality is inherently related to the systems of honour. One can show 

his unselfishness and his wealth, and increase his prestige. It can be 

dangerous to refuse Arab hospitality because this offends their honour 

by indicating that one thinks they might not be good hosts or might do 

one harm.(62) By practicing hospitality lavishly one enhances one's 

reputation. If a visitor is not received hospitably, the failure reflects on 

the entire tribe or village and blemishes its reputation.(63) To support 

this, let us consider the following observation: 

"If an Arab host invites some people for dinner, most members of 

the tribe will be present, they offer their help, they socialize with the 

guests, and even invite them to their own homes. Such act is done 

in order to guarantee that the guests are well treated, well fed and 

well respected". 

In the West Bank as it is in most of the Arab world, the host seldom 

terminates a conversation or dismisses a guest, no matter how busy he 

may be. At the end of the visit elaborate phrases of thanks, 

compliments and good wishes are exchanged again between the host 

and the departing guests. ( 64) 

No matter how short the visit, the guest is never allowed to leave before 

hel she is offered some food or drink. The usage connected with food 

and drink have an almost ritual significance for exceeding a Westerner's 

idea of mere good manners and politeness. (65) 

Muna in his study on the Arab executive, found that Arab 

executives view hospitality and the shaking of hands with clients as one 



157 

way to enhance the business, while some Arab executives felt compelled 

to accept this sort of pressure in order to remain successful.(66) 

Regardless of the economic situation, of the host, Arab hosts make 

every effort to treat their guest in the most lavish manner possible. 

Even the poor man does his best to live up to this expectation, and 

will literally kill the last animal he possesses in order to provide a 

banquet for a guest who may be a complete stranger. (67) An Arab even 

goes out and borrows money from his friends and relatives in order to 

buy food and to have a banquet for a guest in order to live up to the 

expectation of his guest, tribe, and society. 

The Family (AI-A'Elah): 

The family is another cultural theme that should not go unheeded. Most 

of the authors who deal with Arab society, have a section on the 

family.(68) Additionally, several articles in the joumalliterature are 

excellent introductions to the Arab family. (69) Of all the component 

features of Middle Eastern social structure the family is undoubtedly the 

most fundamental and most important.(70) In Arab society the welfare 

of the individual is far less important than that of the group; and the 

family, not the individual, is the social unit. (71) In the Arab world, the 

family plays a major role in the fonnation of one's social identity. To 

the Arabs, family loyalty is a dominant cultural theme. Islam has 

emphasized the importance of loyalty to one's family. Islam says that 

one should always endeavour to please God in the first place and 

parents in the second place. In fact, Arabs went even further to attribute 
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one's success to his/her parents loyalty. Families playa major role in 

their children's decision making. They playa primary role in their 

educational and occupational aspirations.(72) 

Fatalism (Qadar): 

This is one of the Arab cultural themes that is often misunderstood. 

Fatalism means the degree to which an individual perceives a lack of 

ability to control his future. (73) Fatalism is supposedly typical of 

Middle Easterners and is often linked with Islam. Though often 

mentioned, it has not, until recently, been studied with enough precision 

to warrant discussion as a cultural theme.(74) Despite the widespread 

view which asserts that Arabs are fatalistic, and that this fatalism is an 

indirect contrast with the spirit of activity and initiative said to be 

characteristic of Anglo-Saxons and Europeans, Muna stressed that 

any generalization which implies that most Arabs (Muslims and Non

Muslims) are fatalistic regardless of their socio-economic and 

educational background, is academically irresponsible and 

misleading.(75) Muna stressed that past and present Islamic 

achievements demonstrate the use oflong range planning and desire to 

understand and control nature and environment. These include to name 

a few examples, empire building in the past and economic deVelopment 

today, the utilization of technological, scientific and medical know-how; 

and the advancement of knowledge through education and research. (7 6) 

These are the main cultural themes of Arab society. There are other cultural 

themes of the Middle East that are distinctive and special. These themes and 
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othets will be discussed throughout the analysis. 

1.8 Summary 

This chapter has been beneficial in giving a clear discussion of the main 

cultural themes existing in the West Bank as in most of the Arab world. Such 

themes as honour, hospitality, the family and fatalism were explained and 

illustrated. From the discussion it has appeared that honour is so important to 

the Arabs. Some people will even kill people they love in order to maintain 

and protect the honour of their families. Many people in the Arab culture give 

their utmost consideration to what other people think about them. They tend 

to be hospitable and generous. The chapter has also given a clear summary of 

the main religious practices and beliefs of the people on the West Bank as in 

most Arab cultures and societies. The majority of the population of the West 

Bank are Moslems, therefore, Islam is practiced by the people thus influencing 

their thinking, behaviour and lifestyle. 
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CHAPTER 8 

EDUCATION IN THE WEST BANK 

"Say: My Lord! Increase me in knowledge". 

(Holy Quran XX: 114) (1) 

"Because of the loss of most of their land, which was the means 

of livelihood for the majority of Palestinians, they increasingly 

turned to the only thing that was left for them to invest in • their 

minds" (2) 

8. 1 Introduction 
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Education has played two principal but opposing roles in the Palestinian 

experience. On one hand, education has been used by Israel as a tool to 

control the Palestinians under its domination. But on the other hand, 

education has been used by the Palestinians as a means to survive, to 

develop and to express their identity and their rights.(3) Due to the 

importance of education in the hearts of the Palestinians, and in order to 

give a better understanding of the situation in the West Bank, this chapter 

aims to present the reader with a clear picture of education in the West 

Bank. Characteristics, aspects, problems and obstacles facing education in 

that region will all he explored and discussed. 

8.2 General Background. 

It is believed that after the 1948 Arab Israeli war, Palestinians who were 

dispersed throughout the world appear to have placed a high premium on 

education. As a result, parents encouraged their children to go to school as 

education was perceived as a permanent portable commodity which could be 

put to use in whatever place a person settled. Therefore, it is believed that 
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the loss of property in Palestine enhanced the feeling that education was a 

better investment, a permanent possession which could not be usurped by 

alien forces. Fasheh (1984) in his study on "The Impact of Occupation on 

Education" has said: 

"Because of the loss of most of their land, which was the means of 

livelihood for the majority of Palestinians, they increasingly turned to 

the only things that was left for them to invest in - their minds".(4) 

In light of its importance, it is not uncommon to find many member of a 

Palestinian family working to support a brother or sister studying in a 

university. This also explains why the number of university graduates 

among the Palestinians relative to their population is one of the highest in 

the world, possibly the third highest.<5) However, one of the major 

problems with Palestinian higher education is that it is not geared to the 

needs and interests of the Palestinians as much as to the needs of individuals 

of other countries.(6) 

Islam, is another factor which added impetus for education. Indeed, the 

acquiring of knowledge is one of the most basic and serious obligations 

incumbent upon Muslims. Islam is, more than any other religion, a way of 

knowledge. 

Within the Islamic tradition, education is not meant to be a male prerogative 

since God has purposely given both men and women the capacity to acquire 

knowledge as well as disseminate it. 

In Islam, every man and woman is obliged to contribute whatever possible 

to the welfare, prosperity and advancement of society. The Muslim woman 
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in addition to playing the roles of daughter, sister, wife and mother within 

her family, is entitled - indeed enjoined by the revealed law to play certain 

other roles outside the family.(7) In order for her to take her rightful place 

as a helpful and productive member of society she must first receive an 

education. (8) 

Moreover, the duty to learn is so crucial in Islam that no exemptions are 

made from it, neither on the basis of age nor sex. (9) Numerous verses of 

the Quran and sayings of the prophet exhort Muslims to learn to their full 

capacity and promise rich rewards to those who comply. In fact, one of the 

114 sura chapters in the Quran is entitled "Qalam" which means the 

pen. ( 1 0) Another surci is entitled "Alaq" which means read or proclaim. 

This surci was the first direct revelation to prophet Muhammad. The first 

five verses of it stress the importance of reading. They say "Read in the 

name of thy Lord and Cherisher who created man out of a mere clot of 

congealed blood: Read! and thy Lord is most bountiful, He who taught 

(the use 00 the pen, taught man what he knows not.. ... (1l). The other 

verses of the Quran and sayings of the prophet Muhammad which urge 

Muslims to seek and acquire knowledge include: "Say, My Lord! Increase 

my knowledge",(12) and the verses "God will exalt to high rank those 

among you who believe, and those who have knowledge",(13) and the 

Hadiths "Seek knowledge from the cradle to the grave"(14) and "The search 

for knowledge is the duty of every Muslim, male or female".(15) 

Examining these verses and Hadith, one can find that the duty to learn and 

acquire knowledge is very vital in Islam. Such duty is not limited to a 

specific age or sex group. Teachings categorically challenge the most 
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grossly misunderstood and misrepresented aspects of Muslim women. 

They tell us that the picture of these womens family life, social life and 

social rights are not as Westemers often paint it.. 

The support for education by Islam is clearly manifested today in the 

existence of many Islamic institutions, and religious colleges. Among them 

is AI-Azhar, the most famous prestigious religious university in Cairo or 

probably in the Middle East. AI-Azhar University like many other 

universities throughout the Arab and Islamic world is devoted to the study 

of traditional Islamic learning in all its aspects. 

8.3 General Education in the West Bank 

The Palestinian educational system in the West Bank operates according to 

the Jordanian system existing before the occupation. Three different 

systems function in the occupied West Bank: government. UNRWA, and 

private. There is a three-stage system of public education in the West Bank: 

1. Elementary - six years 

2. Preparatory - three years 

3. High School (secondary) - three years. 

Today there are more than 1200 different schools in the West Bank. The 

Statistical Abstract oflsrael (1986) indicated that there are 826 government 

institutions and 100 UNRWA schools operating in the West Bank. 

Administratively, the educational system in the West Bank is divided into 

six districts: Hebron, Bethlehem, Jericho, Ramallah, Nablus, Jenin and 

Tulkarem. However, East Jerusalem is not included in those districts with 

regard to education because Jerusalem was officially annexed to Israel right 

after 1967. 
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Each of the districts mentioned is headed by an Arab director of education. 

However, all Arab directors are working under the direct supervision of the 

Israeli Officer of Education, assigned by a number of people all of whom 

are Jewish. The Israeli officer takes full responsibility of all matters related 

to education, such as the hiring and sacking of personnel, assigning of 

textbooks, new programmes, and new schools construction, etc.(16) 

8.4 Education: Demographic Characteristics 

The statistical Abstract of Israel (1986) reported that West Bank Palestinian 

population aged 14 years and over are dramatically increasing their year of 

schooling. See Table 8.1. 

Table 8.1 West Bank Population Aged 14 years and over by 
Years of Schooling (percentage) 

Years of Schooling 
Year Illiterate Elementary Preparatory Secondary Higher Grand 

Education Total 
0 1-6 7-8 9-12 13+ N = 100 

1970 47.0 26.4 10.5 14.7 0.9 322.9 

1975 37.0 25.8 12.0 19.8 5.4 366.9 

1980 28.5 26.8 12.7 24.7 7.3 401.0 
1983 26.6 25.1 13.5 26.1 8.7 420.3 
1984 25.7 24.4 13.7 26.8 9.4 436.3 
1985 25.2 23.5 14.0 27.2 10.1 443.8 

Source: Statistical Abstract ofIsrael, No. 37, 1986, pp.730-733. 

Looking at Table 8.1 we will notice the following: 

1. Decline in the percentage of illiteracy. In the year 1976 the percentage 

of illiterate individuals among this age group was 47.5 per cent, while it 

declined almost by half in the year 1985 to reach 25.2 per cent. This fmding 
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is not surprising given that education is now compulsory for all children up 

to the age of sixteen. Table 8.1 demonstrates the effect of this legislation in 

a very clear fashion. Another reason for the decline of illiteracy could be 

attributed to the widespread development ofliteracy programmes throughout 

the West Bank. Educational programmes directed at the eradication of 

illiteracy were the result of non-organised efforts made by concerned 

individuals and charitable and religious organisations. Such programmes 

have also been inaugurated by Birzeit University with a Literacy and Adult 

Education Centre in 1976 which aimed at:(17) 

(a) Conducting field studies to determine the prevalence of illiteracy 

among Palestinians in the West Bank and Gaza. 

(b) Studying the drop out problems among elementary school children 

and its relationship to illiteracy. 

(c) The training of teachers who plan to work in literacy programmes. 

(d) The design and development of educational material appropriate to 

the needs of adult pupils. 

2. A slight decrease in the percentage of these individuals with elementary 

education. In 1970, the percentage of those with elementary education 

was 26.4 while it declined in 1985 to reach 23.5 per cent. This could be 

attributed to the drop out rate caused by the exploitation of child labour 

in Israel. (18). 

3. An increase in the percentage of those with preparatory education where 

it reached 14 per cent in 1985. 

4. A sharp increase in the percentage of those with secondary education 

(9-12 years). In 1985 the percentage (27.2) almost doubled that in 

1970. Again this indicates a positive trend towards education by 

Palestinians. 

5. Interestingly, the percentage of those individuals with higher education 
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in the year 1985 rose to 10.1 per cent, almost 10 times that of 1970. 

Looking at the Table one notices a steady increase in the percentage of 

those with higher education. 

This finding, however, is supported by other findings where it was stated 

that the number of university graduates among the Palestinians relative to 

their popUlation is one of the highest in the world, possibly the third 

highest. (19) 

In the section to follow, the researcher aims to give a better picture of 

educational attainment by both males and females. It is believed that by 

doing so a better understanding of female education in the West Bank could 

be presented. 

8.4. 1. Male Education 

The results published in the Statistical Abstract ofIsrael (1986) indicated 

that there is a sharp increase in the number of years of schooling attained by 

male Palestinians aged 14 and over. It also indicates that the percentage of 

individuals with university education rose sharply while at the same time 

there is a sharp decline in the illiteracy rate among this age and sex group. 

See Table 8.2. 

Studying the data in Table 8.2 one can draw the following conclusions: 

1. A sharp decline in the percentage of individuals not attending school. 

The findings indicate that the decline in 1985, is two thirds of that in 

1970. Consequently, one would expect the prevalence of illiteracy 

among Palestinians living in the occupied West Bank to be greater than 
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is suggested in Tables 8.1 and 8.2. This finding is not surprising given 

that education is now compulsory for all children up to the age of 

sixteen, and to the effect ofliteracy programmes aimed at eradication of 

illiteracy among Palestinians. 

Table 8.2 West Bank Males Aged 14 and Over by Years of 
Schooling (percentage). 

Years of Schooling 
Year Illiterate Elementary Preparatory Secondary Higher Grand 

Education Total 
0 1-6 7-8 9-12 13+ N = 100 

1970 27.8 34.8 14.7 21.3 1.4 153.7 
1975 20.2 30.5 14.7 26.0 8.6 177.2 
1980 14.2 28.8 15.1 30.9 11.0 193.3 
1983 13.5 26.4 15.8 31.9 12.4 203.8 
1984 12.8 25.5 16.1 32.7 12.9 212.0 
1985 13.4 24.5 16.2 32.5 13.7 215.1 

Source: Statistical Abstract ofIsrae1, No.37, 1986 pp.730-733 

2. A decline in the percentage of individuals attending elementary schools. 

This can be attributed to the drop out rate among young males who join 

the tempting labour in Israel. 

3. An increase in the percentage of individuals with preparatory education. 

Again this could be attributed to the increase in the number of schools in 

the West Bank and as a result of the positive attitude of Palestinians 

towards education. 

4. An increase in the percentage of individuals with secondary education. 

In the year 1970, only 21.3 per cent of the male population aged 14 and 

over had secondary education while in 1985 the percentage increased to 

reach 32.5 per cent. This increase could be attributed to the need of 

those individuals in pursuing their higher education taking into 

consideration that a student needs to produce secondary school 
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examination certificate (Tawjihi) in order to enrol in local Arab or 

foreign universities. 

5. A sharp and steady increase in the percentage of those with higher 

education. This could be attributed to the availability of universities and 

higher education in the West Bank where there are eight institutions of 

higher education operating in the West Bank. Another reason could be 

the lack of jobs in the West Bank and the travel restrictions imposed on 

Palestinians, mainly young people by both Israel and Jordan. On the 

one hand, Israel does not want Palestinian youths to travel abroad 

fearing they might engage in hostile organisations. So Israel rather 

maintain dominance on these people. On the other hand, Jordan 

discourages Palestinians from leaving the West Bank and the occupied 

territories for nationalistic reasons. Jordan wants the Palestinians to 

stay in their homes and to maintain their identities. Regarding 

employment, it is worth noting that for any individual to get a 

government professional job he / she needs to produce at least a 

secondary school certificate (Tawjihi). Such demand caused the 

majority of individuals to pursue higher education. However, there will 

be a fuller discussion of higher education in the West Bank in a 

subsequent section. 

8.4.2 Female Education 

A more accurate picture of female education in the West Bank could be 

gained by referring to the statistics in the Statistical Abstract of Israel. 

Looking at the statistics in Table 8.3, we notice that there is a sharp decline 

in the percentage of illiterate females aged 14 and over. The Statistical 

Abstract ofIsrael also reports a sharp and steady increase in the percentage 
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of females with higher education. See Table 8.3. 

The findings in Table 8.3 indicate that the percentage of illiterate females 

aged 14 and over was reduced by nearly one half in 1985 while the 

percentage of females with higher education rose six times in 1985 

compared to 1970 when'it was only 0.5 per cent. This is not surprising due 

to the proliferation of literacy classes and centres throughout the West Bank 

where they have expanded rapidly from 1977-1981.(20) There is also an 

obvious increase in the percentage of females with elementary, preparatory 

and secondary education over the years. 

Table 8.3 West Bank Females Aged 14 and Over by Years of 
Schooling (percentage) 

Years of Schooling 
Year Illiterate Elementary Preparatory Secondary Higher Grand 

Education Total 
0 1-6 7-8 9-12 13+ N = 100 

1970 65.1 18.9 6.7 8.8 (0.5) 169.2 

1975 52.8 21.5 9.5 13.9 2.3 189.7 

1980 41.8 24.8 10.5 19.0 3.4 207.7 

1983 38.9 23.8 11.4 20.6 5.3 216.7 

1984 37.9 23.5 11.5 21.1 6.0 224.3 

1985 36.3 23.0 11.9 22.2 6.6 228.7 

Source: Statistical Abstract oflsrael, No.37, 1986, pp. 730-733. 

The increase in female higher education was also motivated by the 

accessibility of university education locally. Due to the social norms and 

traditions some Arabs are sometimes reluctant to send their daughters. for 

university education away from their homes and country. Another reason 

for the increase in the percentage of females in education could be attributed 

to the widespread belief that higher education may be an asset in finding an 

educated husband. It is true that Palestinian men nowadays and especially 
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those with higher education tend to seek partners with higher education. (21) 

However too much education for females may sometimes prove counter 

productive and an impediment to marriage. (22) This is especially true 

among the lower classes, since educated professinal men of that class tend to 

seek partners among members of the middle class, while those with less 

education prefer less educated women who will make more obedient 

wives.(23) Despite all the odds, the number of female university graduates 

among Palestinians is higher than that among other Arabs. (24) In 1974 in 

the Arab nation, despite the great strides made towards providing education 

for females through literacy campaigns and educational insitutions, 20 

million out of24 million Arab children had illiterate mothers.(25) There will 

be a full discussion of the subject of higher education later on in this chapter. 

Before moving on to the discussion of other items, it is worth noting that the 

differences in findings between the sexes in the West Bank as indicated in 

Tables 8.2 and 8.3 are quite obvious. For example, the Tables indicated that 

the percentage of illiteracy for male individuals for the year 1985 was 13.4 

per cent, this percentage is nearly one third of the percentage of illiteracy 

among females in the same age group. 

Such findings advocates other findings which pointed out that the 

representation of males in adult literacy classes is one-fourth to one-eighth 

the expected size. (26) Where some of the reasons for males reluctance to 

enrol in literacy classes were basically either social or economic. 

Comparing the results in Table 8.2 and 8.3 one will also notice a gap 

between the findings for males with 9-12 years of education compared with 

that of females in that category, 32.5 per cent and 22.2 per cent respectively. 
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It is believed that the differences in fmdings can be attributed to the early age 

of marriage especially for females, and to the unavailability of secondary 

schools which makes many parents reluctant to send their daughters to 

schools in other towns and cities in the West Bank. For higher education, 

the findings indicated that 13.7 per cent of males had attained higher 

education in 1985 compared with only 6.6 per cent of females in that same 

year and category. These findings are not surprising in the light of the early 

age of marriage for females and to the reluctance of husbands to let their 

wives pursue their higher education after marriage. 

8.5 Problems and Obstacles Facing General Education 

Although the West Bank has numerous institutions and schools operating, 

general education still faces specific problems including:(27) poor teaching 

conditions, inadequate facilities, outdated curricula, limited school 

construction, inadequate textbooks, high drop out rate, poor library and 

laboratory facilities. It was found that in 1975-1976 only 50 per cent of the 

public schools in the entire West Bank had a one room laboratory and one 

room library each.(28) The need for a tight budget adds to these problems as 

is the case with UNRWA education.(29) However, the most serious 

problem is the constant disruption of education such as the closure of 

institutions for long periods and the arrest of students and teachers alike. 

These problems were emphasised by many writers and academicians. 

Fasheh (1986) in his study on the impact on education states: 

"Given the importance of education to the Palestinian community, the 

Israeli administmtions disruptive tactics aimed at education would pose 

threat to any community - one of particularly grave concem".(30) 

8.6 Higher Education in the West Bank 

There are several major colleges and universities opemting in the West Bank. 
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All these colleges and universities were established or transfonned into a 

college or university after the 1967 Arab Israeli War. These universities and 

colleges include: Birzeit University, Bethlehem University, An-Najah 

National University, Hebron University (previously religious college), 

College of Science and Technology, College ofIslamic Studies, College of 

Arts for Girls, College of Medical Professions, Khaduri Agricultural 

Institute, Teachers Training Institute, AI-Rawdah College, Hebron 

Polytechnic Institute and AI-Aroub Agricultural Institute. (See Table 8.4) 

Despite being young and sman, the academic orientation of these institutions 

varies to some extent. 

In order to coordinate the work among these universities and institutions of 

higher learning in the West Bank, MajIis AI-Taaleem AI-Ali, that is the 

Council for Higher Education was established in the 1970s. Its members are 

comprised of administrators from different local universities and colleges, 

professionals, academicians, and religious and national figures. The 

Council, however, is still struggling to establish itself and to achieve its 

objectives as a viable body of higher learning in the West Bank in light of the 

tremendous pressures imposed on it as a result of the prolonged closure of 

universities and colleges throughout the West Bank. 

Among the other advantages that came about as a direct result of the 

establishment of colleges and universities in the West Bank is that these 

institutions opened their doors to students from low and middle income 

familiies who are unable to pursue higher education abroad. It is worth 

noting that the annual fee for education in the West Bank is as low as £200 a 

year. The other main advantage is that these institutions open their doors to 

students who are banned from travelling abroad such as the released 



Table 8.4 Faculties at West Bank Colleges and Universities 

Faculty 
Institution Location Arts Science Engineering Business Education Nursing Religious Other 

Economics Studies 
Commerce 

Birzeit Univ. BiIzeitlRamallah X X X X X Middle Eastern 
Studies 

Bethlehem Univ. Bethlehem X X X X 
An-Najah Univ. Nablus X X X X X X Agriculture 

Journalism 
Hebron Univ. Hebron X X X X 
College of Science 
and Technolgy Jerusalem X X 

Al-Rawdah College Nablus X X 
College ofIslamic 
Studies Jerusalem X X 

Khaduri Agric. 
Institute Tulkarem X Agriculture 

Arab College of 
Medical Prof. Ramallah X 

Teacher Training 
Institute Ramallah X X X 

College of Arts Jerusalem X 
Hebron Polytechnic 
Institute Hebron X Ceramics 

Al-Aroub Agric. Al-Arouh' 
Institute Hebron Agriculture 

X = Area of specialisation 
Sources: These data are derived from literature compiled by the researcher from: Varsen Aghabekian, PhD Dissertaion 1988, p.17, 

Fathiyya Nasru, West Bank Education in Government Schools 1967-77, Journal of Refugee Studies, Vo1.2, No.1, 1989, Munir 
Fasheh (1986) Impact on Education, and Universities and Colleges Brochures and Publications. 

--l 
Q:) 
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detainees and to women mainly because of accessibility. As has been said 

before Palestinians are unlikely to send their daughters and wives to pursue 

higher education away from their homes. See Table 8.5 for a profile of full 

time students at eight majorinstitutions for a given year, 1985-1986. 

Looking at Table 8.5 one can see that the number of students in the year 

1985-86 at eight local institutions rose dramatically to about 10,000 students 

compared with 1,086 in 1975-76 and 7,478 in 1981-82.(31) Interestingly, 

the data in the table indicates that 41 per cent of the students are females. 

This finding is corroborated by other findings where about 40 per cent of 

students at higher institutions are women. (32) Yet while it is true that higher 

education has advanced in the West Bank, it has advanced much more in the 

East Bank (Jordan) in terms of student enrolment and the continuity and 

diversity of various programmes offered. To give an example, schools in 

Table 8.S Profile of Full Time Students at Eight Higher 
Education Institutions in the West Bank for the 
year 1985-86. 

Institution Number of Students 
Male Female Total 

Birzeit University 1634 770 2404 
Bethlehem University 681 516 1179 
Najah University 1746 1261 3007 
Hebron University 1090 656 1746 
College of Science & Technology 401 199 600 
College ofIslamic Studies 175 190 365 
Arab College of Medicine 37 118 155 
College of Arts 300 300 

TOTAL 5764 4010 9774 

Source: Varsen Aghabekian, Perception of effectiveness indicators for the 
development of an instrument for evaluating colleges and 
universities on the occupied West Bank, PhD Dissertation, 
University of Pittsburgh, 1988, p.13. 
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almost all professional fields (medicine, engineering, agriculture etc.) have 

been established in Jordan, while only two professional schools, engineering 

and nursing, have been established in the West Bank. (33) 

8.1 Obstacles Facing Higher Education in the West Bank 

Professor/Colonel Milson, who resigned his post as the Civilian 

Administrator of the West Bank and Gaza in September 1982, once wrote in 

Commentary, that freedom of expression was guaranteed in the occupied 

territory. He commented: 

"The Israeli authorities proclaimed that they did not care what the Arabs 

in the territories said or what political views they espoused and that 

nobody would be punished for expressing his views. This was Israeli 

policy and also Israeli practice - and it was a practice for which Israelis 

took great moral credit having brought the blessing of freedom of 

expression to the West Bank".(34) 

Despite that assertion of freedom of expression and despite the importance of 

higher education to the people of the West Bank, several obstacles still 

remain in the way of development. These obstacles and problems pose a 

devastating threat to the continuity, expansion and achievement of higher 

education goals in the West Bank. 

Among the major obstacles and one of the most serious facing higher 

education in the West Bank is the continuous closure of higher institutions. 

The worst of these closures took place in January 1988 when the Israeli 

Minister of Defence, Yitzhak Rabin, ordered all univesities and colleges and 

even high schools and kindergartens closed. High schools and 

kindergartens were reopened a year later, but not universities and colleges. 
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Ever since, Palestinian lecturers and professors have been engaged in 

underground teaching of their students. Churches, mosques, homes and 

offices were all used as teaching grounds. See Table 8.6 for more details on 

types of closures. 

Aghabekian (1988) in her study on Palestinian higher education in the West 

Bank, summarised the main obstacles as:(35) 

Table 8.6 Closure of Palestinian Universities by Israeli 
Military Occupation 

Examples of Closure of Palestinian Universities by Israeli 
Military Occupation 1982, 1984, 1988-present 

University Type of Closure 

(1) An-Najah Univ. (1)MilitaryRoad Blocks 
Nablus 

(2) Birzeit Univ. 
BirzieVRamalla 

(3) All Universities 

(2) Miltary Order (Univ
versity declared a 
military zone) 

(1) Military Order (Uni
versity declared a 
military zone) 

(1) Military Order (Uni
versities declared 
military zones) 

Date of Closure 

Jan.ll,1983 -June 26,1983 
Feb.18,1983 - Apr. 10,1983 
Apr. 17, 1983 
13,17,19,21,23,26,29 
30 November 1983 
27 December 1983 

Aug.l,1983 - Dec.1983 
June 6,1983 - Sept.4,1983 
January 1988 - present 
(Two months after the 
beginning of Intifada - now) 

Mar.26,1979 - Apr.l,1979 
May 3, 1979 - July 21, 1979 
Nov.14,1980 - Nov.22,1980 
Nov.4, 1981 - Jan .. 4, 1982 
Feb.16,1982 - Apr.16,1982 
July 8, 1982 - Dec.8, 1982 
Feb.2, 1984 - May 2, 1984 
Apr. 2,1984 - May 2,1984 

January 1988 - present 
(Just two months after the 
beginning of Intifada till now) 

Source: Raja Shehadah, Occupier's Law. Israel and the West Bank 
Institute of Palestine Studies, 1985, p.162, with modifications 
by the author. 
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1. Forced closure of institutions. 

2 Political constraints stemming from the prevailing conditions on the 

West Bank basically through actions against colleges and universities 

exercised by the Israeli Military occupation. These include 

censorship, taxation, disruption in the process of instruction and 

curriculum development, inability of institutions to receive building 

permits and different forms of harassment of faculty and students. 

3. Financial constraints caused by the lack of fixed permanent funding 

resources. This problem has led to the inadequacy of facilities 

including buildings, laboratories, classrooms, recreational areas, all 

hindering further expansion. 

4. Internal operational problems, insufficiency of available qualified 

personnel, obscurity of rules and regulations and the lack of 

coordinated plan for development among the different institutions of 

higher education. 

5. Adding to the list of problems is the fact that most institutions are 

owned and controlled by one family interest. Favouritism in daily 

operation of institutions, low levels of education, lack of freedom of 

expression afforded to students and faculty, and discrepancy in 

societal needs and types of education afforded at Palestinian 

institutions. It is worth noting that this latest problem was also 

mentioned by Fasheh (1984) when he wrote "unfortunately, 

however, in the absence of a Palestinian State, Palestinian higher 

education is not geared to the needs and interests of the Palestinians as 

much as to the needs of individuals and other countries". (36) 

This concludes the discussion of higher. education and the major problems 
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being faced. Moreover, it is worth stressing that some of the problems and 

repressive tactics implemented by the Israeli authorities against institutions 

of higher learning in the West Bank contradict that assertion of "freedom of 

expression" made by Professor/Colonel Milson. (37) 

8.8 Summary 

This chapter has provided the reader with a valuable insight to the 

Palestinian education in the West Bank on both lower and higher levels. Its 

purpose was not to glorify the Palestinians and their institutions in their 

struggle for learning, knowledge and survival, but rather to shed light on 

education its characterisics and main developments. It is evident from the 

material presented that Palestinians, males and females enjoy high levels of 

education. Yet it is true that the Palestinian schools and institutions are 

struggling for existence. Their mission has been hampered by internal and 

external pressures alike. These pressures have been highlighted and 

discussed. 

The chapter has also introduced us to the major institutions of higher 

learning in the West Bank. Their main faculties have been defined. Yet the 

crippling restrictions imposed on these institutions may end up hampering 

the development of the Palestinian community at large hence education is 

regarded as one of the key resources of the Palestinian people. 
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This chapter aims at presenting the methods, techniques and procedures 

utilised in this study. It will identify, analyse, and evaluate the major types 

of research design employed. In order to fulfill this task, this chapter will 

contain six major sections. The first discusses the objectives of the study. 

The second presents the major types of research design used. The third 

section deals with the research methods. The fourth gives an explanation of 

the instrument. The fifth section will cover the achieved sample. The final 

part of this chapter will discuss the administration of the survey. 

9.2 Review of Objectives 

The main objective of this study is to explore and examine the significant 

aspects of West Bank managers attitudes, beliefs and culture. 

Within the framework of the general objective, this study aims to examine 

the following aspects: 

1. The personal characteristics of Arab managers in the West Bank. 

Managers characteristics such as their age, sex, marital status, level of 

education, langugages spoken, and length of service will all be 

examined. 

2. Business characteristics. This study aims to look at the various 

characteristics of business which managers operate. Characteristics to 

be examined include the size, age, type of ownership and number of 

females employed. 
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3. The environment in which managers work. Regarding this objective 

manager will be asked to name the main exogenous and endogenous 

pressures they encounter. The main attributes expected of managers 

by their community, business organisation and employees as well as 

managers degree of nervousness at work will all be examined. 

4. To examine managers decision making style and their interpersonal 

relationships. In order to determine the decision making style the 

researcher will use a four point continuum reflecting the various 

degrees of power sharing between the manager and his subordinates. 

An almost similar continuum was used by Likert (1967) and Ali and 

Swiercz (1986). Like the continuum used by Likert, this study does 

not include a fifth continuum (delegation of decision making). 

Concerning managers and their interpersonal styles, this study aims to 

examine the following: 

Managers way of obtaining their present jobs. 

Managers attitudes towards their present jobs. 

Managers way of handling functional problems. 

Managers attitudes towards the use of mediation, nepotism and 

bribery. 

Managers views of an ideal employee. 

Managers perceptions of the main traits that constitute a successful 

manager. 

Managers affiliation with professional bodies and organisations. 

5. To examine the attitudes and beliefs of managers towards the 

following aspects: 

Towards time 
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Towards life insurance. 

Towards change. This aspect includes both socio-cultural change 

(Le. attitudes towards women in employment, and the removal of 

customs and traditions. Technological change includes the 

increase in business technology and automation. 

In order to examine managers attitudes towards change every manager 

in the survey will be given the statement about change and will then be 

asked to respond with the answer that best reflects his / her attitude 

towards such change using a four point Likert-type rating scale 

ranging from "strongly favour" to "strongly oppose". 

6. To examine the attitudes and beliefs of managers towards various 

managerial functions and themes. Managerial functions to be 

examined will include: planning and forecasting, organising and 

staffing, communicating, motivating, and leading. On the other hand, 

the managerial themes will include: management relationships (Le. 

with employees), tenure, social and group and individual behaviour. 

In order to examine managers attitudes and beliefs, every manager in 

the survey will be asked to respond to each statement on the 

questionnaire by choosing the answer that best reflects his / her 

attitude and beliefs using a five point Likert-type rating scale ranging 

from "strongly agree" to "strongly disagree". 

7. To determine managers need importance and need satisfaction. 

Regarding managers needs, the researcher adopted Maslow's 

hierarchy of needs theory but with some modifications (no questions 

about biological needs, and a division of Maslow's esteem category 

into esteem and autonomy). 
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To measure the managers need importance, every manager in the 

survey was asked to respond to several needs by choosing the answer 

that best reflects his / her needs using a five point Likert-type rating 

scale ranging from "utmost importance" to "no importance". 

As for managers need satisfaction, every manager will be asked to 

respond to the same needs by choosing the answer that best reflects 

his / her degree of satisfaction using a five point Likert-type rating 

scale ranging from "very satisfied" to "very dissatisfied". 

8. Finally this study aims to compare and contrast the results found with 

those of previous related research. 

9.3 Research Design 

Design deals primarily with aims, uses, purposes, intentions and plans 

within the practical constraints oflocation, time, money, and availablity of 

staff. ( 1) Research design is the first stage of conducting any type of 

research. Researchers are like architects, Before an architect comes with 

his final plan for his building, he is invited to present his ideas, sometimes 

on competitive basis, on the shape, style and character of the building while 

taking into account all the building functions, purposes, location and so 

forth. The design stage can attract substantial interest and controversy, far 

more interest than the actual building work.(2) What is research design? 

Research design is "a programme of work that guides the researcher 

through the process of collecting, analysing, and interpreting data".(3) It 

also means the programme that guides the investigator in the process of 

collecting, analysing and interpreting observations.(4) Kerlinger has 

defined research design as "the plan, structure, and strategy of investigation 

developed to attain our research objectives",(5) while Boone and Kurtz 

defined research design as "a series of decisions that taken together, 
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comprise a master plan or model for the conduct of the investigation". (6) 

Literature has revealed eight different types of research design. They are 

literature review; secondary analysis and meta analysis of existing data; 

qualitative research; research based on administrative records and 

documentary evidence; ad hoc sample survey; regular or continuous 

sample surveys; case studies; longitudinal studies, and experimental social 

research.(7) However, the four most commonly used research designs in 

the study of organisational behaviour are the case study, survey research, 

and the experimental both in the laboratory and in the field. (8) These three 

types will be discussed, analysed and evaluated. But despite all these 

various types of research design, there is no one best approach or design 

methodology for all types of research. It should be obvious, however, that 

no one type of design is inherently inferior or superior to others. Each type 

does a particular job and should be selected according to the nature of the 

issue or questions to be addressed; the extent of existing knowledge and 

previous research; the resources and time available and the availability of 

experienced staff to implement the design.(9) 

Case Study. 

The case study involves an in-depth analysis of one or more individuals, 

groups, or organisations. Such analysis may be conducted by participant or 

non-participant observation, interviews, or analysis of documents and 

records. (10) The major value of the case study as a research design is in 

generating insights and propositions. (11) In this study, for example, some 

of the variables that seem to be linked to managers job satisfaction will be 

identified. Despite its value and contribution the case study has the 
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following limitations: 

First: it does not provide an effective means for testing propositions. 

Second: it does not provide a basis for generalising research findings to 

other cases. 

Third: the case study does not lend itself to an analysis of antecedent 

conditions and consequences of the organisational behaviour 

under study. 

Fourth: it takes a well-trained and objective researcher to make the 

observation of the data. Too frequently, researchers see in case 

studies what they want to see. The case study, therefore, 

frequently leading to "self fulfilling" prophecies. (12) Babbie has 

distinguished the case study design from other designs by stating 

" ...... most research aims directly at generalised understanding, the 

case study is directed initially at the comprehensive understanding 

of a single idiosyncratic case". Whereas most research attempts 

to limit the number of variables considered, the case study seeks to 

maximize them. (13) Buchanan has stated that case study design is 

useful for unformulated or new fields of research, for stimulating 

fresh ideas and insights and for suggesting hypothesis for future 

research. ( 14) 

Survey Research: 

Survey research is the main design used in this study. In involves gathering 

data, usually by interview or questionnaire, from a sample of the identified 

population. In this study, a sample of200 top managers was targeted but a 

final response rate of 88.5 per cent was attained. Respondents were 

interviewed and their responses were marked on the questionnaire. Survey 

research allows us to explore the relationships among a large set of 
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variables. Though survey research did not go without limitations. (15) 

They include: 

( 1) Difficulty in getting the cooperation of the sample. In a mail survey 

for example, it was found that no more than 40 to 50% of the 

individuals cooperate with the researcher. Therefore, in the study of 

organisational behaviour it is appropriate to use convenience sample 

rather than a sample chosen scientifically. 

(2) In survey research the researcher depends on the members of the 

sample to give accurate answers. Members of the sample can only be 

asked to give information about objects or events of which they have 

lrnowledge. 

(3) Survey research normally done at one point in time (cross-sectional) 

It cannot, therefore, account for any changes in the variables under 

study. 

(4) The findings of survey research are correlational, such as the 

relationship between education and satisfaction. Thus little can be 

learned about causality. Hence survey design is the predominant 

design in this study, it will be discussed in more detail later on in this 

chapter. 

Experimental Design. 

Experimental design is defined as " .... a design in which the investigator 

creates a situation with the exact conditions he wants to have and in which 

he controls some variables and manipulates others".(16) Despite it being 

used less widely in social science due to its rigid structure that cannot often 

be adjusted to social science research, it is widely used today in social 

psychology, business policy and evaluation research. ( 17) 
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9.4 Research Methods 

Once the strategy of design has been specified, the researcher needs to 

choose the appropriate method to be used in the data collection. There are 

five major research methods that are available to researchers: Interview, 

Questionnaire, Projective Method, Observation, and Organisation Records. 

However, out of these five methods, only two methods were implemented 

in this study. They are: the questionnaire using the personal interview 

method, and the observation. Both of these methods are subsumed under 

the concept survey research which was identified early in this chapter. 

9.4.1 The Questionnaire 

The questionnaire is the main instrument used in the data collection of this 

study. In general, a questionnaire means a list of questions to obtain 

information or opinions of respondents who have been chosen in some 

designated manner. (18) Questionnaire is one of the major data collection 

techniques used in the study of organisational behaviour. It can be sued to 

measure attitudes, opinions, and beliefs of respondents (19) 

9.4.2 The Instrument 

In order to carry out the research, a questionnaire has been developed for 

this purpose by the researcher. (See Appendix O. A sample of top 

managers and administrators from the administered territories of the West 

Bank was chosen. Each of the respondents was asked to fill out the 

questionnaire during a personal interview conducted by the researcher. 

9.4.3 Refining the Instrument 

Prior to the development of the questionnaire an extensive literature review 
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was conducted by the researcher. Several theses and questionnaires were 

reviewed especially questionnaires used by Muna, Sulieman, Hair ct aJ , Ali 

and Swiercz, Likert, Vroom and Yetton, and Badawy. After a thorough 

examination of the relevant literature a questionnaire was constructed and 

submitted to the dissertation supervisor for comments, suggestions, and 

approval. His invaluable feedback and evaluation of the instrument has 

contributed substantially to the final draft of the questionnaire. Afterwards, 

five persons considered to be specialists in the field of research teaching and 

questionnaire construction were consulted. Their comments and criticisms 

were studied carefully and greatly helped in the development of the final 

form of the questionnaire. To ensure simplicity, directness and familiarity 

of words to respondents and clarity and specificity of measures and 

indicators, the English version of the questionnaire was pretested by asking 

20 persons all of whom are managers in Glasgow to answer the 

questionnaire. All of these managers were in the age group between 30 to 

39 years and were met during an executive MBA course while pursuing 

their first degree level at Glasgow University. 

Based on their suggestions and comments the questionnaire was again 

modified and altered as appropriate. Minor modifications in wording were 

made accordingly. 

Prior to the actual administration, the questionnaire was translated into 

Arabic, the native language in the West Bank, by two experienced Arabic 

and English teaching university lecturers in the West Bank. However, due 

to the closure ofuniversities by the Israeli Military Authorities, the lecturers 

were consulted in their homes. The Arabic version of the questionnaire was 

translated into English again to ensure that no misunderstanding has 
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occurred in the translation from English into Arabic and to identify potential 

cultural biases. Few problem areas were identified and the final draft of the 

questionnaire was pretested on 20 university faculty members and 

administrators at An-Najah National University as a final quality check. 

The coding of the questionnaire was performed with the help of two 

computer programmers from An-Najah National University, Nablus, and 

Hebron Polytechnic Institute, Hebron. 

9.4.4 Questionnaire Components 

The questionnaire used in this study was a combination of both the closed 

and open ended questions. Closed-ended questions are easy to ask and 

quick to be answered; they require no writing by either respondent or 

interviewer, and their analysis is straightforward. Their major" drawback is 

that they may introduce bias, either by forcing the respondent to choose 

from given alternatives or by making the respondent select alternatives that 

might not have otherwise occurred.(20) Open-ended questions on the other 

hand are not followed by any kind of specified choice, and the respondents' 

answers are recorded in full. The virtue of the open-ended question is that it 

does not force the respondent to adapt to preconceived answers. 

Having understood the question, one can express one's thoughts freely, 

spontaneously, and in one's own language. Open-ended questions are 

flexible; they have possibilities of depth, they enable the interviewer to clear 

up misunderstandings, and they encourage rapport. However, open ended 

questions are difficult to answer and still more difficult to analyse. (21) 

Because of the nature of the research, being an exploratory study, most of 

the data collected has been based on nominal and ordinal level of 
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measurement. The questionnaire starts with a cover letter stating the nature 

of the research and its purpose and other personal information. Beside the 

cover letter, the questions were grouped into six major categories: (See 

Appendix 1). 

Background information about the managers. 

Managers and their environment. 

Manager relationships. 

Managers attitudes, beliefs and culture. 

Managers needs. 

Managers degree of satisfaction. 

9.4.4.1 Cover Letter 

The first page of the questionnaire contained an introductory letter as to the 

nature of the research and its purpose and other personal information about 

the researcher. The letter contained a written assurance that respondents 

answers will be regarded as confidential and would only be used for 

academic purposes. 

9.4.4.2 Bac~round Information 

This part of the questionnaire contained three sections. The first section 

included questions that led to information about respondents such as their 

age, sex, education, marital status, number of dependents, place of birth, 

languages spoken and career patterns. The second part contained 

organisational variables like size of organisation, age of firm, kind of 

business, and number of females employed. The third section included 

questions that led to information about the managers way of obtaining their 

present jobs, weekly working hours, fathers occupation, affiliation with 

professional and organisational bodies, discussion of issues other than 
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work matters with subordinates, and feelings about present jobs. 

9.4.4.3 Managers and Their Environment 

This section deals with managers and their working environment. 

Managers were asked about the main exonenous and endogenous pressures 

they encounter. They were also asked about their degree of nervousness at 

work, various attributes expected of them, ways of handling functional 

problems, subordinates fear, and about their decision making styles. 

9.4.4.4 Managers Relationships 

In this section managers were asked about their interpersonal relationships. 

They were asked about their attitudes towards mediation, nepotism and 

bribery. Questions that lead to infonnation about employee loyalty and 

perceptions of the reasons for managers success were all placed in this 

section. 

9.4.4.5 Managers Attitudes, Beliefs and Culture 

This section was divided into two parts. The first deals with managers 

attitudes toward time, life insurance, working women, business technology 

and automation, and prevailing customs and traditions. The other contained 

questions about managers attitudes and beliefs. These questions contained 

several statements that will measure respondents attitudes and beliefs 

towards certain managerial functions and themes using a five point Likert

type rating scale ranging from "strongly agree" to "strongly disagree". 

9 .4.4.6 Managers Needs 

In this section managers were asked to indicate the degree of importance 

they attach to five major needs using a five point Likert-type rating scale 
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ranging from ''utmost importance" to "no importance". 

9.4.4.7 Managers Satisfaction 

This final part of the questionnaire was intended to measure the respondents 

degree of satisfaction with the same needs prescribed using a five point 

Likert-type rating scale ranging from "very satisfied" to "very dissatisfied". 

In the last two questions of the questionnaire respondents were asked to add 

anything on their minds that they felt should be mentioned. They were also 

asked if they would like their names being mentioned in the thesis. Those 

who responded by saying "Yes" were asked for their full names and the 

way they would like them to appear. 

9.5 The Sample 

The findings of this research are intended to be generalised to all of West 

Bank managers and administrators. In order to ensure representativeness, 

respondents were selected from all of the six major districts in the West 

Bank. The districts are: Hebron, Bethlehem, Jerusalem, Ramallah, 

Nablus, Jenin and Tulkarim. The following map shows the location of 

these districts. The sample was designed to include respondents from all 

public sectors in the occupied West Bank as well as top managers who are 

working in business organisation in the private sectors in all the districts. 

The targeted sample was 200 top managers and administrators, but due to 

unforeseen difficulties in arranging interviews and in obtaining the 

cooperation of respondents, as a result of the unstable political situation in 

the region, a final sample of 177 respondents (88.5%) was achieved. A 

sample of this size is regarded as very representative taking into account the 

Palestinian Intifada in the occupied territories which resulted in the closure 
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of many private businesses and manufacturing industries as well as the call 

for the resignation of some administrators in the public sectors (civil 

administration). To obtain lists of subjects, the researcher contacted City 

Chambers of Commerce and trade unions in the West Bank. The YeHow 

Pages of the West Bank Telephone Directory were also consulted. To 

ensure representativeness for each district, systematic random sampling was 

utilised in obtaining names of respondents and companies to be interviewed 

in each district. 

9.5.1 In the Field 

The researcher left for the West Bank in March 1988, almost four months 

after the beginning of the Palestinian uprising. Then a period of almost two 

months was spent on the translation, printing and final preparation of the 

two versions of the questionnaire (Arabic and English). The actual data 

collection began in May 1988 just days after the end of fasting for the month 

of Ramadan. The 177 top managers and administrators studied were 

personally interviewed by the researcher. They were interviewed in their 

offices with an average of 45 minutes per interview. Each respondent was 

asked to choose the language of the interview, very few subjects chose the 

English language. All interviews were pre-arranged and yet there were 

moments of paranoia that caused unamicable behaviour and suspicions. In 

fact, some respondents asked to skim through the questionnaire before 

being interviewed. 

The interviews were pre-arranged due to the nature of the subjects being 

professional people. Both the direct and indirect interviews were used. In 

direct interviews, the researcher asked the questions from a predetermined 
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set of questions in a multiple choice fashion. For example, subject was 

asked: How do you feel about your job? How often do you feel nervous at 

work? He then was asked to respond with one of the following: very 

satisfied, satisfied, neither satisfied nor dissatisfied, dissatisfied and very 

dissatisfied. And for the question about nervousness, he was asked to 

respond by choosing one of the following answers: always, usually, 

sometimes, seldom, and never. 

Consequently in the non-direct interview the researcher asked the 

respondent to answer a series of questions with no predetermined set of 

responses. For example, the subject was asked "What are the three main 

internal pressures you face in your work?". The subject was then asked to 

furnish his own response in his or her own words. In both cases of 

interviews, all responses were marked verbatim and visible to interviewees. 

At the end of each interview further comments and impressions were 

recorded in the absence of respondents. 

The survey was completed by the middle of December 1988. This period 

was longer than the researcher had expected. But it is understood in light 

of the political instability in the region, and the circumstantial difficulties 

which were encountered by the researcher throughout the data collection 

period. 

9.5.2 Reasons for Using the Personal Interview Method 

In survey research there are three major methods that can be used to elicit 

information from respondents: The personal interview, the mail 

questionnaire, and the telephone survey. However, the following section 

will outline the main reasons for using the personal interview style in 
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collecting data for this particular research:(22) 

First and foremost, the basic objective of the study is to present a 

comprehensive understanding of West Bank managers attitudes and 

behaviour. To achieve this objective the researcher must acquire a 

broad body of knowledge and understanding of managers. This 

method best fulfills this need. 

Personal interview usually yields a high percentage of return, for 

most people are willing to cooperative. (Maximise the response rate). 

To yield an almost perfect sample of the general population because 

practically everyone can be reached by and can respond to this 

approach. 

To obtain more accurate information. The presence of the interviewer 

will provide an opportunity to clarify questions concerning the 

purpose, technique and method of response to the questions. 

To collect supplementary information about the informant's personal 

characteristics and environment that is valuable in interpreting results. 

To control which person answer the questions. 

The personal interview may take long enough to allow the 

informant to become oriented to the topic under investigation. 

Questions about which the informant is likely to be sensitive can 

be carefully sandwiched in by the interviewer. 

To adopt the language of the interview to the ability 

and educational level of the interviewee. 

The personal interview was adopted to overcome problems associated 

with the communication system in the West Bank (telephone and 

postal services). 

The personal interview was also adopted because of its advantage in 
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allowing for observation. In many cases, in this study, the 

mottos, slogans, wall signs and plaques of many firms were quoted 

verbatim by the researcher. 

Despite all these advantages, personal interviews can have the following 

drawbacks:(23) 

I The transportation costs and the time required may make the 

personal interview method not feasible. 

2. The presence of the interviewer may influence managers responses 

by making them more sensitive to answering certain issues as a 

result of being known to the interviewer. 

3. Unless the interviewers are properly trained and supervised, 

the data records may be inaccurate and incomplete. 

4. The personal interview usually takes more time than the 

telephone interview. 

5. Interviewer bias - personal interviews sometimes leave room 

for personal influence and bias of the interviewer(24). 

6. Lack of anonymity which the mail questionnaire typically 

provides. Respondent may feel threatened or intimidated by 

the interviewer, especially when the topic or some of the 

questions are of a sensitive nature. (25) 

9.5.3. The Mail Questionnaire 

Mail questionnaires can be considered as an impersonal survey technique. 

However, despite its various advantages of lower costs, reduction in 

biasing error, greater anonymity, and accessibility, this method was not 

used to elicit information for this particular study for the following reasons: 
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(a) Low response rate. 

(b) No opportunity for probing. 

(c) No control over who fills out the questionnaire. 

(d) Communication systems in the West Bank such as the mail and 

telephone system are so poor, especially during the uprising. In 

addition, the absence of complete and correct mailing addresses 

for the managers in the sample, and administrators in various 

organisations, as a result of the substantial change that took place in 

recent years. 

9.5.4 The Telephone Interview 

The third method which can be used to elicit information from respondents 

is the telephone survey. Telephone survey can be characterised as a 

semipersonal method of collecting data. (26) Not too long ago, telephone 

surveys were viewed with scepticism or outright distrust. Some texts 

explicitly warned their readers to avoid this method. (2 7) More recently, 

however, telephone surveys have gained general acceptance as a legitimate 

method of data collection in the social sciences. But beyond the obvious 

advantages of cost and speed, and high response rate than the personal 

interview, this method of data collection was not the researcher's choice due 

to the following reasons: 

1. Poor telephone system in the West Bank. For example, just two 

months ago, the City ofJenin, north of the West Bank was connected 

to the manual operator or what is called manual trunk. Any phone call 

to Jenin has to go through this manual operator. Being connected to 

such an operator makes calling inconvenient and sometimes 
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impossible. 

2. The Israeli major telephone company, Basic, which is in charge of all 

telephone services in Israel and the occupied territories is so slow in 

making telephone repairs in the administered territories. In some 

cases telephone lines in the occupied territories remain out of order 

until an approval for repair is granted by the civil administration within 

the district. To illustrate this let us take the following observation as 

being observed by the researcher. "When Basic employees (Israelis) 

are out on work mission in the West Bank, they are always 

accompanied by Israeli armed guards. The presence of the soldiers 

therefore makes these employees more vulnerable to attacks from 

masked youths and rock throwers who are called upon by the Unified 

National Leadership of the uprising to destroy all the occupiers 

property and resources with all means". 

3. Some telephone lines and telephone poles were deliberately cut off and 

chopped down by Palestinian striking forces in order to make it 

impossible for informers to contact the Israeli Military authorities. 

This happened in Alia hospital, the biggest government hospital in 

Hebron, which had its telephones cut off for almost a week during the 

data collection period. According to hospital sources, Palestinian 

masked youths stormed the hospital one night. They drew the 

outlawed Palestinian flag and other national slogans on the walls of 

the hospital, and have changed the name sign of the hospital from Alia 

to Dalal Al Mugrabi, a Palestinian female who died while on a 

suicidal mission in Palestine. Prior to commiting this act, it is 

believed that youths had cut off all telephone lines in the premises so 

as to make it impossible for informers to contact the adjacent Israeli 

military headquarters. 
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9.6 Scopes and Limitations of the Study 

The reader should realise that a sUlVey of this nature can only be carried out 

in the occupied West Bank under tremendous difficulties not normally faced 

by a social scientist. (28) This section will outline the main difficulties that 

were faced by the researcher while conducting the fieldwork. These 

limitation are two fold: first, limitations resulting from the current abnormal 

situation prevailing in the West Bank; and second, limitations resulting from 

the technique itself. Each of these classifications will be discussed and 

verified. 

9.6.1 Limitations Resulting from the Current Abnormal Situation 
Prevailing in the Occupied West Bank 

As mentioned earlier, conducting research in the occupied West Bank is 

difficult. The severe measures taken by the occupation as well as the 

ongoing Intifada have made the task of researchers even harder. For 

instance, the research was interrogated at gunpoint before being turned 

away from the Graduates Union Research Centre in the city of Hebron, 

south of the West Bank. Such intimidation is not normally experienced by 

other researchers in other parts of the world. Apart from intimidation, the 

researcher had to face many other problems. 

1 . The short working hours and the closure of many manufacturing 

industries as well as the calls for the resignation of some 

administrators in the public sector (Civil Administration). As a result 

all intelViews were conducted in the day time. It is worth noting that 

during the Intifada, private businesses in the occupied territories are 

not allowed to operate beyond 12 o'clock in the afternoon with some 

exceptions made for major factories. (For more information see 
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Chapter Six on Economy). 

2. The timing of the data collection was very inconvenient. The 

researcher was risking his life by travelling on days of general strikes, 

curfews, as well as going through military checkpoints. On general 

strike days, Palestinian striking forces used to cover the roads with 

ningys and other greasy substance in order to make driving hazardous 

and sometimes impossible. Cars which break the strike are usually 

pelted with rocks and on many occasions Arab cars were firebombed 

as a result of being mistaken for Israeli vehicles. These events made 

the data collection extremely difficult. For instance, the researcher 

remembers walking for almost 10 miles from Hebron to his home 

town because there were not many cars on the road and traffic was 

halted in response to the calls for a general strike made by the Unified 

National Leadership of the uprising. In another instance and in the 

city of Tulkarim, north of the West Bank, the researcher had to rush 

into a nearby house without being able to conduct his interview after a 

fierce battle broke out between the Israeli soldiers and Palestinian 

masked men in which live ammunition was used by soldiers. Apart 

from all this the researcher was always asked to produce his military 

identity card at military checkpoints throughout the West Bank in 

which the soldiers match the names of the cards with a prepared list of 

wanted Palestinians. 

3. The researcher's fear of being labeled as a collaborator with the 

authorities because he went into government offices which the 

leadership of the uprising called for boycotting by all means. Such 

accusation would put the life of the researcher at risk and make a dent 

in his honour which is of utmost value and concern to him. As 

mentioned earlier, honour is so important to the Arabs to the point that 



209 

in 1968 the fear of dishonouring the family by Israeli soldiers, and 

threats, was the primary factor behind the Palestinian exodus to 

Jordan and neighbouring Arab countries.(29) 

4. The presence of the researcher in government offices put his life at 

risk especially because all government offices were vulnerable to 

Palestinian attacks. 

5. Lack of publications and records in many companies. Publications 

and records were either destroyed or hidden by owners and managers 

because of fear of government raids on companies for tax purposes. 

6. The difficulty in arranging interviews with some managers and 

administrators. Many managers were afraid to cooperate because of 

their suspicions of the motives behind the research despite all the 

assurances being made. Some managers were afraid to cooperate 

because of their fear that the research was politically motivated and 

being sponsored by the Israeli government. Others asked for written 

approval from the Israeli authorities before agreeing to being 

interviewed. Many letters asking for approval were rejected even after 

a postal stamp was glued on at the request of the administrator. (See 

Appendix 3 for a copy). 

7. The closure of all West Bank universities and colleges in addition to 

the closure of the "Arab Studies Society" in Jerusalem. All these 

institutions were ordered to close by Yitzhak Rabin, Israel Defence 

Minister, just two months after the beginning of the Palestinian 

uprising. The closure of these institutions which is still in effect 

today, denied the researcher access to a large amount of literature 

pertaining to the West Bank. Therefore, while in the West Bank the 

researcher depended heavily on the use of Municipal and Public 

Libraries such as the Arab Thought Forum Library in East Jerusalem 
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and other city libraries throughout the territories, in addition to local 

daily newspapers and publications of the West Bank Data Base Project 

(WBDBP) in lersualem. A large amount of literature was also 

gathered from local books shops in the occupied territories. 

8. Business culture in the West Bank is a conservative one. Managers 

do not reveal everything on their minds. In many companies, 

employees are asked to sign a secrecy contract before taking on the 

job. (See Appendices 4 and 5). 

9. Top administmtors in the public sector are still attached to the military 

governor within the district (Civil Administrtion) from whom they get 

their orders and directions. As a result they are normally afraid to 

pass on information because they do not want to be held responsible. 

Therefore, and as a condition for their cooperation, these 

administrators insist that written approval must be obtained from the 

Israeli authorities beforehand. 

9.6.2 Limitations Resulting from the Research Techniques 

Adding to these problems there were other limitations of a different nature. 

Such limitations resulted from the technique used. They include: 

(a) Limitation of questionnaire type research (lack of opportunity to 

probe, and imposition of special indicators and excluding others). 

(b) Inferential analysis - what managers actually do might be 

different from what they claim to be doing. The researcher had no 

choice but to accept the information provided. 

(c) Interviewer presence may cause subsequent possible bias in 

response.(30) On many occasions respondents say what they think 

will please the researcher. 
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(d) The study was restricted to top managers and administrators thus 

eliminating other important constituencies such as middle 

managers and employees. 

(e) The study was confined to the West Bank thus excluding the Gaza 

Strip which is also part of the occupied Palestine and is under Israeli 

control. 

9.1 How Were These Problems Tackled? 

It is important for the reader to realise that some of the problems outlined are 

out of the researcher's control while others can be tackled or even 

minimised in influence. Apart from the written cover letter of the 

questionnaire, the researcher always introduced himself to respondents in a 

friendly manner. The researcher used to explain to the respondent in a 

friendly and polite way, the purpose of the study, the method of selecting 

respondents, and the confidential nature of the interview. After a friendly 

atmosphere was established suspicions of the researcher and his identity 

were abolished and on several occasions the researcher received the 

blessings and prayers of interviewees, such as "May Allah protect you and 

make you succeed". Moreover and in order to ease respondents fear and 

suspicion of the survey, the researcher used to present the respondents with 

a written letter from the supervisor of the research at Glasgow University. 

which was made out by the supervisor for the researcher at the latter's 

request. In many cases respondents retained a copy of the supervisor's 

letter for their records and for future needs which may arise. (For a copy of 

the letter see Appendix 6). 

9.8 Computation and Data Analysis 

All of the data collected undelWent different processes of computer analysis. 
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However, it is worth noting that the implementation of the proper statistical 

technique for any set of data will depend to a large extent on the types of 

variables (dependent and independent), the various levels of measurement 

used and the ratio scales in the research. 

For the purpose of this study and because it is an exploratory one, the 

questionnaire was designed with maximum care so as to obtain the largest 

amount of data suitable for the purpose of the study. All the data collected 

underwent different processes of computer analysis. Concrete assistance as 

to the proper statistical technique to be used was sought from colleagues at 

An-Najah National University, Computer and Statistics Departments. As a 

result of the closure of West Bank Universities, they all were consulted in 

their homes. Equal assistance was also provided by staff at Glasgow 

University, Computer Centre (advisory) and Statistics Department. Once 

the data had been coded and processed, various statistical programmes were 

designed in order to obtain some descriptive statistical measures, such as the 

frequency distribution, the percentages and the mean scores (X). 

As for the statistical technique for testing the degree of association between 

the personal characteristics of respondents and other variables, and between 

various questions, the cross tabulation tables, Cramer's V and the Chi

square test of association (X2) were implemented. 

In order to find out which of the independent variables account most for the 

differences in managers attitudes and beliefs, a rather more sophisticated 

statistical technique, Multivariate Data Analysis (MDA) was performed. 

This technique is considered an appropriate type of profile analysis and an 
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analytical predictive technique. All in all, these various statistical techniques 

were carried out with the use of the Statistical Package for Social Sciences 

(SPSSx) at Glasgow University, which is designed to provide researchers 

with comprehensive procedures of data analysis which are applicable to the 

analysis of data in social sciences research. 

9.9 Summary 

This chapter has provided us with an analysis of six major sections: the 

objectives of the study, the major types of research design, the research 

methods used, the instrument, the achieved sample, and finally the data 

collection process. Some of these sections were analysed, discussed and 

evaluated in terms of their advantages and disadvantages, and in terms of 

their contributions, links and connections with other types. The types of 

research design were analysed with the emphasis being put on the survey 

research. Survey research includes methods such as personal interview, the 

mail questionnaire, and the telephone survey. This chapter has shown that 

no one type of design is inherently inferior or superior to others. Each type 

of research design does a particular job and should be selected according to 

the nature of the issue or question to be discussed. However, when 

collecting information and regardless of the technique used, the collector 

must first decide what facts are needed to be obtained. These facts must be 

those that are necessary to the solution of the problem under study, and they 

must be set forth as a specially written statement, which describes and 

explains exactly the information required. Fact finding should always be 

accomplished by the techniques that are most efficient in the light of the 

problem under investigation, and the time and financial limitations involved. 
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To this date Palestinian Arab managers in the West Bank have been virtually 

ignored as a topic of study. One of the main reasons for the paucity of such 

studies is the difficulty in studying and drawing conclusions about people 

who are under occupation. The occupation has made it tremendously 

difficult for researchers and anthropologists. Intervening variables, such as 

the effects of military force(s) and occupation on the life of people and 

researchers should be taken into account when studying the West Bank. 

Ata, in his study on the Palestinian family on the West Bank was angry to 

find out that seventy-five completed questionnaires were confiscated from 

one interviewer, thus reducing the sample of his study from 1000 down to 

925. Another interviewer was interrogated at a gunpoint before being turned 

away from a refugee camp without being able to complete his survey. (1) 

The West Bank as part of the Middle East represents a strategic area of 

management practice. When dealing with the Arabs one should have a clear 

knowledge and perception about the Arabs value systems, customs, 

traditions, expectations, sensitivities and perception of themselves and of the 

world around them. 

This chapter aims to give a clear description of the subjects as well as of the 

firms under study. More specifically this chapter will give a thorough 

description of the managers sampled. Such description includes their age, 

sex, marital status, place of birth, educational achievements, length of 
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service, number of languages they speak, and manager's father's 

occupation. As for the firms covered in the study, the description includes 

information such as firms size, age and type classification. 

10.2 Managers Characteristics 

The first section of this chapter attempts to give a better understanding of the 

characteristics of managers involved in the survey as already outlined. 

10.2.1 Managers Age 

The top managers participating in the survey are employed in different 

organisations. Table 10.1 presents a brief profile of their age. 

Table 10.1 Managers Age 

N = 177 
Frequency % Frequency 

Less than 30 years 21 11.9 
30 to 39 years 38 21.5 
40 to 49 years 51 28.8 
50 to 59 years 38 21.5 
60 years and over 29 16.4 

TOTAL 177 100.0 

Mean 45.2 STD Dev. 12.57 

The table shows that more than 50 per cent of the total population are 

between 30 and 49 years of age with more than 28 per cent falling between 

40 to 49 years of age. The minimum age of participants is 19 years while 

the maximum age is 76 years. The average age of Palestinian managers 

surveyed is 45.2 years. The maximum age as shown indicates that the older 

generation of the West Bank managers retire very slowly due to the nature of 
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the West Bank businesses with many being family owned, and due to the 

Arabs respect for age, and due to the absence of national government and 

comprehensive retirement plans. One should not be surprised, however, to 

notice that 21 managers are under the age of 30 years. 

The head of the family in the West Bank as it is in most of the Arabs 

business culture is the chief executive of the business unit. The eldest son is 

next in the firm's hierarchy. The survey has indicated that 35 per cent of the 

subjects involved are owners of their firms. Muna in his study on the Arab 

executive has demonstrated that the typical executive manages a business 

firm, often one that has been his family for many years; or he heads an 

organisation that he has recently been created.(2) 

The findings of this study differ from the findings of other studies such as 

the study on Saudi Arabia managers as conducted by Ali and Swiercz. In 

their study they have found that out of 83 managers interviewed 71 per cent 

were between the age of 30 to 49 years while in this study and out of 177 

managers interviewed 50.3 per cent were between the age of 30 to 49 

years.(3) 

10.2.2 Place of Birth 

Where do West Bank managers come from? Where are they born? It is 

worth mentioning that in 1980, the total West Bank population was 

distributed into 64.5 per cent rural dwellers, 25.5 per cent urban settlers, and 

10 per cent residing in refugee camps.(4). Table 10.2 shows that more than 

90 per cent of the managers participating in the study were born in the 

occupied West Bank and Gaza. It also shows that 4 per cent of the 
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managers were born in the occupied Arab land of 1948. The remaining 

subjects are divided equally among Arab countries and South America. It 

was found that two managers were born in Jordan. One manager was born 

in Egypt, while the fourth manager was born in Lebanon. As of South 

America, it was found that one manager was born in Chile and three 

managers were born in Ecquador. 

Table 10.2 Place of Birth 

N = 177 
Place Frequency % Frequency 

West Bank 157 88.7 
Gaza Strip 5 2.8 
Arab Countries 4 2.3 

Occupied Arab Land (1948)* 7 4.0 
South America 4 2.3 

TOTAL 177 100.0 

* Occupied Arab Land (1948) has been formally annexed to Israel shortly 
after the takeover. Palestinians in these lands have Israeli passports. They 
do have the right to vote and run for Israeli election. 

One can notice here the fact that the percentage of managers from Gaza Strip 

is so meagre. This can be attributed to travel restrictions within the 

territories especially between Gaza and the West Bank. Despite being 

occupied by the same occupiers and despite being one country (Palestine) 

though Gaza was under different regime (Egypt) while the West Bank was 

under Jordan, the Israeli government issues two different types of identity 

cards and licence plates to the Palestinians of these two parts of the 

territories. 
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10.2.3 Sex 

As can be seen in Table 10.3 the extreme majority of the managers surveyed 

are males. Only 7.3 per cent of the managers are females with the majority 

being in the educational sector and many holding positions in government 

social affairs and community service departments. The findings are not 

surprising because most of Arab societies are male dominated ones 

particularly in Moslem dominated societies like the West Bank. 

Table 10.3 Sex 

Male 
Female 

TOTAL 

Frequency 

164 
13 

177 

N = 177 
% Frequency 

92.7 
7.3 

100.0 

To Arabs the superiority of males over females has been explained by 

modem conservative writers as due not only to the fact of economic 

dependancy, but also to basic pervasive differences between males and 

females which are biological, psychological, intellectual and physiological in 

nature.(5) They exist because God has created humanity of two kinds, male 

and female. Ifhe did not have specific roles and requirements for them he 

would not have created them differently. For women to seek roles 

inconsistent with those designed for them is seen as a rebellion against 

God's will. Religious parameters on women's rights, however, have 

placed the Muslim women in a special position. For although her rights of 

inheritance are guaranteed, she only inherits one-half of the portion of the 

male. (6) The duty of obedience to the husband used to be impressed on the 
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wife during the wedding ceremony where she learned that he is her Lord.(7) 

She was to treat him with respect, kissing his hands on special occasions 

such as feastdays.(8) The Muslim man has the right to marry more than one 

wife and not vice versa. He has the right to divorce his wife while the 

female may have the right to divorce her husband only under very strict 

conditions, including a clause in the marriage contract giving her the right to 

do so.(9) 

In Arab Muslim societies the stigma that divorce brings to women, their 

families as well as the whole hamula (an aggregate of extended family) 

makes many women accept contentment through obedience and gentleness in 

service. Arabs perceive women as being weak and easily deceived thus any 

contact between males and females is dangerous and may eventually lead to 

sexual relations. In fact one businessman went on to say "Males and 

females are like gas and fire, they should be kept far apart". 

The subject of femininity and masculinity has been widely studied by Brown 

(1981), Hofstede (1983), thaI and Cateora (1979), Adler (1984), Izraeli and 

Others (1980). They all have different views on female workers and 

executives. But to quote a few, it has been found that Brown in her study 

on women managers in the United States of America, has pointed out that 

barely 1 % of top managers are women. (10) She also found that the 

percentage of female managers is still smaller than that of men: 15 % of the 

male labour force now hold managerial jobs whereas only 6% of females 

do.(1l) Humphrey was quoted by Izsraeli, 1980, as saying "One of the 

richest underutilized resources in America is the talents of its women".( 12) 

10.2.4 Marital Status 

Table 1 0.4 indicates that 88.7 per cent of the subjects are married. Only 
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10.2 per cent of the managers are single. The findings are not surprising 

because early age at marriage has been considered normal within the 

Palestinian society. The parents fear of their daughters possible involvement 

in sexuaVemotional relationships has for a long time been a strong preventive 

social force. (13) Ata, in his study on West Bank Palestinian family has 

found that the mean age at marriage for the Palestinian male is 23.6 years, 

and the female average is 19.6 years. Though he has found that the 

youngest males in the sample married at the age of 14. This finding is 

corroborated by the following observation as given by the researcher: 

" .......... while collecting data in the West Bank, I was invited to a 

wedding lunch. After lunch, the visitors as well as myself asked 

the father of the groom if we could meet the groom just to con

gratulate him and to wish him the best for the future .After waiting for 

more than 10 minutes we were surprised to find that the groom was 

unavailable because he was playing the marble game (childrens' game) 

with some of the neighbours kids". 

Table 10.4 also shows that 1.1 per cent of the sample are divorced. This is 

a very low divorce rate but is considered quite normal in Muslim Society. 

Hence Islam discourages divorce even though it is not forbidden. In Islam 

when one gets married, he only then completes the second part of his faith. 

The first part of the Muslim faith is considered to be the fulfilling of the five 

pillars ofIslam. 
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Table 10.4 Marital Status 

N = 177 
Frequency % Frequency 

Single 18 10.2 

Married 157 88.7 

Divorced 2 1.1 

TOTAL 177 100.0 

10.2.5 Number of Children 

It has appeared from Table 10.5 that 36.7 per cent of the married sample 

have 4 to 6 children. This family size is considered to be a moderate size of 

family. The mean number of children in the survey sample is 3.5 children. 

Table 10.5 Number of Children 

N = 177 
Frequency % Frequency 

o children 36 20.3 

Less than 3 children 54 30.5 

4 to 6 children 65 36.5 

7 children and more 22 12.4 

TOTAL 177 100.0 

Mean 3.50 children STDDev. 2.7 

Minimum .000 Maximum 12.0 

The table indicates that 30.5 per cent of the married managers (married 

includes those being divorced either being male or female) have less than 3 

children which is considered to be a small sized family. Ata, in his study on 
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the West Bank Palestinian family has indicated the mean number of children 

per family at 4.7 children which is considered to be slightly higher than the 

average mean found in this study. This can be attributed to the type of 

subjects interviewed. Demographers have indicated that the fertility rate is 

associated negatively with the increase in income, education, and 

ambitions,(14) The study has also indicated that 12.4 per cent of the sample 

of married managers have more than 7 children with a maximum of 12 

children in some families. Having a big family of this size can be attributed 

to four main aspects: one - patriotic reasons. Palestinians on the West Bank 

want to outnumber the Israelis. They want to offset those being lost in 

wars. Second, religious reasons. Islam encourages Muslims to have more 

children. Third, protectionism and social security. Arab parents resemble 

their children to an army. The more the children, the bigger the size of the 

army will be. From early childhood, an Arab child is taught as a member of 

the extended family, to be responsible for his blood relations. Arab parents 

consider their children to be as body guards. Fourth, polygamy. Polygamy 

is still widespread among Muslims and mainly among peasants. 

10.2.6 Educational Achievement 

Managers participating in the survey were employed in a variety of 

companies and organisations. Table 10.6 shows that Palestinian managers 

have a diverse educational background. In West Bank businesses university 

graduates occupy very important positions in management. They constitute 

67.8 per cent of all managers interviewed. The table shows that 14.7 per 

cent of managers have completed high school (12 years) whilst only 7.3 

have graduation from vocational schools which extends usually from six 

months to two years after high school. Only 10.2 per cent of the managers 

interviewed have not completed high school, though all of them are literate. 

Figure 10.1 summarises the findings. The results clearly attest the 
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importance of education to the Arabs. Today, Palestinian students are 

dispersed all over the world in order to enhance and further their education. 

Table 10.6 Educational Achievement 

N = 177 
Level Frequency % Frequency 

Preparatory School 18 10.2 
Secondary School 26 14.7 
Vocational school 13 7.3 
University 120 67.3 

TOTAL 177 100.0 

Palestinians place a lot of respect on education and educators. In fact it was 

found that the number of female university graduates among Palestinians is 

higher than that among other Arabs.(1S) Palestinians view education as a 

weapon which can be used in fighting the enemies. The loss of property in 

Palestine enhanced the Palestinians feeling that education is a better 

investment, a permanent possession that can not be usurped by alien 

colonizing forces. Furthermore, education became an avenue of liberation 

from dependency, from poverty, hunger and want. Despite the high 

percentage of university graduates, Palestinian executives in the West Bank 

do not need to have university degrees in order to manage or to establish an 

organisation, a case which is totally different from the Swiss, where a man 

is required to obtain a diploma from a school of commerce before 

establishing himself in business. While in France, for example, all that is 

required for a man to start an organisation is that he has not been convicted 

as a criminal. (16) 
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10.2.7 Field of Study 

Table 10.7 shows that among University graduates, the largest contingent 

31.1 per cent of all graduates is made up of graduates majoring in business, 

commerce and accounting with the majority of this percentage 21.5 

specialising in management. The second largest group is that of graduates of 

the faculty of Arts, constituting 14.1 per cent with the majority 10.7 per cent 

specialising in literature. From this study one can conclude that 67.8 per 

cent of the top management positions are held by university graduates. It 

appears from the table that Palestinian education is geared more toward the 

social sciences and literature, with little emphasis being put on technical 

education, a problem which has been felt by many of the managers 

interviewed. Management education in the West Bank does not have a very 

long history though it has gained wide acceptance. Most of West Bank 

universities were established after 1967. Three major universities on the 

West Bank have added management education to their curriculum. These 

universities are: An-Najah National University {Nablus}, Birzeit University 

(Birzeit-Ramallah), and Bethlehem University (Bethlehem). The biggest 

business department is located at An-Najah National University where the 

researcher has been teaching for more than six years. Professors and 

instructors are sent to America and European universities for retraining and 

development, and a large amount of foreign educational materials are 

purchased. At the present time most universities and colleges of economics 

and administrative sciences offer only regular undergraduate courses in 

management. 
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Table 10.7 Field of Study 

N = 177 
Field Frequency % Frequency 

o degrees 18 10.2 
Business and commerce 55 31.3 

Arts 25 14.1 
Science 18 10.2 
Engineering 14 7.9 
Medicine, nursing and 

medical laboratories 13 7.3 
Law and Islamic Studies 12 6.8 
Agriculture 8 4.5 
No response 14 7.9 

TOTAL 177 100.0 

10.2.8 Managers Training 

The research analysis of the data show that only 106 managers, 59.9 per 

cent attended training programmes in their working careers. As for the place 

of training, the results indicate that 35.8 per cent of the managers attended 

training programmes inside the West Bank, 27.3 per cent in the United 

States and Europe (Britain, Italy, Holland, and Austria), 25.4 per cent went 

to Arab countries like Jordan, Egypt, Lebanon, Saudi Arabia, Syria and 

Kuwait, while 11.3 per cent were trained inside Israel. (See Table 10.8). 



Table 10.8 Place of Training Programme 

Place 

West Bank 
United States and Europe 
Arnb Countries 
Israel 

Total Managers Attended 

Frequency 

38 
29 
27 
12 

106 

10.2.8.1 Nature of Training Programme 

Percentage 

35.2 
27.3 
25.4 
11.3 

100.0 
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The data analyses show that 60.3 per cent of the managers attended training 

programmes in business administration, 17.9 per cent in higher education 

development, .07 per cent in engineering and drawing, while the remaining 

managers 14.1 per cent attended training programmes about sheep farming, 

weaving, laboratory work and maintenance. (See Table 10.9). 

Table 10.9 Nature of Training Course 

Type of Programme Frequency PerCentage 

Business Administration 64 60.3 
Higher Education Development 19 17.9 
Engineering and Drawing 8 .07 
Others 15 14.1 

Total Managers Attended 106 100.0 

10.2.8.2 Length of Training Programme Attended 

The results in Table 10.10 show that 48.1 per cent of the managers attended 

training programmes which lasted less than three months, 30.2 per cent of 

the managers attended training progrnmmes which lasted between three to 

six months, while 21.6 per cent attended training programmes which lasted 

more than six months. 
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Table 10.10 Length of Training Programme Attended 

Length of Programme Frequency Percentage 

Less than 3 months 51 48.1 
3 to 6 months 32 30.2 
6 months or more 23 21.6 

TOTAL 106 100.0 

10.2.9 Number of Languages Spoken by Managers 

The native language in the West Bank is Arabic. Though many businessmen 

are bilingual. In fact few subjects chose the English language for the survey 

interview. Table 10.11 shows that more than 90 per cent of the managers 

interviewed speak more than one language. The majority of them speak an 

additional language as well as their mother tongue (Arabic). More often it is 

English. The findings also show that 32.8 per cent of the total sample 

speak more than two languages. Many of the managers speak English, 

French or Spanish. The past two decades have shown a substantial 

increase 

Table 10.11 Number of Languages Spoken by Managers 

N = 177 

Number of Languages Frequency % Frequency 

One language only (Arabic) 16 9.0 
Two languages 103 58.2 

More than two languages 58 32.8 

TOTAL 177 100.0 



231 

in the Hebrew speaking Palestinian businessmen, and today the successful 

manager is fluent in both languages, Arabic and Hebrew. 

Prior to the intifada, Palestinian businessmen used to export some of their 

products to Israel. They speak the language of the Israelis. Israel accounts 

for more than 88 per cent of West Bank imports in 1984, the Israeli market 

absorbed around 60 per cent of the much small West Bank exports.(17) 

The increase in the number of languages spoken can be attributed to several 

factors. First, the formal education system in the West Bank puts a lot of 

emphasis on the English language. Despite the Arabic language being the 

official language in West Bank schools, teaching of English as a second 

language has existed for many decades. Second, many of the managers 

interviewed were educated in English speaking countries like Britain and the 

United States. Third, the British mandate in that part of the world has 

contributed to this matter. In fact many of the older generation of 

businessmen speak English as a second language without even going to 

school or having any type of formal education. Fourth, Arabs strong belief 

that, in order to fight the enemy one needs to speak the enemy's language. 

Today many Palestinians speak fluent Hebrew. Fifth, the mandatory 

teaching of Hebrew and English in Palestinian universities. Sixth, the need 

to learn Hebrew has been widely felt by Palestinians. Hebrew language has 

been imposed on the popUlation. For instance, when visiting the West 

Bank, on can notice that the road signs and the goods and products in the 

occupied territories are bearing three languages: Arabic, Hebrew and 

English. Sixth, the final factor can be attributed to the teaching of Hebrew 

languages free of cost in government vocational schools In the beginning, 

teachers and government administrators were forced to attend such 
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programmes. Some of the Hebrew language programmes offered in these 

vocational schools are especially tailored for businessmen. At the successful 

completion of such programmes, participants are usually awarded special 

certificates offered to them by the Israeli Officer for Labour through local 

Palestinian administrators. 

10.2.10 Father's Occupation 

The influence of the father's profession is very pronounced. 40.1 per cent 

of the managers interviewed were sons of merchants and 18.6 per cent were 

sons of professional people like doctors, managers, accountants, journalists 

and teachers. Table 10.12 shows that 15.3 per cent of the total sample were 

sons of government officials. It is not surprising, however, to notice that 

20.3 per cent of the managers interviewed were sons of farmers. The West 

Bank like any other underdeveloped country, relies heavily on agriculture. 

Olives are still the main crop; their contribution to total production ranged 

between 20 and 50 per cent, depending on weather conditions. (18) There 

are other main crops like citrus, grapes, almonds, apples, bananas, plums, 

peaches and vegetables of all kinds. There has been, however, a certain 

specialisation in products enjoying a market in Israel. Trade across the 

bridge to Jordan and the Arab world still account for the bulk of agricultural 

exports however. (19) To conclude this section it is necessary to point out 

that a small percent, 5.6, of the managers interviewed were sons of 

craftsmen like carpenters, cooks, and bakers, and to say that West Bank 

managers have been influenced by their father's occupation taking into 

account that merchants and some of the professionals are classified as 

managers. 
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Table 10.12 Father's Occupation 

N = 177 

Occupation Frequency % Frequency 

Merchants 71 40.1 

Fanners 36 20.3 

Professionals 33 18.6 
Government Employees 27 15.3 

Craftsmen 10 5.6 

TOTAL 177 100.0 

10.2.11 Length of Service (Tenure) 

Table 10.13 shows that more than 75 per cent of the managers interviewed 

have been working with their present finns for not more than 19 years. They 

have commenced working after the Israeli take over of the West Bank. The 

table also shows that 16.9 percent of the total subjects have been with their 

present finns for more than 20 and less than 29 years. 

Table 10.13 Managers Length of Service 

N = 177 

Length Frequency % Frequency 

Less than 10 years 75 42.4 

10 to 19 years 59 33.3 

20 to 29 years 30 16.9 

30 years and more 13 7.3 

TOTAL 177 100.0 

Mean 12.94 years 
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Only 7.3 per cent have more than 30 years of service with their present firms 

this indicates that the majority of Managers have been hired after the Israeli 

take over. The average mean of the number of years of service for this study 

is 12.94 years which is considered to be half of occupations age. 

10.3 Business Characteristics 

This section of the study will focus mainly on the firms and organisations 

sampled. More specifically, this section aims to give a brief profile of the 

firms participating in the study. It will give a clear description of the firms, 

size age, and type. 

10.3.1 Kind of Business 

The companies and organisation involved in the study range from small to 

large organisations. Table 10.14 gives a clear description of the type of 

businesses in the sample. The table shows that the service sector is the 

largest sector in the sample. The service sector constitutes 53.7 per cent of 

the total sample. The service sector includes businesses like the postal 

services, public works, social affairs and community services, 

municipalities, education and health. In a study carried out by the Israeli 

Central Bureau of Statistics 1985, it was found that the service sector has 

contributed the largest share to the West Bank GDP, ranging between 45 and 

52 per cent during 1968 to 1983. Table 10.14 also shows that 26.6 per cent 

of the organisations covered in the study are in the industrial sector. The 

stagnation of industrial production is reflected in the decline of the 

contribution of the industrial sector to GDP, as indicated above. 

In Jordan, in contrast, the share of industry in total GDP rose from 10.3 per 

cent in 1970 to 22 per cent in 1981.(20) The manufacturing establishments 
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on the West Bank are suffering from severe competition from the relatively 

sophisticated and lavish subsidised Israeli products. 

Table 10.14 Kind of Business 

N = 177 
Kind * Frequency % Frequency 

Construction 2 1.1 
Hospitality (Hotels & Restaurants) 12 6.8 
Insurance 1 o .6 
Manufacturing (Industries) 47 26.6 
Services 95 53.7 
Transport 9 5.1 
Press 6 3.4 
Islamic Wakf 5 2.8 

TOTAL 177 100.0 

* Public = 56.5 per cent Private = 43.5 per cent 

Awartani 1989 has presented several major problems facing farmers and 

industrial manufacturers. He has pointed out that industrial manufacturers 

have to cope with enormous marketing problems, even at the present modest 

levels of output. Most obvious is the fact that Israeli farm produce is 

permitted free entry to the West Bank and Gaza, when trade in the opposite 

direction is subject to stiff restrictions. Another major problem facing 

industrial manufacturers is that Israeli authorities obstruct direct access when 

it does not impinge on any negative way on Israeli legitimate interest. 

Finally, Palestinian exporters cannot sustain fair access to their traditional 

Arab markets if Israeli authorities continue to control the traffic of persons 

and trade across the bridges in accordance with their loosely defined security 

and economic necessities. Awartani went on to add that the imbalance in 
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terms of trade with Arab countries has also been an important obstacle to 

developmend21) There has been no significant expansion of exports 

across the bridge because regulations of League of Arab States Special 

Bureau for boycotting Israel confine manufactured exports to those relying 

on inputs available locally or imported through Jordan. (22) Israel 

regulations bar most imports from Jordan. Industrial exports to Jordan 

almost exclusively therefore of refined vegetable and olive oils, chocolates, 

and building stone and marbles. (23) 

It is worth mentioning that the study has excluded owner operated 

workshops with no employees. One of the most significant development in 

West Bank industries is the growth of the pharmaceutical industry which has 

constituted the most significant development in West Bank manufacturing 

industry since 1967. Most of the shareholders of the nine main 

pharmaceutical companies in the West Bank are doctors who usually 

prescribe their own company's products thereby nullifying the 

competitiveness ofIsrael pharmaceutical products and allowing the industry 

to grow.(24) 

Food, beverages and tobacco are still the main sectors in the West Bank. 

Textile, clothing and leather products are labour intensive industries mainly 

subcontracting from Israeli companies. The construction sector constitutes 

1.1 per cent of the total sample while the hospitality sector makes 6.8 per 

cent of the total sample. The hospitality sectors (which mean hotels and 

restaurants in the study) are mostly found in Jerusalem, with few hotels 

found in Bethlehem, Ramallah and Nablus. As of the press sector there are 

five major Arabic daily newspapers and one English weekly. There are also 

two major magazines. One is politically oriented (AI Bayader Assiyasi), and 
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the other (Abeer) is of a social nature. It focuses mainly on social aspects of 

the Palestinian society. As far as of the ownership, Table 10.14 indicates 

that 56.5 per cent of the subjects work in public enterprises. Only 43.5 per 

cent of the participants work in private firms. This is in contrast to what the 

researcher expected. The researcher was expecting that the response rate in 

the private sector would be higher. But due to unforeseen difficulties and 

due to the intifada, many pricate firms closed down either temporarily or 

permanently. Private firms are the ones who bore the brunt of the intifada. 

They close on general strike days, and they obey the calls of the unified 

leadership of the uprising and as a result the number of participats was 

higher in the public sector. 

10.3.2 Size of Business 

Table 10.15 shows that over 66 per cent of the subjects are working in small 

firms (up to 49 employees). It also shows that 15.8 per cent of the subjects 

are working in medium size firms employing between 50 and up to 99 

workers while only 18.1 per cent work in large organisations particularly 

education, health and industry. 

Table 10.15 Size of Business 

N = 177 
Size Frequency % Frequency 

9 employees or less 31 17.5 

10 to 49 employees 86 48.6 
50 to 99 employees 28 15.8 

100 employees and more 32 18.2 

TOTAL 177 100.0 
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However, some of the large companies in the West Bank include Silvana 

Chocolate and Sweets company in Ramallah, Malheese Shoe factory in 

Nablus, Neiroukh Metal Furniture and Scales company in Hebron, 

Beitsahor Plastics in Beitsahor, Vegetable Oil company in Nablus, AI-Kuds 

Electricity company in Jerusalem, and Jerusalem Cigarette Company 

Limited, Jerusalem. 

10.3.3 Age of Firms 

Table 10.16 shows that less than 42 per cent of the firms involved in the 

study are relatively new being in existence for less than 19 years. It also 

shows that 39 per cent of firms have been in existence for 20 to 39 years, 

whilst 19.2 per cent of the firms are considered to be old being in existence 

for more than 40 years. The first category is the new firm which accounted 

for more than 40 per cent. These firms are less than 20 years old which is 

less than the duration of occupation. From the table it seems that there is not 

much difference in the number of firms being established after the Israeli 

takeover of the West Bank and the number of firms which were established 

Table 10.16 Age of Firms 

N = 177 
Age Frequency % Frequency 

Less than 10 years 36 20.3 

10 to 19 years 38 21.5 
20 to 29 years 37 20.9 
30 to 39 years 32 18.1 
40 to 49 years 12 6.8 
50 years and older 22 12.4 

TOTAL 177 100.0 

Mean 29.65 



239 

during the Hashmite Kingdom of Jordan just prior to the Israeli occupation. 

Before 1967, Palestinians in the West Bank suffered from the policy of 

"lordanisation" of Jordan i.e. the concentration of investments and 

development projects in the East Bank (Jordan) and disregard for the West 

Bank.(25) 

10.3.4 Number of Female Managers Employed (Supervisors) 

Table 10.17 shows that 51 firms are employing less than 5 female managers. 

It also shows that 4.5 per cent of the firms under study are employing 5 

female managers and more. In the meantime 66.7 per cent of the firms 

participating in the study have no female managers on their staff at all. 

Table 10.17 Number of Female Managers by Companies 

N = 177 
Number Frequency % Frequency 

No Female Managers 118 66.7 
Less than 2 Female Managers 41 23.2 
3 to 4 Female Managers 10 5.6 
5 Female Managers and More 8 4.5 

10.3.5 Number of Female Workers Employed 

As compared with female managers, the findings indicate that 27.1 per cent 

of the firms are employing 5 to 19 female workers. Table 10.18 shows that 

26 per cent of the firms are employing less than 5 female workers, whilst 

16.9 per cent of the firms are employing 20 and more female workers. The 

majority of female workers are mainly employed by hospitals, Silvana 

Chocolate and Sweet Company, AI-Sharq AI-Awsat Cosmetic Factory in 

Ram allah , textile and clothing factories in Bethlehem and Beit Jala. In 
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contrast, the majority of female managers, however, work in government 

jobs like community affairs and social services offices. This finding 

indicates that Palestinians are more favourable towards hiring female 

workers than female managers. There will be a fuller discussion of this 

subject later on in the analysis of this study. 

Table 10.18 Number of Female Workers 

N = 177 

Number Frequency % Frequency 

No Female Workers 53 29.9 

Less than 5 Female Workers 46 26.0 

5 to 19 Female Workers 48 27.1 

20 Female Workers and More 30 16.9 

TOTAL 177 100.0 

10.4 Summary 

This Chapter has given a thorough profile of the subject characteristics as 

well as of the characteristics of the finns involved. Managers characteristics 

such as their age, sex, marital status, place of birth, educational level, length 

of service, and father's occupation were all presented and discussed. The 

second part of this chapter has given a clear description of the type of 

businesses included in the study. Firms characteristics such as their size, 

age and type were discussed and analysed. The most obvious conclusion 

from this chapter is that West Bank managers exist in a highly complex 

political, economical and cultural environment. This chapter has presented 

some of the conclusions from other surveys in order to provide a foundation 

for understanding of West Bank Managers. 
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CHAPTER 11 

MANAGEMENT AND THE ENVIRONMENT 

"Nature has neatly packaged people into skins, animals into hides, 

and allowed trees to enclose themselves with bark, It is easy to see 

where the unit is and where the environment is, Not so for social 

organisations", (1) 

11.1 Introduction 
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Management has been defined as the process where all the resources of an 

organisation including its human resources, are marshalled for the 

achievement of the organisations objectives.(2) In carrying out its 

responsibilities management should take into consideration not just the 

responsibility to its employees and organisations, but an overall 

consideration should be given to the community which enables the 

organisation to exist and prosper. 

The process of management is very heavily influenced by societies' social 

structure as well as the values, norms, and expectations of its people. 

Massie has emphasised that an environment cannot be completely divorced 

from other aspects of national life, from sociological, cultural, legal, 

political and economic factors.(3) 

What is an environment? Robbins has defined the environment as 

composed of those institutions or forces that affect the performance of the 

organisation, but over which the organisation has little control. (4) 

The environment structure relationship has received a large amount of 
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attention. The reason behind this attention is that organisations must adapt 

to their environments if they are to succeed because organisations are 

dependent on their environments if they are to survive. (5) 

In this chapter we are ready to look at management in the West Bank 

environment and I hope the readers will put aside all the preconceptions that 

they may have. Therefore, this chapter is threefold: first, it aims to 

identify, describe and classify the critical environmental factors which affect 

management practices in the West Bank. Second, it will present the 

different types of attributes expected of managers from their own 

viewpoints. Third, it aims to give a description of the main personal traits 

that managers consider to be the main reasons for managers success. 

11.2 Environmental Pressures 

Before proceeding on to the discussion of the various pressures, the 

researcher finds it necessary to examine the extent of those pressures on the 

managers surveyed. See Table 11.1. In order to do this, the researcher has 

classified the various pressures into exogenous and endogenous. 

Exogenous pressures are those that are out of management control. 

Endogenous or internal prssures are those that management can control. 

Exogenous pressures include, socio-cultural, business-community and 

others resulting from the occupation. Each of these types of pressures will 

be evaluated, discussed and analysed. 

Table 11.1 shows that not all managers in the sample are facing pressures. 

This may be due to the nature of work performed, type of ownership and 

personality of the manager. 
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All in all, the fIndings in Table 11.1 indicated that out of the 177 managers 

surveyed 93.2 per cent are suffering from socio-cultural pressures, 97.7 per 

cent suffer from business and community pressures, 70.1 per cent from the 

occupation and its repercussions, and only 71.8 per cent encounter internal 

pressures or problems. Figure 11.1 summarises those fIndings. 

Table 11.1 Types of Pressures and their Weights 

Type of 
Pressure 

Percentage 

Exogenous Pressures 

Socio
Cultural 

93.2 

Business- Military 
Community Occupation 

97.7 70.1 

11.2.1 Socio-Cultural Pressures 

Endogenous Pressures 

Internal 

71.8 

The managers participating in the study were asked to name the main social 

cultural pressures that make constraints on their performance. Only 93.2 

per cent of the managers interviewed admitted to having socio-cultural 

pressures. Of these managers 51.5 per cent have complained of the low 

value placed on time by the people in their culture. 21.1 per cent have 

complained of having advertising and marketing problems as a result of the 

prevailing norms and values. 7.9 per cent have complained of the envy 

pressure, 7.3 per cent suffer from the lack of industrial mentality, and the 

remaining managers suffer from pressures such as the continuous demand 

for help, lack of technicians, low cultural level, lack of awareness of the 

nature of work performed and people's resistance to change pressure. See 

Table 11.2. Only those pressures that are mentioned most frequently will 

be discussed and analysed. 



Table 11.2 Environmental pressures as reported by West Bank Managers 

Socio-Cultural Pressures % Business-Community Pressures % 
Frequency Frequency 

1. Low value of time 51.5 1. Reputation in the Community 26.0 
2. Advertising and marketing constraints 12.1 2. Social visits at the Office 22.5 
3. Envy 7.9 3. Top man Syndrome 13.3 
4. Lack ofIndustrial Mentality 7.3 4. Fusion of business with social & personal life 10.4 
5. Demand for money 6.1 5. Higher expectation of success 9.2 
6. Lack of technicians 4.2 6. Nepotism 9.2 
7. Low cultural level of the people 4.2 7. Not respecting rules by visitors 9.2 
8. Lack of awareness of nature of work 

performed 3.6 
9. Peoples resistance to change 3.0 

TOTAL 100.0 100.0 

Military Occupation Pressures % Internal Pressures % 
Frequency Frequency 

1. Occupation discriminating policies 69.4 1. Financial problems 42.5 
2. Marketing problems 8.1 2. Irresponsibility 15.0 
3. Taxation 5.6 3. Absenteeism 7.1 
4. Low Tourism Level 4.8 4. Lack of Training programmes 5.5 
5. Others (military censorship, 5. Employees conflicts 5.S 

difficulty getting to work, 6. Lack of skilled employes and technicians 3.1 
communication with outside world) 12.0 7. Others (lack of initiatives, not enough 

authority, lack of cooperation) 14.2 

TOTAL 100.0 100.0 
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11.2.1.1 Low Value of Time 

Of the various pressures mentioned, this one came up most frequently. 

51.5 per cent mentioned it in one way or another. Managers complained 

about the lack of concern for time by the people. Many of them complained 

of the lack of punctuality and exactness. 

The Arab concept of time is another cultural theme that sets Arab culture 

apart as being distinctive. (6) To the Arabs the values attached to exactness 

and punctuality may differ virtually from the values the westerners attach to 

such exactness and punctuality. As anyone who has lived or is living with 

the Arabs can testify, they are careless about time. Many managers 

interviewed have voiced their paramount concern over people not keeping 

their appointments and working schedules. Many have complained of the 

procrastination attitude. Some managers went on to say that.. ...... "rarely 

do people finish the assigned jobs by the time promised. They 

procrastinate, and do not feel pressed by the value of time. Nor do they 

operate on schedule and when they do they are either too early or too late". 

The lack of concern for time can be attributed to the occupiers behaviour and 

to the peoples own perception of time. To illustrate this, let us take the 

following observation by the researcher. Usually ajourney inside the West 

Bank from Hebron south, to Nablus north by car will take two hours. But 

during the occupation this same distance will take more than three hours. 

On the road one will be stopped many times and searched by soldiers, and 

on many occasions Palestinian travellers will be stranded on the road by the 

military checkpoint for hours. As a result one needs to commence a journey 

two hours earlier than is normally necessary. One has to spare some time 
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for those unexpected delays. Therefore, time becomes less important and 

people become accustomed to wasting time. Curfews and general strikes 

have also contributed to the lack of concern for time attitudes. 

As for the people, lack of concern for time, Middle Easterners in general, 

and where the predominant type of religion is Islam, view themselves as 

humble creatures, for whom life at any moment will become whatever the 

Lord wishes it to become. Therefore, the Islamic values and traditions 

influence behavioural attitudes toward the conduct of business and attendant 

management practices.(7) As a result, on an individual level, the Arabs 

main focus is religion - Islam - and all his actions are controlled by God.(8) 

He then prays that his aspirations will be met as he tries to fulfill them. The 

traditional Arab believes that he only receives what God has allocated and 

promised him, no matter how hard he works to attain his goals, although he 

is asked by God to work hard and to do his work effectively 

Ahmad Abdin, manager and owner of a plastic manufacturing company in 

Bethlehem, spoke out on the problem oflow value of time by commenting 

"In the West Bank, the majority of the people have in their homes what is 

called AI-Jalsa AI-Arabiyya, an Arab living room. These rooms are 

normally furnished with very high mattresses, sometimes two or three on 

top of each other with many pillows in the comers and against the walls. 

When you visit any family having such a room, even for ten minutes, they 

will insist that you sit down and relax in that room. In the mean time drinks 

will be served and sometimes dinner will be prepared. After the last cup of 

coffee one would be free to leave". Mr.' Abdin believes that this is a good 

example of the low value of time as manifested in the daily practices and 

behaviour of the people. 
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The lack of concern and appreciation of time is not only felt by managers. 

The researcher also experienced this. The incident occurs while he was 

travelling by bus from Dura to Hebron. The bus had to stop and wait for a 

passenger who went to negotiate a business deal with a man on the road. 

The bus had to wait for the man for more than 15 minutes without any 

regard for the passengers on board. 

However, managers' view of time is totally different from the way it is 

viewed by the traditional people. There will be a special section of this 

concept when we examine the managers' own attitudes toward time. 

However, before turning to discuss another pressure, it is important to note 

that the low value of time pressure as found in this study collaborates with 

the findings of Sulieman (1984) where he found that the low value of time 

pressure was mentioned by 41 per cent of the managers interviewed.(9) 

Similar findings were also reported by Muna (1980) where he found this 

pressure to be one of the most frequently mentioned by the Arab executives 

interviewed. 

11.2. 1.2 Advertising and Marketing Constraints 

More than 12 per cent of the managers have voiced their paramount concern 

over the marketing pressures resulting from the prevailing values and 

norms. 

In an interview with a manager of a food production company, who asked 

to remain anonymous, the manager commented "I am unable to run an 

attractive advertisement for a line of our products in local newspapers. If I 

show a nice and attractive woman promoting some of our products in local 
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media, people will look down upon me even though they will like the 

woman. I will fall flat on my face". He went on to add "I had a problem 

finding a girl from the area to promote some of our products at a national 

products exhibition held in Nazareth". 

Another manager, Abd AI-hay Shahin', manager and owner of Shahin Bus 

Company in Hebron, said during an interview" ....... .1 have one of the best 

bus companies in the West Bank. Most of the buses are very modern. 

Many of them have television sets on board. I know there is a need for a 

hostess on the bus, but I am unable to find a girl to do the job, and if I do 

find one, it will be the end of my business". It is necessary to point out that 

in the Arab World in general and in the West Bank in particular not all 

professions are acceptable to females. Only professions like education, 

nursing, secretarial work and social services are acceptable. Although, some 

of the females are self-employed as hairdressers, seamstresses or managers 

of retail outlets. In the West Bank honour and respectability continue to be 

operative in defining female professions. The family reputation is placed 

above all economic needs. The majority would rather be poor than allow 

their daughters to be singers or dancers. Nakhleh (1980) and in one of his 

studies on Palestinians found that recent Palestinian immigrants from Israel 

to Canada are adamantly opposed to their women being employed as 

waitresses. ( 10) 

11.2.1.3 Envy (Evil Eye) 

This problem is mentioned by 7.9 per cent of the managers interviewed. 

Envy or what is called in the Arab and Moslem Worlds, the "evil eye" is the 

most widespread of the animistic beliefs among the Arabs. Sulieman (1984) 

found that the belief in the evil eye in Iraq is still widespread. 
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The evil eye is a mysterious and hateful power carried by the glance of a 

certain person. Belief in the evil eye is different from witchcraft in that 

everyone can be an agent of the evil eye. It is a projection of the 

destructively envious feelings that large numbers of people harbour.(1l) 

The evil eye implies that things or persons one holds dear are continually 

vulnerable to damage or destruction caused by other peoples envy projected 

through their eyes. The possessor of an evil eye usuaUy has no control 

over his unconscious wishes and their working. 

The relatively small percentage of managers, 7.9 per cent, still believe that 

the evil eye can cause sickness, death and bad luck. They also believe that 

the evil eye may also be propitiated by partaking of excitement, success and 

blessings, or what is known as "baraka" that is the blessings. 

The belief system itself includes no cures for the evil eye, however, a large 

number of defensive and protective measures and devices can be used. The 

hanging of shoes on cars and taxis, the attachment of blue beads and 

colours to animals and children are all used as symbolic protection against 

the evil eye.(12) Male children are thought to be more vulnerable to the 

focus of the evil eye. As a result in the Arab World male children are often 

dressed as girls till the age of five to keep the evil eyes from focusing on 

them. (13) 

11.2.1.4 Lack ofIndustrial Mentality 

The lack of industrial mentality attitude is seen as a constraint on managers 

performance. As Table 11.2 shows 7.3 per cent of the managers view this 

value as a pressure. The lack of industrial mentality or what others might 

call "lack of industrial consciousness" can best be illustrated by the 
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following two examples as provided by two managers. 

Juneidi, a well known Arab manager in the West Bank commented: 

"One of our major problems in the West Bank is the lack of industrial 

mentality, consciousness and skills. Our industries bear the brunt as a 

result. For example, I remember one of our machines was broken 

down for more than a week because it needed a screw which was not 

worth a penny but which was only manufactured in Tel-Aviv, an hour 

and a half drive from here." 

Another example of the lack of industrial mentality was given by a manager 

of a textile factory in Bethlehem. He commented: 

"It is a pity to see that when any of our machines break down for the 

simplest reason, we have to depend on othe mercy of the Israeli or 

foreign experts to come and fix it for us". 

The problem, lack of industrial mentality, can be attributed to the Arabs 

dislike of mauallabour, the absence of industrial and vocational teachings 

and disciplines in West Bank schools and universities, and to the absence of 

National Government that safeguards the interest and well being of its 

people and economy. 

As has been mentioned in previous sections the education in the West Bank 

is more theoretical than it is practical. Therefore, reorganisation and 

reconstruction of the educational programmes in the West Bank should be 

considered. Personal and vocational training schemes should he 

emphasised and adopted. 
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This concludes the major socio-cultural pressures as mentioned by the 

managers. However, there are other pressures that have been mentioned by 

a small number of subjects like the continuous demand for money and help 

by the people, lack of technicians, low cultural level of the people in the 

country, lack of awareness and understanding of the nature of work 

performed, and people's resistance to change. 

11.2.2 Business and Community Pressures 

Only 97.7 per cent of the managers interviewed have admitted to facing this 

kind of pressure. Business and community pressures include: reputation in 

the community 26 per cent, social visits at the office 22.5 per cent, top 

man syndrome 13.3 per cent, fusion of business with social and personal 

life lOA per cent, higher expectation for success 9.2 per cent, nepotism 

9.2 per cent, not respecting business rules by visitors 9.2 per cent, and the 

traditional mentality pressure 1.2 per cent (See Table 11.2) 

11.2.2.1 Reputation in the Community 

This pressure came out most frequently - 26 per cent of the managers 

mentioned it. They complained of the sensitivity of one's reputation. As 

one manager said "We are always concerned about what people think about 

us and not what we think as right or wrong". It is worth noting that even 

they think in this way. It is in the business interest to know what people 

think about them in order to build a better image for their business. 

Some of the pressures are caused by the unstable political situation. This 

was felt by some managers among them a manager of a bus company who 

said during an interview "I have a problem hiring my buses to Israeli 

building contractors. The Israelis like my buses because they are more 
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reliable and less vulnerable to attacks by Palestinian nationals, but I am 

afraid of doing so because I do not want to be labelled as a collaborator with 

the Israelis. Such a dent in my honour would be disastrous and 

devastating". This example is an illustrtion of the extreme importance of 

reputation in the Arab culture. It shows that reputation pressure can 

sometimes generate fear of death on the part of the sufferers. 

The importance of reputation stems from the close-knit society of the West 

Bank where any dent to one's honour may damage or bring dishonour to 

the extended family as a whole. 

11.2.2.2 Social Visits at the Office 

More than 22 per cent of the managers interviewed view this as a problem. 

This response demonstrates that over 70 per cent of the managers do not 

view this practice as a problem even though they recognise it in time costs. 

Some of the managers who view this practice as not being a problem say 

that it is difficult to discourage such practice because it is part of our 

hospitality. Though they want people to understand the difference between 

hospitality and business. Managers who view this as a problem say that 

"business is business". These managers were very sensitive though in 

wording their response. Some of them kept telling the researcher "please do 

not misunderstand us. We are hospitable, but there should be a separation 

between hospitality and business. One can only be hospitable at home". 

The problem of social visits at the office is felt almost throughout the Arab 

World. For example,Muna (1980) in his study of the Arab executive, found 

the social visits at the office to be one of the major problems mentioned by 

the executives interviewed. In one case he found that one executive from 
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the Gulf area admitted to having two offices in the same city, mostly to 

escape from such visits by friends and colleagues. Sulieman (1989) also 

indicated that 41 per cent of the Iraqi managers interviewed complained of 

relatives and friends dropping into their offices during working hours for 

non business chats over coffee. 

The problem of social visits to the office is interestingly revealed by an 

administrator in Beit lala, a predominantly Christian city. The administrator 

commented: "As Moslems, Friday is our day off. A day when all the 

Christians in the area are working. When I am at work on Sunday, all my 

Christian friends from Beit lala and the surrounding area come to visit me at 

my office. It is their holiday but, it is the beginning of my working week. 

They come to visit me when I am usually busy". 

To discourage this practice of visitation, one manager decided to install an 

intercom at the main entrance of the building where every visitor has to give 

his name and to indicate the name of the person he would like to visit. The 

manager believes that the use of an intercom will limit the number of visits 

because visitors are sometimes more reluctant to visit friends at work when 

they have to go through some hassles and especially because of the Arab's 

sensitivity to the concept of honour. The manager went even further to say 

that: 

"intercoms make the visits more formal by taking the name of the visitor 

and the name of the person to be visited by the employee answering the 

door buzzer. In other words, the intercom will give the visitors the hint 

that it is not so easy to make social visits." 
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11.2.2.3 Top Man Syndrome 

This pressure has been cited by more than 13.3 per cent of the subjects. 

These managers have complained of people and clients bypassing their 

subordinates and coming to them for every single matter. Dr. Kamal 

Hi.ijeh, Manager of Cairo-Amman Bank, told me a story of a client refusing 

to hand the money to one of his tellers. He said the client insisted that he 

hand the money to the manger personally. 

In another incident and during an interview with Jibril Natsheh, Manager of 

Reem Sport Shoe Factory in Hebron, the researcher remembers one client 

came into the office and asked the manager personally to sell him a shoe for 

one of his sons. 

The problem of the top man syndrome can be attributed to the widely held 

belief that the organisation design in the West Bank is highly personalised, 

and in order to achieve things or do things faster one should always go to 

the top of the ladder. In the West Bank people go by the popular saying "It 

is better to drink out of the reference of the river than from the lake" . 

This attitude by people as one manager said is very costly. "It costs me my 

time, it shows lack of trust for my subordinates, and demonstrates the lack 

of recognition of their abilities and skills". 

11.2.2.4 Fusion of Business with Social and Personal Life 

This problem is mentioned by only 10.4 per cent of the managers. The 

heading refers here to the inability of managers to separate their personal 

affairs from their business responsibilities. Managers have complained of 

people coming to their homes to talk to them about their business problems. 
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Such pressure and influence was best expressed by the Mayor of Hebron 

municipality, Dr. Abd-Almajid AI-Zir, who told the researcher a story ofa 

man coming· to his home to complain about an electricity bill he had 

received. The mayor said that the man rang the door bell as early as 6.30 

a.m. the time when he was in the bathroom shaving. 

The problem of fusing business with personal and family life can also be 

attributed to the structure of West Bank society where people are very 

closely-knit and where nepotism and connections are becoming a very 

common practice as will be shown in later chapters. 

11.2.2.5 Higher Expectation of Success 

This problem has been felt by 9.2 percent of the subjects. These managers 

complained by saying that people in the community have no mercy for them 

especially when they fail in any venture they undertake and especially when 

one holds a university degree. One manager went on to say "It is good to 

see that people have faith and trust in us, but they should give us chances. 

Some of their expectations are unreasonable sometimes". 

11.2.2.6 Nepotism 

This pressure is felt by less than 1 0 per cent of the managers. The majority 

of managers as the result indicate do not see nepotism as a problem even 

though 81.10 per cent think that nepotism exists in the West Bank. 

Managers who view nepotism as a problem are afraid of their business 

being labelled as "family business". There will be a fuller discussion of the 

issue of nepotism in later chapters when we examine the managers' own 

attitudes towards nepotism. 



259 

11.2.2.7 Lack of Respect of Companies Rules by Visitors 

More than 9 per cent of the managers interviewed have complained of the 

problem of lack of respect of business rules by visitors. This problem was 

widely felt by administrators in the public sector. For example, Dr. 

Suleiman Matuk, Edinburgh graduate and administrator of Red Crescent 

hospital in Jerusalem commented: 

"Health regulations prohibit the bringing of food to the patients by 

visitors. But we still have visitors bringing cooked meals daily for 

patients". 

A bank manager has also commented: 

"We are facing the problem of keeping law and order in the bank. We 

cannot make people wait in the queue. The girls object to such 

practice. They refuse to stand in line with other males". 

The problem of lack of respect of business rules can be attributed to the 

absence of a national government to safeguard the interest of its economy 

and its people. Also this problem can be attributed to the lack of respect of 

public enterprises. People view the public sector as the government sector. 

Some people even view it as the enemy's sector, which should not be 

respected. 

11.2.3 Military Occupation Pressures 

More than 70 per cent of the managers participating in the survey have 

complained of the pressures resulting from the Israeli occupation. The 

military occupation pressures include: occupation discriminatory policies 

69.4 per cent, marketing problems 8.1 per cent, Taxation 5.6 per cent, 

low tourism level 4.8 per cent, and other pressures like the military 
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censorship, travelling difficulties, communication with the outside world. 

See Table 11.2 

11.2.3.1 Occupation Discriminatory Policies 

More than 69 per cent of the managers who have admitted to having 

occupational pressures are suffering from the discriminatory policies of the 

occupation. Discriminatory policies and practices which militate against 

Palestinian businesses are becoming obvious. The discriminatory policies 

as given by the managers are always manifested in the closure of business 

organisations like the closure of newspaper establishments and the closure 

of educational institutions. The discriminatory policies of the occupation are 

also seen in the denial of expansion permits to businesses on the West 

Bank. In a study carried out in 1981, Abukishik found that more than 60 

per cent of the 276 managers interviewed have expressed their desire for 

expansion of their business but their main obstacles were political. (14) 

Another form of discrimination is manifested in the continuous harassment 

of business managers and teachers in the community. This was evident to 

the researcher where he found that a few of the managers and administrators 

whom he went to interview were under arrest, among them being Faisal Al 

Husseini, Ez Eldin AI-Aryan and the administrator of Ramallah Islamic 

Wakf. (For more information see Chapter six). 

11.2.3.2 Marketing Problems 

Although these problems are interrelated, the marketing problem is 

considered by 8.1 per cent of West Bank manufacturers as a serious threat 

to the success and survival of their enterprises. Many managers have 

complained of the denial of import and export permits by the Israeli 

authorities. Most of these managers have complained of the close market of 



261 

the West Bank. They face the problem of severe competition with the 

Israeli subsidised goods. It is important to point out here that Israeli 

products have the right of access to West Bank markets and not vice versa. 

Managers complained oflsraeli products competing with their own products 

in their own markets. 

However, since the beginning of the intifada in December 1987, and as 

indicated in previous sections, the Palestinians have been boycotting most 

Israeli made products, whereas in 1983, 87 per cent of the total imports of 

the occupied territories came from Israel.(15) 

11.2.3.3 Taxation 

The problem of taxation has been mentioned by 5.6 per cent of the 

managers. Palestinian businesses and establishments have to pay different 

kinds of taxes. These taxes include the Value Added Tax (VAT), Income 

Tax, 15 per cent production tax and other taxes in the form of fines. Some 

of the taxes are unbelievable, where one manager of a glass and ceramics 

factory in Hebron, has told the researcher that he was asked to pay 5,000 

Jordanian dinars as tax for the year of 1987. 

It is necessary to point out that these taxes mentioned are applied arbitrarily 

in the West Bank in a way which hinders the growth of West Bank 

industries, while it is applied in another way to Israeli manufacturers either 

inside or outside the green line. 

The problem of taxes or "taxation" or "growing taxation" as some managers 

say is perceived as a war against the Palestinians, therefore, many of the 
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Palestinian managers today are still refusing to pay any form of taxes. 

11.2.3.4 Low Tourism Level 

This problem has been mentioned by 4.8 per cent of the managers in the 

lodging business. These managers have expressed their concern over the 

Israeli practice of snatching visitors away from the West Bank. One of the 

managers told the researcher that "the tourist ministry in Israel is always 

developing various campaigning programmes in order to attract people to 

Israel. They advise the tourists where to stay and where to go. They pick 

them up from the airport and crossing bridges. They do not care for us". 

The problem of low tourism is also caused by the ongoing instability in the 

region. As the manager of the Holy Land Hotel in Jerusalem said that 

"tourists do not like to come to a boiling spot". 

While collecting data in the Jerusalem area, the problem oflow tourism, 

was clearly observed by the researcher when he remembers seeing that 

many hotels had no visitors. All one can see is employees. Many hotels 

in fact had their lights put off in the middle of the day and in one incident in 

Jerusalem the researcher saw the employees of one hotel playing cards and 

drinking Turkish coffee in the middle of the reception area with some female 

receptionists going about barefooted. However, this incident can be seen 

as an example of employees behaviour in a non business like way. 

This problem concludes the discussion of the pressures resulting from the 

military occupation. There are other problems which are not discussed like 

the problem of military censorship. travelling difficulties, communication 

difficulties as a result of the denial of telephone services to some 
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businesses, and the absence of banks as a result of the closure by Israel in 

June 1967 of all Arab and British banks in the region. 

11.2.4 Internal Pressures 

These pressures or what are called "internal problems" are problems within 

management control. (See Table 11.2). Although the majority of us know 

this, many of the internal problems here are interrelated with the 

uncontrollable pressures. 

To find out the main internal pressures faced by respondents all managers 

participating in the study were asked to name the main internal pressures 

they are facing. Only 71.8 per cent of the total sample have admitted to 

having internal pressures. The true response could be much higher, but 

West Bank managers are conservative and do not want to show that they are 

having problems because to them this may imply bad management or 

mismanagement. The most frequently mentioned problems include: 

financial problems 42.5 per cent, irresponsibility 15.0 per cent, absenteeism 

7.1 per cent, lack of training programmes 5.5 per cent, employees conflicts 

5.5 per cent, lack of skilled employees and technicians 3.1 per cent, and 

others such as lack of initiative by employees, lack of authority, and the lack 

of cooperation between workers. (See Table 11.2). 

11.2.4.1 Financial Problems 

Of the main problems mentioned, this problem came up most frequently. 

42.5 per cent of the managers mentioned it in one way or another. They 

complained about the shortage of money due to the latest Israeli regulation 

forbidding people from the occupied territories from bringing into the 

country more than 200 Jordanian dinars per person per month. The Israelis 
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claim that money coming from outside the territories helps sustain the 

intifada. This problem was seen by managers as a serious blow to the 

survival of businesses because the majority of Palestinians have invested 

their funds in Jordanian dinars in Jordan. Transfers between the occupied 

territories and Amman, the capital of Jordan, are an important feature of the 

occupied territories monetary system since Amman is in effect the local 

banking centre for the occupied territories.(16) 

Banks are among the businesses that suffered the most from this pressure. 

To illustrate this, one manager of Cairo Amman Bank commented to the 

researcher" ...... I feel sorry for one of our clients who has over 20,000 

Jordanian dinars deposited in our mother bank in Jordan. I feel sorry for 

the man when he comes to our bank knowing that he cannot draw more than 

200 Jordanian dinars a month". 

As we have seen this problem came about as a direct result of the occupation 

(external) therefore these problems can be seen as interrelated and 

inseparable. 

The weaknesses of the Israeli currency (Shekel) and the devaluation of the 

Jordanian dinar as well as the high inflation rate in the territories have all 

contributed to the fmancial problems encountered by Palestinians. 

Taking all these problems into consideration, one would argue "how do 

Palestinians start their business in the first place?". The response to such 

argument is simple. In a study carried out by Abukishik in 1981, it was 

found that more than 90 per cent of the industrial firms in the West Bank 



265 

started their investment directly from private funds or from 

partnerships. ( 17) 

This example, however, should not be seen as an indication of Palestinians 

lack of importance of banking systems in the West Bank. On the contrary, 

it is the Israeli government that ordered the closure of all banks and financial 

institutions which were in existence in that region before the 1967 takeover 

until the middle of 1980 when the first Bank, Cairo-Aman, was reopened in 

Nablus. It is thus believed that the absence of a national government with a 

responsibility for economic development is the main obstacle to the banking 

systems. operating effectively in the West Bank. 

11.2.4.2 Irresponsibility 

This problem has been cited by only 15 per cent of the sample thus 

indicating that the majority of businesses sampled are not suffering from 

such a problem. The lack of responsibility by employees can be seen as a 

direct result of employees inadequate salaries where it was found that the 

annual average wage in Israel is four times as high as West Bank industrial 

wages.(18) Another reason could be the Palestinian employees feeling of 

insecurity as a result of the volatile political situation in the territories where 

most employees believe that their job fate lies in the hands of the Israeli 

governor in the district. A third possible reason could be the lack of 

motivation where only 0.6 per cent of the managers thought that employees 

need good training programmes. The researcher however, believes that the 

subject of motivation should be recommended as a future research topic. 

11.2.4.3.Absenteeism 

The problem of absenteeism has been cited by 7.1 per cent of the subjects. 
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The problem of absenteeism can be attributed to the difficulty in getting to 

work due to military checkpoints, curfews, and general strikes and to 

employees dissatisfaction either with their payor with their working 

conditions. Robbins (1988) found that satisfaction appears to be negatively 

related to absenteeism and tumover.(19) 

11.2.4.4 Lack of Training Programmes 

This problem has been cited by only a small proportion of managers, 5.5 

per cent. This small percentage implies that the great majority did attend 

training programmes. The findings have indicated that 106 managers (59.9 

per cent) have attended training programmes either sponsored by local 

employers, government, or by international institutions like Amideast or the 

British Council in Jerusalem which is operating under the slogan 

"Promoting Cultural, Educational and Technical Cooperation between 

Britain and Other Countries",(20) This finding is relatively high thus 

implying that West Bank managers are internally motivated. 

11.2.4.5 Employees Conflicts 

This problem has been cited by a very small proportion of managers, 5.5 

per cent. Although some conflicts are positive and constructive, these 

managers have perceived them as destructive. Commonalities among most 

conflicts definitions are the concepts of opposition, scarcity, and blockage, 

and the assumption that there are two or more parties whose interests or 

goals appear to be incompatible. (21) Robbins has defined conflict as a 

process in which an effort is purposely made by A to offset the efforts ofB 

by some form of blocking that will result in frustrating B into attaining his 

goals or furthering his interests. (22) 
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The problem of conflict between employees in West Bank businesses can be 

interpreted as a result of family fued at home. In the West Bank family 

conflicts can be easily carried to the work environment as one manager told 

me. The problem of conflict can also be attributed to the various political 

leanings and factors in the West Bank as one university president has 

pointed out. It is important to point out here that in the West Bank there are 

various national and religious groups. therefore, different ideologies lead to 

conflict of interest, and as a result conflict sometimes occurs between 

loyalists to these groups and factions. 

The majority of managers who did not mention employees conflict as a 

problem think that conflicts are in their business interest. One manager 

commented: 

"Imagine having two night guards working at the same time in your 

company. One of them is guarding the southern entrance of the building 

and the other is guarding the northern entrance. If these two guards are 

on good terms with each other, then they are most likely to slack off and 

get together for social chats at work, thus neglecting their duties. But if 

they are at conflict with each other then the chances of them getting 

together at work will be nil. This will be in the interest of the company, 

and I am sure both of them will keep watch on each others work and 

they are more likely to report each other's misconduct if there is any, 

therefore conflicts can help uncover plots and conspiracies against 

management and the firm". 

This concludes the list of the most frequently mentioned internal problems. 

There are other problems which have not been discussed such as the lack of 

initiative by employees, and the lack of cooperation. These problems are 
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not discussed because they have been mentioned by only a small proportion 

of the managers. (See Table 11.2) 

11.3 Extent of Pressures on Both the Private and the Public Sector 

After having identified the major pressures mentioned by the respondents, 

the researcher finds it necessary to measure the degree of influence of these 

pressures on both the private and public sectors in the survey. Table 11.3 

shows that the private sector is the sector to be suffering the most in all 

areas of pressures with the exception of the internal pressures (problem). 

These results are not unexpected, however, because in the private sector 

managers tend to be more careful about the success of their business. Hence 

previous findings have indicated that 35 per cent of the managers 

interviewed are owners of their finns. Therefore they are more willing to 

sacrifice in order for their business to succeed or survive. Although the 

results in Table 11.3 also indicate that there is no statistical differences 

between the types of pressures and the types of ownership where the Chi

square value is 2.11 with 3 degrees of freedom at 0.5 level of significance. 

(See Table 11.3). 

Table 11.3 Weight of Pressures on both the Private and the 
Public Sectors (%) 

Sector Occupation Socio- Business- Internal Total 
Pressures Cultuml Community Pressures 177 

Pressures Pressures 

Private 76.6 96.1 98.7 63.6 77 
Public 65.0 91.0 97.0 78.0 100 

X2 = 2.11 df= 3 sig. = 0.5 

11.4 Managers and Nervousness 

In light of all these pressures each of the respondents was asked to respond 

to the question about nervousness. To measure their nervousness, 
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managers had to choose from a set of given alternatives ranging from 

"Always" to "Never". (See Questionnaire). 

The findings in Table 11.4 show that more than half of the managers 53.1 

per cent do feel nervous at work, 6.2 per cent of the managers usually feel 

nervous, while 2.3 per cent always feel nervous at work. The table shows 

that 29.9 per cent of the managers seldom feel nervous, whilst 8.5 per cent 

never feel nervous. Figure 11.2 summarises these findings. These results 

are not surprising. The researcher believes that their main reasons for being 

nervous are due to the various types of pressures mentioned. As for those 

who never feel nervous at work, the researcher believes that this is because 

of their adaptability to the environment, they are accustomed to it and also 

because of their Islamic faith. Where Islamic values and traditions influence 

behaviour towards the conduct of business, and where an individual's main 

focus is religion, then he believes that there is no need to worry over every 

difficulty. And as the Quranic verse says "So verily, with every difficulty 

comes relief, verily with every difficulty there is relief'.(23) 

Table 11.4 Managers and Nervousness 

N = 177 

Degree of Nervousness Frequency 
of Mention 

Always 4 

Usually 11 

Sometimes 94 

Seldom 53 

Never 15 

TOTAL 177 

% Frequency 

2.3 

6.2 

53.1 

29.9 

8.5 

100.0 
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11.5 Attributes Expected of Managers 

In the preceding section, the researcher has examined the main pressures 

influencing managers and their performance. This section will aim to find 

the main attributes expected of managers. The attributes were first classified 

into three types. Attributes expected by the community, attributes expected 

by organisations, and attributes expected by employees in their 

organisations. To find out these attributes managers were asked to name 

these attributes as they perceive them and from their own point of view. 

(See Table 11.5) 

11.5.1 Attributes Expected of Managers by The Community 

The managers participating in the study were asked by the researcher to 

identify the main attributes expected of them by their country. Hence the 

language of the interview was Arabic, none of the respondents had any 

problem understanding the meaning of an attribute. The most frequently 

mentioned attributes expected of managers by the country include: national 

duty 55.9 per cent, intermediary role 17.5 per cent, improving scientific, 

cultural and social studies 14.1 per cent, and to link the company with the 

community 12.5 per cent. See Table 11.5. 

11.5.1.1 National Duty 

As we have seen in the previous section, one of the most important features 

of management in the West Bank is the influence of the political situation on 

management. This attribute has been mentioned by more than half of the 

sample, 59.9 per cent. This finding is not unexpected in light of the absence 

of a national government. Therefore, people look at the managers as national 

leaders. As a result managers playa big role in the community. They 



Table 11.5 Main Attributes Expected of Managers 

Attributes Expected % Attributes Expected 
by the Community Frequency by the Organisation 

l. National duty 55.9 l. Good Management 

2. Intermediary role 17.5 2. Motor of the Organisation 

3. Improve Scientific, 
cultural, social status 14.1 3. Decision Maker 

4. Link business with 4. Write articles in local 
the community 12.5 newspapers and magazines 

TOTAL 100.0 

% 
Frequency 

62.1 

16.4 

11.3 

10.2 

100.0 

Attributes % 
by Employees Frequency 

1. Good working 
conditions 41.2 

2. Good wages 39.0 

3. Help in personal 
matters of employees 19.2 

4. Good training 
programme 0.6 

100.0 

N 
--l 
N 
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contribute money to the needy, they support the various charitable 

organisations in the community, they support families of detainees, and 

provide jobs for released detainees. Managers, therefore, feel that they have 

a national role to play. As an illustration let us take the following example. 

Al Zakat Committee (Islamic Charitable Organisation) in Nablus gave 

ownership of four of its apartment buildings at no charge to four Palestinian 

families who had their homes blown up by the Israelis on charges that the 

sons of these families had been engaged in hostile activities. 

11.5.1.2 Intermediary Role 

As indicated in Table 11.5, more than 17.5 per cent of the managers 

interviewed believe that their community expects them to play an active 

intermediary role. They believe that they are expected to help expedite things 

or influence the course of events in favour of other people in the community 

such as relatives, friends, colleagues and others. Managers believe that they 

should use their social status and prestige in the best of the community's 

interest. 

In an interview with Iawdat Al Natsheh, a well known businessman in 

Hebron, the researcher saw four men come to Mr. AI Natsheh. They asked 

him to go with them in order to help reach a comprehensive peace (truce) 

between two conflicting parties. 

Again this attribute can be attributed to the customs and traditions where 

connections and ties can playa great role in the community. The Arab 

respect for old people has also contributed widely to the emergence of this 

attribute. 
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11.5.1.3 Improving the Scientific. Cultural and Social Status of the 
Community. 

This attribute as we can see in Table 11.5 has been mentioned by 14.1 per 

cent of managers in the survey. These managers believe that they must be 

"good citizens" of the national community in which they exist. They believe 

that it is their duty to help people in their community to increase their 

knowledge and awareness of certain issues. As a result, managers 

participate in national celebrations and exhibitions while others contribute 

financially in order to improve the social and cultural level of the people in 

the society. As a result many students in the West Bank are enjoying free 

education either because they were former detainees in Israeli Jails or 

because their fees have been met by private business companies in the 

community. 

The researcher believes that this whole attribute is politically motivated. 

where each manager perceives his role as a national leader in the light of the 

absence of a national government in the occupied territories. 

11.5.1.3.1 The Manager as a Good Citizen 

West Bankers perception of the term "good citizen" differs from that of their 

Western counterparts. In the West Bank and for any manager to be 

considered as a good citizen, he / she must: 

First: Put the society's interest above his own. 

Second: Be faithful to his country and to his people. A West Bank 

manager will be looked down upon if he is unfaithful either to his 

country or to his people regardless of the amount of service he 

provides to the wider community. To support this argument it 

should be noted that in the past two years of the Palestinian 
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Intifada, many people lost their lives and were executed by 

their own countrymen on charges of espionage and collaboration 

with the Israeli authorities. 

Adhere to the prevailing code of conduct and behaviour. As 

already mentioned, the West Bank is a predominantly Moslem 

society, therefore, one of the main features of community life in 

Islam is that there is a detailed code of behaviour for Muslims. 

Not only are othe individual's life, property and honour protected, 

but his dignity and privacy is so sacred that backbiting, spying and 

slandering is prohibited. A good citizen therefore shows repsect 

for the eleders and must be generous to the neighbours. 

Fourth: Must be humble. People of the West Bank as a result of their 

religious values believe that citizens must greet both acquaintances 

and strangers alike with "Salaam" which means peace. This 

characteristic stems from the Islamic teachings and tradition where 

it is reported that some Muslims complained to the prophet 

Muhammad about their inability to give charity every day. The 

prophet responded by saying that a smile offered to another is also 

another form of charity. 

These are some of the major characteristics that make a good citizen. 

However, these cannot be applied to all cultures especially European and non 

Arab cultures. It must be clear that in a situation like the West Bank people 

can only be considered "good citizens" if they are first and most of all 

faithful and committed to their country and people. 

11.5.1.3.2 Role of Manager as Community Leader 

The role of a West Bank manager consists mainly of his duty toward his 
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extended family and towards his society. From these, the West Bank 

manager is aware of a set of expected roles and activities which he feels 

obliged to fulfill. 

11.5.1.3.2.1 Manager's Role Towards His Family 

In the Arab and Muslim World, the family has been assigned an important 

place mainly because: 

First: The social organisation of Islam is founded on the unit of a family. 

Second: The family is the natural place where a child can be brought up. 

The family is the nest where the child can grow between two 

loving parents and from this atmosphere the child develops a sense 

of kindness and compassion. 

Due to the highly regarded role of the family, West Bank managers are 

expected to: 

1. Provide the family with all kinds of help and assistance. 

2. Consult them (the extended family) on important issues, family and 

personal matters. 

3. Help members of his family to obtain jobs. 

4. Use his role as a means of contact, influence, or pressure, in order to 

help relatives get things done (intennediary role). 

5. Maintain contacts and good relations either through visits, 

correspondence or telephones. 

11.5.1.3.2.2 Manager's Role Towards Society 

The West Bank managers role towards society includes: 

1. Social responsibility - because of their role managers are expected to be 

socially responsible. Within this context, the managers role includes the 
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development of industry and keeping it up to standards. The 

development, however, should not be at the expense of society and the 

environment. Managers must help keep the environment clean. Their 

role also includes the providing ofhe1p and guidance to friends, 

associates, colleagues, and other business organisations. A third major 

role could be the adherence to the Society's code of behaviour and 

conduct such as the protection of others peoples property, honour, 

dignity and privacy. 

2. Financial assistance - West Bank managers are expected to contribute 

financially to their society. They are expected to provide financial 

support to social events including the activities of charitable 

organisations. 

3. Play an intermediary role. Managers in the West Bank are expected to 

plan an intermediary role within the West Bank. They are expected to 

help solve conflicts and feuds between families, employees and 

management and between students and the administration of higher 

learning institutions. It is worth noting here that West Bank managers 

intermediary role increases as a result of the absence of a national 

government in the region. 

4. Contribute to the national interest. West Bank managers perceive their 

roles as national leaders. Therefore, they participate in national events 

and exhibitions, conduct national symposiums and seminars, and take 

part in political dialogues, negotiations and affiliations. 

These are the major roles of managers as leaders of the community. 

However, these roles may vary from one society to another. For example, 

in the Arab World, executives lack the political affiliation and activities unlike 
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West Bank managers where political affiliation and activities are becoming an 

integral part of their roles in the wider community. 

11.5.1.4 Linking Business with the Community 

This attribute has been mentioned by only a small proportion of respondents, 

12.5 per cent. These managers view their role as public relations agents. 

Therefore, they believe that it is their responsibility to keep the community 

informed of any progress and development in their establishments. 

The researcher believes that the managers in this category are business 

orientated people, and therefore, they act as official representatives of their 

organisations. 

11.5.2 Attributes Expected of Managers by their Organisations 

The four most frequently mentioned attributes in this category are good 

management 62.1 per cent, motor of the organisation 16.4 per cent, decision 

makers 11.3 per cent, and writing articles in local newspapers and magazines 

10.2 per cent. (See Table 11.5) 

11.5.2.1 Good Management 

This attribute was cited by the great majority of respondents 62.1 per cent. 

These managers believe that their organisations have vested in them the 

responsibility of good management. Therefore, these managers work hard 

in order to make their organisation succeed and grow. When managers were 

asked to elaborate on this attribute, many of them stated that it was their 

responsibility to keep the organisation properly managed, make the 

organisation more prosperous and ensure that shareholders get a fair return 

on their investments and to make sure that their capital is utilised in an 
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optimum way to ensure the long tenn safety of their investment. (See Table 

11.5) 

11.5.2.2 Motor of the Organisation 

This attribute was cited by 16.4 per cent of the managers. These managers 

perceive their role as a motor which keeps the organisation running. 

Therefore, these managers feel that they have the responsibility to maintain 

the organisations survival and prosperity. (See Table 11.5) 

11.5.2.3. Decision Maker 

Making decisions is one of the hardest jobs of managers. Table 11.7 shows 

that 11.3 per cent of the managers believe that their organisations expect 

them to be decision makers. However, there will be a special section on the 

decision making in the following chapter. 

11.5.2.4 Writing Articles in Local Newspapers and Magazines 

Table 11.5 shows that a small percentage of the managers believe that their 

organisations expect them to write articles in local newspapers and 

magazines. The subjects of the articles can be related to the business or to 

special events. Interestingly, many of the articles which do appear in the 

local press in the West Bank are written by business managers. 

11.5.3 Attributes Expected by Employees 

The managers participating in the survey have cited 4 attributes in this 

regard. They include good working conditions 41.2 per cent, good wages 

39.0 per cent, help in personal matters of the employees 19.2 per cent, 

whilst only one manager cited good training programmes. (See Table 11.5) 
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11.5.3.1 Good Working Conditions 

This attribute was most frequently mentioned. It was mentioned by more 

than 73 managers (41.2 per cent). Surprisingly managers view this as the 

most needed by the employees yet the researcher remembers seeing very 

poor physical environments in many businesses he visited. The managers 

who have pointed to good working conditions as an attribute believe that 

what employees look for is good working hours and good incentives. (See 

Table 11.5) 

11.5.3.2 Good Wages 

Good wages have only been cited by 39 per cent of the managers. The 

researcher feels that such a low response by managers may have contributed 

to the problem of inadequate salaries being received by employees. As a 

result many employees rather seek employment either in Israel or in the oil 

countries like Saudi Arabia, Kuwait, and the Gulf States. 

The response given here collaborates with the findings of Benvenisti (1985) 

where he found that workers employed outside the West Bank, particularly 

in Israel and the Arab oil producing countries, are able to attain average 

wages several times higher than those offered in the West Bank.(24) 

11.5.3.3 Help in Personal Matters of Employees 

The human aspect of the employees has been emphasised by only 19.2 per 

cent of the managers. These managers believe that the problems and 

grievances of employees should be a matter of direct concern to their 

companies and management. There will be a fuller discussion of this subject 

in subsequent chapters of this study. 
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11.5.3.4 Good Training Programmes 

As the findings in Table 11.5 indicate, this attribute has only been mentioned 

by one manager thus indicating that training and development of employees 

is virtually ignored by the managers, despite the fact that a great majority of 

the managers have attended training programmes themselves. 

This negative attitude towards the training of employees can be a direct result 

of the lack of training institutions, technical schools, and the misleading 

perception of training and its benefits. The researcher believes that 

managers view training as expensive. Many of them do not think it is 

appropriate to train employees because employees in the West Bank are less 

paid than the employees working in Israel therefore they are more likely to 

leave their jobs. Anyway, Rothwell's findings (1982) indicate that better 

pay is the most commonly given reason for people leaving their jobs as 

found in personal records, interviews and special surveys. These are the 

main attributes as seen by managers. Although managers sometimes miss the 

mark. For example in a study of over 200 employees and their supervisors, 

subordinates were asked to rank their personal preferences among ten job 

factors that had motivational appeaal. Their supervisors were also asked to 

rank the same items as they thought their subordinates would. The results 

were completely contrasting. (See Table 11.6). 

Therefore the researcher believes that better and accurate results would have 

been obtained if a sample of employees had also been examined in this 

regard in order to see the differences in perceptions. 
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Table 11.6 Managers Misperception of Employees Wants 

Employee What People Want from Their Work Supervisors 
Ranking Ranking 

1 Interesting Work 5 
2. Full appreciation of work done 8 

3. Feeling of being in on things 10 

4. Job security 2 

5. Good Wages 1 
6. Promotion and growth in the organisaton 3 
7. Good working conditions 4 
8. Personal loyalty to employees 7 
9. Sympathetic help twith personal problems 9 

10. Tactful discipline 6 

Source:Kenneth A. Kovach, SAM Advanced Management Journal, 
Spring 1980, in Robert Kreitner, Management, Third Edition 
(Boston: Houghton Mifflin Company, 1986) p. 383 

This concludes the discussion of the main attributes expected of managers by 

their country, organisations, and employees. It should be obvious from the 

discussion that there is an actual overlap in many attributes viz attributes 

expected by the organisation, where for example, good management was 

separated from the decision making process. In management as we already 

know, the decision making process is a major function of the manager, and 

as a result when planning, a manager must decide between alternative ways 

of accomplishing goals. (25) 

11.6 Reasons for Managers Success 

Taking all the pressures mentioned into consideration, one would ask "What 

do West Bank managers consider to be the main reason for managers 

success?". When each manager of the sample was asked to name the main 

personal trait which he considered to be the main reason for managers 

success 36.7 per cent of the managers mentioned faithfulness and 

commitment to work, 28.3 per cent cited leading personalities as the main 
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reason, 22 per cent attributed managers success to managerial capabilities, 

whilst only 13 per cent saw self confidence as the main reason. (See Table 

11. 7) 

Table 11.7 Managers Main Reasons for Success 

N = 177 

Reason 

Faithfulness and commitment to work 

Leading Personality 

Capability 

Self confidence 

TOTAL 

% of Frequency 

36.7 

28.3 

22.0 

13.0 

100.0 

It is very interesting but not surprising to note that capability came third in 

the traits, thus indicating that a large number of managers view faithfulness 

and commitment to work as well as strong personality as more important 

reasons than capability. In the following section a discussion of these four 

mentioned traits will be given one at a time. 

11.6.1 Faithfulness and Commitment to Work 

Table 11.7 shows that this trait was the most frequently mentioned. 36.7 per 

cent of the managers interviewed have considered this trait as the main 

reason for success. It is not surprising though to know that this trait has 

scored the highest among the rest of other traits. The researcher believes 

that this conception stems from the managers faith and religion, Islam. Islam 

urges people to be faithful in their work and in any venture they undertake. 
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The seriousness of this trait was expressed by the display of large mottos 

bearing Quranic verses and sayings of the prophet Mohammed on the walls 

of managers offices and on the main entrances of the buildings. All mottos 

were written in Arabic. Some of them were quoted verbatim by the 

researcher. They include "Allah loves one when doing ajob to do it well" 

(26) and "Allah is with the group". (27) The other motto which was seen 

displayed more often is the Quranic verse which says "So, verily, with 

every difficulty comes relief, verily, with every difficulty there is relief' .(28) 

The latest motto is a Quranic verse which means that there is a message of 

hope and encouragement in a time of darkness and difficulty. 

11.6.2 Leading Personality 

Table 11.7 shows that more than 28 per cent of the managers believe that a 

manager should have a leading personality in order to be successful. What 

does personality mean? Obviously individual personalities differ. So, too, 

do jobs.(29) When describing people in terms of characteristics such as 

quiet, passive, loud, aggressive, loyal, sociable, or pessimistic, we are 

categorising them in terms of personality traits. So an individual personality 

is the combination of psychological traits used in classifying a person.(30) 

Massie in his definition of personality said "Personality consists of all 

attitudes and beliefs of an individual that determine the way that he will 

interact". (31) Psychologists have studies personality traits extensively, 

resulting in the identification of sixteen primary personality traits. (3 2) 

These are shown in Table 11.8. 



Table 11.8 Primary Personality Traits 

Trait Opposite 

1. Reserved Outgoing 

2. Less intelligent More intelligent 

3. Affected by feelings Emotionally stable 

4. Submissive Dominant 

5. Serious Happy-go-lucky 

6. Expedient Conscientous 

7. Timid Venturesome 

8. Tough-minded Sensitive 

9. Trusting Suspicious 

10. Practical Imaginative 

11. Forthright Shrewd 

12. Self-assured Apprehensive 

13. Conservative Experimenting 

14. Group-dependent Self-sufficient 

15. Uncontrolled Controlled 

16. Relaxed Tense 

Source: Raymond B. Cattell "Personality Pinned Down". Psychology 
Today, July 1973 pp.40-46. 
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Pezeshkpur in his article "Challenge to Management in the Arab World" has 

pointed out that the Middle Easterner is a religious person who considers the 

recognition and the worship of God through Islam as the principle concern 

of his life. He views himself as a humble creature whose life, at any 

moment, becomes whatever the Lord wills it to become,(33) 

A Moslem Arab manager believes that even his most minute activities are 

closely watched by God. For reasons which may not be understandable to 

the Arab, the Lord may intervene and determine the outcome of even his 

most insignificant pursuits.(34) Consequently a typical prelude to action-
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oriented statements by Arabs is heard in the expression "Ensha Allah"which 

means "If God is willing". 

Moslems believe that their actions are controlled by God. Spector pointed 

out that those who see their life controlled by outsiders are extemals.(35) 

Effective leaders in the Middle East in general and the West Bank in 

particular, are dominant, overpowering personalities. In fact effective Arab 

leaders must be fiery and charismatic.(36) 

In the Arab culture, personalities superimpose themselves on issues to such 

an extent that personalities and issues cannot be separated. Unlike the 

American culture for example, where it is not only considered possible to 

divide personalities from issues, it is believed that doing so will make the 

issue clearer and easier to resolve. Therefore, an American leader can remain 

effective and help achieve group goals even though he may have a bland 

personality.(37) 

11.6.3.Capability 

Table 11.7 shows that only 22 per cent of the participants have admitted to 

this trait. The researcher believes that the group of managers who cited this 

as the one reason for managers success are believed to be the most educated 

people in the sample. Those managers who know that management is a 

science, art and a profession. 

11.6.4. Self Confidence 

Looking at Table 11.7 we will find that this trait has been cited by only 13.0 

per cent of the managers. Managers self confidence stems from their 

knowledge of their work, from their education, and experience as well as 
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from their personalities. 

Again the researcher sees these traits as interrelated with each other where 

leading personality and managerial capability give one self confidence and 

where self confidence makes one more successful. 

11.7 Summary 

This chapter has provided us with distinctive characteristics of the West 

Bank environment and the businesses operating in that environment. It also 

outlined the basic environment constraints which one believed to have a 

direct bearing on the behaviour and practice of managers. It is obvious from 

the discussion that West Bank managers are functioning under enormous 

types of pressures that makes their working environment unique. The 

researcher has classified the pressures into two different types, exogenous 

and endogenous. Exogenous pressures include socio-cultural, business

community and occupation pressures. Endogenous pressures include those 

faced by managers inside their organisations. Unlike the exogenous 

pressures the latter pressures (problems) can be controlled or managed. 

This chapter has dedicated a special section to the various attributes expected 

of managers by their country, organisation and employees. A special section 

was also dedicated to the discussion of the importance of the role of 

managers as "good citizens" and as "community leaders". Each of these 

attributes and values was evaluated and discussed. 

The final part of this chapter was devoted to the respondents and their views 

regarding managers successes. All respondents interviewed pointed out that 

for any manager to succeed he must be: faithfull and commited to work, have 



288 

a leading personality, be capable and show self confidence. Each of these 

given reasons was analysed and discussed. 
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CHAPTER 12 

DECISION MAKING AND INTERPERSONAL STYLE 

"The quality of a manager's decision not only contribute to the 

success or failure of the organisation but greatly affects his or her 

personal success".(l) 

"It is not companies who give you contracts, it is people who do". 

12. 1 Introduction 

292 

In the previous chapter we examined the main pressures faced by West 

Bank Managers. In that chapter we also talked about the principal attributes 

expected of managers by their community, organisations, and employees. 

The chapter also contained a special section on the managers and their 

personal traits. This chapter is twofold: it aims to discover how West Bank 

managers employ power in decision making, to what extent they involve 

their subordinates in this important function, and what are the main 

variables which affect the decision making process. The second part of this 

chapter will be devoted to the discussion of the various aspects of West 

Bank managers interpersonal relationships. Such aspects include: 

managers way of obtaining their present jobs 

mediation 

nepotism 

bribery 

managers subordinates relationships 

the ideal employee 

managers affiliations with professional bodies and organisations. 
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12.2 Decision Making 

Decision making is defined as the process of identifying and choosing 

alternative courses of action in a manner appropriate to the demands of the 

situation.(2) Decision making is one of the primary responsibilities of 

managers at alllevels.(3) As one manager from Jerusalem defined his job 

as "my job is making decisions". Managers decisions do not only 

contribute to the success or failure of the firm or the organisation, but also 

affect the decision maker's personal success and reputation as being called 

either a good manager or a bad manager. 

Cohen et al (1972), described organisations as a collection of decision 

makers looking for opportunities to implement preferred outcomes, 

solutions looking for problems to which they might be the answer, and 

feelings looking for issues on which they can be aired.(4) Therefore, 

decision making is probably one of the most important functions by 

business leaders. (5) 

Managers today are faced with tough challenges when making decisions. 

First, they are faced with a great degree of uncertainty. Management does 

not like uncertainty, (6) though they must identify and follow their 

environments, sense changes in these environments, and make appropriate 

adjustments as necessary.(7) 

In the following section, the researcher will identify the decision making 

style of West Bank managers resulting from the findings of the present 

study. 
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12.2.1 Decision Making Scale 

The researcher believes that in order to give the reader a broader picture of 

the decision making style used, it is of vital importance to find out that the 

decision making style in this present study is measured by a four point scale 

continuum reflecting the different degrees of power sharing between the 

managers surveyed and their subordinates. See Figure 12.1. 

Figure 12.1 The Power Sharing Scale 

Style 
A 

Own Decision 

Style 
B 

Pseudo
Consultative 

Style 
C 

Consultative 

Style 
D 

Participative 

The power sharing continuum used in this present study is a modified 

version of the instrument used by Ali and Swiercz (1986) and Likert (1967). 

Other scales of decision making such as that of Muna (1980) and Vroom and 

Yetton (1973) were also reviewed. See Figure 12.2. 

The scale used for this research includes a description of four alternative 

decision making styles. Every manager participating in the survey was 

asked to identify the one major style that best describe hislher behaviour. 

The four different styles used are: 

Style A - usually I make my decision(s) promptly and communicate it to 

them to be carried out without question. 

Style B - usually I make the decision(s) promptly but before going ahead, 

I try to explain them fully to my subordinates. I give them the 

reason(s) for this decision(s) and answer whatever questions 
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they may have. That does not mean that I give any consideration 

to their ideas and suggestions. The main purpose here is to 

create a feeling of consultation but not a real consultation. 



FIGURE 12.2 Comparison between Decisional Styles Employed in this Study and Those of Previous 
Researchers. (Adapted with modification from Likert 1967, Muna 1980, Ali and Swiercz 
1986). 
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Manager consults with his 
subordinates, and then makes 
his decision 
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Style C- usually I consult with my subordinates before reaching any 

decision. I listen to their advice, consider it, and then announce 

my decision. I then expect all to work loyally to implement it 

whether the decision is in accordance with the advice they gave 

or not. 

Style D - usually I call a meeting of my subordinates when there is an 

important decision to be made. I put the problem before the 

group and we discuss it. I then accept the majority viewpoint as 

the final decision(s). 

12.2.2 Decision Making Style 

Table 12.3 shows that nearly half of the managers surveyed, 48.6 per cent, 

use the consultative style (Style C) thus indicating that West Bank Managers 

are more willing to let their subordinates share in the decision making 

process. This finding is similar to the finding of Ali and Swiercz (1986) 

where they found that out of 83 Saudi managers surveyed 32 managers 

chose the consultative style for their response. (8) However, the present 

findings differ from the findings ofBadawy where he pointed out that in the 

Middle East the top man makes the decisions. Mid easterners are highly 

authoritarian with organisational power and authority very much focused at 

the top.(9) 

Looking at Table 12.3 and Figure 12.3 we will find that 23.2 per cent of the 

managers use the participative style, 22.6 per cent use the pseudo 

consultative style, whilst only 5.6 per cent of the managers are autocratic. 

Overall, we can conclude that West Bank managers are consultative, hence 

94.4 per cent of the managers have pointed out that they consult in one way 
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or another. An immediate question which comes to one's mind is why such 

a high score on the consultative style and a low response on the autocratic 

style? One possible response would be due to the managers educational 

level, their age, or due to the size of the organisation. However it is too 

early to jump to conclusions at this point, but one definite reply would be to 

attribute the pervasiveness of Style C to the managers educational level. 

Early findings of this study have indicated that 67.8 per cent of the total 

managers surveyed have had university education. Therefore, the 

researcher believes that these managers have been exposed to Western and 

foreign ideas, trainingand skills while studying abroad. 

Table 12.3 Frequency and Percentage of West Bank Managers 
Decision Making Styles 

N = 177 

Decision Style Frequency Percentage 

Style A - Own Decision 10 5.6 
Style B - Pseudo Consultative 40 22.6 
Style C - Consultative 86 48.6 
Style D - Participative 41 23.2 

TOTAL 177 100.0 

It is assumed here that almost all of these managers have obtained their 

university education abroad, since West Bank Universities are very young 

and the business administration programmes do not have a long history in 

the West Bank. One possible reply would also be to attribute the high 

score on Style C to the managers area of specialisation. The findings 

indicate that 31.3 per cent of the managers with higher education have 

studied business and commerce. 
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Another explanation of this finding would be due to the managers 

satisfaction with their employees and to the importance of consultation as 

provided in Islamic teachings. The Holy Quran and the sayings of the 

prophet Muhammad greatly encourage consultation. For example, the word 

consultation is frequently mentioned in the Holy Quran and due to its 

importance, one of the 114 suras (chapters) of the Holy Quran, is entitled 

Shura, which means consultation.(10) 

12.2.3 Variables Affecting Decision Making Styles 

One can assume that variables such as managers age, education, and the size 

of organisation would contribute significantly to the variations in the 

managers decision making styles. To find out the degree of influence if 

any, each of these variables will be statistically tested and the findings 

would be put to the open. 

12.2.3.1 Managers Age and Decision Making 

In order to test the degree of influence of managers age on their decision 

style, the managers were divided into three age groups: Young (less than 

30 years), Middle Age (30-44 years) and Old (45 years and older). The 

results indicate that statistically, managers age had no significant 

contribution to the variation in their decision style since the Chi-square value 

is 6.7, with 3 degrees of freedom at a significant level of .35. (See Table 

12.4). 

Looking at Table 12.4 we will find that 48.6 per cent of all managers in all 

age categories use Style C, although there are significant differences in the 

responses, there is not statistical significance of age on the decision making 
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style. Table 12.4 shows that 4.0 per cent of young managers adopt Style A 

while 7.4 per cent of old managers adopt this style. The researcher believes 

that such an increase in the percentage could be attributed to the managers 

length of experience and to the fact that older Arab managers recognise the 

fact that "grizzle headed people are more respected". This feeling increases 

their position among their subordinates. But overall, the findings indicate 

that older managers in the West Bank are just as consultative as the younger 

managers, and as the Table indicates, 48.6 per cent of old managers said 

that they usually use the consultative style in their decision making process. 

Table 12.4 Managers Age and Decision Making Style (percent) 

N = 177 

Decision Style Own Pseudo Consultative Partici pative 
Decision Consultative 

Age (Style A) (Style B) (Style C) (Style D) 

less than 30 years 4.0 20.0 64.0 
30 - 44 3.4 17.2 50.0 

55 - over 7.4 26.6 43.6 

TOTAL 5.6 22.6 48.6 

x2 = 6.7 df= 6 sig = .35 Cramer's V = .14 

12.2.3.2. Managtrs Education and Decision Making 

It is believed that managers decision making is influenced by their 

educational level. To examine this statistically, the managers surveyed were 

classified into two main groups as far as their education is concerned, less 

educated managers (12 years of high school or less), and more educated 

(college and university education). The statistical findings as shown in 

Table 12.5 indicate that decision making style of managers differs 

12.0 
29.3 

22.3 

23.2 
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significantly with the variation in the educational level since the chi-square 

value is 10.9 with 3 degrees of freedom at 99 per cent level of confidence. 

The researcher believes that university education promotes knowledge and 

thinking, therefore, managers could have been influenced because of their 

specialisation since 31.3 per cent of the highly educated managers have 

studied business and commerce. Another reason could be their scientific 

belief that participation in the process increases the commitment and 

motivation of those who will carry out the decision. 

Table 12.5 shows that out of the more educated managers 55.6 per cent use 

the consultative style (Style C) while on the other side 27.3 per cent of the 

less educated managers use this same style (Style C). One interesting 

finding about this table is that 34.1 per cent of the less educated managers 

adopt Style B. This can be attributed to the managers feeling of being less 

educated, therefore, they want to show to their subordinates that they are 

being consulted so as to minimise opposition and to "save face" some of the 

subordinated by creating a feeling of consultation, so that these subordinates 

will say ......... Yes, we have been consulted if asked by their friends or 

colleagues. Another question, why did 31.8 per cent of the less educated 

managers adopt the participative style (Style D)? One explanation could be 

the managers feeling of having. those who might be potential obstacles on 

their side especially if some of the subordinates have more education than 

themselves. Another reason for the use of Style D by 31.8 per cent of the 

less educated managers is due to the managers feeling of insecurity due to 

their low level of education. Therefore they tend to involve the majority of 

subordinates in the decision making process. Finally, from these results we 

can derive at the conclusion that the more educated the West Bank manager, 

the more consultative he will be. 
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Table 12.5 Managers Education and Decision Making Style (percent) 
N = 177 

Decision Style Own Pseudo Consultative Partici pative 
Decision Consultative 
{Style A) (Style B) (Style C) (Style D) 

Education 

High School and less 6.8 34.1 27.3 31.8 

College and University 
education 5.3 18.8 55.6 20.3 

TOTAL 5.6 22.6 48.6 23.2 

X 2 ; 10.9 df= 3 sig. = .01 Cramer's V = 0.25 

12.2.3.3 Size of Organisation and Decision Making 

The final variable that might have a direct influence on the type of decision 

making used by the managers is the size of their organisations. To test this 

influence statistically, the researcher has divided the organisation into three 

majqr categories as of their size: small (less than 10 people) N = 40 

organisations, medium size organisations (10-49 employees) N = 77 

organisations, and large organisations (50 employees and more) N = 60 

organisations. The statistical findings indicate that the size of the 

organisation has a significant influence on the decision style used by the 

manager. The Chi-square value is 13.7 with 6 degrees of freedom at a 

significant level of 0.03. (See Table 12.6). 

Table 12.6 indicates that 48.6 per cent of the managers in all organisations 

use consultative style. Out of those, 63.3 per cent of the managers work in 

large organisations while only 37.5 and 42.9 per cent of the managers work 

in small and medium size organisations respectively. The researcher 

believes that this can be attributed to the organisations policies. In large 
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organisations managers abide by the written rules and regulations, while in 

smaller organisations in the West Bank there seems to be no written policies 

Table 12.6 Organisation Size and Decision Making (percent) 

N=l77 

Decision Style Own Pseudo Consultative Participative 
Decision Consultative 
(Style A) (Style B) (Style C) (Style D) 

Organisation Size 

Small Size 7.5 17.5 37.5 37.5 

Medium Size 5.2 26.0 42.9 26.0 

Large Size 5.0 21.7 63.3 10.0 

TOTAL 5.6 22.6 48.6 23.2 

X2 =13.7 df = 6 sig. = 0.03 Cramer's V : 0.20 

and regulations as already pointed out in the limitations of this research. In 

the West Bank the rules and regulations of small organisations are in the 

hands of the managers, owners in many cases. They can be changed and 

modified according to the managers needs and desires and whenever 

necessary. On the contrary, large organisations have fixed written policies 

and regulations which might emphasise the importance of committees and 

meetings. Therefore, managers oflarge organisations are less likely to take 

risk especially when the rules and regulations are well known to 

subordinates. They, therefore, go back to their subordinates who may 

know as much about the work as they do. But this does not mean that West 

Bank managers use fonnal committees as their means of communication. 

The question of committees was clearly pointed out by one manager of a 

private finn in Beit Sahour who quoted theEgyptian proverb "If you want to 
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doom any matter or subject a failure, just form a committee". There will be 

a fuller discussion of this subject later on in the study. 

To conclude this discussion we can say that West Bank managers are 

consultative. The overall findings indicate that managers age has no 

significant influence on the variation of the decision making style, while 

other variables such as the managers education and size of the organisation 

have a significant influence on the type of decision style to be adopted by 

the manager. However, these findings differ from the findings of other 

studies. Muna (1980) found that the older the Arab executive the more 

autocratic he tends to be. He also found that the size of the organisation has 

no significant contribution to the variation of decision styles. On the other 

side, Kasim (1989) found that in general, Gulf Arab managers tend to avoid 

responsibility and decision making. (11) Due to the variation of these 

findings it is recommended that the subject of "Managers decision making in 

the Arab World" would be a vital topic for future research where a bigger 

sample can be covered. 

12.2.4. People Consulted by Managers When Facing Functional Problems 

In this section the researcher aims to identify the people whom the managers 

consult when faced with functional problems such as production, finance 

and marketing problems. The main purpose here is to identify the main 

influences which might contribute to the decision making process and to see 

their degree of influence on managers of both sectors. Table 12.7 shows 

that statistically, there is a significant difference between the managers of 

both sectors in relation to the type of people being consulted since the chi

square value equals 6.92 with 3 degrees of freedom at a significant level of 

0.07. The results in Table 12.7 indicate that 33.3 per cent of the total 
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managers in both sectors usually consult their working colleagues of whom 

41 per cent are in the public sector and 23.4 per cent in the private sector. 

The main difference in the responses is believed to be attributed to the 

written rules and regulations as found in the public sector where managers 

are afraid to make mistakes, therefore, they refer to their colleagues who 

may have a good understanding of the rules and regulations. In the private 

sectors, the percentage is lower and this can be attributed to the secrecy 

which is found to be a major element of West Bank managers (private 

sector) approach to management. For example, the Palestine Medical 

Company, Al-Bireh, requires all its employees to sign a work secrecy 

contract before commencing work with the company. (See Appendix 4 for 

a copy of the contract). This argument is supported by Hamdi Duais, 

manager of the Arab Textile Company in Hebron who commented " ..... .I 

vow in the name of Allah that if my brother discontinues working with me 

in this company and ifhe starts his own business, that I will fight him by all 

means". However, this argument seems very Western in its nature but it 

means that some of the West Bank managers do believe in the notion 

"business is business". Therefore, a West Bank manager may compete 

even with his own brother as long as the competition is fair and does not 

lead to monopoly which is regarded in Islam as an unethical practice. 

In large firms managers are forced sometimes to consult with their working 

colleagues but not in the private sector where the manager is the owner. 

Table 12.7 also shows that 32.2 per cent of the managers usually consult 

with the owners of the firms when they are faced with functional problems. 

The percentage of private managers is slightly higher than that of the public 

managers, 37.7 per cent as compared to 28.0 per cent respectively. Such a 
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Table 12.7 Percentage of Managers Responses to the Type of 
People Consulted When Faced with Functional 
Problems 

Type of Owner of Working Member of Friends 
People the Firm Colleague the Family 

Private 37.7 23.4 16.9 22.1 
Public 28.0 41.0 10.0 21.0 

TOTAL 32.2 33.3 13.0 21.5 

X2 = 6.92 df= 3 sig. = 0.07 Cramer's V = 0.19 

high score can be attributed to the nature of private businesses where the 

salaried managers find themselves forced to go to the owners. These 

managers of private firms have to go to the owners of their firms when they 

are faced with critical issues. The findings indicate that about 80 per cent of 

the managers in private enterprises are owners. The table also shows that 

21.5 per cent of the managers usually consult with friends. It should be 

pointed out that consultation of this type is free of charge. The most 

interesting finding is that 13 per cent of the total managers go to members of 

their families when faced with work problems (functional problems). Again 

this demonstrates the influence of the family even in the public sector. To 

conclude this discussion we can say that West Bank managers hardly use 

outside consultants since none of the managers interviewed pointed out that 

he tended to seek the help of consultants when faced with functional 

problems. 

12.3 Managers Relationships 

An understanding of West Bankers' attitudes is best gained by looking at 

the family system. The Arab society is basically a traditional society. The 

traditional kinship groups, whether tribal or familial remain of prime 
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importance.( 12) The extended family is a basic social unit even in the larger 

urban centres. A folk type of culture predominates Arabian society: status 

is ascribed by such factors as age, sex, or family name, and is not 

necessarily achieved. ( 13) 

The remaining parts of this chapter will be devoted to the discussion of the 

various aspects of managers interpersonal relationships. The aspects 

discussed include: 

managers way of obtaining their present jobs 

mediation 

nepotism 

bribery 

the ideal employee 

managers subordinates relationships 

managers affiliations with professional bodies and organisations. 

12.3.1 Managers Way of Obtaining Their Present Jobs 

There are many ways by which one can obtain employment. In the Arab 

world the use of personal ties and connections is not only widespread, but 

is also an important and necessary means of doing business.(l4) As far as 

the managerial positions are concerned, Kasim etaJ ,(1989), have indicated 

that only a tiny minority of the well trained managers in the Gulf States are 

in appropriate positions that are compatible with their qualifications. Kasim 

believes that in that part of the Arab world, managerial positions are 

primarily ascribed, not earned, particularly in the public sector. ( 15) 

Apparently the way is smoothed for a West Banker to become a manager by 

hislher personal contacts, father and family, and social status. 



309 

In order to discover the way in which West Bank managers obtained their 

current jobs, every manager participating in the study was asked to respond 

to the questions "How did you get your present job?". Every manager was 

then provided with a set of alternative answers (see questionnaire). To 

ensure that no important answer was missed, the response included: 

Others ....................... where the manager was asked to provide his own 

answer. 

Table 12.8 shows that almost half of the managers, 48.6 per cent obtained 

their jobs using normal methods of job placement. Of these managers 31.1 

per cent obtained their jobs because of personal contacts, while 17.5 per 

cent obtained them after the jobs were advertised in the local media. It is 

worth mentioning here that the private sector in the West Bank hardly use 

Israeli media (Radio and Television). Palestinians do not use the Israeli 

media because of nationalistic reasons. They therefore, have to resort to the 

use of Palestinian newspapers and magazines and the word of mouth 

advertisements. As already mentioned, there are several Arabic 

newspapers and magazines which are published and distributed throughout 

the occupied territories. Only the public sector uses the voice ofIsrael radio 

to advertise any vacancy or any other business related matters. Only 

recently, Palestinian owners of private firms within the green lines have 

started using the Israeli radio and television media. 

Going back to the results in Table 12.8 we will find that 20.9 per cent of the 

managers are owners of their firms (sole proprietorship). The tabie also 

shows that 11.9 per cent of the managers were hired because of family 

contacts. This indicates that in the West Bank the pervasive influence of 

family is so obvious. Looking at the table we will also find that 7.3 and 
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Table 12.8 Frequency and Percentages of Managers 
responses to the Method of Obtaining Their Jobs 

N = 177 

Method of Obtaining Present Job Frequency Percentage 

Personal contacts (search) 55 31.1 
Sole proprietorship 37 20.9 
Advertisements 31 17.5 
Family contacts 21 11.9 
Appointed 13 7.3 
Elected 12 6.8 

Others 8 4.6 

TOTAL 177 100.0 

6.8 per cent of the managers and administrators were appointed and elected 

respectively. It should be mentioned here that the majority of those 

appointed are Mayors oflocal municipalities who were appointed by Israeli 

military governors after the mass resignation of elected Palestinian mayors. 

Those elected include managers who were elected by members of their 

boards. They were elected either because of their age or as a result of 

voting, as is the case in many charitable organisations and institutions. 

The remaining 4.8 per cent include managers who were hired through 

labour offices as is the case in the public sector 2.5 per cent, while the 

remaining 2.3 per cent of the managers were managers who had inherited 

their business from parents or immediate family. It is worth mentioning 

here that only the public sector deals with government labour offices. 

Private businesses are boycotting labour offices because they are 

government owned and are under the supervision of the military 

government. 
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To compare these findings with the findings of other studies world wide, it 

was found that in Belgium in about 60 per cent of the cases, managers 

entered their firms as a result of recruiting by the firms (16 per cent), 

personal connections (24 per cent), or family relationships (19 per 

cent).(16) In Belgium personal connections are more likely to be a factor in 

the case of older or more experienced managers (except where there is a 

family relationship). In Nigeria, it was found that the moment a man 

obtains a job he will be expected to do his best to obtain employment for the 

members of the family. Hiring and promotion policies based on merit do 

not apply in the minds of the members of the unemployed extended family. 

Pressures on the employed individuals is often very great, and he may be 

ostracised by the family if he fails in his duty, as they see it, to help them. 

It is his responsibility to both hire and promote persons on the basis of 

family ties. (17) These examples and other demonstrate that family ties are 

world phenomenon and that there are social factors which determine the 

type of enterprise a person enters. 

12.3.2. Mediation (Wasta): Background 

In the Middle East, as it is in the West Bank, personal status depends on 

family positions and social contacts.( 8) The individual is very tied to his 

family and dominated by the father. (19) In the Arab world kinship and 

religions are considered to be the most pervasive and enduring loyalties. 

The West Bank which is considered to be part of the Middle East is not any 

different. Kin group in the West Bank is considered to be a major unit of 

identity as much as it is in the rest of Arab societies. In the Arab culture, 

kinship is the pattern of responsibilities, towards the rights expected from 

relatives. (20) Farsoun (1970) examined the function of the extended family 

among transitional Arabs (20where he found: 
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First, in relation to the economic structure in the Middle East, 

it is the main duty of the extended family to find employment for 

relatives whenever possible or feasible. 

Second, the extended family functions as an informal group for the 

collection, storing, and transmission of information on available 

jobs. 

In the Middle East when jobs are available close friends approach the 

employer to help hire their relatives. 

From this finding we can say that the Palestinian Arab family displays many 

features that exist in complex traditional societies. (22) Chief amongst them 

was the dependence of the individual on his family and his integration into it 

in such an intense way that the Palestinian culture was rightly termed "a 

kinship culture".(23) 

This is a brief picture of the general background of the structure of the Arab 

society. It is hoped that such an introduction will help the reader to better 

understand the findings of the present study mainly in regard to this and 

other cultural themes. The researcher believes that an understanding of the 

environment in which the business exists is necessary. Therefore, figures 

and numbers alone, without a prior knowledge of the situation that has 

created them, would be an incomplete picture. 

12.3.3 Managers and Mediation (Go Between) 

As we have seen in the previous chapter the West Bank manager is expected 

to play an intermediary role mainly because of his position in the country 
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and in the organisation. To examine this concept further, the managers 

participating in the survey were asked by the researcher to respond to the 

question "Do you think that mediation exists in the West Bank?". If yes, 

why? Every manager was then provided with a list of alternative answers 

to choose from. (See questionnaire). Table 12.9 and Figure 12.4 show 

that 93.8 per cent of the managers interviewed believe that mediation is 

widely spread in the West Bank. Only 6.2 per cent of the managers did not 

think that mediation exists. Of the 93.8 per cent, 93.5 per cent were found 

to be managers in the private sector and 94.0 per cent were managers of the 

public sector. 

Table 12.9 Percentage Distribution of Managers Responses 
to the use of Mediation, Nepotism, and Bribes in 
the West Bank. 

N = 177 

Type Yes No Total Percentage 
(Used) (Not Used) 

Mediation 93.8 6.2 100.0 
Private 93.5 6.5 
Public 94.0 6.0 

Nepotism 81.9 18.1 100.0 
Private 74.0 26.0 
Public 88.0 12.0 

Bri~ 58.8 41.2 100.0 
Private 59.7 40.3 
Public 58.0 42.0 

The findings indicate that there is no difference in the responses which 

imply that this practice is felt by almost all managers. Such a high 

response, 93.8 per cent, can be attributed to the influence of the family and 

its structure. Mediation can also be a direct result of the close-knit culture 

where one is expected to help facilitate matters for relatives and friends. 
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Another reason could be the absence of a national government where people 

can be held accountable for their actions. In the West Bank, many 

businessses do not have rules and regulations. Managers and owners in 

many cases, therefore feel they are free to do whatever comes into their 

minds. 

Table 12.10 reports the main reasons for the use of mediation from the 

managers own point of view. The table indicates that 35.6 per cent of the 

managers attribute it to the prevailing traditions, in fact one manager from 

Nablus said "mediation is becoming a belief'. 20.9 per cent believe that it is 

used to help do things faster such as to expedite the issue of a work permit. 

The table also shows that 11. 3 per cent of the managers believe that 

mediation is used in order to do things against the law, like the use of 

relatives and connections in order to secure the issue of a building permit 

which was originally denied because of improper site location. This finding 

was supported by one manager who asked to remain anonymous but who 

said that "mediation is above the law". 

Out of the 166 managers who believed that mediation exists, 8.5 per cent 

believe it is used just in order to get things done. As one manager of Cairo 

Amman bank told me "mediation is used because of people's family 

relationships. You do me a favour today and I will do you a favour 

tomorrow" and as the common saying goes "Feed the mouth .... appease the 

eye". The findings in Table 12.9 indicate that 7.3 per cent of the managers 

believe that mediation is used just to make sure that things are done or ever 

will be done, even though there is no need to do so. Only 4.5 per cent of 

the manager believe that mediation is used in order to help relatives. Again 
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this finding reinforces the importance of kinship as mentioned earlier in this 

section. As far as the remaining responses, 4 per cent of the managers 

believe that mediation is used because of the Israeli policy of "reciprocity" . 

Most of these managers believe that mediators of this category are 

collaborators with the Israeli authorities. They help the Israelis by 

providing them with information on their countrymen and in return their 

demands will be met. In many cases collaborators use their connection 

with the Israeli authorities in order to secure a travel permit for someone for 

an amount of money. As one female manager from Ramallah commented: 

"mediation is only for collaborators". 

The remaining 1.7 per cent of the managers believe that mediation is only 

used by selfish people who put their interests on top of other peoples 

interests and needs. 

Table 12.10 Frequency and Percentage of Managers 
Responses to the Reasons Behind the use of 
Mediation 

N = 177 

Reason Frequency Percentage 

Merely a tradition 63 35.6 
Do things faster 37 20.9 
Break the law (do outlawed things) 20 11.3 

Get things done IS 8.5 

Assurance of getting things done 13 7.3 

Help relatives 8 4.5 

Israeli policy (reciprocity) 7 4.0 

Sel fishness 3 1.7 
Do not believe it is used 11 6.3 

TOTAL 177 100.0 
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12.3.4 Managers Attitudes Toward Mediation 

All managers interviewed were asked about their attitudes toward mediation. 

Table 12.11 reports the findings. As the table shows,only 19.2 per cent of 

the managers believe that mediation is a help while the majority 77.4 per 

cent believe it is a hindrance. 

Managers who believe that mediation is a help have justified their response 

by saying that mediation helps save time, effort and money, especial1y when 

it comes to hiring someone. These managers argue that "hiring someone 

who is recommended by a friend will save lots of time, effort and money on 

our part because we do not have to advertise the vacancy and therefore we 

do not have to do any screening. It is also better for our business because 

the person we get is already known to our friends who have recommended 

himlher for the job". 

Table 12.11 Frequency and Percentage Distribution of 
Managers Attitudes Toward Mediation. 

Attitude 

Mediation is a help 

Mediation is a hindrance 
No answer 

TOTAL 

N = 117 

Frequency 

34 

137 
6 

117 

Percentage 

19.2 

77.4 

3.4 

100.0 

As for the majority of managers who believe that mediation is a hindrance, 

they pointed out in many cases that mediation is an unethical practice and it 

helps bring in unqualified personnel. One of these managers even went on 

to say in very plain language that "mediation consumes our time, it is a 
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dishonest, unjust and immoral practice". 

From these findings, one can come to the conclusion that even though 

mediation is widely felt in the West Bank, it is rejected by the majority of 

the managers interviewed. 

12.3.5. Nepotism (Muhabah) 

One of the most important features of West Bank society is family loyalty. 

In the West Bank as it is in most Arab societies, the family is still regarded 

as the core unit of the Palestinian society. The individual loyalty and 

support to his family and relatives overrides most other duties and 

responsibilities. As we noted in previous sections and as was pointed out 

by Farsoun (1970), one of the main duties of the extended family is to find 

employment for relatives whenever possible or feasible.(24) Table 12.9 

and Figure 12.4 show that 81.9 per cent of the managers interviewed 

believe that nepotism is widely practiced throughout the West Bank, while 

only 18.1 per cent did not think it is used. The researcher believes that 

mediation and nepotism are also a result of the absence of a national 

government which resulted in the lack of accountability of these managers. 

Of the 81. 9 per cent of the managers, 74 per cent were from the private 

sector while 88 per cent were managers in the public sector. The response 

is slightly higher in the public sector and the researcher believes it is 

attributed to the extreme caution of private managers not to label their firms 

as "family businesses" while other managers cited the Arabic proverb "Ibed 

Tihla" which means "unfamiliarity breeds yearning". This is a common 

saying used by the managers so as to show their contempt for the use of 

nepotism. 
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One prominent figure in the West Bank who is adamantly against hiring 

relatives is Dr. Dmona Shihadah, a French graduate, and manager of the 

Arab Society for the Handicapped in Bethlehem. He commented " ........ 1 

do not hire relatives even if they are very qualified. Relatives when hired 

will start meddling with the business affairs, eventually leading to its 

discontinuity. Relatives will ruin the reputation of the business by labelling 

it as a family business". 

This finding is supported by Kassem and Habib (1989) where they pointed 

out that in the Gulf States the managerial positions are primarily ascribed 

and not earned, particularly in the public sector. 

As for those managers who support the use of nepotism, one manager of a 

food production company in Hebron who happened to be a graduate of 

Strathc1yde University in Scotland, justified his response by citing the well 

known Arabic proverb "Al-Agribaa Awla Bel-Maaroof' which means 

"relatives should always be given first priority". 

Nepotism is not restricted to the West Bank. Tomas (1961) in a study about 

Argentina pointed out that "In Argentina entrepreneurs have been widely 

criticised for their tendencies toward cartelisation, monopolies, and 

nepotism". (25). Ali and Swiercz in their study on Saudi Arabia have also 

pointed out that in Saudi Arabia, and in the rest of the Arab World, pay is 

determined without regard to merit and performance, and the promotion and 

salary increases are largely determined by personal connection and 

manoeuvres, nepotism, sectarianism, and ideological affiliations".(26) 
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12.3.6 Bribery (Rashawil 

Payoffs and bribes are commonplace in many countries around the 

globe. (27) Bribery is pervasive throughout virtually the entire Third World 

of Latin America, the Middle East, Africa and Asia.(28). There are two 

kinds of bribes: the "lubrication" bribe and the "white mail" bribe.(29) 

The lubrication bribe as the name implies involves payment of relatively 

small sums of money "speed money" to lubricate the wheels of 

administration so that they can tum more rapidly. 

The purpose of the lubrication bribe is to make sure that things proceed 

along smoothly. (30) For example, in the Third World payments are made 

to customs officials to accelerate the paperwork to allow shipment of 

machinery, raw mateIials etc. Many Third World travellers resort to this 

type of bribe to accelerate the processing of paperwork and travel 

documents when crossing borders. In other instances, the gratuity is used 

to encourage a clerk in one of the ministries to reshuffle his papers to find 

an application, which may have been on file for months, for a construction 

permit. An under-the-table payment facilitates issue of a permit to allow the 

entry of company personnel, such as the engineer, marketing specialist and 

an accountant. (31) 

The white mail bribe is entirely different. The bribe generally involves an 

elaborate system for concealing the use of large sums of corporate cash. 

These payments are usually used to buy influence in high places. They are 

invariably accompanied by false accounts, fictitious book-keeping entries 

and bogus documentation.(32) 
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As already mentioned the bribes are very pervasive throughout the Middle 

East. When the managers participating in the study were asked if they 

thought that bribes existed or were used in buying favours in the West 

Bank, 38.8 per cent of them believed so, of whom 59.7 per cent were 

managers in the private sector, while 58 per cent were found to be managers 

in the public sector. (See Table 12.9). 

Looking at Table 12.9, we will find that bribes have the lowest score in the 

table, 58.8 per cent as compared with 93.8 and 81.9 per cent for mediation 

and nepotism respectively. The researcher believes that bribes receive the 

lowest score due to several factors. The first of these is religious. Islamic 

teaching clearly forbids the use of bribes. The prophet Muhammed in his 

Hadith says "The bribery giver and taker are in hell fire".(33) However, it 

is not my intention here to point out what is considered bribe and what is 

considered not. Islam, however, allows managers to accept gifts and 

special tokens especially if they are given on festive occasions and are away 

from the intention of buying favours. 

Secondly, is the nature of Work. Many West Bank private businesses do 

not necessitate the use of bribes as they are very traditional and small scale 

businesses. The third reason for such a comparatively low score is the size 

of the West Bank. The West Bank is a small territory where news spreads 

very fast due to the close-knit, collectivist society. Finally, people are 

reluctant or less likely to risk bribe taking because of the importance of 

reputation. As mentioned earlier reputation to an Arab is very vital. In fact, 

many of the managers interviewed identified reputation pressure as one of 

their most serious pressures. A detailed examination of managers responses 

to the use of mediation, nepotism, and bribes are summarised in Figure 

12.4. 
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Figure 12.4 
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12.3.7. Managers Attitude Towards Bribes 

All managers participating in the study were asked about their attitude 

towards bribes. Every manager was asked the question "Do you as 

manager approve the use of bribes?". Out of the 177 managers interviewed, 

39 declined to answer this question. The researcher feels that this is a very 

sensitive question and therefore, managers are less likely to answer so as 

not to give the impression that they use bribes, especially when they 

respond with "Yes". Out of the remaining 138 managers and 

administrators, 97.1 per cent responded by saying that they disapprove of 

the use of bribes while the remaining 2.9 per cent replied with "Yes". The 

researcher was not surprised, however, to find that almost all the managers 

are against the use of bribes and payoffs. Their opposing response can 

be attributed to the factors already outlined. 

As for the remaining 2.9 per cent of the managers who approve the use of 

bribes, it was found that all of them were administrators working in the 

public sector. The researcher attributes their response to the following: 

First, bilateral agreements with the Israeli officers in charge. In many 

instances the bribe taking occurs with the consent of the Israeli officer on 

the condition that they will split whatever they get. The researcher 

remembers in many cases where the rows develop over the use of bribes 

and where the Israeli higher court of justice had to intervene. As a result, 

many Palestinians and Israeli administrators were removed from their posts. 

This happened with the administrators of the city and regional planning 

department in Hebron, and the administrators of the division of motor 

vehicles in Ramallah district. 
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Second, some administrators use their posts as temporary opportunities for 

getting richer. Therefore, many of them take the risk knowing that their 

jobs will be rotated and transferred quite often. This is an Israeli 

Government Policy. For example, it is a fact in the West Bank that hardly 

any Israeli Officers maintain the same job in the same area for more than 

two consecutive years. 

Third, Palestinian clients find themselves obliged sometimes to pay bribes 

especially those who are denied travel permits or family reunification 

permits. They are willing to pay whatever is demanded in order to facilitate 

matters. 

These are the main irregular ways and practices of conducting business. 

Although these findings may not give an accurate representative picture, it is 

clear that practices such as mediation, nepotism and bribes are on the whole 

widely practiced in the West Bank. 

12.3.8 Managers Employee Relationships 

The manager employee relationship is another issue that cannot be treated in 

one or two pages of a single study. However, in order to find out more 

about the nature of relationships existing between the managers and their 

subordinates, every manager was asked to respond to the following 

question, on the questionnaire and during the interview: "Do you discuss 

matters other than business with your employees?". The managers were 

asked to reply either with "Yes" or "No". Table 12.12 shows that 90.4 per 

cent of the managers discussed matters other than business with their 

subordinates. Of those managers almost 91 per cent were found to be 

managers in the private sector and 90 per cent were managers of public 
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organisations. These findings were not contrary to our expectation The 

researcher believes that the nature of the current political situation forces the 

managers to be of a sociable and aimiable nature. In many cases managers 

are forced to talk politics. They talk about the appropriate ways of going 

home after a curfew has been called. They talk about the disturbances that 

have prevented the employees from coming to work. For example, while 

collecting data the researcher remembers being in Cairo-Amman Bank, 

Nablus, where a curfew was imposed on the whole city of Nablus. People 

and clients were all worried about not finding ways to go home. 

Therefore, the researcher believes that the prevailing current situation in the 

West Bank is always the topic of discussion between managers and 

subordinates. As one manager commented "We cannot separate ourselves 

from what is happening in the territories. Whatever happens to my 

subordinate today might happen to me tomorrow. We are all facing one 

common problem. Occupation. Therefore, we have to show that we care 

about one another". 

Table 12.12 Percentage Distribution of Managers Responses 
to the Question of Discussion of Non Business 
Matters with Subordinates at work. 

N = 177 

Discuss Matters other than 
Business with subordinates Yes No Total Percentage 

Private 90.9 9.1 100.0 

Public 90.0 10.0 100.0 

TOTAL 90.4 9.6 100.0 
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12.3.9. Subordinates Fear of Managers 

The main purpose of this section is to find out the degree of fear of 

managers from their own point of view. Every manager was asked to 

respond to the question "In your opinion, how frequently in your work 

environment are subordinates afraid to express disagreement with you?". 

The manager was then asked to tick one answer out of five alternatives: very 

frequently, frequently, sometimes, seldom, very seldom. 

Table 12.13 reports that 33.3 per cent of the managers have indicated that 

their subordinates are sometimes afraid to express their disagreements. The 

results also indicate that 9.6 per cent of the managers belive that 

subordinates are either frequently or very frequently afraid to express their 

disagreement with them as managers. This means that almost 43 per cent of 

the managers believe that their subordinates feel afraid of their managers. 

The researcher attributes this feeling of fear to several factors. First, the 

power embodied in the hands of managers. Subordinates are sometimes 

afraid because of the coercive power. Many of them might feel that they 

will be punished if they voice any disagreement. Such punishment might 

include demotion, no promotion, dismissal and sometimes transfer to work 

location where they would othetwise not prefer to go. 

Second, subordinates feeling that most businesses in the West Bank are 

highly personalised. They feel that managers are all in all. Managers can 

do whatever pleases them in the absence of a national government. 

Therefore, they believe that managers have the right to punish and reward, 

and as a result they do not try to antagonise them. 
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Third, the communication system. The fear of subordinates can also be 

attributed to the type of communication system implemented. Many 

organisations encourage the upward type of communication, while others 

do not. On the other hand, many managers and administrators adopt the 

open door policy while others are very strict. 

Fourth, employees are sometimes afraid of their managers and this can also 

be attributed to the narrow understanding of managers. Managers 

sometimes do not differentiate between arguments and criticisms. 

Results indicate that the majority of managers, 57.1 per cent, did not feel 

that their subordinates were afraid of them. This feeling can be attributed to 

the leadership style. As we have already pointed out, West Bank managers 

on average, are consultative thus removing some of the obstacles that may 

hinder the communication process within the organisation especially the 

upward and grapevine communications. 

Table 12.13 Frequency and Percentage Distribution of 
Managers Responses to the Question of 
Subordinates Fear 

N = 177 

Degree of Fear Frequency Percentage 

Very frequently 3 1.7 
Frequently 14 7.9 
Sometimes 59 33.3 
Seldom 57 32.2 
Very seldom 44 24.9 

TOTAL 177 100.0 
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It is necessary to point out here that these findings may not reflect the 

genuine feeling. The picture would only be complete if the same type of 

question was applied to randomly selected employees within these 

organisations. Only then can one say that these responses give a perfectly 

representative picture. 

12.3.10 The Ideal Employee (AI-Arnel AI-Mithali) 

In the Middle East, top management tends to superimpose its personality on 

the organisation.(34) Because of this, executives selecting personnel give 

priority to the individual who offers complete loyalty to his superior. In fact 

personnel selection in general from the top to the bottom of an Arab 

organisation, is likely to be influenced by considerations of 10yalty.(3S) 

The concern for demonstrating loyalty, by the way, often explains why 

some managers willingly take work home at night, or come in at weekends, 

and even accept transfers to cities where they would prefer not to go. This 

demonstrates that loyalty norms are widespread in organisations. 

In order to give a better understanding of West Bank managers views of 

employee loyalty, every manager in the survey was asked to respond to the 

question "What is an ideal employee from your own point of view?". Every 

manager was then asked to respond with one answer from a list of provided 

answers. (See questionnaire). In order to make sure that no important 

opinion was missed, the responses included the item: Others ........ where 

managers had to furbish their own answers. Table 12.14 shows that about 

64 per cent of the managers believe that the ideal employee is the one who is 

loyal to the firm. This implies that the majority of the managers in the West 

Bank put the welfare of the organisation before all else. 
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Table 12.14 Frequency and Percentage Distribution of 
Managers Responses to what is an Ideal 
Employee? 

N = 177 

Quality Frequency Percentage 

Loyal to the finn 113 63.8 

Loyal to the job 50 28.2 

One who uses logic 6 3.4 
Faithful to customers 4 2.3 
Loyal to God 2 1.1 

Loyal to manager 2 1.1 

TOTAL 177 100.0 

Table 12.14 also shows that 28.2 per cent of the managers think of an ideal 

employee as the one who is loyal to the job. The remaining managers see 

the ideal employee as one who uses logic 3.4 per cent of the time. This 

point was strongly emphasised by Muhammad Abu Hashim, manager of a 

construction firm in Hebron who commented: "The ideal employee is the 

one who uses logic at work. The one who uses his mind. Not like one of 

my employees who came to work in the asphalt and construction industry 

wearing flip flops. This is appalling. Our employees do not think". 

Of the remaining managers 2.3 per cent view the ideal employee as the one 

who is faithful to customers. As one administrator of a hospital in Nablus 

told me: "The ideal employee is the one who is more faithful to patients". 

1.1 per cent of the managers see an ideal employee as the one being more 

loyal to God. This point was emphasised by two managers, one in the 

Islamic Wakfin Hebron and the other a manager ofa food production plant 

in Jerusalem. The most interesting finding is that only 1.1 per cent of the 
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managers view the ideal employee as the one who is more loyal to them. 

This finding differs from other findings where for instance, Pezeshkpur 

(1978) in his study ChaJJenge to Management in the Arab World has 

indicated that Arab executives selecting personnel give priority to the 

individual who will offer complete loyalty to his superiors and he also 

pointed that Arab subordinates serve as a buffer for their superiors.(36) 

Lauter 1970) pointed out that in the Middle East loyalty to executives counts 

more than ability.(37) The researcher believes that such variations in the 

findings could be attributed to the high educationalleve1 attained by West 

Bank managers and due to their area of specialisation where 31.1 per cent of 

the managers interviewed have studied management and commerce. 

Therefore, West Bank managers are influenced by business teaching and 

business philosophy. 

12.3.11 Ideal Employee and Business Sectors 

The main purpose of this section is to determine the differences of opinions 

toward the meaning of an ideal employee by managers of both the private 

and public sector. The statistical results indicate that there is a significant 

difference between the perceptions of managers in both the private and the 

public sector with regard to the description of an ideal employee since the 

Chi-square value is 4.62 with 2 degrees of freedom at a significant level of 

0.09. See Table 12.15. 

The results in Table 12.15 clearly indicate that 63.8 per cent of the total 

managers view an ideal employee as the one being more loyal to the firm of 

whom 71.4 per cent are managers in the private sector and 58 per cent are 

managers of public firms and organisations. Why such a big difference in 

the responses? The researcher believes that private managers are more 
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concerned about the well being of the firm. They are therefore, more 

concerned about its image and reputation hence almost 80 per cent of the 

private firms are owned by the managers, whereas in public firms managers 

Table 12.15 Perception of an Ideal Employee by Sectors 
{Percent} 

N = 177 

Ideal Employee Loyal to Loyal to Others 
Sector the firm the job 

Private 71.4 24.7 3.9 
Public 58.0 31.0 11.0 

TOTAL 63.8 28.2 7.9 

x2 = 4.62 df= 2 sig. = 0.09 Cramer's V = 0.16 

believe they are like any other employee. The only difference being in 

his/her title. Therefore he might be less concerned about the firm and its 

success. 

Looking at Table 12.15 we will also find that out of the 28.2 per cent of the 

managers who described an ideal employee as the one who is more loyal to 

the job, 31 per cent are managers in the public sector, while 24.7 per cent 

are managers in the private sector. Although there is not much difference in 

the responses, the researcher believes that if an employee is not loyal to the 

job in the private sector, he will be more likely to transfer to another job 

within the firm, while in the public sector where an employee is found to be 

unfaithful to his job he will be transferred to other jobs of similar nature but 

in different firms and in different locations such as the teacher or doctor 

who might be transferred to a different school or hospital in a different city. 

Therefore it is believed that public managers view job loyalty as more 

important than managers of the private sector. 
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The table also indicates that 7.9 per cent of the managers described an ideal 

employee as being one who uses logic, is faithful to customers, loyal to 

God and loyal to the manager. However, there is not much difference in the 

responses of both types of managers. 

To conclude this discussion we can say that although these findings may not 

reflect the real feeling of the managers, they do, however, indicate that 

West Bank managers on the whole put the needs of their organisations and 

jobs on top of all other matters. 

12.3.12 Managers Affiliation with Professional Bodies - Background 

There is no single reason why individuals join groups. (38) Because 

different people belong to a different number of groups, then it is obvious 

that different groups provide different services to their members. Robbins 

(1988) has cited various reasons for joining groups: security, status, self

esteem, affiliation, power and goal achievement.(39) 

In the Middle East group membership is influenced by one's social and 

political stratification. Therefore, group memberships are not 

indiscriminately open to all people. In general Middle Easterners usually 

seek membership in the groups that offer them potential for elevating their 

social standing. But the wealthy are not necessarily part of the elite. Status 

is more hotly pursued than financial gain. 

In most Arab cultures wealthy citizens often affiliate themselves with groups 

in order to obtain important social or political position so as to improve their 

status.(40) Unlike the West Bank where the prevailing political situation 
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has a significant influence on unions and their membership. In the West 

Bank trade unions proliferate, yet they are joined by few members. (See 

Table 12.16). 

Labour and trade unions in the West Bank are among the well known 

bodies which contribute significantly to the improvement of social services 

in the West Bank community, yet they do not enjoy the support of a large 

number of professional people. 

In light of the absence of a national government in the West Bank, these 

unions (Table 12.16) along with other unions (Table 12.17) and 

municipalities throughout the West Bank began to consider themselves as 

the national government body for the local Palestinians inside the West 

Bank. As a result, many Union Leaders and municipality elected mayors 

always get the attention of the local and foreign media. 

Table 12.16 Major Unions Operating in the West Bank 

Union Type Location 

Commercial Vehicles Drivers 
Construction and Public Employees 
Construction and Public Employees 
Engineers Union 
Federation of Vocation Unions 
Gas Bottle Distributors 
Workers and employees of Jerusalem 

Electricity Company 
Workers Union 
Workers Union 
Employees Union 

Pharmacists Union 
Palestinian Writers Union 
Physicians Union 
Solicitors Union 

Nablus 
Ramallah 
Tulkarem 
Beit Hanna -Jerusalem 
Jerusalem 
Ramallah 

Jerusalem 
Bethlehem 
Ramallah 
An-Najah National 
University Nablus 
Jerusalem 
Jerusalem 
Jerusalem 
Jerusalem 

Source: Nakhleh, E.A. The West Bank and Gaza: Towards the Making 
ofa Palestinian State 1979, p.34 with modification by the researcher. 
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Table 12.17 shows that Palestinian women through these unions have 

exhibited interest in maintaining and preserving Palestinian culture and 

identity. These groups are considered to be the primary source of identity 

for the Palestinian females. A Palestinian female joins and functions as a 

member of that group where her personality is developed and enhanced 

through participation in the collective good. (41) 

Table 12.17 Palestinian Womens Organisations in the West 
Bank 

Year of 
Establish
ment 

1921 
1925 

1928 

1929 
1939 
1944 

1945 
1947 
1948 
1949 
1955 
1956 

1956 
1956 
1960 
1961 

1963 
1964 

1965 

1965 

1969 

Palestinian Womens Organisations 

The Arab Womens Society of Nablus 
The Association of Worn ens Renaissance 

of Ram allah 
Women's Auxiliary for Child Welfare and 

Motherhood of Nablus 
The Arab Women's Congress ofJerusalem 
The Arab Women's Society of Ramallah 
The Women's Auxiliary for Childwelfare 

of Be it Jala 
The Association ofChildwelfare of Ram allah 
The Arab Women's Society of Bethlehem 
Institute of the Arab Child ofJerusalem 
Home for Refugee Girls of Jerusalem 
The Arab Women's Society of Tulkarm 
The Arab Women's Society of Al-Bireh 

The Hebron Women's Association 
The Arab Women's Assoctiation of Beit Sahour 
The Women's Benevolent Association of Qualqilya 
The Association for the Renaissance of Rural 

Women of Dura 
The Women's Benevolent Association ofJericho 
Halhoul Women's Benevolent Association 

of Hebron 
Association for Welfare and Family Planning 

of Nablus 
Association for Family Revitalisation 

of AI-Bireh 

Association for Family Planning and Welfare 
of Hebron 

Location 

Nablus 

Ramallah 

Nablus 
Jerusalem 
Ramallah 

Beit Jala 
Ramallah 
Bethlehem 
Jerusalem 
Jerusalem 
Tulkann 
AI Biretv' 
Ramallah 

Hebron 
Beit Sahour 
Qualqilya 

Dura-Hebron 
Jericho 

Halhoul-Hebron 

Nablus 

AI-Biretv' 
Ramallah 

Hebron 

Source: Nakhleh, K. and Zureik The Sociology of the Palestinians, 1980, 
pp.167 -170 
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The Palestinian woman strives to maintain the moves and expectations of 

the group through mutual cooperation and participation. She joins and 

participates while at the same time has to maintain the honour of her family, 

and under no condition has she to compromise herself, her mission or the 

trust envisaged in her by others.(42) However, there will be a fuller 

discussion of Palestinian females and their involvement in management later 

in this study. 

12.3.13 Managers Affiliation with Professional Bodies 

Every manager participating in the survey was asked to respond to the 

question: "Do you belong to a professional association?". Each of the 

managers was asked to respond with "Yes" or "No". Table 12.18 reports 

that trade unions and professional bodies have little appeal to West Bank 

managers and administrators. 

Table 12.18 Managers Affiliation With Professional Bodies by 
Sectors 

Belong to Professional 
Body 
Sector 

Private 
Public 

TOTAL 

Yes 

37.7 
53.0 

46.3 

No 

62.3 
47.0 

53.7 

Total Percentage 

100.0 
100.0 

100.0 

Out of 177 managers interviewed only 46.3 per cent of them reported that 

they belong to professional bodies while the majority 53.7 do not. One 

might ask, why such a low score? What is the importance of unions if 

only 46.3 per cent of the managers interviewed are members? 
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One argument, of equal relevance, would be managers dissatisfaction with 

the unions and their services. Many managers when asked about their 

affiliation responded by saying "these are political unions, they only care 

about politics rather than the development and improvement of the 

employees and workers affairs". In fact, one manager commented: "We do 

not want any more headaches, these unions, as you can see, are the target of 

the Israeli intelligence". Therefore the researcher believes that the main 

reason for this low score is the poor perception of unions by the great 

majority of the people in the West Bank. 

Another argument would be that union membership is not indiscriminately 

open to the public. Many unions are specialised, many of them require a 

certain type of educational level. For example, the engineering unions 

require those who want to join to produce a university diploma, while the 

employees union of An-Najah National University demands its candidates 

to have at least two years college diploma as a condition for membership. 

A third major reason for not joining Unions could be financial. Some 

managers pointed out that they sometimes cannot afford to pay the annual 

fee of 120 J.D. It is important to point out that unions such as the 

physicians, engineers and pharmacists require higher fees for their 

membership than any other union in the territories. 

Looking at Table 12.18, we notice that out of the 46.3 per cent of those 

managers belonging to professional bodies 53 per cent are managers 

working in the public sector while only 37.7 per cent are managers of the 

private sector. Such difference in the response would be attributed to the 

nature of ownership. Almost 80 per cent of the managers of the private 

sector in this study are owners, therefore, they do not see a need for joining 
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unions especially because they understand that the main purpose of unions 

in general is to represent and defend its members in front of the 

management. On the contrary managers in the public sector see an 

important need to join unions so that they can present their issues and 

complaints to the Ismeli government in charge. However, some unions are 

still unfounded like the public education teachers union. In 1980, 

government teachers went on strike demanding the gmnting of permission 

for public teachers unions. As a result many teachers were arrested, jailed 

and sacked from their posts. 

This concludes our discussion of union membership, but before turning on 

to the next subject, union attendance, we can say that on the whole, West 

Bank unions are poorly perceived and therefore have little appeal to West 

Bank Managers. The majority of the West Bank managers interviewed in 

this study believe that unions are more political than professional. They 

believe that unions put a lot of emphasis on the political developments in the 

region mther than the improvement and development of its members affairs. 

12.3.14 Professional Bodies Attendance 

All managers who admitted to being members of professional bodies were 

asked the question: "How often do you attend meetings of your professional 

body?" The managers were then asked to reply with one of the following 

answers: Quite often, seldom, never. 

Table 12.19 shows that out of the 82 managers who are members of 

professional bodies, only 63.4 per cent attend meetings quite often. The 

table shows that 34.1 per cent of the managers seldom visit their 

professional bodies while 2.4 per cent of the managers never visited their 

professional association. 



337 

Table 12.19 Percentage Distribution of Managers Attendance at 
Meetings of their Professional Bodies 

Degree of Attendance Percentage 

Quite Often 63.4 

Seldom 34.1 
Never 2.4 

TOTAL 100.0 

The researcher attributes this low score of attendance to two main factors. 

First, members dissatisfaction with their unions. As already mentioned, 

unions are perceived as more political than professional. Second, members 

are afraid to go to their unions for fear of reprisals of the Israeli secret 

intelligence "Mukhabarat" in the form of administrative harassment, arrest 

or imprisonment.C43) Kessar, Histadrut's (Israeli Labour Federation) 

general in an inteIView with the Guardian 1990 reported: 

" ..... some Palestinian unions are being used as a front to cover 

terrorist activities. A court of law is the appropriate place for such 

charges to be tried".(44) 

Third, union attendance demands time on the part of the managers. Fourth, 

union attendance may cause personal and family life disruption. 

12.4 Summary 

Management in the West Bank displays the same diversity that distinguishes 

the region as a whole. 

This chapter has been so beneficial in highlighting the various decision 

making styles implemented by West Bank managers. From the discussion 
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it was so apparent that the consultative style (style C) is the most widely 

spread style in the West Bank. The chapter also identified the two major 

variables that had a significant contribution to the variation in management 

decision making styles. The two variables were: managers education and 

the size of the organisation. 

The second part of the chapter was helpful in giving us a broader 

understanding of West Bank managers interpersonal styles. Aspects such 

as managers way of obtaining their present jobs, mediation, nepotism, 

bribery, managers subordinates relationship, the ideal employee, and 

managers affiliation with professional bodies and organisations were all 

discussed and analysed. Among the most interesting findings which were 

found were: 

(a) Almost half of the managers interviewed got their jobs through nonnal 

methods. 

(b) The great majority of West Bank managers believe that mediation (go 

between) is widely practiced in the West Bank. Although the majority of 

the managers believe that it is used mainly because of the prevailing 

traditions. However, 77.4 per cent of the managers interviewed are 

against the use of mediation. To them mediation is a hindrance in 

conducting their business. 

(c) Irregular practices of conducting business such as nepotism and pay 

offs are believed to be widely used in the West Bank. Although almost 

all of the managers interviewed are against the use of such practices. 

Cd) The findings indicate that the great majority of West Bank employees 

work in congenial environments. Over 90 per cent of the managers 

interviewed discuss matters other than business with their subordinates. 
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However 42.9 per cent of the managers still believe that subordinates 

have some type of fear of their managers. They are afraid to voice 

disagreement with their managers. 

(e) The majority of West Bank managers view an ideal employee as one 

who is most loyal to the firm or organisation in which he works. 

(0 Although, unions are proliferate in the West Bank, they are joined 

by less than half of the managers interviewed, 46.3 per cent. From the 

findings it was apparent that only 63.4 per cent of the managers 

interviewed attend their unions quite often. 

The results as appeared in this chapter lend strong support of Bhagat and 

McQuaids (1982) call for more cross-cultural research, especially research 

designed to help identify and explain the influence of culture on managerial 

performance. (45) 
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CHAPTER 13 

MANAGERS ATTITUDES AND CHANGE 

13. 1 Introduction 

In the previous chapter we examined West Bank managers approach to 

decision making. The researcher also discussed and evaluated the main 

aspects of West Bank managers interpersonal styles. Such discussion was 

helpful in gaining an accurate picture of the West Bank wider environment 

which seems to have a direct bearing on management and its practice. 

The main purpose of this chapter, however, will be: first, to examine West 

Bank managers attitudes towards their jobs, time, and life insurance; 

second, to examine the attitudes of West Bank managers toward females 

working as managers, females working as employees, more freedom and 

independence from customs and traditions, and toward an increase in 

business automation and technology and thirdly, to examine the main 

variables that might have an effect on managers attitudes. 

13.2 Definitions of Attitudes and Other Related Concepts 

For any researcher and in order to examine the attitude of respondents, it is 

imperative that the meanings of an attitude and other related concepts are 

reviewed. Such concepts include values, beliefs, opinions and ideology. 

What is an attitude? Robbins (1988) has defined attitudes as evaluative 

statements either favourable or unfavourable concerning objects, people, or 

events. They reflect how one feels about something. For example, when 

one says "I like my job" he is expressing his attitude to work. ( 1) 
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Kolasa has defined an attitude as "a predisposition to react positively or 

negatively, to a person, place or circumstances". It is therefore a tendency 

to respond and can be considered a "leaning in one direction or another 

...... There are two main elements in an attitude, the predisposition and the 

direction of that predisposition. (2) 

How does an attitude differ from other concepts such as values, beliefs, 

opinions and ideology? Before proceeding on to the definition of these 

various aspects it is worth mentioning that the way any researcher defines a 

value is very much influenced by hi&11er background, knowledge, and 

purpose of research. For example, Rokeach (1973) has defined a value as 

"an enduring belief that a specific mode of conduct or end-state of existence 

is personally or socially preferable to an opposite or converse mode of 

conduct or end-state of existence".(3) Kluckhohn, however, defined a 

value as "a conception, explicit or implicit, distinctive of an individual or 

characteristic of a group, of the desirable which influences the selection 

from available modes, means and ends of action". It should be emphasised 

that effective (desirable), cognitave (conception), and conative (selection) 

elements are all essential to the notion of value. This definition takes 

culture, group, and the individual's relation to culture and place in his group 

as primary points of departure,(4) 

On the other hand, Davis, 1969, has defined values as "sets of interrelated 

ideas, concepts and principles to which individuals, groups, and societies 

attach strong sentiments. They are abstract, general orientations that guide 

human behaviour.(5) Other similar definitions of values were also given 

by Scott (6) and Jacob et al (7). 
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From all these definitions we can conclude that values can be derived from 

one's own experience. from friendship groups, parents, teachers, lecturers, 

and even from reading books and magazines. Values can also be acquired 

from religion, radio, television and from the culture as a whole. 

A belief, on the other hand, is defined as "inferences made by an observer 

about underlying state of expectancy".(8) Also in another definition it was 

pointed out that: 

"a belief is any simple proposition, conscious or unconscious, 

inferred from what a person says or does, capable of being preceded 

by the phrase I beJieve that ........ ". The content of a belief may 

describe the object of belief as true or false; correct or incorrect; 

evaluate it as good or bad; or advocate a certain course of action or a 

certain state of existence as desirable or undesirable. The first kind 

of belief may be called a descriptive or existential belief (I believe 

that the sun rises in the East). The second kind of belief may be 

called an evaluative belief (1 believe this ice cream is good) and the 

third kind may be called a prescriptive or exhortatory belief (I 

believe it is desirable that children should obey their parents). 

Whether or not the content of a belief is to describe, evaluate or 

exhort, all beliefs are predispositions to action, and an attitude is 

thus a set of interrelated predispositions to action organised around 

an object or situation.'\9) 

An opinion, however, is defined as "a verbal expression of some belief, 

attitude or value".(10). Kolasa (1969) has defined an opinion as "the 

expression of one's judgement of a particular set of facts, an evaluation of 
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the circumstances to him {sic}. (11) While an ideology is defined as "an 

organisation of beliefs and an ideology is defined as "an organisation of 

beliefs and attitudes - religious, political or philosophical in nature - that is 

more or less institutionalised or shared with others, deriving from external 

authority". (12) Kluckhohn defined ideology by pointing out that: 

"ideology always refers to a system of ideas, but the system is 

sometimes constructed to be based on the special interests of some 

segmental or distributive minority within the society, sometimes 

upon a supernatural revelation, sometimes upon any non-empirical, 

non-scientific norm. In general, ideology has today a somewhat 

pejorative sense which does not attach to value. It might legitimately 

be argued that ideologies determine the choice between alternative 

paths of action, which are equally compatible with the underlying 

values" . ( 13) 

This concludes the discussion of the various definitions of attitudes and 

other related concepts. It is hoped that a review of such defmitions will help 

the reader to better conceptualise the remaining analysis of this survey. 

13.3 Managers Attitudes Towards Own Jobs 

This section is dedicated to examining the various attitudes of managers 

toward their own jobs. To accomplish such an objective every manager in 

the survey was asked to respond to the question "Please tick the one 

statement that most fully represents your attitude and feeling about your 

job?". Every manager was then provided with four alternative statements: 

a A dominant factor in my life and a primary source of satisfaction. 

b. A distinctly interesting and important part of my life. 

c. An activity separate from the rest of my life and one which must not 
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be allowed to dominate. 

d. A source of demand and pressure that affects other activities. 

Table 13.1 shows that almost 60 per cent of the managers have chosen 

alternative B which describes the job as being distinctly interesting and 

important part of the manager's life. The researcher attributes such finding 

to managers satisfaction as a result of internal motivation where it was 

found that 59.9 per cent of the managers have attended training 

programmes, and as a direct result of the high level of education attained by 

the managers and because of their fields of study. It was found that 67.8 

per cent of the total managers in the survey completed University education, 

with 31.1 per cent specialising in business and commerce. The researcher 

believes that such feeling of satisfaction stems from the type of ownership 

and also came about as a result of the scarcity of managerial jobs in the area. 

Previous findings in the study indicate that 35 per cent of the managers 

interviewed are managers of their own firms. The other findings in Table 

13.1 also show that 18.6 per cent of the managers view their jobs as being 

a dominant factor in their lives and a primary source of satisfaction. 

This type of attitude can be attributed to managers working beyond their 

capacities. Managers who are running their own firms might fall in this 

category. This argument is supported by the views of some managers 

among them Muhammad Abu Hashim, manager and owner of the Holy 

Land Engineering and Construction Plant in Hebron, who told the 

researcher about having wild dreams and nightmares about his work .. 

Another manager Hamdi Duais, who runs the Arab Textile Company in 

Hebron. Duais pointed out that "he sees his job as more important than his 

own self'. 
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Table 13.1 Frequency and Percentage Distribution of 
Managers Attitudes Towards Their Present Jobs 

N = 177 

Attitude 

A dominant factor in my life and 
a primary source of satisfaction 

A distinctly interesting and important 
part of my life 

An activity separate from the rest of 
my life and one which must not 
be allowed to dominate 

A source of demand and pressure that 
affects other activities 

TOTAL 

Frequency 

33 

106 

27 

11 

177 

Percentage 

18.6 

59.9 

15.3 

6.2 

100 

Interestingly, only 15.3 per cent of the managers seemed to be able to 

separate work affairs from their personal lives. These managers are 

believed to be the least planners. They leave their obsessions at work and 

do not carry their work home with them. The researcher believes that these 

managers are mainly found in the public sector. 

The remaining managers 6.2 per cent, think of their jobs as being a constant 

source of demand and pressure which affects other activities. These 

managers are thought to be those who work the longest hours. The 

findings indicate that 44.6 per cent of the managers work over 60 hours per 

week, while only 29.9 per cent work between 45-59 hours a week, and 

25.5 per cent work not more than 44 hours weekly. The mean working 

hours is 55.7. See Table 13.2. 
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The pressure of work was evident in the response of Alis Yakoub, a female 

manager of Bethlehem Artificial Limbs Factory who pointed out that work 

pressure always made her nervous and tense in her home. 

Table 13.2 Frequency and Percentage Distribution of 
Managers Weekly Working Hours 

N = 177 

Working Hours Frequency Percentage 

Less than 30 hours 4 2.3 
30 - 44 hours 41 23.2 

45 - 59 hours 53 29.9 

60 hours and more 79 44.6 

TOTAL 177 100 

Mean = 55.7 hours Std. Dev.: 16.7 

The researcher believes that all managers who perceive their jobs as being a 

source of demand and pressure are very much affected by the sensitive 

positions they hold. They are believed to be the managers with heavy 

planning duties and who are required to make a lot of communication either 

downward, upward (public administrators) or externally. An example of 

those managers would be municipal mayors. For example, Hanna AI-

Atrash, Mayor of Be it Sahour Municipality complained to the researcher of 

citizens coming to his home to discuss business matter very early in the 

morning and very late at night. 

These are the main findings resulting from the analysis. The researcher 

believes that these findings might reflect the genuine feeling of managers. 

As a result subsequent findings indicate that 46.3 per cent of the managers 

believe that their jobs give them great opportunities to use their full capacity 

and 33.9 per cent believe that their jobs allow them to practice their abilities 
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only to some extent, while 11.9 per cent believe that their jobs provide them 

with opportunities to use their abilities to the full. See Table 13.3. 

Table 13.3 Frequency and Percentage Distribution of 
Managers Use of Abilities. 

N = 177 

Extent Ability Used Frequency Percentage 

Completely 21 11.9 
To a great extent 82 46.3 
To some extent 60 33.9 
To a minor extent 12 6.8 
Not at all 2 1.1 

TOTAL 117 100.0 

13.4 Variables Affecting Managers Attitudes 

This part of the chapter will be dedicated to the examination of various 

variables that might have a direct contribution to the variation in managers 

personal attitudes towards their work. The variables include the size of the 

organisation, type of ownership, managers age, and education. 

13.4.1 Organisation Size and Managers Job Attitude 

It is believed that the size of organisation might contribute significantly to 

the variation of managers job attitudes. To test the degree of influence, 

statistically, all organisations in the survey were classified into three size 

groups. Small (less than 10 employees), medium (10-44 employees) and 

large (50 employees and more). This type of classification applies to West 

Bank businesses where it was found that the industrial sector of the West 

Bank and Gaza consists mainly of small and medium sized workshops, 

92.3 per cent of which employ between one and 9 workers. ( 14) 
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Table 13.4 displays the findings. From these it is apparent that the size of 

organisation contributes to the variation in managers attitudes since the Chi-

square value is 11.6 with 6 degrees of freedom at 0.07 level of significance. 

Table 13.4 Managers Attitudes by Size of Organisation 
(Percentage) 

N = 177 

Attitude Job as a Dominant A Distinctly An Activity A Source 
Factor in my Life Interesting Separate from of Demand 
and Primary Source and Import- Rest of Life and and Pressure 
of Satisfaction ant Part of Which must not That Affects 

Organisation my Life be Allowed to Other 
Size Dominate Activities 

Small 15.0 55.0 27.5 2.5 
Medium 15.6 63.6 15.6 5.2 
Large 25.0 58.3 6.7 10.0 

TOTAL 18.6 59.9 15.3 6.3 

X2 = 11.6 df = 6 sig. = 0.07 Cramer's V = 0.18 

Looking at Table 13.4, one notices that out of 59.9 per cent of the managers 

who see their jobs as being distinctly interesting, the highest percentage, 

63.6 is found in the responses of managers working in medium size 

organisations. The researcher believes that such finding is very normal 

since medium size organisations have a reasonable number of employees, 

they are not too big neither too small. They are balanced. Another reason 

for such finding is that large organisations are sometimes more complicated. 

Therefore, they are hard to manage. Drucker, has pointed out that the 

bigger the organisation becomes, the more complicated the management will 

become. To support such argument, let us take the elephant example. As 

the elephant grows bigger and bigger its trunk grows as well so as to 

withstand the increasing weight, or otherwise the elephant will not be able 

to stand on its legs. 
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Managers of small organisations are not overburdened with obligations, and 

are experiencing a medium size span of superivision or control. Therefore, 

managers of medium size organisations have maintained a good balance 

between small and large organisations and are thus provided with 

advantages not enjoyed by managers of other sizes or organisation. 

Another interesting finding is in the responses of managers to the third 

alternative statement where the job was perceived as being something 

separate from the manager's personal life. As we look at the table we will 

find that the percentage decreases as the size of organisation increases. This 

indicates that the bigger the organisation, the less capable the manager is in 

separating business affairs from his personal life. 

Again if we look at the table we will notice that the pressure on managers 

increases as the size of the organisation increases. It was found that 10 per 

cent out of 6.3 per cent of the managers are found in large organisations as 

compared with only 2.5 per cent of managers in small size organisations. 

To sum up the findings we can say that the attitude of managers varies with 

the size of organisation in which they work. 

13.4.2 Business Ownership and Job Attitude 

One might well argue that the type of ownership might have a direct 

contribution to the variations in the personal attitudes of managers to their 

work. The findings, however, as shown in Table 13.5 indicate that there is 

no statistical significance between the type of ownership and the kind of 

attitude perceived by managers since the Chi-square value is 3.98 with 3 
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degrees of freedom at 0.26 level of significance. See Table 13.5 

Table 13.5 Ownership by Job Attitude (percentage) 

Type of A Dominant A Distinctly An Activity A Source 
Attitude Factor in my Life Interesting Separate from of Demand 

and Primary Source and Import- Rest of Life and and Pressure 
of Satisfaction ant Part of Which must not That Affects 

Life be Allowed to Other 
Ownership Dominate Activities 

Private 20.8 63.6 13.0 2.6 
Public 17.0 57.0 17.0 9.0 

TOTAL 18.6 59.9 15.3 6.2 

2 
X = 3.98 df = 3 sig. = 0.26 Cramer's V = 0.15 

13.4.3 Managers Education and Job Attitude 

This section will be dedicated to examining the degree of association 

between the managers level of education and job attitude. To do this 

statistically all managers were divided into two groups with regard to their 

educational level. Less educated (managers with 12 years of high school 

and less) and highly educated (managers with college and university 

Table 13.6 Managers Education by Job Attitude (percentage) 

Job A Dominant A Distinctly An Activity A Source 
Attitude Factor in my Life Interesting Separate from of Demand 

and Primary Source and Import- Rest of Life and and Pressure 
of Satisfaction ant Part of Which must not That Affects 

Education- Life be Allowed to Other 
allevel Dominate Activities 

Less educated 25.0 61.4 6.8 6.8 
Highly educated 16.5 59.4 18.0 6.0 

TOTAL 18.6 59.9 15.3 6.2 

X2 = 4.6 df= 3 sig. = 0.26 Cramer's V = 0.15 
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education). The results show that the educationalleve1 of managers has no 

statistical significance to the variation in their job attitudes since the Chi-

square value is 4.6 with 3 degrees of freedom at 0.26 per cent level of 

significance. See Table 13.6. 

13.4.4 Managers Age and Job Attitude 

This part of the chapter will focus on the influence of the manager's age on 

hi&lher job attitude. To examine the degree of influence, all managers in the 

survey were divided into three age groups. Young (less than 30 years 

old), middle aged (30-44 years) and old (45 years and over). Using the 

SPSSx statistical technique it was found that there is no association between 

the age of a manager and hislher job attitude since the Chi-square value is 

2.5 with 6 degrees of freedom at 0.86 level of significance. See Table 13.7. 

Table 13.7 Managers Age and Job Attitude (percentage) 

N = 177 

Job A Dominant A Distinctly An Activity A Source 
Attitude! Factor in my Life Interesting Separate from of Demand 

and Primary Source and Import- Rest of Life and and Pressure 
of Satisfaction ant Part of Which must not That Affects 

Managers Life be Allowed to Other 
Age Dominate Activities 

Young 20.0 64.0 16.0 

Middle 15.5 62.1 15.5 6.9 

Old 20.2 57.4 14.9 7.4 

TOTAL 18.6 59.9 15.3 6.2 

X2 = 2.5 df= 6 sig. = 0.86 Cramer's V = 0.084 

This concludes our discussion of the main variables which were thought to 

have a significant contribution to the variation in managers attitudes. 

Interestingly, among all the variables, it was found that only the size of the 
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organisation had a significant contribution to the variation in managers 

attitudes toward their jobs. The statistical findings indicate that managers of 

large organisations are the ones who suffer most from work pressures and 

demands. The findings also indicated that managers of large organisations 

are least capable of separating business affairs from their personal lives. 

From the findings it was apparent that the percentage of managers responses 

to the job as being a dominant factor in their lives increases with the increase 

in the size of organisation. 

13.5 Managers Attitude Toward Time 

As we have seen in previous chapters, the low value placed on time was 

cited by West Bank managers as one of the main most frequently mentioned 

pressures. Due to the importance of such a concept a special section of this 

chapter will be dedicated to examining the attitudes of managers to such an 

important cultural theme. 

Every manager participating in the survey was asked to respond to a single 

question "Which of the following statements would best describe your 

attitude towards time?" Every manager was then provided with four 

alternative statements. In order to make sure that no important opinion 

would be missed all managers were provided with a fifth answer which said 

"Other ..... " where every manager was asked to provide his own answer if 

none of the statements provided represented his attitude. 

Table 13.8 displays the findings. What is so interesting is that 85.3 per cent 

of the managers described the time value as very valuable. To them time is 

gold. The importance of time was best expressed by the mottos which were 
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displayed in many firms. These mottos were written in huge Arabic letters. 

They were quoted verbatim by the researcher and were translated into 

English. Some of them said "Time is like a double-edged sword, it could 

either benefit or harm you" and "The value of time stems from the value of 

responsibilities" and also "Do not procrastinate today's work until 

tomorrow". Other mottos said "Time is more precious than gold. Gold can 

be sold and bought while time cannot" and "Time is very valuable, treat it 

like you treat any other asset in the organisation" . 

There is no doubt that time was valued very highly by West Bank 

managers. The researcher believes that these findings are not contrary to 

our expectations. The researcher attributes such high value to several 

factors: 

a. Managers high level of education. Unlike the traditional people who 

place low value on time, these managers have been educated in foreign 

and European culture, and therefore realise the importance of time in 

these various cultures. 

b. Managers training. Many of these managers were trained in Europe, 

the United States and Israel. Therefore they became more exposed to 

Western practice and attitudes. 

c. Direct contact with the Jewish people. As already mentioned, the 

Palestinians have learned many things from the occupiers. It is 

believed that the Jewish people place a high value on time and 

organising. This generalisation came about as a direct observation by 

the researcher and from his past experience in working with Jewish 

people and in Jewish firms. Moreover, it is worth mentioning that the 

placement of high value on time is viewed by some Palestinians as one 

way of defying and antagonising the Israelis. Such feeling stems from 
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their response to a statement mentioned by Moshe Dayan, deceased 

Israeli Defence Minister, who once commented: "We as Jews should 

give consideration to the Arabs only after we see them being able to 

stand in a queue in order to get on a bus .... ". 

Looking at Table 13.8 we will also notice that 11.3 per cent of the managers 

view time as valuable as money. These findings indicate that almost 97 per 

cent of the managers have an important view of the time concept. To them 

time is so precious. Time is as valuable as gold and money. Of the 

remaining managers, two have associated time with work. They stated that 

"Lost time is lost work" and two managers pointed out that "Life is time" 

while the remaining managers have a different view of time. They stated 

that "time is important only when working". 

Table 13.8 Frequency and Percentage Distribution of Managers 
Attitudes Towards Time. 

N = 177 

Attitude Frequency Percentage 

Time is very valuable 151 85.3 
Time is valuable 20 11.3 
Others 6 3.4 

TOTAL 177 100.0 

To summarise these findings, the researcher concludes that West Bank 

managers share high appreciation for time. To them time is very valuable as 

gold and money. This finding is corroborated by Muna (1980) who found 

that any generalisation about the Arab executives as being fatalistic will be 

academically irresponsible and misleading. Muna indicated that in general 

the Arab executives are far from being fatalistic: they are future-oriented, 
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rational in their planning and deliberation, and they attempt to control and 

prevent adverse future events.(15) 

13.5.1 Reasons for Being Late for Work 

To help the researcher, and in order to make sure that the West Bank 

managers were not over-reacting to the pressure "low value of time", every 

manager was asked to respond to the question "Have you ever been late for 

work in the past 12 months?". Every manager was then asked to give a 

"YES" or "NO" answer. Those who responded with "YES" were then 

asked "Why were you late for work?". The managers were then provided 

with several alternatives. In order to make sure that none of the important 

reasons would be missed all reasons ended with one open ended answer 

which was "Other ............. specify". Tables 13.9 and 13.10 report the 

findings. Table 13.9 indicates that only 89 managers, 50.3 per cent have 

admitted to being late in the past 12 months.(6) Interestingly, the results in 

Table 13.10 indicate that almost 45 per cent of the 89 managers have 

mentioned the occupiers practices as their main reason for being late for 

work. Many of these managers cited the examples of being held up at 

military checkpoints while on their way to work. Some of them complained 

Table 13.9 Frequency and Percentage Distribution of 
Managers Who Have Been Late for Work in the 
Past 12 months 
N = 177 

Been Late for Work During Frequency Percentage 
the past 13 months. 

Yes 89 50.3 
No 88 49.7 

TOTAL 177 100.0 
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of collective curfews being imposed on their cities, towns and 

neighbourhoods, while some were late because of soldiers confiscation of 

their military identity cards. (17) Others were late because they were 

summoned to the local Israeli military governor in the area. The results in 

Table 13.10 also show that 16.9 per cent of the managers were late because 

of social activities such as home visits by friends, relatives and clients and 

because of the death or marriage of some relatives and friends where they 

had to be present. 14.6 per cent were late because of family matters, such a 

member of the family being sick or needing to go to hospital, or because of 

other matters related to the family such as the buying of food and other 

household goods. It is important to point out here that the husband has the 

main responsibility for the , whole family. The husband is still regarded as 

the breadwinner for the family. 

Of the remaining managers 13.5 per cent were late because of personal 

matters such as sickness, travelling abroad mainly to Jordan in order to 

obtain a Jordanian passport or to renew one which had expired. Another 6.7 

per cent of managers were late because of transportation problems. It is 

worth mentioning that public transportation in the West Bank is inefficient, 

and many of the buses and taxis run according to the load of passengers and 

not on the hour. The findings indicate that only 25.4 per cent of the total 

managers in the survey do not drive to work. These managers however, 

depend on lifts provided by working colleagues, and friends, and on 

transport provided by employers. The remaining managers attributed their 

lateness to work related matters such as the representation of their business 

in the community, or travelling abroad for business related matters in which 

managers were late and stayed beyond the allowed period for the visit. What 

is so interesting is the reason which was cited by one administrator of a 

public finn in Beit-Jala near Bethlehem who commented: 
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" ....... Many times I was deliberately late for work in order to make up 

for the unpaid overtime hours". 

In brief, these findings indicate that West Bank managers generally are 

prompt and punctual. Almost half of the managers who were late for work 

in the past 12 months were late because of external pressures and 3.4 per 

cent were made late because of work related activities. Only 45 per cent of 

the managers who were late attributed the causes to social, personal and 

family matters. 

Table 13.10 Frequency and Percentage of Managers 
Responses to the Reasons for being Late for 
Work 

Reason 

Occupiers practice and behaviour 
Social activities 
Family matters 
Personal matters 
Transport 
Work related matters 

TOTAL 

Percentage 

44.9 
16.9 
14.6 
13.5 
6.7 
3.4 

100.0 

13.6 Managers Attitudes Towards Life Insurance 

One of the most widespread beliefs about the Arabs is that they are fatalistic. 

The main reason for such belief is attributed to Islam and its teachings. 

However, it is not the researcher's intention here to engage in a discussion 

about fatalism with regard to the various religions. Instead, the researcher 

presents the findings of this study and in the light of these one can conclude 

whether or not the Arabs are fatalistic. 



361 

To see if the managers carry life insurance or not every manager was asked 

a direct question by the researcher "Do you currently carry life insurance?". 

They were then provided with a "YES" or "NO" alternative. Table 13.11 

shows that only 50 managers 28.2 per cent carry life insurance while 71.8 

per cent did not. Unlike the findings of Muna (1980) where he indicated 

that only 44 per cent of the Arab executives interviewed did not have life 

insurance. For a comparison of the findings see Table 13.13. 

Table 13.11 Frequency and Percentage Distribution of 
Managers Responses to Life Insurance 

Yes - carry life insurance 

No - do not carry life insurance 

TOTAL 

N = 177 

Frequency 

50 

127 

177 

13.6.1 Reasons for not Carrying Life Insurance Policy 

Percentage 

28.2 

71.8 

100.0 

All the managers who did not carry life insurance attributed the reasons 

which prevented them from doing so to: religious 40.2 per cent; financial 

benefits are not rewarding 18.0 per cent; personal or family wealth 15.0 per 

cent; negligence 13.4 per cent; fmancial difficulties 7.9 per cent; and due to 

the country's social security system and work pensions 5.5 per cent. (See 

Table 13.12). 

The findings in Table 13.12 indicate that 40.2 per cent of the 127 managers 

who did not carry life insurance did not do so because of religious reasons. 

The majority of these managers were very hasty to cite the Quranic verse 

"Nothing shall happen to us except that which God ordained for us". (18) 
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Table 13.12 Percentage Distribution of Managers Responses 
to the Reasons for not Carrying Life Insurance 
Policy 

Reason 

Religious 
Financial benefits are not rewarding 

Personal or family wealth 
Negligence 
Financial difficulties 
Country social security system and work 

pensions scheme is adequate 

TOTAL 

Percentage 

40.2 
18.0 
15.0 

13.4 
7.9 

5.5 

100.0 

This Quranic verse was clearly cited by lawdat Natsheh, manager of 

Natsheh and Duais bus company, Hamdi Duais, manager of Arab Textile 

Company, Mahmoud Obedo, manager and owner of Pama Shoe Factory, 

and Kalid Tamimi, manager of Al-Nafis Laboratories. Interestingly the 

religious reason was the main obstacle that prevented even a Christian 

manager from carrying life insurance. Dawood, manager of the House of 

Hope, Bethlehem commented: 

" ........... My life is in the possession of God the creator. Therefore, 

there is no need to carry life insurance". 

As far as Islam is concerned, not all types of insurance are forbidden. On 

the contrary, Islam sees in insurance a "participation in risk". Therefore, 

types of insurance such as fire, health, accident are not forbidden. They are 

widely practiced even in strictly religious countries like Saudi Arabia. The 

only type of insurance which is not allowed in Islam is life insurance. In 

Islam a person's life is in the hand of God. A person can die whenever the 

Lord wants him to. Death is regarded as something inevitable, therefore, 
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there is no need to insure one's life. As Jawdat Natsheh, a very well 

known business man in Hebron, has commented: 

" ............ 1 will give you all the money you ask for if you can make 

me live longer than the Lord wants me to." 

What is interesting is that 28.2 per cent of the total managers carry life 

insurance policies even though they know it is against Islam. The 

researcher believes that these managers like many other Moslem managers 

who receives interests on their money in the banks, are business minded 

and not religious oriented. To them this kind of practice might be 

considered something personal which should not be prevented by others. 

Looking at Table 13.12 we will also find that some of the reasons for not 

carrying life insurance cited by the managers includes the inadequate 

financial benefits, 18 per cent. The manager of AI-Qamar Towel Factory, 

Aida Refugee Camp near Bethlehem, commented: 

" ........... If I put the same money into the bank I will get more 

benefits in the long run, taking into consideration the continued 

devaluation in the Jordanian currency and also that the cost of 

insurance (premium) increases with the increase in the age of the 

insured person". 

Some of the managers who cited the inadequate financial rewards as their 

reason found the life insurance to be flllancially ineffective. These managers 

had carried out a cost benefit analysis and therefore believe that the cost of 

the premium is higher than the benefits. 

Of the remaining managers 15 per cent did not carry life insurance because 



Table 13.13 Main Reasons for Not Carrying Life Insurance Policies. Comparison between Muna (1980) findings 
and Abuznaid (present study). 

Reasons 
% 

Do not Religious Individual and Countries social Financial Negligence Financial Do Not Total 
Cany family wealth security system difficulties benefits believe % 
life and financial and their company are not in its use-
Insurance security pensions and rewanling fulnessand 
Policy benefit plans are financial 

% very generious benefits 
and adequate 

Muna 
(The Arab Executive) (44.0) 69.6 17.4 13.0 100.0 

Abuznaid 
(The present study) (71-8) 40.2 15.0 5.5 7.9 13.4 18.0 100.0 

Source: Data derived from Farid Muna, The Arab Executive, 1980 p.98, and author's survey. 
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of their personal or family wealth. l3.4 per cent did not have life insurance 

due to negligence. These managers pointed out that they never thought of 

it, some of them even mentioned that they did not have the time to go to find 

a dependable and respectable insurance company, and 7.9 per cent did not 

have life insurance only because of financial difficulties. These managers 

pointed out that they are unable to meet the cost of insurance, taking into 

consideration that the cost increases with age, and the benefits increase with 

the increase in the premium cost. The remaining 5.5 per cent of the 

managers cited the country's social security system as well as pension plans 

provided by their employers as their only reason. The researcher believes 

that the majority of these managers are residents of Jerusalem which was 

formally annexed to the State of Israel immediately after 1967. In 

Jerusalem, all residents, however, enjoy various financial schemes which 

are not enjoyed by the rest of the population of the West Bank. 

To conclude the discussion of insurance, the researcher sees in the findings 

that West Bank managers do carry life insurance. The findings indicate that 

28.2 per cent of the total managers already carry life insurance policies. Of 

the remaining managers only 40 per cent did not have life insurance because 

of religious reasons. 

13.7 Managers Attitudes Towards Change 

The main purpose of this section is twofold: First, it aims to examine the 

attitudes of West Bank managers towards the following changes: 

1. Socio-cultural Change 

Managers attitudes toward females working as managers 

Managers attitudes toward females working as labourers 



Managers attitudes toward the need for more freedom from 

customs and traditions 

2. Technological Change 
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Managers attitudes toward the increase in business technology 

and automation. 

Second, it aims to examine the various variables that might have a direct 

impact on the variations in managers attitudes. Such variables include 

managers age and education. 

13.7.1 The Instrument Used for Measurement 

In order to measure the attitudes of managers in all cited aspects it is 

necessary to point out that a four point scale of measurement is used. The 

scale ranged from strongly in favour to strongly oppose. Each of the 

managers was given the statement and then was asked to choose the answer 

which reflects his opinion most closely. See questionnaire. 

13.8 Managers Attitudes Towards Socio-Cultural Change 

Some of the changes which will be examined under this heading include the 

attitudes of managers toward females working as managers, toward females 

working as labourers (employees), and towards the change in customs and 

traditions. Each of these aspects will be discussed and evaluated. 

13.8.1 Managers Attitudes Towards Females Working as Managers 

One of the main characteristics of an Arab society is that it is regarded as a 

folk type of culture where status is ascribed by such factors as sex, age, or 

family name. (19) Today, in most Arab societies childbearing is still 

regarded as the main competitor to women entering the labour market. In a 

traditional Moslem Arab society, worn ens' whole universe is confined to the 



367 

family. (20) The man alone is entitled to encounter the outside world. In 

light of all these challenges, the researcher found it imperative to examine 

the attitudes of West Bank Managers toward womens' employment. 

What is the attitude of West Bank Managers towards females working as 

managers? 

The findings in Table 13.14 indicate that West Bank managers are pro 

women holding managerial positions. The results indicate that almost 66 

per cent of the managers are in favour of females being employed in higher 

managerial levels, of whom 9.6 per cent strongly favour, while 55.9 per 

cent only favour such change. The mean score is 2.34 which means that 

the average managers agree with such change. 

One might ask why such a high response? The researcher attributes such 

positive attitude to several factors: 

a. The higher educational level of managers where it was found that 

over 67 per cent hold university degrees. Therefore managers 

education is believed to have contributed positively to the change in 

managers attitudes towards women. 

b. The higher educational level of Palestinian women. In a study 

carried out by Kubrusi (1986) it was found that 40 per cent of 

university students in the West Bank and Gaza are women.(21) 

Nakhleh (1980) pointed out that the number of female university 

graduates among Palestinians is higher than that among other 

Arabs. (22) After 1948 Palestinians who were dispersed throughout 

the world appear to have placed a high premium on education. The 
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stress on education was reflected in the female population, as the 

number of educated girls increased substantially as a result of 

parents encouraging their daughters to go to school and as a result of 

Palestinian perception of education as a permanent portable 

commodity that could be put to use wherever one settled. The loss 

of property in Palestine has enhanced the Palestinians feelings that 

education is a better investment. 

c. Economic Necessity. The economic needs of the Palestinians under 

occupation has produced some changes in Palestinian attitudes 

towards worn ens' employment. 

d. Current Political Situation. The researcher believes that the 

occupation has pushed the Palestinian women to be politically 

active, and as a result, women today playa big role in the struggle 

against the occupation. Palestinian women have entered local 

unions and associations on equal footing with men. (See Chapters 1 

and 14) The researcher believes that such activities carried out by 

women have lead to a change in mens' attitude toward the role of 

women in general. Interestingly, many women in the West Bank 

are becoming independent as a result of the arrest of their husbands. 

Such action leaves them with no choice but to look after the house, 

the children and to be a temporary bread winner. 

As for the 34.4 per cent of managers who are against women being 

employed as managers the researcher believes that their main opposition 

came about as a result of: 

(i) ill perception of worn ens' role - many of the managers who were 

against females working as managers believe that the role of women is 

only confined to the home. They believe that worn ens' role is to look 

after the children and the home. 
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Table 13.14 Percentage Distribution of West Bank Managers 
Attitude Towards Socio-Cultural and 
Technological Change 

Percentage 

Change Strongly Favour Oppose Strongly Mean* Rank 
Favour Oppose X 

Socio Cultural 
Females working 
as managers 9.6 55.9 25.4 9.0 2.34 (4) 

Females working 
as labourers 20.9 68.4 7.3 3.4 1. 93 (3) 

Freedom and 
independence 
from customs 
and traditions 38.4 46.3 10.7 4.5 1.81 (2) 

Technological 
An increase in 

business auto-
mationand 
technology 72.3 26.0 1.7 1.29 (1) 

Scale used: 1 = stronglyJavour 2 = favour 3 = oppose 4 = strongly oppose 
* The lower the mean (X) the more favourable the manager with the change. 

(ii) Womens' work and its impact on fertility. As already mentioned Arabs 

in general have rather large families. Such preference (large families) 

stems from the Islamic beliefs and from the wider culture. Therefore 

these managers still regard employment as the main competitor to 

childbearing. 

(iii) The importance of honour. To many Palestinians the family reputation 

is placed above economic need.(23) Many Arabs believe that women 

entering the workforce might lead to deviation from the social nonns, 

therefore, damaging the reputation of the aggregate hamula, extended 

family, which is considered to be one of the significant elements in 

Palestinian society.(24) And as the Hadith says "When a man and a 

woman (who are not married to each other) meet in privacy the devil 
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will be their third". (25) 

(iv) Religious reasons. Palestine is considered to be a predominantly 

Muslim culture despite the sizeable Christian minority. Therefore, the 

Palestinian culture is influenced by Islamic teachings and religious 

ideas. Islamic teachings through religious laws, sharia, has described 

the role of wife as the one that is below that of the husband. This is 

due to the Quranic verse which was cited by some managers. The 

verse says: 

"Men are the protectors and maintainers of women, because Allah has 

given the one more (strength) than the other, and because they support 

them from their means. Therefore the righteous women are devoutly 

obedient and guard in his (the husband's) absence what Allah would 

have them guard".(26) 

Many of the managers who were against women working as managers or 

even against womens' employment in general cited the following Hadiths 

and sayings of the prophet Muhammed. The Hadith says "Failure will be 

the lot of those who select a woman as their leader",(27) This restriction, 

or exemption from an obligation, corresponds on a social level, to the same 

pattern of authority that exists in the family setting i.e. man enjoys 

additional authority as a compensation for his additional responsibilities, 

whereas a woman enjoys certain exemptions as compensation for her 

having to submit to a man's authority. (28) 

In brief, the data presented indicates that Palestinian managers in general are 

pro women working as managers. The findings indicate that 65.5 per cent 

of the managers are in favour of the employment of women as managers 
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with the majority 55.9 per cent only in favour of such change. See Chapter 

ten for more details as to the number of female managers employed. 

13.8.2 Managers Attitudes Towards Women Working as Employees 

The findings in Table 13.14 show that Palestinian managers are more 

tolerant to the change in womens role of being employed as labourers 

(regular employees). The results indicate that 89.3 per cent of the managers 

are pro women working as employees (non-managers) of whom 20.9 per 

cent only are strongly in favour of such change. The findings in Table 

13.13 show that only 10.7 per cent of the managers are against such 

change. The findings indicate that on average, Palestinian managers are 

more in favour of women being employed as labourers than managers. 

This finding is supported by the responses of many managers like Nadir 

Sunukrut, Manager of Revoli Hotel in Jerusalem who commented: 

" ...... unfortunately, people here by the nature of their environment are more 

reluctant to accept any order given to them by females". 

The researcher believes that some of these changes are already taking place. 

Many professions in the West Bank are even regarded as 'feminist' 

professions. They include employment as nurses, secretaries, typists and 

social workers. Some of the females are even self employed as 

hairdressers, seamstresses or pharmacists.(29) 

Despite all this gradual change, the majority of Palestinian parents would 

rather be poor and respectable than rich and dishonourable. As a result 

many Palestinian parents will not allow their daughters to work as singers 

or dancers. Nakhleh (1980) found that Palestinians who immigrated from 

Palestine to Canada are adamantly opposed to their women being employed 
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as waitresses.(30) The researcher believes that cultural themes such as 

honour and reputation are still regarded by many Palestinians as the major 

determinants in defining female professions. 

Interestingly, the bias against females employment is not only confined to 

the Arab world. The Daily Mail 1990 reported that women in the UK have 

to be more talented than men to reach the same heights in business. The 

report says that despite the fact that companies are beginning to recognise 

the executive potential for women, Britain is still under-using almost half of 

its available talent because of the profoundly unequal status of women. 

Outright sexual harassment, recruitment through the "old boys" network 

and discrimination against pregnancy, are among the major hurdles. (31) 

13.8.3 Managers Attitudes Towards Prevailing Customs and Traditions 

Table 13.13 shows that of the majority of Palestinian managers interviewed, 

84.7 per cent were thirsty for change in the prevailing customs and 

traditions. Only 15.2 per cent were not in favour of any change in any of 

the customs and traditions. The mean is 1.81 which means that managers 

responses lean towards only favouring such change. The burden of 

customs and traditions was very evident in managers responses to the 

various socio-cultural pressures which had been discussed in previous 

chapters. Some of the customs and traditions which have been cited most 

frequently and one which managers would rather gain more independence 

and freedom from include: 

the killing because of honour related matters. This practice was 

criticised by almost all administrators of social affairs and community 

services offices throughout the West Bank. For more information on 

the concept of honour, refer to chapter seven. 
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Female companionship when visiting doctors (chaperone). Many 

hospital and clinic administrators complained of the inconvenience 

caused by the husbands, relatives and other females who accompany 

female patients during their visits to medical organistions. The 

researcher believes that such companionship is considered by 

Palestinians as necessary for honour related matters. 

Palestinian rejection to the establishment of special homes for girls who 

have been raped, and for elderly people other than the handicapped. 

The researcher believes that Palestinians object to such change because 

of their cover up for matters related to the concept of honour, and to 

the Palestinians love for their elders. Palestinian society like any other 

Arab society is very distinguishable for its respect for the elderly. For 

any Palestinian, the sending of ones parents to a nursing home is 

considered by the community as a dishonourable practice and one 

which should be discouraged. 

The practice of nepotism and mediation. Again, the aspects of 

nepotism and mediation were fully discussed in the previous chapter. 

This concludes our discussion of managers attitudes toward some of the 

socio-cultural changes. From the findings, it was so apparent that in 

general, West Bank managers are in favour of womens' employment. The 

findings also indicated that West Bank Managers are very thirsty for the 

change of some of the customs and traditions which are widely practiced by 

the Palestinians of the West Bank 

13.9 Technological Change 

This section will be dedicated to the discussion of managers attitudes toward 
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the increase in business automation and technology. 

Before proceeding on to the discussion of the various attitudes it is worth 

mentioning that the term technology refers to "how an organisation transfer 

its inputs to outputs". (32) Kreitner has defined technology as the tools and 

ideas available for extending the natural physical and mental reach of 

mankind.(33) Every organistion has some kind of technology for 

converting financial, human and physical resources into products or 

services. (34) 

13.9.1 Managers Attitudes Towards the Increase in Business Automation 
and Technology 

The fmdings in Table 13.14 show that West Bank managers are very thirsty 

for an increase in technology and automation. The results indicate that the 

vast majority of managers, 98.3 per cent are in favour of technological 

change and the increase in business automation. The table shows that 72.3 

per cent of the managers strongly favour such change. Only 1.7 per cent of 

the managers interviewed voiced their opposition to any transfer of 

technology into West Bank business. The mean score is 1.29 which means 

that the average manager's response is in favour of change and an increase 

in business automation and technology. Interestingly, managers attitudes 

ranked the first on the scale which means that out of the various aspects 

examined, an increase in business technology and automation was the 

managers first needed change. 

The researcher attributes such a high favourable attitude towards change in 

business automation and technology to the managers need for industrial 

development and improvements, and to their high educational level which 

resulted in the adoption of new approaches such as being more capital 
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intensive than labour intensive. 

Despite the managers highly positive attitude toward the introduction of new 

technologies and machines into businesses, West Bank businesses are still 

hampered by several obstacles to development: 

(0 problems in importing machines and technologies. Many of the 

managers interviewed viz in the industrial sector have complained of 

the refusal by the authorities to grant importing permits. For example, 

the manager of Balsam Medical Company, Ramallah commented: 

"one of our biggest problems is the refusal by the Israeli authorities to 

grant importing permits for machines". 

(ii) Occupation opposition to technological development and to the 

introduction of machines and equipment in businesses. In a study 

carried out by Harris et aJ (1988) it was found that the occupiers 

opposition to automation is the main obstacle to business 

development. (35) 

Many of the managers and administrators interviewed expressed their 

utmost concern over the occupiers negligence and difficulties placed in 

the road to development of Palestinian firms and businesses even in the 

public sector. 

In an interview with one administrator of a district post office, the 

administrator commented: 

" ....... our main problem in the post office is the lack of cars and 
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motorcycles which are needed for mail distribution". 

Another administrator of a vocational centre who asked to remain 

anonymous commented: 

" ........ unfortunately we have been denied a licence for the introduction 

of radio and television maintenance programmes. While in Israel, 

computing, for example, is taught in elementary schools". 

The researcher attributes the Israeli lack of concern for the development 

of Palestinian businesses to the Israeli fear of competition by 

Palestinian made products hence Israeli manufacturers depend heavily 

on the occupied territories for the marketing of their goods and 

services. 

(iii) III perception of automation and technology by some Palestinian 

businessmen. One administrator in the survey pointed out that an 

increase in automation will eventually lead to technological 

displacement (unemployment). 

(iv) The need to maintain Palestinian industry as traditional as possible. 

This point was made by two managers among them lalal Tamimi, 

manager of Tamimi Ceramic Factory, who commented: "The West 

Bank is very well known for its traditional industries like the making of 

pure olive oil soap, hand made glass and ceramics, and embroidery. 

These managers, therefore, believe that an introduction of machines 

into these industries will be fatal, especially, because these goods are 

known for being hand made". 
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This argument was also supported by another manager of a ceramics 

factory who commented: 

" ......... Iam against any automation in our industries. Our main asset 

is that we are running a very traditional industry. Therefore, we should 

keep it that way". 

The manager went even further to tell the researcher of the Canaan 

Soap case where a Canaan olive oil soap manufacturer had to sell the 

machines which he bought for his soap factory. The machines did not 

work well in the manufacturing of this special type of soap. The 

machines changed the large square shape and the quality of the soap 

which was very dry on the outside whilst very mild inside. Therefore 

the machines had to be sold to another company in Ramallah. 

In brief the data we have presented indicate that West Bank managers are 

eager for technological change and development, yet the main obstacles 

which appear to be in the way of development are political and cultural. 

13.10 Variables Affecting Managers Attitude Toward Change 

It is believed that some of the variables such as the age and education of a 

manager might have a direct association to the variation in a managers 

attitude towards change. In order to test the degree of association, if any, 

the Chi-square test was implemented. The findings as shown in Table 

13.15 indicate that statistically there is no association between the age and 

education of managers with regard to their attitudes towards change. See 

Chi-square and level of significance in Table 13.15. 
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Table 13.15 Managers Age and Education by Attitude 

Age Education 

X2 d.f. sig. Xl d.f. sig 

Attitudes toward 
females working 
as managers 2.3 6 0.88 3.24 3 0.35 

Attitudes toward 
females working 
as labourers 4.2 6 0.65 5.9 3 0.11 

More freedom and 
independence from 
customs and trad-
itions 4.4 6 0.62 1.8 3 0.61 

An increase in 
business auto-
mationand 
technology 2.2 4 0.69 4.18 2 0.12 

X2 = Chi-square d.L = Degree of Freedom sig. = Significance 

Looking at the results in Table 13.15 we will notice that the influence of 

education is even more significant than age, yet the overall findings are not 

statistically significant at any level of significance. 

13.11 Summary 

This chapter has been very beneficial in highlighting the main definitions of 

attitude and other related concepts. In this chapter, concepts such as values, 

beliefs, opinions, and ideology were all examined and discussed. 

The chapter has also examined the attitudes of West Bank managers toward 

their own jobs, life insurance and time. From the findings it was concluded 

that 28.2 per cent of West Bank managers carry life insurance. Of the 

remaining managers only 40.2 per cent do not carry life insurance because 
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of religious reasons. The findings also indicated that West Bank managers 

share very high appreciation for the value of time. 

The attitudes of West Bank managers towards change were also presented 

in this chapter. From the findings it was clear that West Bank managers are 

eager for an increase in business automation and technology. The majority 

of managers were also in favour of females working as managers and 

labourers. They were also in favour of more freedom and independence 

from the prevailing customs and traditions. 

The present chapter has dedicated special sections to the examination of the 

main variables which are thOUght to have a direct impact on the variations in 

managers attitudes towards their own jobs and change. The statistical 

findings indicated that only the size of organisation had a significant 

contribution to the variation in managers attitude toward their own jobs, 

while the influence of other variables such as the type of ownership, 

managers education and age proved to be statistically insignificant. 

As for the variables affecting managers attitude towards socio-cultural and 

technological changes, the results which were presented in this chapter 

indicated that the age and education of managers have no significant 

contribution or association towards the variations in managers attitude 

toward such change. 
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CHAPTER 14 

WOMEN MANAGERS ROLE 

·Unto men a fortune from that which they have earned, and unto women 

a fortune from that which they have earned". 

(Holy Quran IV: 32) (1) 

14.1 Introduction 
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One of the most interesting aspects of this study is that it incorporates 13 

women managers in its sample. Although the subject of femininity has been 

discussed in previous chapters, and the attitudes of West Bank managers 

towards women in employment, both as managers and labourers, has also 

been discussed in the preceding chapter where it was reported that 63.4 per 

cent of male managers in the sample have a favourable attitude towards 

women working as managers, the researcher still believes that the role of 

women managers interviewed should be discussed further. Until now not a 

single study has been carried out on women managers in the Arab World 

and particularly in the West Bank. 

This chapter, therefore, attempts to discuss the role of women managers 

surveyed, more specifically their role as members of mankind, members of 

their families, and as members of West Bank society. In order to achieve 

this objective, it is believed that an understanding of their background is 

vital. 

14.2 Women Managers: Background 

As mentioned earlier, this chapter attempts to present an understanding of 
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the role of women managers in the sample. However, prior to the, 

discussion of their role, it is necessary to shed light on their background and 

characteristics. 

14.2.1 Women Managers Age 

The women managers participating in the survey are employed in various 

types of organisations. Their ages vary. Table 14.1 presents an overview 

of their age. 

Table 14.1 Women Managers Age 

Age Category Percent 

Less than 30 years 
30 to 39 years 
40 years and over 

TOTAL 

Mean: 42.30 Years 

15.3 
46.2 
38.5 

100.0 

The table shows that more than 46 per cent of the total women in the sample 

are between 30 and 39 years of age, 38.5 per cent are 40 years and over. 

Only 15.3 per cent are below 30. The minimum age of women in the 

sample is 25 years and the maximum 70. The average age of women 

managers surveyed is 42.30 years as compared with 45.57 years for male 

managers. The maximum age here demonstrates that older women can stay 

in business even beyond retirement age which is normally 60 years. The 

main reason behind this could be due to the absence of a national 

government as well as the lack of comprehensive retirement plans in the 
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West Bank.(2) 

14.2.2 Place of Birth 

Where do women managers on the West Bank come from? The findings in 

Table 14.2 show that 84.6 per cent of women managers participating in the 

study were born in the West Bank. It also shows that 7.7 per cent were 

born in Lebanon. The remaining managers were born in South America and 

more specifically in Chile. 

Table 14.2 Place of Birth 

Place Percent 

West Bank 84.6 
Lebanon 7.7 
South America 7. 7 

TOTAL 100.0 

Looking at Table 14.2, we notice that only 15.2 per cent were born outside 

the West Bank. It is believed that those managers entered the West Bank 

during the period 1949-1967 when the West Bank was controlled by the 

Hashmite Kingdom of Jordan. The main reason for such belief is that the 

Israeli authorities forbid the entrance of foreigners to the West Bank for 

reasons of employment. It fact the Israeli authorities forbid exiled 

Palestinians from visiting the occupied territories unless a member of the 

immediate family is still living in the West Bank. To enable an exiled 

Palestinian to visit the West Bank an application has to be submitted by a 

member of hislher immediate family. Applications made by husbands or 

wives are also acceptable. Despite all this, the authorities maintain the right 

to reject any application without further explanation.(3) 
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14.2.3 Marital Status 

Table 14.3 indicates that over half of women managers in the sample, 53.8 

per cent, are single. The table also shows that 46.2 per cent are married 

women of whom 7.7 per cent are divorced. 

Table 14.3 

Status 

Single 
Married 
Divorced 

TOTAL. 

Marital Status 

Percent 

53.8 
38.5 

7.7 

100.0 

Having such a high percentage of single women is not surprising. Several 

reasons could be used in explaining such findings: 

First: Age factor. Several findings indicated that in the West Bank the 

mean age at marriage for the Palestinian male is 23.6 years, and the female 

average is 19.6 years, indicating that females marry at a younger age than 

males. However, our findings indicate that the mean age of women 

managers in the sample is 42.30 years. (4) 

Second: Not finding the right husband. It is believed that employed 

women, and more specifically top managers, may have higher standards for 

the conditions of their marriage, than the ordinary and unemployed females. 

Third: Women managers high level of education as will be shown later on 

in this chapter, coupled with employment status, may prove counter

productive. Nakhleh (1980) in his study on Palestinian women wrote: 

" '" .claim that higher education may be an asset in finding an 

educated husband are usually countered by the assertion that too 

much education may in the long run prove counter-productive and 
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an impediment to marriage. This is especially true among the lower 

classes, since educated professional men of this class tend to seek 

partners among members of the middle class, while those with less 

education prefer less educated women who make more obedient 

wives". (5) 

When looking for a partner, an Arab male normally pays little attention to 

his intended wife's employment status. Instead, he expects her to bring 

joy, love, peace and warmth to their marital relationship. She has to ensure 

her husband comfort and well being, and has to be honest, obedient, and 

careful with all his belongings. In fact, a loyal woman should not leave her 

house without her husband's permission. In return, a husband should treat 

his wife with kindness, patience, love, respect and understanding. He 

should be generous with her and should cause her no emotional grief or 

harm. The Quran says: 

" .......... a woman must be retained in honour or released in 

kindness,,(6) and says "but consort them with kindness, for ifye hate them 

it may happen that ye hate anything wherein God hath placed much 

good". (7) 

14.2.4. Number of Children 

The findings in Table 14.4 show that out of the married women only 23 per 

cent have more than 3 children, while 15.3 per cent have less than 2. The 

mean number of children for female managers is 1.0, which is considered to 

be much lower than the average number of children for West Bank families, 

which is found to be 4.7 children. Interestingly, the average number of 

children for women managers is even lower than that of their male 

counterparts. Previous findings show the mean number of children for 

male managers in the study to be 3.7 children. One argument of equal 
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relevance for the low average number of children for female managers is the 

direct competition between employment and childbearing. Fargues in his 

study "The Decline of Arab Fertility" wrote: 

" childbearing and employment may be in competition with one 

another. They compete for time, which could be devoted to either 

child-rearing or paid work. More generally, there is competition 

between two aspirations, family fulfillment and social achievement. 

This competition is world wide, but the problem may be particularly 

acute in Arab societies. It is there that urban women's employment 

rates are the lowest in the world".(8) 

Table 14.4 Number of Children 

Number 

o Children 

Less than 3 children 

More than 3 children 

TOTAL 

Mean: 1.0 child 

Percent 

61.5 
15.4 
23.1 

100.0 

Apart from competition, an Arab and specifically a Muslim mother, is 

embeded with some obligations as to her child. As a mother she should 

keep her child away from any moral and physical harm, treat the child with 

compassion and love, and provide all the education necessary for the child's 

development. Indeed, because of her valuable role as a mother, the prophet 

said in his Hadith: 

Someone asked the prophet: "Who deserves my service most after 

God?" The prophet said "Your mother". The person asked again, 
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asked further "And who is next?". The prophet replied "Your 

mother". The man asked once more, "And who is next?" The 

prophet said "Your father". (9) 

Looking at this Hadith, we notice that the mother in Islam is due a full three 

quarters of the child's love and attention. Moreover, in his Hadith, the 

prophet placed the mother higher than the father. In a similar Hadith, the 

prophet said: 

" ....... Paradise is under the feet of the mother". 

These are some of the duties and obligations of mothers towards their 

children. Therefore, under no circumstances should a mother place 

economic and other related aspects above the rearing of children. These 

aspects could be seen as possible reasons for West Bank women managers 

not having as many children as the average West Bank family as a whole. 

14.2.5 Educational Achievement 

Women managers participating in the survey were employed in a variety of 

companies and organisations. Table 14.5 shows that Palestinian women 

managers have diverse educational backgrounds. The results in the table 

Table 14.5 Educational Achievement 

Level 

High School (Secondary Education) 

University 

TOTAL 

Percent 

7.7 
92.3 

100.0 
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show that 92.3 per cent of women managers graduated from universities 

whilst only one manager had just completed high school education. 

These findings are not contrary to our expectations because other studies 

already emphasised that the number of female university graduates among 

Palestinians is higher than that among other Arabs. In fact other studies 

revealed that the Palestinian level of education relative to their population is 

one of the highest in the world, could be the third highest. (10) The high 

educational level for female managers could be attributed to several reasons: 

(0 First and foremost, in Islam for a woman to be an effective member 

of her society, she must first obtain an education. May, in her study 

on "Woman in Islam: Yesterday and Today", indicated that the 

acquiring of knowledge is one of the most basic and serious 

obligations incumbent upon Muslims, for Islam is, more than any 

other religion, a way of knowledge. (I 1) Several Quranic verses 

and Hadiths have been cited to this effect. Among them: 

"Say: My Lord! increase my knowledge".(12) 

"God will exalt to high ranks, those who believe among you, and 

those who have knowledge".(13) 

"Seek knowledge from the cradle to the grave" (14) and the Hadith: 

"The Search for knowledge is a duty of very Muslim, male or 

female". (15) 

Apart from the religious reasons, there are other reasons behind the high 

percentage of women managers educational level. Some of the factors are 

political while others are economic. Fasheh (1989) in his study on the 

impact of occupation on Palestinian education wrote: 

" ...... Because of the loss of most of their land, which was the 
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means of livelihood for the majority of Palestinians, they 

increasingly turned to the only thing that was left for them to invest 

in - their minds". (16) 

As for the economic factor, it is believed that Palestinian women no longer 

think of themselves as being dependent on their husbands. They have the 

right to full freedom of economic action. Women believe that they, along 

with their husbands, should work in order to improve their economic 

situation and well being. Moreover, in many instances the loss of the father 

or the arrest of the breadwinner in the Palestinian family has left the 

Palestinian woman with no choice but to work and support the family. 

These are believed to be some of the reasons for the rise in the Palestinian 

female managers level of education. However, for more details on the 

subject of female education on the West Bank, refer to chapter eight of this 

study. 

14.2.6 Field of Stud v 

Table 14.6 shows that among female managers with university education, 

the largest proportion, 50 per cent is made up of graduates of the Faculty of 

Arts. The second largest group is that of graduates of the Faculty of Social 

Table 14.6 Field of Study 

Field 

Art (literature and social work) 
Social Science 

law 
Education 

Nursing 

TOTAL 

Percent 

50.0 
25.0 

8.3 
8.3 
8.3 

100.0 



392 

Sciences, constituting 25 per cent with all of them specialising in 

management. The remaining managers are graduates of the Faculties of 

Law, Education and Nursing. 

Interestingly, these findings support the claims that Palestinian education is 

more theoretical than practical. In fact, this finding supports the 

recommendation is that the reorganising and restructuring of the Palestinian 

education system so that more attention can be given to the vocational and 

technical aspects. Again, for more details on education see chapter eight. 

14.2.7 Nature of Work 

The analysis of the findings show that 92.3 per cent of women managers 

are employed in the public sector. They work in services such as: social 

affairs and community services, education and health. Indeed these jobs are 

labeled as female professions for they are normally mostly occupied by 

females, at least in the West Bank. The remaining manager is employed in 

the manufacturing sector, specifically in the artificial limbs factory in 

Bethlehem. 

14.2.8 Length of Service 

Table 14.7 shows that 92.3 per cent of women managers surveyed have 

been working with their present firms for not more than 19 years, 38.5 per 

cent of whom have only been working for not more than 10 years. The 

table also shows that only one manager has been working for more than 20 

years. 



Table 14.1 Length of Service 

Number of Years 

Less than 10 years 
10 to 19 years 

20 years and more 

TOTAL 

Mean 10.84 years 

Percent 

38.5 
53.8 

7.7 

100.0 
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The mean length of service is 10.8 years that is 2.3 years less than that of 

their male counterparts. One possible explanation is that females entered 

employment much later than males and because of the difficulties they might 

have faced in rmding employment early in their professional careers. 

14.2.9 Training 

The overall findings indicated that the vast majority of Palestinian female 

managers are internally motivated. The research results indicate that 84.6 

per cent of the total women in the sample attended training programmes at 

least once in their working careers, whilst only 15.4 per cent did not attend 

any training programme. 

Concerning the nature of training programmes attended, the analysis in 

Table 14.8 indicate that 45.4 per cent of the managers attended training 

programmes in social services development, 27.3 per cent in business 

administration, while the remaining 27.3 per cent attended training 

programmes in the field of higher education development. 



Table 14.8 Nature of Training 

Training Programme 

Social Services Development 

Business Administration 
Higher Education Development 

TOTAL 

14.2.10 Place of Training 

Percent 

45.4 

27.3 
27.3 

100.0 
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Interestingly, the findings in Table 14.9 indicate that over half of the female 

managers, 54.5 per cent, attended training programmes inside the West 

Bank, 27.3 per cent in Britain and the United States, while the remaining 

18.2 per cent went to Lebanon and Jordan. These findings also show that 

the Arabs especially in the West Bank are more tolerant with their daughters 

or wives. They even allow them to go away from their homes and outside 

their country to receive training. 

Table 14.9 Place of Training 

Place Percent 

West Bank 54.5 
Britain and US 27.3 
Arab countries 18.2 

TOTAL 100.0 

This concludes our discussion of the main characteristics of women 

managers in the West Bank. The following section will attempt to 

investigate their various roles. 
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14.3 Women Managers Role in the West Bank 

As mentioned earlier, the aim of this chapter is to investigate women 

managers role. It is believed that the status and role of the woman in 

Muslim society remains one of the most grossly misunderstood and 

misrepresented aspects of Islam in the West. (17) It is hoped that the 

remaining analysis of this chapter will present the reader with a true picture 

of the role of women in the West Bank as members of an Islamic society. 

For the purpose of this study, and in order to understand worn ens' role, the 

researcher finds it vital to discuss the role of women according to Islamic 

laws so as to better conceptualise the findings from the analysis. 

14.3.1 The Traditional Role of Women According to Islamic Law 

First and foremost, it is important to re-emphasise that the traditional Islamic 

view of women is mainly rooted in one precise and well defined book 

known as the Quran, and in a very large number of short texts, called the 

Sunnah, which is the collection of Hadiths or inspired sayings uttered by 

the prophet as well as the deeds performed by him. 

According to the Quran and Sunnah, the roles of Muslim women are 

summarised in three main categories: 

First: her role as a member of mankind 

Second: her role as a member of her family and 

Third: her role as a member of society. 

14.3.1.1 Woman's Role as a Member of Mankind 

As already indicated, the role of women is clearly manifested in Islam. The 



396 

Islamic laws, therefore, regulate not only the action of women but also the 

actions of the people with whom they come in direct contact. 

All women in Islam are prescribed certain roles due to their nature. Because 

of being a human being and created by God, she must devote herself to His 

service. As a servant of God, a Muslim woman must fulfill certain duties 

and obligations. First and foremost, she must fulfill the five pillars of 

Islam: reciting the testimony of faith, carry out the five daily prayers, keep 

the fast of the month of Ramadan, pay the alms, and make the pilgrimage to 

Mecca at least once in her lifetime. (See chapter seven for more details). 

While it is the duty of all Muslims, male and female, to perform these 

duties, women because of the physiological differences enjoy certain 

exemptions which are not given to men. These exemptions include: 

(i) A Muslim woman is exempted from performing the five daily 

prayers for a maximum of ten days during menstruation. 

(ii) A Muslim woman is exempted from performing the five daily 

prayers for a period of forty days after giving birth. However, in 

both cases, a woman is not entitled to make up the prayers at later 

times. 

(iii) Unlike men, a woman is not recommended to pray in congregation 

at a Mosque. Instead, they are advised to pray at home so as to be 

able to look after the house and children and to avoid any hardship 

that her absence from the home may cause. However, if a woman 

chose to pray in public, she must pray with other women in the last 

lines of the congregation behind the ranks of the adult males and the 

intermediate ranks of male children. On many occasions a partition 
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is used to separate the sexes. One possible reason for the separation 

of the sexes is to maximise the degree of spiritual concentration and 

to eliminate any sexual distraction that might be caused by the 

presence of women. Interestingly, under no circumstances should a 

woman lead the prayers of a mixed congregation. 

(iv) During her menstrual period or her confinement after childbirth, a 

woman is exempted from fasting during the month of Ramadan. 

One possible reason for this is that God does not want to cause any 

hardship for her or her child. The Quran says "God desires ease for 

you, He desireth not hardship for you".(18) 

(v) In the making of a pilgrimage to Mecca, a woman is relieved from 

performing certain rites such as the ritual prayers, and is required to 

postpone others, such as the run between Safa and Marwa. 

(vi) Unlike man, during the making of the pilgrimage, a woman can 

wear any garment of her choice provided that only her face and 

hands are covered. On the contrary, man is required to wear two 

large pieces of white seamless cloth. 

These are the main duties and obligations incumbent on Muslim women. 

We have also seen the list of exemptions, prescribed mainly for them. To 

enable employees to perform certain duties at work, like the performing of 

the five prayers, many businesses which the researcher visited during his 

field work, have special separate Mosques (males and females) in their 

premises to help employees carry out their prayers when necessary. Among 

the organisations which have Mosques built inside their premises are the 

Jerusalem Cigarette Company, Juneidi Dairy Products and Hebron 

University. 
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14.3.1.2. Woman Manager's Role as a Member of Her Family 

One important aspect of Palestinian society is the extended family (Hamula). 

In the West Bank the hamula is regarded as an umbrella for all its members. 

Members of the extended family are mutually responsible for one another. 

The extended family is regarded by many as a problem solver, where 

members meet regularly and discuss important and family related issues. 

Any individual member of the extended family is expected to adhere to 

social and religious codes and under no circumstances he/she should deviate 

from cultural norms. Any deviation by any individual member is 

considered to be a disgrace (Fadiha or Ar) to the family's honour (Sharaf) 

which has been defined as: " .... the Arabic word Sharaf (honour) comes 

from a root verb which implies "highness" both in physical position and in 

social standing".(19) However, it should be emphasised that not all acts of 

"Fadiha" or "Ar" are of similar effect on the family honour. For example, 

for a girl to go around in a mini skirt is called "Aib" which is not as 

damaging to the honour as committing adultery or rape, (which is "Ar" or 

"Fadiha"). The treatment of such shameful acts vary. In the first incident, 

the punishment is not as severe, and normally comes from members of the 

immediate family. While in the second example, all acts of "Ar" or 

"Fadiha" require the intervention of the society, where different groups of 

people are involved because of the threats that such action may cause to the 

social equilibrium. Therefore, as a result of the importance of honour, any 

disgraced acts of "Ar" or "Fadiha" are punished through repudiation, and 

infractions by females have to be cleansed by their males or by any member 

of the family. 
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As of this, Nakhleh (1980) wrote: 

"The role and status of Palestinian women in the hamula has been 

defined by centuries of cultural patterns and social restrictions and 

justified by religious sanction. It has also been maintained by local 

and alien governments ruling the Palestinians, who have utilised this 

traditional structure as a system of social control in order to avoid 

conflict and facilitate the administration of the conquered 

territories.,,(20} (For more details about the concept of honour see 

chapter seven). 

From an Islamic point of view the role of woman as a member of her family 

can be summarised as follows: 

First: Woman's obligation to her parents. She must obey parents, treat 

them with respect, provide them with all the help they need especially when 

they are not married.. The Quran says: 

"Thy Lord hath decreed, that ye worship none save Him and that ye 

show kindness to parents. If one of them or both of them attain old 

age with thee, say not "Fie" unto them nor repulse them, but speak 

unto them a gracious work. And lower unto them the wing of 

submission through mercy, and say: "My Lord! Have mercy on 

them both as they did care for me when I was little".(21) 

Second: within her family, a woman should play the role of a sister by 

helping parents bring up other children. 

This concludes the discussion of the role of woman as a member of her 

family. The following section will be dedicated to the discussion of the role 

of a woman as a member of society as found in the research. 
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14.3.1.3. Woman Manager's Role as a Member of Society 

In addition to the roles discussed thus far, a woman as a manager has a clear 

cut obligation to her society. 

For the purpose of this study, the researcher asked all respondents to 

answer the question "Because of your position in the organisation, what do 

you consider to be the main attributes (if any) which are expected of you by 

the community?" Not surprisingly, the responses given by 61.5 per cent of 

women managers show that their main and chief role as a member of society 

is a national one. See Table 14.10. The following sections will discuss the 

women managers social role in more detail. 

Table 14.10 Attributes Expected of Women by Society 

Attribute Percent 

National Duty 
Improvement of Cultuml and Scientific 

Levels of people 

TOTAL 

14.3.1.3.1. National Duty 

61.5 

38.5 

100.0 

In addition to her role as a daughter, sister, wife and mother, a woman 

manager in the West Bank is entitled to play an active role outside her 

family. It is believed that through the acquiring of knowledge, education 

and employment a woman should become an effective and productive 

member of society. This is because the society, like the family, is an 

extremely important unit of relationship in the Islamic world.(2 2) 
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Therefore, a strong link should be emphasised between the individual and 

his society as well as between the individual and the other members of his 

family. 

Within the West Bank as much as in the rest of the Muslim and Arab World, 

women managers are expected to play an important role in defending their 

countries. They should assist their fathers, brothers, husbands and sons in 

fulfilling their military duties and obligations. As a result women in Arab 

countries have entered the anny ranks on equal footing with men. Among 

the countries to incorporate women in the anny are Jordan, Libya and Iraq 

etc. However, due to the absence of a Palestinian National Government, 

the national role of women managers on the West Bank can be summarised 

in the following categories: 

First: The creation of women's national committees. Committees are 

crucial in enhancing the role of a woman outside of her house and family. 

As a result women's committees came into existence especially in the sphere 

of food production and embroidery. 

Second: Help in the establishment of nursery schools and kindergartens in 

villages, towns and in refugee camps. Women managers regard this role as 

important in order to fight the occupier whose main aim is to obliterate 

Palestinian education and identify through the continued and prolonged 

closure of schools, kindergartens and universities as shown in chapter 

eight. 

Third: Political Leaders. Because of the Palestinian Intifada, the divisions 

among Palestinians (whether class or gender) have vanished. Giacaman, in 

her study on "Palestinian Women in the Uprising: From Followers to 

Leaders", wrote: 

" ..... .In a relatively short span of time, Palestinian women moved 
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from thoroughly secondary roles - as backup to men, and having 

been primarily preoccupied with provision of services - to major 

actors in the field of politics and the resistancy to military 

occupation" . 

Although the role of women has changed even before the Intifada, the 

directive communiques of the unified national leadership of the uprising 

have called for an absolute revolution. The calls of the leadership and 

especially in communique number 18 urged all Palestinian women from all 

ranks to locate for themselves useful participatory roles in the uprising.(23). 

As a result, Giacaman, in an interview with one of the newly emerging 

leaders of the women's movement in the occupied West Bank wrote: 

" .... For the first time, we are seeing women participating in various 

ways in resisting occupation. In ways that we thought were not 

possible before the uprising. Women are now very active in 

neighbourhood committees. Their experience and organisational 

skills are facilitating the work of these committees in providing 

services to communities. They now participate as leaders and not 

only as service providers". (24) 

Moreover, the Union of Palestinian Women's Committees in the occupied 

land in its Newsletter (1988) wrote: 

" ...... and adhering to the call by the United National Leadership, the 

Union of Palestinian Womens' Committees played an exceptional 

role in the formation of neighbourhood committees. The initial 

work included social visits to the families, coordination with other 

women's committees and grassroot organisations in each respective 
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neighbourhood. Neighbourhood committees with almost similar 

structure have been formed in a number of neighbourhoods. They 

consist of different sub-committees such as education, agriculture, 

health, guarding and storage."(25) 

Regarding women managers belonging to professional bodies in the West 

Bank, a total of 53.8 per cent indicated that they belong to a local 

professional body of whom 71.4 per cent attend their professional bodies 

and unions quite often. 28.6 per cent seldom make visits to their unions. 

For more details about women's unions see chapter twelve. 

14.3.1.3.2 Improvement of Cultural and Scientific Levels of People 

Interestingly, 38.5 per cent of Palestinian women managers mentioned this 

as a major attribute. They believe that it is their duty to help people in the 

community to increase their understanding, knowledge and awareness of 

certain issues. 

As a result, Palestinian women managers play an effective role in national 

celebrations and exhibitions. Many of them hold symposiums so as to help 

local women, like mothers, to deal with certain matters such as issues of 

hygiene and safety. Other women managers contribute financially in order 

to help improve the scientific and cultural level of people in the society. 

Indeed, many women managers help in the establishment of charitable 

organisations, while others playa major role in the structuring of local 

libraries and institutions of learning. For more information on womens 

unions see chapter twelve. 

This finding is supported by later findings in the study where all women 
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managers, 100 per cent, expressed their support for the increase in the 

introduction of automation and technology into West Bank businesses. 

This concludes our discussion of the main roles expected of women 

managers as apparent in the fmdings. It is believed that this discussion will 

help the reader to better understand the role of Palestinian women managers 

surveyed. 

14.4 Summary 

The material presented in this chapter has provided a distinctive discussion 

of the major characteristics of women as managers in the West Bank. It has 

outlined the basic roles of women in the Islamic society of the West Bank. 

It is apparent from the discussion that the role of women is three-fold in 

nature. West Bank women as managers have roles as members of 

mankind, as members of families and as members of society. 

Moreover, the findings of this chapter demonstrate that the status of women 

in the West Bank has witnessed a dramatic change. Palestinian women no 

longer perceive themselves as followers and executors. Instead they see 

themselves as leaders in their society. In addition, the findings clearly show 

that Palestinian women as managers play an economic role through the 

acquiring of payment through labour. 
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CHAPTER 15 

MANAGERIAL THINKING 

"Nature has placed mankind under the governance 

of two sovereign masters, pain and pleasures" 

(Jeremy Bentham,English PhilosophedO 

15. 1 Introduction 
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In the previous chapters, we shed light on the various definitions of an 

attitude, belief and other related concepts. Managers attitudes towards 

change were also examined. The aim of this chapter, however, is twofold: 

first, it aims to take the concept of attitude and belief a step further by 

examining managers attitudes and beliefs toward and about various 

managerial functions and themes, and to identify the main individual and 

organisational variables that have an impact on the managers thinking. 

Second, the chapter aims to discuss the various managerial needs and to 

take the question of how important the various needs are to the subjects in 

that particular region of the globe. 

15.2 Managers Attitudes Toward Certain Managerial Functions 

In the preceding chapters, the term attitude was dermed as: 

"a predisposition to react positively or negatively, to a person, place 

or circumstances. It is therefore a tendency to respond and can be 

considered a "leaning" in one direction or another. There are two 

main elements in an attitude, the predisposition and the direction of 

that predisposition".(2) 

With this definition in mind, the researcher has asked respondents to 

respond to 15 different attitudinal statements which were extracted from 
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literature and other questionnaires and more specifically from questionnaires 

used by other researchers like Haire, Ghiselli and Porter in their studies on 

managerial thinking. All statements used were meant to examine the 

attitudes of managers toward five managerial functions using a five point 

Likert scale, ranging from 1 to 5 ("strongly agree" to "strongly disagree"). 

The five managerial functions were: planning and forecasting, organising 

and staffing, communicating, leading and motivating. All managers 

interviewed were given the statements and were then asked to choose the 

number that most fully represents their attitudes to the various items based 

on the scale already prescribed. After having collected all the responses, the 

mean scores were computed for each one of the items and for each of the 

five categories of the functions. Table 15.1 presents a clear picture of the 

main findings. 

15.2.1 Discussion of Major Findings on Managers Attitudes 

Prior to the discussion of the major findings and in order to have a better 

conceptualisation of the results, the researcher believes that it is imperative 

to shed light on the various definitions of managerial functions under 

investigation, despite the fact that most if not all functions have already been 

defmed and discussed in the second chapter of the study. 

15.2.11 Attitudes Towards Planning 

Planning has been defined as "the formulation of future course of action. 

Plans and objectives on which they are based give purpose and direction to 

the organisation, its subunits, and contribution of individuals". (3) In 

another definition planning was defined as "the process of preparing for 

change and coping with uncertainty by formulating future course of 

action".(4) Therefore, planning is regarded as the cornerstone for all other 
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managerial functions. It is the function on which all other functions are 

built. 

Despite its importance, the findings in Table 15.1 indicate that over 50 per 

cent of West Bank managers agreed with the statement "No point in making 

long range planning due to economic and political instability" and the 

statement "The future cannot be predicted and therefore cannot be 

controlled" 50.8 and 54.8 per cent respectively. The mean scores for the 

statements are 2.9 and 2.6 per cent in the same order. However, the grand 

total indicates that 50.2 per cent of the managers agreed with both 

statements in one way or another with a grand mean of 2.56. This 

category therefore ranked fifth among the other categories taking into 

consideration that both statements are in the negative form and the mean 

score is the highest and in the range of agreement. Based on this finding 

the researcher thinks that he is justified in saying that West Bank managers 

on the average are fatalistic. Rogers (1969) has defined fatalism as "the 

degree to which an individual perceives a lack of ability to control his 

future".(5) This finding is supported by the findings of other researchers 

such as Zahra (1980) who argued that Egyptian managers like many other 

nationalities in the Middle East are fatalistic.(6) Murrell (1979) also found 

that in the Egyptian management culture there is a bias against planning and 

its importance.(7) Yet, despite these findings, Muna (1980) found that 

Arab executives are not fatalistic. In his study Muna unequivocably 

emphasised that Arab executives are far from being fatalistic and that they 

are future-oriented, rational in this thinking, planning and deliberation, and 

they attempt to control and prevent adverse future events. 
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Westerners in their description of an Arab's fatalistic behaviour have often 

emphasised the Arab's fatalistic approach to life by the following story: 

"When all the birds were gathered together to make their final 

arrangements before starting on a pilgrimage to Mecca, they passed 

a resolution saying: "If God wills, we will start tomorrow". But, 

the hens cried out "If God wills or not, we will start tomorrow". 

When the time came to start they were punished for their irreverent 

words by rmding themselves unable to fly".(8) 

This story, however, is rather a good explanation of an Arab's fear of 

opposing God's will than an explanation of the Arab fatalistic behaviour. 

Despite the managers high educational level the researcher believes that their 

lack of appreciation for the value of planning can be attributed to the volatile 

situation and to the political instability in that region of the Middle East. The 

researcher believes that managers experience already proved that planning is 

almost impossible. Many managers complained of the sudden closure of 

businesses and the curfews imposed by the Israeli authorities. The 

researcher has also suffered from such a difficult situation when he had to 

reschedule his interviews with managers on many occasions mainly in 

Nablus and Ramallah due to military curfews, checkpoints and travel 

restrictions which were suddenly imposed by the authorities. 

15.2.1.2 Attitudes Towards Organising and Staffing 

Organising has been defined as "the structuring of a coordinated system of 

authority relationships and task responsibilities". (9) Staffing on the other 

hand, means "human resources planning, acquisition, and development 

aimed at providing the talent necessary for organisational success".(IO) 
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The two functions of management, organising and staffing, are so closely 

related to the point that many writers do not make any distinction between 

them.(11) The main difference between them, however, is that organising 

focuses on the structure and process of allocating jobs so that common 

goals can be achieved. While staffing, on the other hand, focuses on the 

people in the jobs. Therefore, one can conclude that organising is job 

oriented and staffmg is worker oriented. ( 12) 

Table 15.1 brings out striking fmdings. The table indicates that the majority 

of West Bank managers, 87.6 per cent, agreed with the statement "formal 

training helps a manager to perform his job satisfactorily". The mean is 

1.8. The finding is not surprising as previous findings already indicated 

that 59.9 per cent of the total managers had already attended training 

programmes. Therefore, the researcher believes that the managers high 

educational level contributed positively in this direction. Interestingly 73.4 

per cent, of the managers disagreed mostly with the statement "When 

considering an employee for promotion seniority should be given greater 

weight than merit". Only 14.7 per cent of the total managers agreed with 

the statement and in their response many of them reiterated the Arabic 

common saying which means "Shifting jobs is futile". Among the 

managers who were adamantly against the statement is Muhammad 

J ewabrah, Director of Education for the Bethlehem district. During an 

interview Jawabrah commented: "I am totally against the idea that seniority 

is more important than merit. If you imagine having a soldier who has been 

with his regiment for twenty years, I belive that this soldier is sometimes 

unable to shoot a kitten, unlike young and new recruits who are more 

active, capable and enthusiastic". This illustration, however, is rather a 



Table 15.1 Managerial Attitudes (Percentage and mean scores) 

Attitudes Strongly Agree Neutral Disagree Strongly Mean* Rank 

Agree Disagree X 

Planning and Forecasting 
No point in making long range plans due to economic and political instability 15.8 35.0 6.2 26.0 16.9 2.9 2 
The future cannot be predicted and therefore cannot be controlled 19.2 35.6 13.6 27.7 4.0 2.6 

GRAND TOTAL 22.0 28.2 23.7 23.7 2.3 2.56 (5) 

Org;mising and Staffing 
Formal training helps a manager to perform his job satisfactorily 40.1 47.5 5.6 5.1 1.7 1.8 2 
When considering an employee for promotion,seniority should not be given 

greater weight than management 5.1 9.6 11.9 50.8 22.6 3.8 3 
Policy, goals, objectives should be carefully explained to everyone in the 

organisation 54.2 33.9 5.1 5.1 1.7 1.7 

GRAND TOTAL 10.7 74.0 13.6 1.7 0.0 2.06 (3) 

Communication 
Employees should feel free to discussthings that are important to them with their 

immediate boss 54.2 41.2 1.7 2.8 0.0 1.5 
Criticism and advice from subordinates should always be welcomed 26.0 48.0 11.3 12.4 2.3 2.2 2 
The boss should give his subordinates only the information necessary for them 

to do their immediate tasks 13.6 33.9 7.9 38.4 6.2 2.9 3 

GRAND TOTAL 23.2 63.3 13.6 0.0 0.0 1.9 (1) 

------------------------------------------------------------------------------------------------------------------------
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Table 15.1 Continued 

Attitudes Strongly Agree Neutral Disagree Strongly Mean* Rank 

Agree Disagree X 

Leading 
A good boss should give details and complete instruction to his subordinates 

rather than giving them general information and depending on their initiative to 
work out the details 26.0 38.4 10.2 22.0 3.4 2.4 3 

Thinking of alternative ways and methods by employees in order to solve certain 
problems should always be welcomed 28.2 61.0 6.8 4.0 0.0 1.9 

Managers should help employees with their work when needed 29.4 59.9 5.1 5.1 0.6 1.9 2 
Employees loose respect for a manager who asks them for advice before 
he/she makes a fmal decision 5.1 15.3 10.2 52.0 17.5 3.6 5 

Certain kinds of working conflicts are not only inevitable but desirable to the 
conflicting parties, if effectively managed. ( Conflicts are a healthy phenomenon 
if effectively managed) 9.6 50.3 15.8 19.8 4.5 2.6 4 

GRAND TOTAL 9.0 76.3 14.1 0.6 0.0 2.06 (3) 

Motivating 
The use of rewards and punishments is the best way to get subordinates to work 
effectively 23.7 37.9 12.4 24.3 1.7 2.4 2 

Promotion from within the fInn in order to fIll a vacancy is better than promotion 
from outside the fInn 29.4 46.9 14.1 7.3 2.3 2.1 

GRAND TOTAL 27.7 46.3 22.6 3.4 0.0 2.02 (2) 

Scale used: 1 = strongly agree 2 = agree 3 = neutral 4 = disagree 5 = strongly disagree 

* The lower the mean the more agreeable the manager is with the statement. Numbers in parenthesis mean categorial rank. 
..t::" 
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good explanation of some types of work where seniority is not necessarily 

advantageous to the firm, unlike secretarial work for example where the 

employee sometimes becomes the master of his work after the first year. 

Among the other managers who defended their opposition to the statement 

about seniority and merit is Musa Kawasmi, a well known local manager 

who commented: " ........ .1 do not prefer seniority to merit because to me 

any experience after the first year is regarded mainly as a repeated 

experience as the common saying goes "twenty years of experience is one 

year experience multiplied by twenty"". 

As for the business policies and goals, 88.1 per cent of the managers agreed 

with the statement that "policies, goals and objectives should be carefully 

explained to everyone in business". The mean score is 1.7. The researcher 

believes that such a high appreciation for the value of organising and 

stafftng is a direct result of manager education and specialisation in business 

and other related fields. The researcher believes that managers education in 

the West and in the United States was beneficial in a way that managers 

were exposed to Western and European management and behaviour. The 

researcher also believes that Palestinian Arab managers may have been 

influenced positively with Israeli managerial practices and behaviour. 

Interestingly, this finding is in direct contrast with the finding of Zahra 

(1980) who indicated that Egyptian managers like many other nationalities 

in the Middle East share little appreciation for organising. This contrast 

might be attributed to the higher educational level of the managers 

interviewed as compared with their Arab counterparts. 
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15.2.1.3. Attitudes Towards Communicating 

In the previous chapter, Davis, a well known management scholar has 

defined communication as "the transfer of information and understanding 

from one person to another person". (13) The importance of 

communication was well emphasised by Home and Lupton (1965) who 

pointed out that everything a manager does from motivating and influencing 

others to controlling and modifying their behaviour, revolves around 

communication. Communication is what managers do. It consumes some 

50 to 90 per cent of~anagers time.(l4) Table 15.1 brings out the striking 

results. From the table it is evident that the vast majority of West Bank 

managers, 95.4 per cent, share a high appreciation for the importance of 

communication. The data indicated that these managers 95.4 per cent, 

agreed with the statement "employees should feel free to discuss things that 

are important to them with their immediate boss". The mean score is 1.5. 

The findings also indicated that 74 per cent of the managers also agreed with 

the statement "Criticism and advise from subordinates should always be 

welcomed". However, only 44.6 per cent of the total managers disagreed 

with the statement which says "Only necessary information should be given 

to subordinates". Therefore, they believe that managers should give 

complete and detailed information to subordinates. 

The most striking finding, however, is that communication was ranked first 

among all other managerial functions with the lowest mean score being 1.9. 

This finding is a clear indication that West Bank managers have a high 

appreciation of communication. The researcher believes that managers 

education and the experience they have gained form their presence and 

training in other foreign countries are major contributions to such positive 

attitude towards communication. The grand total for all the statements 
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indicate that 86.5 per cent of all the managers agreed with all the statements 

making a grand mean score of 1.9. 

15.2.1.4 Attitudes Toward Leading 

The term leading was defined as the ability to influence a group toward the 

achievement of goals.O S) The data in Table 15.1 indicated that 64.4 per 

cent of West Bank managers agreed with the statement "a good boss should 

give details and complete instructions to his subordinates". The mean score 

is 2.4. The data in the table also shows that the vast majority of 

respondents, 89.2 per cent agreed with the statement "thinking ofaltemative 

ways and methods by employees in order to solve certain problems should 

always be welcomed". The mean is 1.9. Interestingly, almost the same 

percentage of managers, 89.3 percent, have agreed with the statement 

"managers should help employees with their work when needed". The 

mean score is 1.9. 

Ahmad Abdin, a Swedish graduate, was among the managers who strongly 

supported the statement that "managers should help employees with their 

work when necessary". In an interview Abdin commented: " ..... .1 most 

fully agree that a good manager should help his employees when necessary. 

By doing so, employees will have more respect for the manager. Therefore 

I sometimes help the employees sweep the floor of the factory and the aisles 

around the machines .... ". 

The statement was also vigorously supported by Anton Nahas, manager of 

the Patriarch Hotel in Jerusalem, who said: " ...... As a manager at this 

Hotel, I sometimes help the employees clean up the toilets. Managers 
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should help employees. There is nothing a manager should be ashamed of 

doing ...... " . 

These findings were also supported by another subsequent finding where it 

was found that 69.5 per cent of the managers disagreed with the statement 

"employees loose respect for a manager who asks them for advice before 

he/she makes a final decision". Only 20.6 per cent of the total managers 

supported this statement. The mean score is 3.6 which means that the 

average managers tended to disagree with the statement. 

As for the managers attitudes towards working conflicts only 59.9 per cent 

of the managers believe that conflicts are a healthy phenomenon if managed 

effectively. Only 7.1 per cent of the managers had a negative attitude to 

work conflicts. The mean score is 2.6 which means that the average 

managers tended to agree with the statement. 

Among the managers with a positive attitude toward the statement is 

Hashem Juneidi, a well known local manager who runs a dairy factory. In 

an interview with the manager, he commented: " .... I am fully in agreement 

with the statement which says work conflicts are a healthy phenomenon if 

effectively managed ..... because I see work conflicts as a symptom of a 

disease which should be eradicated. Work conflicts are a self critique of the 

work made by the conflicting employees. We should exploit conflicts in the 

interest of the organisation because employees sometimes are closer to the 

job than their managers". 

Not all managers, however, view conflicts as something good and healthy. 

Among the managers who see conflicts as fatal to the organisation is the 
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manager of Al-Qamar Towel Factory in Aida refugee camp near Bethlehem. 

The manager commented: " ... .1 am adamantly against conflicts at work, 

and when they occur, I try not to intervene at all ..... because ifI do so I will 

eventually be accused of being biased with one party against the other". 

However, the researcher believes that this is not the proper way to handle 

conflicts because if conflicts and problems are left unattended, they will 

smoulder and smoulder until they eventually explode. 

Other managers who see conflicts as something not in the interest of the 

business or firm is an administrator from J enin who commented: "I do not 

like work conflicts at all ...... because conflicts sometimes help disclose 

business secrets". 

The researcher believes that West Bank managers are sometimes against 

work conflicts because of cultural reasons. In the West Bank conflicts at 

work sometimes escalate and eventually become conflicts between families. 

Such argument was well supported by Muhammad Masrougy, Manager of 

Jerusalem Pharmaceutical Company who simply stated: " .... .1 do not like 

conflicts to occur in the workplace because sometimes they escalate and 

eventually will be carried to the homes and therefore becoming conflicts 

between families and tribes". 

As a result of the subjects fear of work conflicts some of the managers 

interviewed are found to be potential problem solvers. Muhammad Abu 

Hashim, an American graduate commented: " ..... My father taught me to 

pinpoint problems and to solve them before they occur. As a result I always 

try to put the bones together before breaking them". 
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The researcher also believes that the reputation of the manager is another 

reason for managers dislike of work conflicts. In the West Bank, a work 

conflict may connote poor management which might jeopardise the 

managers reputation in an area where reputation is valued most highly. 

Looking at Table 15.1 we will see that 85.3 per cent of the managers agreed 

with all the statements measuring leading, with only 14.1 per cent of the 

managers undecided. The grand mean is 2.06 therefore making the 

managerial function, leading, to rank third among all the functions 

investigated. 

15.2.1.5 Attitudes Towards Motivating 

As mentioned earlier, motivation refers to the psychological process that 

gives behaviour purpose and direction.( 16) A more descriptive but less 

substantive definition of motivation was also given by Robbins who defined 

motivation as "the willingness to do something, and is conditioned by the 

ability to satisfy some need for the individual". (17) 

As for the respondents attitude towards motivation, the data in Table 15.1 

indicates that the majority of managers 61.6 per cent, agreed with the 

statement "The use of rewards and punishments is the best way to get 

subordinates to work effectively". The mean score is 2.4 which implies that 

the average managers tended to agree with the statement. The findings also 

indicate that 76.3 per cent of the subjects agreed with the statement 

"promotion from within the firm to fill a vacancy is better than promotion 

from outside the firm". Only 9.6 per cent of the subject disagreed with the 

statement. The mean score is 2.1 which also indicates that the average 

manager tended to agree with the statement. The grand total for all the 
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statements used in measuring leading, indicates that 74 per cent of the 

managers agreed to both statements together with a grand mean of 2.02. As 

a result motivation is placed second after being preceded by a lower mean 

for communication. 

The researcher believes that the managers support for promotion vs hiring, 

stems from their understanding that: 

" promotion from within is far less expensive than hiring 

- promotion from within can have a positive motivational effect 

- promotable insiders are proven performers.,,(18) 

This latter point was clearly supported by the managers through citation of 

the well known Arabic saying: "Maa Buhruth Al Bilad Illa Ujulha" which 

means "A land is ploughed save only by its calves". However, this proverb 

is used mostly in order to emphasise the preference of local personnel to 

foreign ones. 

This concludes the discussion of the managers attitudes towards certain 

managerial functions. However, there will be a fuller discussion of the 

main individual and organisational variables which seemed to have a 

significant influence on the managers response to the various functions. 

15.3 Discussion of Major Findings on Managers Beliefs 

In the preceding chapters we defined the term "belief' as 

"inferences made by an observer about underlying state of expectancy" 

and as "any simple proposition, conscious or unconscious inferred 

from what a person says or does capable of being preceded by the 

phrase I belive that. .... ". 
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The content of a belief may describe the object of belief as true or false, 

correct or incorrect, evaluate it as good or bad; or advocate a certain course 

of action or a certain state of existence as desirable or undesirable. The first 

kind of belief may be called a descriptive or existential belief (I believe that 

the sun rises in the east); the second kind of belief may be called an 

evaluative belief (I belive this ice cream is good); the third kind of belief 

may be called a prescriptive or exhortatory belief (I believe it is desirable 

that children should obey their parents). Whether or not the content of a 

belief is to describe, evaluate, or exhort, all beliefs are predisposition to 

action, and attitude is thus a set of interrelated predispositions to action 

organised around an object or situation".( 19) 

To measure respondents beliefs, all subjects were asked to respond to 12 

different statements which were categorised under four different managerial 

themes. They are: Managers relationships (e.g. with employees), social, 

seniority, and individual and organisational behaviour. All statements used 

were extracted from literature. Questionnaires used by other researchers 

were also reviewed and considered. 

To examine managers beliefs, all respondents were given the statements and 

were then asked to respond to each statement by choosing the number that 

fully represented their beliefs about each statement using a scale ranging 

from 1 to 5 ("strongly agree" to "strongly disagree"). The lower the score 

that was given by the manager, the more agreeable the manager was with 

the statement. Percentages and mean scores were computed for respondents 

checking of various points on the five point Likert scale for each one of the 

statements and for each one of the categories. The following section will be 
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dedicated to the discussion of the major findings. 

15.3.1 Managers Relationships (i.e. with employees) 

Table 15.2 brings out the striking results of managers beliefs about the 

various themes already described. The data in the table indicates that West 

Bank managers have a high concern for people viz employees. It is evident 

from the table that nearly all respondents agreed with the statement 

"everyone in business should be treated alike and equally with no favourites 

at all" and the statement "personal problems and grievances of employees 

should be a matter of direct concern to their companies or firms" and the 

statement "managers should have tolerance for problems, complaints, and 

protests from employees", 90.4, 96.6 and 89.2 per cent respectively. The 

grand mean is found to be the lowest 1.44 among all other means in the 

table thus indicating that West Bank managers mostly agreed with these 

statements than with the others. 

Among the managers who strongly supported the statements is a manager 

from Nablus who said" .... personal matters of employees should be a 

matter of direct concern to the managers and organisation in which they 

work. By showing the employees that we care, we can help minimise some 

of the disastrous outcomes which might happen otherwise. For example, 

imagine an employee coming to work immediately after having a fight with 

his wife. The chance that the employee will check the brakes of his 

company car will be minimaL .... the outcome of which could be 

disastrous" . 

Another manager who strongly supported the statements is Mahmoud 

Obedo, manager of the Pama Shoe factory. In an interview with Obedo he 



Table 15.2 Managerial Beliefs (Percentage and mean scores) 

Beliefs 

Management Relations (i.e. with employees) 
Everyone in business should be treated alike and euqally with no favourites at all 
Personal problems and grievances of employees should be a matter of direct 
concern to their companies and fIrms 

Managers should have tolerance for problems, complaints and protests from 
employees 

GRAND TOTAL 

Social 
Social issues should not be discussed in business 
The activities of charitable and social agencies should be supported by 

business companies and fIrms 
Family, social or fInancial status are necessary elements for advancement 

or success 
Knowing influential people is necessary in order to progress quickly inside 

the fIrm 

GRAND TOTAL 

Length of Service (seniority) 
Staying with one fIrm for the longest time possible is usually the best 

way to get ahead in that fIrm 
In general the best manager in a fIrm is the one who has been with the 

fIrm for the longest time possible 

GRAND TOTAL 

Strongly 

Agree 

52.5 

44.6 

25.4 

58.8 

6.8 

45.8 

11.3 

7.3 

5.6 

15.3 

8.5 

11.3 

Agree 

37.9 

52.0 

63.8 

39.0 

26.6 

48.0 

21.5 

21.5 

41.8 

24.9 

26.0 

25.4 

, 
Neutral Disagree Strongly Mean* Rank 

Disagree X 

5.1 4.5 0.0 1.62 2 

1.7 1.7 0.0 1.6 

5.1 5.1 0.6 1.9 3 

2.3 0.0 0.0 1.44 (l) 

21.5 38.4 6.8 3.1 2 

4.5 1.7 0.0 1.6 

15.3 34.5 17.5 3.3 3 

14.1 34.5 22.6 3.4 4 

48.6 4.0 0.0 2.51 (2) 

16.9 35.6 7.3 2.9 

19.2 38.4 7.9 3.11 2 

32.8 27.1 3.4 2.86 (4) 

.e=-
N 
N 



Table 15.2 Continued 

Strongly Agree Neutral 

Agree 
Beliefs 

Individual and GrouQ Behaviour 
Decisions made by individuals are usually of higher quality than decisions 

made by groups (committees) 5.6 12.4 11.9 
A large organisation is a more desirable place to work than working in 

small organisations 10.1 39.0 23.2 
Company rules and procedures should not be broken even though 

managers think it is in the company's interest to do so 11.9 34.5 17.5 

GRAND TOTAL 4.0 29.0 56.5 

Scale used: 1 = strongly agree 2 = agree 3 = neutral 4 = disagree 5 = strongly disagree 

* The lower the mean the more agreeable the manager is with the statement. Numbers in parenthesis mean categorial rank. 

Disagree Strongly 

Disagree 

54.2 15.8 

24.9 2.8 

29.4 6.8 

9.6 0.0 

Mean* 

X 

3.6 

2.7 

2.8 

2.72 

Rank 

3 

2 

(3) 

.t= 
f\) 
f\) 

III 
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commented: "I sometimes find myself forced to leave my work in order to 

attend a sick employee in the hospital or in his home. We have to show 

our employees that we care about them. We have to show them that they 

are our greatest asset. If we do not do so, the employees, their families, 

friends and the community at large will look down upon us especially 

because people have come to expect a lot from us. Their expectations are 

sometimes unreasonable". 

As for the statement managers asked if they should show tolerance for their 

employees complaints and grievances, one manager of a plastic factory in 

Bethany commented: "We as managers must show tolerance for our 

employees because if we pull the rope too much (being tough), the rope 

might eventually loosen itself or it might even break, therefore, we have to 

be flexible". Another female administrator from Ramallah simply stated "A 

manager should not chop the employees head off'. 

The researcher believes that the main reason for the managers high concern 

for employees can be attributed to several factors: 

First: religious. Nearly all the managers interviewed are Muslims. They 

are influenced by the Islamic faith and teaching where Islamic Sharia urges 

all Muslims to treat people with equity. The Quran is so explicit on this 

issue. 

Second: high expectations placed on managers by the community. People 

in the West Bank view the manages as local leaders and as a result they 

expect them to be active and to be responsible. 

Third: nature of Arab personality. Arabs in general are passionate and can 

be easily aroused. This argument is supported by Pezeshkpur who stated 
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that "the typical Arab is passionate and can be propelled into action through 

appealing to his emotions. This kind of action serves more as an emotional 

release than as a means of good attainment".(20) 

Fourth: the final reason for managers high concern for people is believed to 

be attributed to the managers high educational level, and to the influence of 

western and local media. It is important to point out that in the West Bank, 

both the Israeli and Jordanian television programmes are frequently critical 

of social issues and management behaviour and practice. 

Moreover, and before moving on to the discussion of other managerial 

beliefs, the researcher finds it imperative to point out that these findings 

advocate other stereotypes of Middle Eastern managers where there is a 

widespread belief that Middle Eastern managers on the whole are 

authoritarian and generally old and outdated. 

15.3.2 Social Beliefs 

The findings in Table 15.2 indicate that 45.2 per cent of the managers 

believe that "social issues should be discussed in business" while only 33.4 

per cent thought otherwise. The mean is 3.1 which omplies that the 

majority of managers tend to disagree with the statement. 

As for those who agree with the statement, the researcher believes that their 

belief is attributed to their concern for people and as a result managers 

would believe that people like to work in amiable and friendly 

environments. It is also believed that such a positive attitude towards the 

statement might be attributed to the Arab's high social need which will be 

discussed later on in this chapter. The researcher believes that managers 

who are against the discussion of social issues at work are those who are 
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very much influenced with the notion "business is business". 

The results in Table 15.2 also indicate that the vast majority of managers 

93.8 per cent, believe that charitable and social organisations and agencies 

should be supported by businesses. The mean score is 1.6 which implies 

that the vast majority of the managers tend to agree with the statement. 

This finding is not contrary to the researcher's expectation as previous 

findings already indicated that West Bank managers are expected to support 

charitable organisations either financially or morally. Some of the main 

reasons for the manager to believe that charitable organisations and social 

agencies should be supported include: the absence of a national 

government. Managers believe that they have a big role to play in the 

community because they believe that the people expect them to act as local 

national leaders in the wider community. The other reason is believed to be 

attributed to the Islamic Sharia (Law) where businesses are expected to pay 

AI-Zakat or what is known as the religious tax. (See Chapter 7). 

As for the statement "family, social and financial status are necessary 

elements for advancement or success" only 32.8 per cent of the managers 

agreed with this, while over 50 per cent disagreed. The mean is 3.3 which 

implies that managers tend to disagree with the statement. Although, these 

fmdings may not reflect a true picture of managers beliefs the researcher has 

to go by what they say, rather than by what they actually believe. 

However, the researcher believes that managers disagreement with the 

statement came about as a direct result of managers need of change which 
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was discussed in previous chapters and as a result of the managers dislike 

for the use of personal ties and connections. The majority of managers who 

voiced their disagreement cited the Arab poet saying: "Say not your 

forefathers were noble and great but pride in who you are and what you 

do". Other managers cited the common Arab saying "Ya Ma Fee Wardah 

Kallfat Shoukah" which means "A flower may breed a thorn". These 

sayings were cited by the managers to reflect their contempt for people who 

brag about their family financial or social status. 

Regarding the statement "Knowing influential people is necessary in order 

to progress quickly inside the firm", the results in Table 15.2 indicate that 

only 28.8 per cent of managers believed in this statement, while the 

majority, 57.1 per cent were adamantly against it. Again this may seem to 

be overlapping with the previous statement but the overall findings indicate 

that managers are against the use of family social status or business ties and 

connections. The grand total for all the statements indicates that 47.4 per 

cent of the managers agreed with all statements measuring their beliefs about 

social matters, while only 4 per cent disagreed. The findings also indicate 

that nearly half of the managers were neutral about the statement. The 

researcher believes that such a high neutral response is caused by the 

managers fear of being accused by the researcher of practicing such beliefs 

especially when they agree with the statements regarding the use of family 

social ties and fmancial wealth to influence business matters. 

The overall findings indicate that this category, social, ranked second in 

terms of agreement with a mean score of 2.51. 
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15.3.3 Length of Service (Seniority) 

The findings in Table 15.2 indicated that respondents had an almost equal 

response to the statement "staying with one firm for the longest possible 

time is usually the best way to get ahead in that firm". The results show that 

40.2 per cent of subjects were in favour of the statement, while 42.9 per 

cent were against. However, previous findings indicated that 57.5 per cent 

of the managers interviewed had been in the same jobs for more than 1 0 

years. (See Chapter ten). 

As for the statement "In general, the best manager is the one who has been 

in his firm for the longest possible period of time" only 34.5 per cent of the 

managers supported the statement while 46.3 were against. Although the 

managers encourage employees to stay longer in their firms it was not found 

so with the managers themselves as only 34.5 per cent of the respondents 

believe that the best manager in a firm is the one who has been with the firm 

for the longest period of time". 

Table 15.2 indicates that only 36.7 per cent of the managers agreed with 

both statements while only 30.5 per cent disagreed. The grand mean is 

2.86 which is the highest among other means in the table thus indicating that 

the average managers disagreed with the statements measuring their beliefs 

about seniority. 

15.3.4 Individual and Group Behaviour 

Interestingly, the findings in Table 15.2 indicate that the majority of 

respondents, 70 per cent, disagreed with the statement "Decisions made by 

individuals are usually of higher quality than decisions made by groups 
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(committees)". The mean score is 3.6 which implies that the average 

managers tended to disagree with the statement. This finding supports 

previous findings where the majority of West Bank managers were found to 

be consultative in their decision making styles. 

Moreover, these findings indicate that West Bank managers were in favour 

of the use of committees despite their drawbacks such as: the taking of too 

much time, evading individual responsibility, and the danger of conformity 

and compromise which is best expressed in the old aphorism "A camel is a 

horse that was designed by a committee" ,(21) Such aphorism is used to 

reflect the contempt managers often have for committees. 

Despite the managers knowledge of the drawbacks of committees, the 

findings in Table 15.2 show that the majority of the managers still belive 

that "two heads are better than one". They believe that when individuals 

join together and coordinate their activities, greater and better results can be 

accomplished. 

As for the statement, "A large organisation is a more desirable place to 

work than a small organisation" only 49.2 per cent of the respondents 

believed so while 27.7 per cent disagreed. The mean score is 2.7. 

However, the researcher believes that managers love for larger 

organisations stems from their feeling that large organisations are more 

prestigious, more secure, and more respected. 

Finally, the findings in Table 15.2 indicate that 46.4 per cent of the 

managers agreed with the statement "company rules and procedures should 

not be broken even though managers think it is in the business interest to do 
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so". The results indicate that only 36.2 per cent of the subjects believed that 

business rules and regulations should be broken when appropriate to do so. 

As one female administrator from Jerusalem put it: " .... company rules and 

procedures have been designed by human beings like us. They are not 

Quranic verses". 

However, these findings are in contrast to the findings of Pezeshkpur in his 

study 'Challenge of Management in the Arab World' where he points out 

that Middle Eastern organisation heads, conduct their activities without 

regard for previously existing procedures and rules. Middle Eastern 

organisation members consider procedures and rules flexible and 

transistory. (22) 

This concludes the discussion of managers attitudes and beliefs. The 

following section will take these concepts, attitudes and beliefs a step 

further by identifying the main variables that were found to have significant 

impact on the managers thinking. In order to do this the researcher used a 

rather more sophisticated statistical technique known as discriminate 

function analysis or what others might call multivariate technique or mUltiple 

discriminant analysis (MDA). 

15.4 Variables Affecting Managers Attitudes and Beliefs 

Having already examined and discussed the managers attitudes and beliefs 

about the various managerial functions and themes, the researcher finds it 

imperative to identify the major factors which have influenced the managers 

responses and thinking. 

For the purpose of this study, the researcher used eight characteristics of the 
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sample: age of manager, marital status, number of children, educational 

level and field of study (individual variables), and type of ownership 

(sector), age of firm and business size (organisational variables). 

However, prior to the discussion of the major fmdings and in order to better 

conceptualise the findings the researcher finds it necessary to give a brief 

introduction about the statistical technique used and to define the major 

statistical terms which will be used quite often throughout the analysis. 

15.5 Discriminant Function Analysis: An Introduction 

As already mentioned, the statistical technique which was used for the 

purpose of this study is known as the discriminant function analysis or 

multivariate technique of multiple discriminant analysis (MDA). This 

technique is rather a relatively new but rapidly expanding approach to data 

analysis. (23) It is frequently used by practicing statisticians and is fairly 

well established in academic research literature.(24) 

Discriminate function analysis is a technique used for deciding into which 

category of a variable a case is most likely to fall. 

The greatest advantage of discriminant function analysis over regression 

analysis is that the dependent variable can be a nominal measure. 

Discriminant analysis also has the advantage of being able to classify cases 

into three or more nominal categories - a task that regression analysis cannot 

handle. Hair et a1 (1984) argued the application of this tool as follows: 

"Discriminant analysis is the appropriate statistical technique when the 

dependent variable is categorical and the independent variables are metric. 
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Discriminant analysis is capable of handling either two groups or multiple 

groups (three or more).{25) 

Hair et al (1984) also went on to say that discriminant analysis involves 

deriving the linear combination of the two (or more) independent variables 

that will discriminate best between the priori defined groups. (26) To 

achieve this a statistical decision rule of maximising the between-group 

variance relative to the within-group variance(27)- such relationship is best 

expressed as the ratio of the between-group to within-group variance. 

The main objectives of using the discriminant analysis are: 

1. To determine if statistically significant differences exist between the 

average score profiles of the two (or more) apriori defined groups. 

2. To determine which of the independent variables account most for the 

differences in the average score profiles of the two or more groups. (28) 

For the purpose of this research the discriminant function analysis is used as 

an analytical predictive technique. 

Some of the key terms which will be used quite often throughout the 

analysis include: Discriminant Weight, Eigen Value, Canonical Correlation, 

Wilks Lambda and Standardised Discriminant Function. In order to better 

conceptualise the results of the analysis, the researcher believes that a brief 

definition of each of these terms should be given. 

Discriminant Weight: this term is referred to as a discriminant function 

coefficient and is calculated to maximise the differences between the groups 

in discriminant function scores. Independent variables with large 
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discriminatory power usually have small weights. The sign of the 

discriminant weight merely denotes that the variable makes either a positive 

or negative contribution. (29) However, Hedderson, in his book, SPSSx 

Made Simple, has indicated that the signs of the coefficients in discriminant 

analysis have no special meaning. (30). 

Eigen Value: in discriminant analysis an Eigen value means the between

groups variance divided by the within-groups variance, is one statistic for 

evaluating the worth of a discriminant analysis. An Eigen value of 0 means 

that the discriminant analysis had no discriminating value, whereas an 

Eigen value above 0.40 is considered excellent. It is important to mention 

that an Eigen value has no upper limit.(3!) 

Canonical Correlation: is the ratio of the between-groups variance inscores 

on the function to the total variance in the scores.(32) 

Wilks Lambda: this is what is called the U statistic and means the within

groups sum of squares divided by the total sum of squares. The ratio 

ranges from 0.0 to 1.0. However, the lower Wilks Lambda is, the better 

the discriminating power of the model.(33) 

Standardised discriminant function: It indicates that each variable score is 

standardised before it is multiplied by the coefficient. In standardising a 

variable score, the mean from the variable is subtracted from the score, and 

then the difference is divided by the statement deviating the variables.(34) 

15.6 Variables Affecting Managers Attitudes 

Table 15.3 provides a profile of the subjects response by five individual 

characteristics of the sample: age of manager, marital status, number of 

children, educational level, and field of study; and organisational variables 

such as : type of ownership (sector), age and size of firm. Only the three 
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variables with the largest discriminant weight will be discussed. 

Planning 

The results in Table 15.3 indicate that managers attitude toward planning 

was mostly influenced by the variables: size of the firm with a standardised 

discriminant coefficient (SDFC) value of 0.750, number of children with 

(SDFC) value of 0.628, and field of study with (SDFC) value of 0.397. 

These findings are not surprising because it is believed that the size of the 

firm has an influence on the process of planning. Drucker made this point 

clear when he said that the larger the organisation the more complicated the 

management will become. The researcher believes that larger organisations 

have larger activities and therefore more planning by managers is necessary. 

As for the number of children variable, the researcher believes that in the 

Arab World in general, as it is in the West Bank in particular, a manager can 

only have children after marriage, therefore married managers with 

dependents are believed to be mature and responsible. In addition, the 

researcher believes that a manager with dependent children automatically 

develops a sense for planning, hence it is believed that they practice 

planning in the home which is regarded as an organisation. 

Specialisation is also another factor. The researcher believes that managers 

are most likely to be influenced by their educational background and as a 

result managers with business and other related educational backgrounds 

have higher appreciation for planning because of the importance being 

placed on such function in the teaching of various courses in business. In 

universities, students of management for example, are normally taught 

about the importance of planning. It is expected that upon graduation these 
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students will put what they learned into practice. 

Organising and Staffing 

The data in Table 15.3 indicate that the managers attitudes towards 

organising and staffing are influenced mostly by the variables: age of 

manager, educational level, and field of study with the (SDFC) value of 

0.771, 0.546 and -0.381 respectively. 

The researcher believes that in the Arab World ageing is a sign of wisdom 

and experience. Dawood in his study on Iraqi managers pointed out that in 

the Iraqi society age is considered as an indicator of experience and 

wisdom. (35) Pezeshkpur (1978) also emphasised that "in the Arab World 

signs of old age may be helpful, grey hair for example, can represent 

wisdom through experience unlike the United States where the appearances 

of growing old are detrimental.(36) 

The other two variables which discriminated mostly between managers 

attitude towards organising and staffing are: educational level and the field 

of study. These two variables are interrelated and again, it is believed that 

the managers with higher education and mainly with speciality in business 

may have a broader knowledge of management and its functions therefore 

they can easily feel the benefits of organising and its related function, 

staffing. 

Moreover, and before moving on to the next factor, it is worth noting that 

the differences between the managers attitudes and organising and staffing 

are statistically significant where the Chi-square value is 36.07 with 24 

degrees of freedom at 0.054 level of significance. See Table 15.4. 
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Communicating 

The variables which discriminate most effectively between the managers in 

terms of communicating are: age of manager with SDFC value of 0.933, 

managers educational level with SDFC value of 0.358 and size of the 

organisation where the SDFC value was found to be -0.337. These 

findings are not against the researcher's expectation because previous 

studies already pointed out that the age of the manager has an influence on 

the managers and their behaviour. Muna (1980) found that older Arab 

executives are more autocratic than younger executives. This can be 

attributed to the Arab respect for age and as a result managers tend to feel 

that they will be respected without regard to their way of conducting 

business. 

As for the managers education and their attitude towards communication it is 

always believed university education promotes knowledge and thinking. 

Another reason could be that managers with higher educational level might 

have a strong belief that communication in all its forms might increase the 

commitment and motivation among employees. 

The third variable which has a a large discriminant weight is the size of 

firm. The researcher believes that larger organisations might have more 

activities and therefore managers sometimes depend on committees in their 

conduct of business. It is also believed that larger organisations have many 

chains of command. Along with this, many large organisations perform 

what has been called management by exception. Management by exception 

means that recurring decisions should be handled in a routine manner by 

lower level managers, where as problems involving unusual matters should 



Table 15.3 Main Variables Affecting Managers Attitudes Towards Various Managerial Functions 

Managerial Function 

Planning Organising / Communicating Leading Motivating 
Staffing 

Variables 
(Individual and Organisational) Function Function Function Function Function 

Age of Manager -0.059 0.771 * 0.933 * -0.471 * -0.069 

Marital Status 0.147 0.006 -0.299 0.057 -0.047 

Number of children -0.628 * 0.064 0.314 0.133 -0.454 * 

Educational level -0.064 0.546 * 0.358 * 0.592 * 0.656 * 

Field of study 0.397 * -0.381 * -0.071 -0.183 0.253 

Sector (ownership) -0.375 0.321 -0.216 -0.124 -0.321 

Age of firm 0.198 0.055 0.065 -0.041 0.995 * 

Size of firm 0.750 * 0.280 -0.337 * 0.701 * -0.063 

* variables contributing more to the discriminating power of the function. The higher the score the more contribution has the variable. 
the range will be between ( -1) and ( + 1) 

** the sign ( -) merely denotes that the variable makes either a positive or negative contribution. 



Table 15.4 Managers Attitudes by Managerial Functions 

Function 

Planning 

Organising/staffing 

Communicating 

Leading 

Motivating 

* significance 

Eigenvalue PCT of 
Variance 

0.082 52.2 

0.164 72.9 

0.057 55.2 

0.090 61.29 

0.082 62.82 

Canonical 
Correlation 

0.276 

0.375 

0.233 

0.288 

0.276 

Wilks Chi-square D.F . SIG 
. Lambda 

0.857 26.04 32 0.761 

0.808 36.07 24 0.054 * 

0.903 17.30 16 0.366 

0.867 24.24 24 0.447 

0.879 21.74 24 0.594 
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be referred to higher levels.<37) Management by exception is common in 

many large American Corporations where the President of a company will 

delegate authority to a branch manager, so that the manager can use his best 

judgement in running the division. The president continuously monitors 

performance, and he manages only when the branch operates exceptionally 

poorly. The size of organisation may also have a negative effect on 

communication hence in large organisations the distance between top 

management and subordinates is sometimes long therefore subordinates 

have to follow proper chains of command in their upward communication. 

Leading 

Table 15.3 indicates that managers attitudes toward leading are influenced 

mostly by the variables: size of organisation, educational level, and age of 

managers with (SDFC) values of 0.701, 0.592 and -0.471 respectively. 

To explain the above results again it might be useful to mention that in larger 

organisations managers might find it more appropriate to delegate authority 

to branch managers and to apply the management by exception principle. In 

larger organisations the chains of command are usually long, unlike smaller 

organisations where managers are sometimes closer to subordinates. 

As for the educational level it is believed that education may have an 

influence on the style of leadership. Managers with higher education 

(university and college) are believed to have gained a broader knowledge of 

the way businesses should be conducted. Previous findings already 

indicated that managers with higher education are more consultative. 
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The age of the manager is another variable with a large influence on the 

attitude of managers towards leading. This finding might be overlapping 

with other findings where it was found that in the Arab World older 

managers are more respected because their age reflects wisdom through 

knowledge and practice and as a result older managers in the Arab World 

take it for granted that they will be respected. Therefore, Muna for 

example, in his study indicated that older managers in the Arab World are 

more autocratic. 

Motivating 

Interestingly the findings in Table 15.4 indicate that managers attitude 

toward motivation is influenced mostly by the variables: educational level 

with SDFC value of 0.656, age of firm with a value of 0.495 for the SDFC 

and the number of children where the value for SDFC was found to be 

-0.454. 

To explain the above results it might be useful to mention that managers 

with more education are sometimes more ambitious and are more motivated 

to reach their full potential. As for the age of the firm, it is believed that 

older firms are sometimes more prestigious to work for and thus help the 

managers to fulfill their esteem needs. 

As for the number of children, it is believed that in the Arab World 

managers or people with dependents are more motivated to work and this is 

connected to the Arab culture where it is considered dishonourable for a 

father with dependent children not to seek employment especially because 

pension schemes and child benefit programmes are alien to West Bank 

culture with the exception of Jerusalem. However, the number of children 
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as indicated in Table 15.3 may have a negative impact on managers attitude 

towards motivation where it is believed that dependents make it sometimes 

more difficult for a manager to obtain a prestigious and better paid job 

abroad. To given an example, an Arab manager sometimes gives up all the 

benefits he might get from obtaining a job in a foreign country just for the 

sake of his daughters and the maintaining of their honour. 

15.7 Variables Affecting Managers Beliefs 

The following section of this chapter will be dedicated to the discussion of 

the major variables with the largest discriminating weight on manager 

beliefs. Table 15.5 brings out the striking findings. However, only the 

highest three variables with the largest discriminating weight will be 

discussed and analysed. 

Managers Relationships (i.e. with Employees) 

The findings in Table 15.5 indicate that managers beliefs about employees 

are most influenced by the variables: type of ownership (sector) with SDFC 

value of 0.731, age of manager and managers field of study with SDFC 

values of 0.649 and -0.371 respectively. 

As for the type of ownership, it is believed that managers of private firms in 

the West Bank might have more concern for employees because of 

managers concern about the image and reputation of their business and 

because of the high expectation placed on managers of private firms by the 

wider community. Unlike administrators of public firms who are 

sometimes restricted in terms of their relationship with employees since 

public firms have written roles and regulations which managers have to 



Table 15.5 Main Variables Affecting Managers Beliefs About Various Managerial Themes 

Categories 

Managers Social Length of Service Organistion, Group 
Relationships (Seniority) and Individual 
{i.e. employees) Behaviour 

Variables 
(Individual and Organistional) 

Function Function Function Function 

Age of Manager 0.649 * 0.205 -0.597 * -0.056 

Marital Status 0.051 0.259 -0.212 0.770* 

Number of Children - 0.130 -0.616 * -0.151 -0.747* 

Educational Level 0.140 0.895 * 0.306 * 0.019 

Field of Study ~0.371 * -0.266 0.474 * -0.187 

Sector (ownership) 0.731 * -0.068 -0.071 0.335 

Age of Firm 0.028 0.078 0.232 0.592* 

Size of Firm 0.112 0.292 * 0.249 -0.173 

* variables contributing more to the discriminating power of the function. The higher the score the more contribution has the variable. 
the range will be between (-1) and ( + 1) 

** the sign (-) merely denotes that the variable makes either a positive or negative contribution. 
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adhere to, unlike private finns where rules and regulations lie in the hands 

of the managers and can be changed whenever he/she feels appropriate to do 

so. 

As for managers age, it is believed that older people are more mature in their 

thinking and in their behaviour. Therefore higher expectations are placed 

upon older people because of their age and as a result of old people acting as 

"go between" in the community. As for the age of manager and hislher way 

of conducting business it was found that in the Arab World older managers 

are more autocratic than younger managers (38) because older managers 

take it for granted that they will be respected regardless of their managerial 

style. The last variable with a large discriminant weight is the managers 

field of study. This finding is not surprising, because it is believed that 

respondents with management education background have a high 

appreciation for people viz employees. While pursuing their higher 

education, management students are sometimes taught of the importance of 

people and as some writers said, employees are companies greatest 

assets. (39) 

Moreover, and before moving on to the discussion of other factors it is 

worth noting that the differences between managers beliefs and their 

relationships with employees are statistically significant where the Chi

square value is 32.17 with 16 degrees of freedom at 0.009 level of 

significance. (See Table 15.6). 

Social Beliefs 

The findings in Table 15.5 indicate that the variables which discriminate 
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most effectively between the managers in tenns of their social beliefs are: 

managers educational level with SDFC value of 0.895, number of children 

with -0.616 for the SDFC value and size of firm with SDFC value of 

0.292. 

To explain these variables, it is believed that in the Arab World, managers 

education has a significant effect on hislher social status and as a result 

many unions and social organisations require certain levels of education as a 

condition for their memberships. 

The number of children is also another variable with a large discriminant 

weight. It is believed that a managers ability to be sociable is sometimes 

influenced by the size of his family whereas children and family matters 

stand in the way of socialisation. As a result, managers or government 

officials resign in order to be able to spend more time with hislher family as 

having children sometimes helps one to be more sociable. For example, in 

the Arab World and from observation, people with dependents find 

themselves involved in social activities and visits just because of their 

children. This is because in the Arab society married people are more 

acceptable in married peoples homes than single and unmarried male 

persons. 

Referring to the size of the finn, it is believed that managers of larger 

organisations are more known to the community. Therefore their chances 

of being social may increase due to the size of the firm they manage. This 

also can be explained in the light of the absence of a national government 

where managers as a result consider themselves temporary leaders. 

Therefore they get the focus and the attention oflocal and foreign media 



Table 15.6 Managers Beliefs by Managerial Themes 

Belief Eigenvalue PCTof Canonical Wilks Chi-square D.F. SIG 
Variance Correlation lambda 

Management 
Relations (e.g. 
with employees) 0.132 66.74 0.342 0.828 32.17 16 0.009 * 

Organisation and 
Group; and Individual 
Behaviour 0.084 61. 71 0.279 0.875 22.53 24 0.547 

Social 0.157 79.57 0.368 0.830 31.56 24 0.138 

Length of Service 
(Seniority) 0.118 60.67 0.325 0.829 31. 78 32 0.477 

* Significance 
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mainly because of their status and role in the community. 

Length of Service (Seniority) 

Interestingly, the findings in Table 15.5 indicate that West Bank managers 

beliefs about seniority are influenced mostly by the variables: age of 

manager with SDFC, value of -0.597, field of study and educational level 

of manager, with SDFC values of 0.474 and 0.306 respectively. 

To discuss the above findings the researcher believes that there is a 

relationship and resemblance between the age and length of service. As for 

the field of study and the educational level it is believed that managers who 

work in jobs which are regarded to be more related to their field of study 

and are more compatible with their levels of education are more likely to 

stay in their jobs than others, hence they believe that their jobs are more 

challenging and give them a sense of personal accomplishment. 

Individual and Group Behaviour 

Looking at Table 15.5 we will notice that the variables that discriminate 

mostly between the managers in terms of their individual and group 

behaviour are: marital status with SDFC value of O. 770, number of children 

with SDFC value of -0.747, and age of firm where the value of SDFC was 

found to be 0.592. 

To explain the above results the researcher believes that the first two 

variables, marital status and number of children of managers are closely 

interrelated. The researcher believes that in both cases a manager is believed 

to be more settled and therefore he/she wi1llook for an organisation that is 
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more secure and the one which will provide the best benefits and retirement 

plans and this can be mainly provided by public organisations. However, it 

is believed that the number of children may have a negative influence on the 

managers belief and behaviour where the manager with a dependent is 

sometimes forced to act in one way or another just because of pressures 

from his children. For example, a manager without dependents might find 

his salary to be adequate. While on the other hand a manager with 

dependents may sometimes shift jobs in a hunt for better pay so as to be 

able to meet the demands of his family. As for the age of firms, the 

researcher believes that older firms are more prestigious and therefore 

managers when joining old organisations they tend to have a sense of 

security and prestige therefore fulfilling their security and social needs. 

This concludes our discussion of the major variables that have the largest 

discriminating weight on managers attitudes and beliefs. The following 

section will be devoted to the discussion of various needs for managers as 

already appeared in the findings of this study. 

15.8 Need Importance and Need Satisfaction 

A review of the literature reveals few studies dealing with cross-cultural 

managerial motivations.(40) However, it appears that culture has an affect 

on the hierarchy of needs for managers. Yet regardless of their culture, 

managers all over the world still consider the needs of self actualisation and 

autonomy as important.< 41) 

15.9 Need Importance 

To understand the results to be presented more fully, it is necessary to 

outline the basic methodology used for this purpose. 



447 

Managers need importance was measured by the adoption of Maslow's 

hierarchy of needs theory but with some minor modification. No questions 

about biological needs were asked plus a division of Maslow's Esteem 

Need into Esteem and Autonomy (see questionnaire). The five needs 

investigated by the researcher are listed in their theoretical order of priority 

under each of the five headings, as follows: 

Security 

have the security of knowing that you will be able to work for your 

firm as long as you wish. 

Social 

live in area desirable to you and your family 

work with people who cooperate well with one another 

have a good working relationship with your subordinates 

have a job which gives you sufficient time for your personal and 

family life. 

Esteem 

work in a firm which is regarded in your country as successful and 

acceptable. 

Autonomy 

have a considerable freedom to adopt your own approach to the job. 

Self Actualisation 

have a challenging job from which you get a personal sense of 

accomplishment. 

For each of the eight items on the questionnaire, each respondent was asked 

to choose the number that fully represents his'her need on a five point Likert 

type scale ranging from I to 5 ("utmost importance" to "not important"). 
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The lower the score was ranked the more important the need. The results 

were computed for each of the items. (See Table 15.7). 

Table 15.7 Managers Need Importance and Satisfaction 

Need Importance Need Satisfaction 
N = 177 N = 177 

Need Mean Score* Rank Mean Score** Rank 
X X 

Security 2.0 (5) 2.2 (5) 

Social 1.46 (1) 1.68 (1) 

Esteem 1.7 (2) 2.06 (2) 

Autonomy 1.9 (4) 2.07 (3) 

Self actualisation 1.8 (3) 2.18 (4) 

* Lower Scores indicate greater importance. Lower rank indicates greater importan~e. 
** Lower Scores indicate greater satisfaction. Lower rank indicates greater satisfaction. 

Scales used: 
Need importance: 1 = utmost importance 

2 = very important 
3 = moderate importance 
4 = little importance 
5 = no importance 

Need satisfaction: 1 = very satisfied 
2 = satisfied 
3 = neither satisfied nor dissatisfied 
4 = dissatisfied 
5 = very dissatisfied 

Scores for an individual respondent for each category were obtained by 

averaging the responses to all of the items in a given category. For 

example, for the social need category, the responses to the four items in that 

category were summed and divided by four to obtain an individual's score. 

In this way scores from one need category could be compared directly to 

those from another category despite the fact that different number of items 

were used to measure the social category.(42) (See Table 15.7). 
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15. 10 Discussion of Major Findings 

The findings in Table 15.7 indicate that social needs seem to be the most 

important, followed closely by esteem, self actuaHsation, autonomy and 

security. While social need was considered most important it was also the 

first most satisfied. 

Interestingly, these findings indicate that Arab managers needs vary from 

one culture to another. For example, Badawy (1980) in his study on 248 

Arab executives from six different Arab countries: Saudi, Arabia, Kuwait, 

Abu Dhabi, Bahrain, Oman and the United Arab Emirates found that self 

actualisation was ranked the most important need of Middle Eastern 

executives,(43) unlike West Bank managers who ranked social needs as 

their most important. See Table 15.8 for a comparison of the findings of 

the two major studies. 

The researcher, attributes this finding to several reasons: 

First: The unstable political situation in the West Bank is thought to be the 

primary reason for such difference in needs where in the West Bank 

managers look up to their organisations in order to help them fulfill their 

social needs due to the absence of a national government in the West Bank 

to safeguard the interests of its people. 

Second: It is believed that the Arab executives from the various countries 

have their social needs fully satisfied. Therefore, their highest motivation 

stems from their individual's need to fulfill their obligations towards 

themselves. As a result, self actualisation came on the top of their list of 

need motivation, unlike managers in the West Bank who placed social needs 

on the top of their list of needs. The researcher believes that the main 
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reason for this is that West Bank managers have a strong feeling of 

insecurity. They feel threatened and insecure at most times. This 

conclusion is supported by the following incidents which took place during 

the data collection. 

Husam Taweel, Mayor of AI-Bireh Municipality was seriously stabbed 

by a masked man as he was preparing to enter his office. 

Mayor Hanna Al-Atrash of Beit Sahour was seriously beaten by masked 

men as he was driving to his office. 

Faisal AI-Husseini, Chairman of the Arab Studies Society, Jerusalem, 

was arrested for a period of over six months on grounds of political 

incitements and was accused by the Israeli authorities as being an active 

member of the clandestine leadership of the uprising. 

Dr. Amin Khatib, Chairman of the Charitable Societies Confederation, 

Jerusalem, was shot by Israeli soldiers after demonstrations broke out in 

the old city of Jerusalem and, 

Ez-Eddin AI-Aryan, Chairman of Balsam Pharmaceutical Company in 

Ramallah was placed under administrative arrest for six months on 

grounds of political activities in the region. 

These are just some of the examples which demonstrate that West Bank 

managers are insecure and as the results show, security was the least 

satisfied need. 

These findings can be well explained by Herzberg when he pointed out in 

his Hygiene Theory of Motivation that an individual's relation to his work 

can very much determine his success or failure. In his theory, Herzberg 

believes that removing dissatisfying characteristics from a job like salary, 

status, security etc., does not necessarily mean causing satisfaction. 
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Therefore, in his theory Herzberg indicated that the opposite of 

"satisfaction" is "no satisfaction" while the opposite of "dissatisfaction" is 

"no dissatisfaction".(44) 

Table 15.8 Comparison of Findings of Badawy and Abuznaid 
(present study) with regard to Arab Managers Need 
Importance 

Badawy (1980) Abuznaid (present study) 
Arab Executives West Bank Managers 
Need Importance rank * Need Need Importance rank * 

4 Security 5 
2 Social 1 

3 Esteem 2 
5 Autonomy 4 

1 Self actualisation 3 

* Lower ranks indicate higher need importance 

Third: The Arabs need for affection, sense of belonging and acceptance, is 

believed to be more hotly pursued than financial gains. This finding is 

supported by Badawy where he found that social needs were ranked second 

to the most important. 

Finally, the researcher believes that these findings could be a direct result of 

the West Bank close-knit community, their obsession with the importance 

of honour and reputation, and as a result of the teachings of Islam, where 

the Islamic Sharia (Law) urges all Muslims to be friendly and helpful, and 

as some writers put it: "Islam: A way of Life". (45) What is more interesting 

is that these findings, lent strong support to Hofstede's findings, where he 

concluded that different needs rank highest in difficult cultures, and 

therefore it is naive to expect American theories to apply automatically intact 

in significantly different cultures. (46) 
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15. 11 Need Satisfaction 

To measure respondents need satisfaction, each manager interviewed was 

asked to respond to the same eight items which were used in identifying 

managers and need importance. For each of the items, the manager was 

asked to choose the number that fully represented hislher degree of 

satisfaction with each need using a five point Likert type rating scale ranging 

from 1 to 5 ("very satisfied" to "very dissatisfied"). The lower the mean 

score the more satisfied is the manager. (See Table 15.7). 

Looking at Table 15.7 we will find that West Bank Managers tended to be 

satisfied with all the needs investigated but to a varying degree. Although 

social need was considered most important, it was also considered the most 

satisfied need, followed by esteem, autonomy, self actualisation and 

security. Unlike Badawy (1980), in his study on the Arab executives, 

where he found that autonomy was considered the least satisfied need, 

followed by self actualisation, esteem, social needs and security. (47) (See 

Table 15.9). 

Looking at Table 15.9 we will see that although security was ranked as the 

least important need, it was also considered the least satisfied need. These 

results are not surprising in the light of the volatile political situation in the 

West Bank where managers jobs fate lie in the hand of the military governor 

of the district. Therefore, managers and administrators are sometimes 

forced to leave their jobs by military order on grounds that they or members 

of their families have been engaged in activities which are considered to be 

hostile and cause a threat to Israel National Security. 
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Table 15.9 Managers Need Dissatisfaction Comparison. 
Badawy (1980) and Abuznaid (present study) 

Badawy (1980) Abuznaid (present study) 
Arab Executives West Bank Managers 
Need Satisfaction rank * Need Need Satisfaction rank * 

1 Security 5 
2 Social 1 
3 Esteem 2 
5 Autonomy 3 
4 Self Actualisation 4 

* High ranks indicate high need dissatisfaction 

15.12 Summary 

The findings in this chapter provided us with a better understanding of the 

attitudes and beliefs of West Bank managers. Managers beliefs and 

attitudes towards certain managerial functions and themes were all examined 

in this chapter. It was evident from the findings that West Bank managers 

place stronger emphasis on employees and on communication and less on 

other functions like planning and forecasting. West Bank managers as a 

result were considered as fatalistic, despite the fact that many of them see no 

sense in planning only because of the volatile political situation and the daily 

uncertainty that renders any plan, no matter how good it is, obsolete. 

However, the researcher stressed that due to the daily instability in that 

region, West Bank manager should put more emphasis on planning and 

forecasting so as to reduce uncertainty. 

This chapter was beneficial in pointing out the main variables (individual 

and organisational) that have an impact on managers attitudes and beliefs. 

However only the variables with the largest discriminant weight were 

analysed and discussed. 
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The final part of the chapter was dedicated to the discussion of the various 

needs and needs satisfaction of the managers. The findings indicated that 

social needs was considered most important followed by esteem, self 

actualisation, autonomy, and security. As for the managers need 

satisfaction, it was evident that West Bank managers were satisfied with all 

the needs outlined but to a varying degree. Although social need was 

considered most important, it was also found most satisfied. Finally this 

chapter has been beneficial in drawing a comparison of the major findings 

between this study and other similar related studies such as that ofBadawy, 

Pezeshkpur, Murrel, Muna, Dawood and others. 

All in all, it is clear from the material presented in this chapter that culture 

does play a significant role in the attitudes, beliefs and needs of the 

managers. 
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CHAPTER 16 

SUMMARY, CONCLUSIONS, RECOMMENDATIONS 
AND RESEARCH IMPLICATIONS 

·When you say you know everything, it is only then you start to become 
naive and ignorant" 

·Complacency is the enemy of progress" 

16. 1 Introduction 

(Ronald Reagan, former US President, 
speech at graduation ceremony, USA, 
1985-1986). 
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In previous chapters we have explored numerous topics at various levels of 

analysis. The topics discussed ranged from organisational to social and 

individual. The main purpose was to increase the readers knowledge of 

West Bank management attitude, beliefs and behaviour. The purpose of 

this chapter, however, is twofold: first, to present a review of the main 

objectives of the study, and to give a summary of the main findings as 

found from the data analysis. Second, to draw the implications of the study 

and to present sound suggestions and recommendations for future research. 

16.2 Importance of the Study 

As its principal objective, the study represents an exploratory examination 

of the attitudes and beliefs of West Bank managers in the West Bank 

environment. Within the framework of this general objective this study 

aims to examine the following aspects: 

First: the personal characteristics of Arab managers in the West Bank. 

Managers characteristics, such as age, sex, marital status, level of 

education, languages spoken, and length of service will be examined. 
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Second: Business characteristics. The study aims to look at the various 

characteristics of businesses which managers operate. Business 

characteristics will include the size, age and type of ownership. 

Third: The environment in which managers work. This objective aims to 

discover the main exogenous and endogenous pressures encountered by 

managers and to find out the main attributes expected of managers by their 

community, organisations and employees. 

Fourth: To examine managers decision making style and their interpersonal 

relationships with particular attention to mediation, nepotism and bribery. 

Fifth: To examine managers attitudes and beliefs towards jobs, time and 

life insurance, and toward socio-cultural and technological change. 

Sixth: To examine the attitudes and beliefs of managers towards various 

managerial functions and themes. Managerial functions include planning, 

forecasting, organising, staffing, communicating, motivating and leading. 

On the other hand managerial themes include: management relationships 

(i.e. with employees), tenure, social, and group and individual behaviour. 

Seventh: To determine managers need importance and need satisfaction. 

Eighth: To compare and contrast the results found with those of previous 

and related research. 

Looking at these various objectives one can say that this study is regarded 

as the main significant study of management in the West Bank. The 

importance of this study stems from the following points: 
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(i) It is the first of its kind in the West Bank. The majority of managers 

interviewed confessed to this fact and therefore expressed their 

interest in the study through cooperation. 

(ii) The study is considered to be a continuation of the studies already 

existing about Arab management. Although, these studies have been 

carried out in different political and social economic climates. As a 

result this study helps pave the way for future research in this area. 

(iii) Due to its nature, the study will help fill the knowledge gap already 

existing in the literature about human behaviour in organisations. 

(iv) Further contribution from the present study may emerge from its 

attempt to provide an evidential base to the existing literature on 

human attitudes, beliefs and in its attempt to draw a comparative 

analysis of major findings with findings of other relevant studies. 

Apart from the survey and in order to explore the attitudes and beliefs of 

West Bank managers within the West Bank culture, the researcher 

conducted an extensive literature review, and made a substantial use of 

British Library publications. Several United States thesis catalogued by 

University microfilm international were consulted and referred to in the 

study. University and colleges indices and bookshelves here and abroad 

were consulted. Substantial use was made of Palestinian public and 

municipal libraries. Invaluable and continuous advice was given to the 

researcher by his supervisor throughout the study. 

At the end of this extensive search and literature review a questionnaire was 

developed for the purpose of the study. A total of 200 managers and 

administrators were drawn for the sample in 200 different firms and 
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institutions. However, due to unforeseen difficulties only 177 managers 

and administrators agreed to participate in the study thus rendering a total 

response rate of88.S per cent. 

16.3 Methods of Analysis 

After the completion of data collection, all data was transferred to the 

computer data bank at the University of Glasgow. All statistical analyses 

were performed using the statistical package for social sciences. Valuable 

advice was generously provided by statisticians at both Glasgow and An

Najah National University as to the appropriate methods of data analysis. 

As to the testing of whether a relationship exists between the attitudes and 

beliefs of managers and the variables (individual and organisational) and 

between different questions, the Chi-square test of significance was used to 

check for association. A rather more sophisticated statistical technique, 

Multivariate Discriminant Analysis (MDA) was also performed in order to 

determine the variable which had the most discriminating power on 

managers attitudes and beliefs. 

16.4 Conclusions 

This section will be devoted to a discussion of the major findings of the 

study with regard to the various topics investigated. However, the 

conclusions of each topic will be discussed one at a time. 

16.4. 1. Sample Characteristics 

(a) The study found that more than 50 per cent of the managers are 

between 30 and 49 years of age with more than 28 per cent falling 

between 40 and 49 years. The average age of managers is 45.2 

years. Different studies indicate almost the same average. For 
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example, Sulieman indicated that the average age ofIraqi managers is 

46.7 years( 1) while Clements in his study on 646 managers in the 

United Kingdom indicated the average age of managers as 46 years 

although it is 49 years for senior managers. In other countries, the 

average age is even higher. (2) For example it is between 55 and 64 in 

the United States(3) and 55 to 65 or more in Japan.(4) On the 

contrary, in Libya the average age of managers is much lower at 34 

years.(5). 

(b) The data reveal that more than 90 per cent of the managers in the 

sample are born in the West Bank and Gaza with the vast majority, 

88.7 per cent, bom in the West Bank. This finding indicates that the 

vast majority of managers in the sample are not new to the West Bank 

environment. It is their place of birth. Only 4 per cent of the 

managers were born in the occupied Arab land of 1948. The 

remaining managers were born in various Arab countries and in South 

America. 

(c) Regarding managers sex, the fmdings indicate that 97.7 per cent of the 

managers are males whilst only 7.3 per cent are females. The total 

ratio of women employed in the finn and organisation covered in this 

study, is found to be 23 per cent. This ratio is considered to be 

relatively high if compared with Jordan, for example, where the ratio 

of women in the total working force is 10.9.(6) With this finding in 

mind, we can conclude that changes in the attitude towards women in 

employment have already taken place in the West Bank. 

(d) Our findings indicate that 88.7 per cent of the managers in the sample 

are married with only 10.2 per cent single and 1.1 per cent divorced. 

(e) As for the number of dependents, the data reveal that 36.7 per cent of 
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married managers have 4 to 6 children. The mean number of children 

is 3.5. 

(0 With regard to managers education, the data reveal that 67.8 per cent 

are university graduates. The outcome of the findings indicate that 7.3 

per cent of the managers have graduated from vocational schools, 

14.7 per cent received high school diplomas, while only 10.2 per cent 

have less than high school education. This finding implies that West 

Bank managers are on the average educated people. 

(g) As for the managers field of study, the results demonstrate that 31.1 

per cent of the managers with higher education studied business and 

other related fields, 14.1 per cent studied literature, 10 per cent pure 

science, 7.9 per cent graduated with engineering degrees, 7.3 per cent 

studies medicine, while the remaining managers graduated from 

agricultural colleges and law schools. 

(h) With relation to the number of languages managers speak, our 

findings indicate that 91 per cent of the subjects are bilingual of whom 

32.8 per cent speak more than two languages. The most common 

languages spoken by managers are English, Hebrew, Spanish and 

French, in addition to their native language, Arabic. 

(0 Regarding managers training, the data indicate that 59.9 per cent of the 

managers attended training programmes of whom 35.8 per cent 

attended training programmes in the West Bank, 27.3 per cent in the 

United States and Europe, 25.5 per cent in Jordan, while 11.3 per 

cent attended training programmes inside Israel. With this finding in 

mind we can conclude that West Bank managers are internally 

motivated. 

(j) With respect of father's occupation, our findings indicate that 40.1 per 

cent of the managers in the sample are sons of merchants, 20.3 per 
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cent are sons of fanners, 18.6 per cent are sons of professional men, 

15.3 per cent are sons of government personnel, whilst only 5.6 per 

cent are sons of craftsmen. From this finding we come to the 

conclusion that West Bankers like the rest of the Arabs, have a dislike 

for manual work. The conclusion, however, is already supported by 

previous findings, where Patai for example, concludes Arab society 

despises manual labour in contrast with the Americans or Europeans 

where people quite willingly engage in tinkering around the house and 

where they practice a 'do it yourself attitude". (7) 

(k) The findings for managers length of service indicate that 75 per cent of 

the managers in the sample have been working with their present firm 

for not more than 19 years. The data also reveal that 16.9 per cent of 

the managers maintained their same jobs for over 20 years, while only 

7.3 per cent work in the same jobs for over 30 years. The mean 

length of service is 12.94 years as compared with 11.54 years for 

Iraqi production managers.(8) 

(l) As for the organisational characteristics the data reveal the following: 

1. nearly 57 per cent of the managers in the sample are working in 

the public sector. Only 43.5 per cent are in the private sector. 

This finding is against the researcher's expectation but it is 

understood in light of the closures caused by the general strikes in 

the West Bank which affect the private sector more than the public 

sector. 

2. Regarding the size of firm or organisation, the data show that 48.6 

per cent of the managers are working in medium size organisations 

(10-49 employees), 34 per cent work in large size organisations 

(50 and more employees) while 17.5 per cent of managers are 

working in small size organisations (less than 10 employees). It is 
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worth noting that this type of classification is appropriate for the 

West Bank and may not apply to industrialised countries. This 

classification is supported to some extent by other findings where 

it is discovered that the West Bank and Gaza consist mainly of 

small and medium sized workshops, 92.3 per cent of which 

employ between one and 9 workers. (9) 

3. As for age of organisation, the data reveal that 42 per cent of the 

managers and administrators work in firms and organisations 

which have been in existence for less than 19 years, 20.9 per cent 

of the organisations for 20 - 29 years, whilst 24.9 per cent have 

been in existence for over 30 but less 49 years. Interestingly, 

only 12.4 per cent of the organisations in the study are over 50 

years old. With this finding in mind we can conclude that only 42 

per cent of the organisations in the study have been established 

during the Israeli occupation and are less than 20 years old, 

taking into account that the occupation has now been in existence 

for 23 years. 

4. Regarding the number of female managers employed our findings 

reveal that 51 per cent of the firms in the sample have less than 5 

female managers on their staff, 4.5 per cent employ more than 5 

female managers, while the remaining firms do not have any 

female managers on their staff at all. 

16.4.2. Findings Pertaining to Management and the Environment 

With respect to management and the environment, the data has provided us 

with distinctive characteristics of West Bank environment and the 

businesses operating in it. It was evident from the findings that West Bank 
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managers operate under various types of pressure which seemed to have a 

direct impact on management behaviour and practices. The findings reveal 

that West Bank managers suffer from exogenous and endogenous 

pressures. Exogenous pressures include socio-cultural, business, 

community and occupation. While endogenous pressures include those 

faced by managers within their organisation and which management can 

control. 

As for the socio-cultural pressures the data indicate that 51.5 per cent of 

those who suffer complain of the low value of time, 12.1 per cent suffer 

from advertising and marketing constraints, 7.9 per cent suffer from the 

envy (evil eye) pressure, 7.3 per cent suffer from the lack of industrial 

mentality, 6.1 per cent suffer from the continued demand for money by the 

society, while the remaining managers complain oflack of technicians, low 

cultural level of the people, lack of awareness of nature of work performed, 

and peoples resistance to change. 

On the other hand, occupier's pressures include: occupier's discriminatory 

policies 69.4 per cent, marketing problems 8.1 per cent, excess taxation 5.6 

per cent, low tourism level 4.8 per cent, and other pressures such as 

military censorship, difficulty getting to work, and inability to communicate 

with the outside world. 

Concerning the business community pressures, the data analysis reveal that 

sufferers complain of the importance of reputation in the community 26.0 

per cent, social visits at the office 22.5 per cent, top man syndrome 13.3 per 

cent, fusion of business with social and personal life 10.4 per cent, higher 

expectation of success 9.2 per cent, nepotism 9.2 per cent, and people's 
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lack of respect of business rules and regulations 9.2 per cent. 

With regard to the endogenous pressures it was found that 42.5 per cent of 

the managers who suffer from such pressure have complained of financial 

problems, 15.0 per cent complain of the lack of responsibility on the part of 

employees, absenteeism 7.1 per cent, lack of training programmes 5.5 per 

cent, lack of skilled employees and technicians 3.1 per cent, and other 

pressures like lack of initiative by employees, lack of authority and lack of 

cooperation between employees. 

These pressures seem to have a direct bearing on managers. For example, it 

was found that 53.1 per cent of managers sometimes become nervous at 

work, while 6.2 per cent usually become nervous and 2.3 per cent always 

become nervous at work. This finding is a clear indication of managers 

physical stress as a result of the enormous pressures faced. 

With respect to the managers and the main attributes expected of them,it was 

found that 55.9 per cent of the managers believe that their country expects 

them to fulfill their national duties by helping the country become less 

dependent on the occupiers. 17.5 per cent of the managers believe that their 

community expects them to play an intermediary role, 14.1 per cent think 

that their community expects them to help improve the scientific and cultural 

level of people, while 12.5 per cent of the manager think that linking the 

business with the community is all that is expected of them. As for women, 

it was found that the vast majority of women managers participating in the 

survey, indicated that the main attributes expected of them by their 

community are: National Duty 61. 5 per cent and the help in the 
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improvement and enhancement oflocal peoples scientific and cultural level, 

38.5 per cent. 

With regard to the attributes expected of managers by their organisation the 

data reveal that 62.1 per cent of the managers agreed that being effective 

managers is all that their organisations want, 16.4 per cent believe that their 

organisations expect them to be the motors that keep the organisation 

running, 13.3 per cent believe they are expected to be effective decision 

makers, while 10.2 per cent believe that writing articles for local 

newspapers and media is all that is expected of them by their organisation. 

Concerning the attributes expected of managers by their employees, the 

findings reveal the following: 

Good working conditions 14.2 per cent, good wages 39.0 per cent, 

help employees in personal matters 19.2 per cent, and providing 

employees with good training programmes 0.6 per cent. These are the 

main attributes expected of managers as they see it. However, these 

attributes may not give a complete picture of the genuine feeling of 

managers, hence previous findings indicate that managers sometimes 

miss the mark with this regard. (1 0) 

As for the managers and their views regarding managers success, all 

respondents interviewed pointed out that for any manager to succeed he 

must be faithful and committed to work 36.7 per cent. have a leading 

personality 28.3 per cent, be capable and show self confidence 22.0 and 

13.0 per cent respectively. 
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16.4.3. Findings and Conclusions Pertaining to Decision Making and 
Managers Interpersonal Styles 

The analysis of the data reveal that management in the West Bank displays 

the same diversity that distinguishes the region as a whole. 

As for the managers and their decision making style, it was so apparent that 

the consultative style of decision making is the most widely spread in the 

West Bank. One possible explanation for that could be due to the religious 

values and the effect of other variables like managers education where the 

Chi-square value was found to be 10.9 with 3 degrees of freedom at 99 per 

cent level of confidence, and the size of organisation where the Chi-square 

value was found to be 13.7 with 6 degrees of freedom at 0.03 level of 

significance. Surprisingly, the age of managers has no significant 

contribution to the variation in their decision style since the Chi-square value 

is 6.7 with 3 degrees of freedom at 0.35 level of significance. 

With respect to the managers and their methods of obtaining their jobs the 

outcomes of the results indicate that: 

1. Almost half of the managers obtained their present jobs through 

normal placement methods. 

2. A small proportion of managers, 11.9 per cent, obtained their jobs 

through family contacts, 7.3 per cent are appointed to carry out the 

job, while 6.8 per cent are elected. 

As for the use of irregular practices in conducting businesses the findings 

show the following results: 

1. The vast majority of managers, 93.8 per cent, believe that mediation 

(go between) is widely practiced in the West Bank of which 93.5 per 
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cent believe it is practiced in the private sector as compared with 94.0 

per cent of managers who belive it is practiced in the public sector. As 

for the reason for the use of mediation, the results indicate that 35.6 

per cent believe it is used merely because of tradition, while 20.9 per 

cent believe it is used in order to get things done faster. 

2. A large majority of managers, 81.9 per cent believe that nepotism is 

widely practiced in the West Bank environment of whom 74.0 per 

cent believe that it is used in the private sector, as compared to 

88.0 per cent who believe that nepotism is used in the public sector. 

3. As for the use of bribes, the data indicate that only 58.8 per cent of the 

managers believe that bribes are used in the West Bank. Of these 

managers, 59.7 per cent believe bribes are used in the private sector 

and 58.0 per cent think they are used in the public sector. 

However, the findings clearly indicate that the majority of West Bank 

managers, 77.4 per cent are against the use of mediation. They believe that 

mediation is a hindrance to them in their work. 97.1 per cent of the 

managers are against the use of bribes, as they believe that bribes are 

unethical and are forbidden in Islamic laws and sharia. 

Regarding the managers and their discussion of non business matters with 

subordinates, the findings indicate that 90.4 per cent of the managers 

discuss matters other than business with their employees of whom 90.9 per 

cent are managers in the private sector and 90.0 per cent are administrators 

form the public sector. From this we can conclude that West Bank 

employees are working in amiable and social environments. Yet, despite 

managers discussion of non business matters with employees, the findings 

indicate that 33.3 per cent of the respondents still believe that subordinates 
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are sometimes afraid to voice their disagreement. 7.9 per cent 0 f the 

managers believe that subordinates are frequently afraid to express 

disagreement with them, while 1.7 per cent of the managers believe that 

employees are very frequently afraid to express their disagreement with their 

managers. This fear is believed to be a direct result of subordinates fear of 

the use of coercive power by managers and administrators. 

As for the managers view of an ideal employee, the data indicate that a large 

majority of managers, 63.8 per cent, view an ideal employee as the one who 

is most loyal to the firm or organisation in which he works. 

With respect to unions affiliation, the results indicate that despite the 

proliferation of unions in the West Bank, they are joined by less than half of 

the managers in the sample, 46.3 per cent. 

The findings also reveal that only 63.4 per cent of union members attend 

their unions quite often. One possible reason for the low percentage of 

affiliation and visits to the unions by members is because of fear of 

harassment in the form of detention and reprisals by the Israeli secret 

intelligence, hence unions are perceived by the Israeli government as "hot 

beds for terrorism".(ll) 

16.4.4. Findings and Conclusions Pertaining to Managers Attitudes and 
Change 

Concerning management attitudes and change, the data analyses indicate the 

following outcome: 

1. With respect to managers attitudes towards jobs, the data reveal that 

almost 60 per cent of total managers in the sample perceive their jobs 
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as being distinctly interesting and being an important part of their 

lives. This could be explained as a result of internal motivation, 

where it was found for example, that 59.9 per cent of managers 

attended training programmes of some kind or another, and as a result 

of the size of the organisation where the findings already indicate that 

out of 59.9 per cent of the managers who think of their jobs as being 

distinctly interesting, 63.6 per cent is found in the response of 

managers working in medium size organisations. Interestingly, only 

6.2 per cent of the managers view their jobs as "a source of demand 

and pressure that affect other personal and family life activities". 

2. Concerning the managers and the extent to which their jobs allow 

them to use their abilities, the outcome of the data analysis indicate 

that 46.3 per cent of the managers believe that their jobs allow them to 

use their abilities to a great extent, 11.9 per cent completely, 33.9 per 

cent use their abilities only to some extent, 6.8 per cent to a minor 

extent, while 1.1 per cent of the managers do not use abilities at all on 

the job. 

3. With respect to the other variables which affect managers attitudes, 

the statistical fmdings indicate that only the size of organisation has a 

significant effect while variables like the type of business ownership, 

managers age and education, have no significant effect on managers 

attitudes towards their jobs. 

4. As for managers attitudes towards time, the findings indicate that the 

vast majority of managers, 85.3 per cent, share a very high 

appreciation of time. This finding is supported by Muna (1980) 

where he concluded that any generalisation about the Arab executives 

being fatalistic is academically irresponsible and misleading. Of the 

remaining managers, however, 11.3 per cent view the time concept as 
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valuable, while 3.4 per cent believe that time is valuable only when 

one is working. 

5. Regarding the reasons for being late for work, the outcomes of the 

findings indicate that nearly half the managers were late for work in 

the past twelve months prior to the data collection only because of the 

occupiers practices and behaviour. Managers reported that they were 

held up at military checkpoints and others were summoned to military 

headquarters or placed under curfew. Of the remaining managers, 

16.9 percent were late for work because of social activities such as 

being visited at home by friends and relatives, or because of other 

occasions like the death or marriage of some relative or friend, where 

the managers had to be present. In addition 14.6 per cent of managers 

were late because of family matters such as taking a member of the 

family to a doctor or hospital or because of other matters related to the 

family such as the buying of food or other household needs. 

6. With regard to West Bank managers and their attitudes towards life 

insurance, the data analysis indicate that 28.2 per cent of the 

managers carry life insurance policies. All the managers who did not 

carry life insurance policies attributed the reasons which prevented 

them from doing so to: religion 40.2 per cent, financial benefits are 

not rewarding 18.0 per cent, personal or family wealth 15.0 per cent, 

negligence 13.4 per cent, financial difficulties 7.9 per cent and due to 

the country's social security system and work pensions 5.5 per cent. 

Although 40.2 per cent of the managers did not carry life insurance 

policies because of religious reasons, that does not justify that West 

Bank managers are fatalistic in this regard. 

7. The data regarding managers attitudes towards change indicate that 
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66.0 per cent of West Bank managers are in favour of females being 

employed in higher managerial levels, of whom 9.6 per cent strongly 

favour such change. With regard to managers attitudes toward 

females working as employees, the results reveal that the vast 

majority of managers, 89.3 per cent, are pro such change. The 

researcher attributes such positive attitude towards the employment of 

women to several factors: 

First: higher educational level of Palestinian women. Previous 

fmdings indicate that 40 per cent of university students in the occupied 

territories are women,(12) while in another study it was pointed out 

that the number of female university graduates among Palestinians is 

higher than among other Arabs. (13) 

Second: the higher educationalleve1 of managers where it is found that 

over 67 per cent of managers in the sample are university graduates. 

Managers education is believed to have broadened their perceptions 

toward women. 

Third: economic necessity. The severe economic conditions of the 

Palestinians under occupation has produced some changes in 

Palestinian attitudes towards the employment of women. 

Fourth: current political situation. The researcher believes that the 

current political situation has created women leaders within the 

Palestinian community. In the West Bank, women playa major role 

in defence against the occupation. Interestingly, many women in the 

West Bank are becoming increasingly independent as a result of the 

arrests of either their husbands, brothers, or fathers. Therefore, these 

forms of harassment leave the women with no alternative but to look 

after the home, the children, the family and to be a temporary 

breadwinner. 
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As for the managers attitudes towards the need for more freedom from the 

prevailing customs and traditions, the results show that the vast majority of 

managers, 84.7 per cent, are thirsty for change in the prevailing customs 

and traditions. Only 15.2 per cent are against such change. From this 

finding we can conclude that Palestinian managers are burdened with the 

customs and traditions and would rather gain more freedom and 

independence from them. Among the unwanted customs and traditions 

which are cited by managers are: the killing because of honour related 

matters, female companions when visiting doctors (chaperone), rejection to 

the establishment of special homes for raped victims, and for elderly people 

other than the handicapped, and the practice of mediation and nepotism. 

As for managers attitudes towards an increase in business automation and 

technology, the findings show that the vast majority, 98.3 per cent, of 

managers in favour of such change of whom 72.7 are strongly in favour. 

With relation to the variables affecting managers attitudes toward the various 

changes, the data reveal that the variables which are thought to have an 

effect on managers attitudes proved otherwise. The findings show that the 

age and education of managers have no statistical significance or 

contribution towards the variation in managers attitudes towards the changes 

already discussed. 

To sum up these findings, we can conclude that West Bank managers are 

pro change. They have a high appreciation of time, some of them carry life 

insurance and only 40 per cent of those do not have life insurance for 

religious reasons. With these findings in mind, we can also conclude that 

West Bank managers have a positive attitude towards their jobs. They think 
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of their jobs as something interesting and regard them as important parts of 

their lives. 

16.4.5 Findings and Conclusions Pertaining to Managers Thinking 

The findings of the study are believed to have provided us with a better 

understanding of West Bank managers attitudes, beliefs, needs and needs 

satisfaction. The fmdings reveal the following outcomes. 

In regard to managers attitudes our fmdings show that West Bank managers 

have a negative attitude towards planning and forecasting. On the other 

hand, the data suggest that West Bank managers place high concern on 

communication. Although West Bankers believe that it is impossible to 

make plans and to forecast in the presence of the occupation, and where 

managers experience proves that planning and forecasting are worthless in 

the light of the uncertainty and daily instabliity in the region, the researcher 

characterised these managers as fatalistic despite their negative attitude 

toward planning and forecasting because of reasons other than religious. 

As for the variables (Individual and Organistional) which have the largest 

discriminating weight on managers attitudes towards the various managerial 

functions, the Multivariate Discriminant Analysis (MDA) results show the 

following: 

Attitude Towards Planning and Forecasting: affected mostly by the 

variables: size of firm or organisation 0.750, number of children -0.628, 

and managers field of study with a discriminating weight 0.397. 

Attitude Towards Organising/Staffing: affected largely by the variables: age 
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of manager 0.771, educational level 0.546, and managers field of study 

with a discriminating weight of -0.385. 

Attitude Towards Communication: affected mostly by the variables: age of 

manager 0.933, managers educational level 0.358, and size of finn or 

organisation with -0.337 discriminating weight. 

Attitude Towards Leading: affected largely by the variables: size of firm or 

organisation 0.701, educational level of manager 0.592, and managers age 

with a discriminating weight of -0.4 71 

Attitude Towards Motivation: affected mostly by the variables: age of finn 

or organisation -0.995, managers educational level 0.656, and the variable 

number of children with -0.454 discriminating power. 

As for the managers beliefs our findings indicate that West Bank managers 

place high concern on employees, their problems and complaints and less 

concern on seniority despite the fact that the mean length of service for the 

manager is 12.95 years. However, the findings show that managers beliefs 

about the various managerial themes are largely affected by the following 

individual and organisational variables: 

Management relationship (i.e. with employees) is largely affected by the 

variables: type of business ownership 0.731, age of manager 0.649, and 

the managers field of study with -0.371 discriminating weight. 

Social beliefs affected mostly by the variables: managers educational level 

0.895, number of children -0.616 and the size of finn with a discriminating 

power of 0.292. 
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Beliefs about Seniority affected largely by the variables: age of manager -

0.597, managers field of study 0.474, and managers educational level with 

0.306 discriminating weight. 

Organisation, Group and Individual Behaviour affected mostly by managers 

marital status 0.770, number of children -0.747, and age of firm and 

organisation with a discriminating weight of 0.592. 

With respect to the managers need importance, our analysis of the findings 

indicate that West Bank managers rank social needs as their most important 

followed by esteem, self-actualisation, autonomy, and security. From this 

finding we can conclude that West Bank managers are more concerned 

about their social status than with job security. This finding is not surprising 

as it is already pointed out that reputation and social status are regarded most 

highly in the West Bank as much as in the rest of the Arab World. 

As for the managers need satisfaction, the findings show that West Bank 

managers are satisfied with all needs prescribed. However, their degree of 

satisfaction varies. Although social need is considered the most important it 

is also found to be the most satisfied. 

In addition to all these findings, the data presented are so beneficial that the 

material has broadened our knowledge and understanding of managers 

needs importance and need satisfaction especially in the light of the 

comparison made between the findings of this study and other relevant 

studies. 
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16.4.6 Contributions and Research Implications 

The present study is thought to make a significant contribution to our 

understanding of the influence of national culture on management. The 

findings clearly attest that West Bank culture in fact does playa part in the 

attitudes, beliefs and behaviour of West Bank managers. The data presented 

in this study categorically indicate that West Bank managers practices and 

behaviour are, to a large extent, culture-bound. 

This study is regarded as a continuation of the studies already existing about 

Arab management, so it contributes to the enhancement of knowledge with 

this regard and in fact contributes more to the knowledge of human 

behaviour in the business world. 

In addition to the recommendations that have been mentioned throught the 

text, the findings of this research have some other implications They 

suggest that West Bank managers are to a large extent ingrained by their 

cultural and historic value. Values relating to the man as being the head of 

the family and the close-knit society which has apparently affected managers 

attitudes, beliefs, and behaviour. Thus, foreign management can benefit 

from this study by knowing that when dealing with West Bankers as well as 

with Middle Eatemers they should consider their historical cultural 

background and therefore should not expect them to abandon their culture 

and heritage. Instead, management should work with their heritage in order 

to attain better results through better understanding of their personalities. In 

addition, it is believed that by understanding West Bank managers, a non

Arab can thus reduce the cultural shock which is often felt by foreign and 

alien personnel. 
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The findings of the study are throught to have some implications for the 

West Bank society. It is believed that this study will help bring about some 

changes in that environment through the exploration of managers attitudes 

and beliefs like the demonstration of management disapproval of the practice 

of mediation, nepotism, and their need for freedom from customs and 

tradition in addition to their thirst for the increase in business automation 

and technology. 

The findings of this study are also thought to bring about a change in 

attitude toward time by people in the West Bank. Therefore, these findings 

will help develop a management of time concept in the West Bank as 

managers have already expressed their worries over the lack of concern for 

time by people in the West Bank. 

Based on the findings, the researcher believes that it is so vital to reorganise 

the whole educational system on the West Bank. The research findings 

demonstrate an urgent need for technical and vocational teaching and 

training. 

Finally, this study is thought to have some implications for the employers of 

managers. It is believed that the findings will help employers understand 

better managment attitudes, beliefs, needs and wants, therefore they can 

know better how to deal with the managers through a better assessment and 

understanding of their personalities. 

16.4.7 Future Research and Recommendations 

Although the findings of this study provide several implications for 
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individuals and organisations in the West Bank in particular and to universal 

manageement and organisation behaviour in general, there are some 

suggestions which the researcher feels he should mention: 

(i) Differences in attitudes, beliefs, and behaviour of managers between 

and among various cultures, create the need for extensive cross

cultural research. Therefore, a large sample of countries with different 

socio-economic, political and legal environments is necessary to help 

reach a universal conclusion concerning the relationship between 

managers attitudes, beliefs and behaviour on the one hand, and the 

different variables (individual and organisational) on the other. 

(ii) Research is strenuously needed to explore and analyse the impact of 

the political, economic and legal systems in the West Bank on the 

management philosophy of West Bank managers. 

(iii) Future research is essential on the relationships between managers 

attitudes, beliefs and managerial leadership styles, type of motivation 

needed, and the decision making behaviour of West Bank managers. 

(iv) Comparative research is urgently needed on both managers in the 

West Bank and their Ismeli counterparts and between West Bank 

managers and those managers in the East Bank (Jordan). 

(v) Future research of this type should include the Gaza Strip which is 

also part of the occupied territories and also under Ismeli control. 

(vi) The limitations of this research necessitate the replication of the current 

study in order to observe changes in West Bank managers attitudes 

and beliefs over time and to ensure that the findings of this study can 

be genemlised beyond our sample of 177 managers. 
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(vii) Replication of this study but with modification: 

(a) Any future study should incorporate middle and lower level 

management. 

(b) Employees should be included so as to make sure that managers 

do not miss the mark with regard to their employees needs, wants 

and attributes. 
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THE INTERVIEW SCHEDULE 

Aspects of Management Attitudes, Beliefs 
and Business Culture on the West Bank 

Dear Manager, 

This research project is intended for the Doctorate Degree in Business 
Management, University of Glasgow, Scotland. The research will cover 
the follQwing areas: 

Background information 
Management and the environment 

Relationships 
Management attitudes, beliefs, culture 

Needs 
Satisfaction 

You will find that in many of the questions you are given a number of 
alternative answers and asked to choose from them. In other questions you 
are asked to simply indicate the number which corresponds with the correct 
answer. Some questions will provide you with the opportunity to provide 
your own answer. The questionnaire is not as long as it looks. The 
information you provide would be deeply appreciated. It would contribute 
to the advancement of knowledge on this subject. 

Thank you and I trust that this questionnaire will have your attention and 
support. 

Samir Abuznaid 
Researcher 
Department of Management Studies 
Glasgow Business School 
University of Glasgow 
Scotland 
United Kingdom. 



GENERAL INFORMATION 

1. Kind of Business 

2. Age of Firm _________________ _ 

3. Total number of employees in the firm _________ _ 

4. How long have you been with the firm? _________ _ 

5. Management Status: (i) Owner (ii) Employed 

6. How did you get this job? (Please tick one answer only) 

1. Advertisement 

3. Family contact 

5. Pay offs (e.g.bribes) 

2. Personal contact 

4. Labour Office 

6. Other means 
(specify) 

7. Level of eduction achieved. (Please tick one answer only). 

DegreelDiploma 

1. Preparatory school 

2. Secondary school 

3 . Vocational school 

4. Community college 
(2 years after high school) 

5. University 
(4 years after high school) 

6. Other (specify) 

2 

8. If the answer to the above question is other than (1) what is/was your major? 

1. Management 2. Accounting 

3. Engineering 4. Literature 

5. Law 6. Science 

7. Other (specify) ______________ _ 



9. How many languages do you speak fluently? 

1. One language only 2. Two languages 

3. More than two languages ___ _ 

10.Have you ever attended any management training course? 

1. Yes 2. No 

If YES where? _________________ _ 

VVhat was the course? _______________________________ __ 

How long did it last? _______________ _ 

lI.Please tick the one statement that most fully represents your feelings 
about your job? 

1. A dominant factor in my life and a primary source of 
satisfaction 

2. A distinctly interesting and important part of my life 

3. An activity separate from the rest of my life and one 
which must not be allowed to dominate 

4. A source of demand and pressure that affects other 
activities 

12. Do you think that your present job gives you the opportunity to use 
your abilities to the full? 
(Please tick one answer only) 

1. Completely 2. To a great extent 

3. To some extent 4. To a minor extent 

5. Not at all 

13.Do you belong to a professional association? 

1. Yes 2. No 

If YES how often do you attend this professional body? 
(Please tick the one appropriate category) 

1. Quite often 

3. Never 

2. Seldom 

---

3 



14.Do you drive to work? 

1. Yes 2. No 

15. Do you discuss matters other than business with the people you 
work with? 

1. Yes 2. No 

16.How many hours do you work on company business per week? 
(Including work at home, in the evening, at weekends, during lunch 
breaks etc). 

11.Sex 

1. Male 2. Female 

18. Age 

19 .Place of Birth 

1. West Bank 2. Gaza 
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3. Jordan 4. Other (specify) ___ _ 

20.Marital Status 

1. Single 2. Married 

3. Divorced ___ _ 4. Widowed ____ _ 

21.Number of Children 

22.What i~was your father's principal occupation? 
(Please tick one answer only) 

1. Farmer 

3. Lawyer 

5. Teacher, lecturer, 
instructor 

2. Merchant 

4. Government employee ___ _ 

6. Other (specify) 



MANAGEMENT AND THE ENVIRONMENT 

23.How often do you feel nervous or tense at work? 
(Please tick one answer only) 

1.Always 

3.Sometimes 

5. Never 

2. Usually 

4. Seldom 

24.How frequently in your work environment are subordinates afraid to 
express disagreements with you or your superiors? 

1. Very frequently 

3.Sometimes 

5. Very Seldom 

2. Frequently 

4. Seldom 

2S.Ifyou are faced with a functional problem, who is the one person you 
go to for help and whose thoughts and opinions do you value most 
highly? 
(Please tick one answer only) 

1.0wner or member of the board of directors of business or firm 

2.Working colleague 

3.Member ofimmediate family (e.g. father, brother) 

4.Member of the extended family 

5.Friend 

5 

6.0ther (specify) ________________ _ 

26. Because of your position in this organisation, what do you consider 
to be the main attributes (if any) which are expected of you by the 
community? 

1. 

2. 

3. ______________________________________ __ 
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27 . Because of your position in this organisation, what do you consider 
to be the main attributes which are expected of you by your organisation? 

1. ___________________ _ 

2. ____________________ _ 

3. ___________________ _ 

28.Because of your position in this organisation, what do you consider 
to be the most important attributes (if any) which are expected of you 
by your employees? 

1. ___________________ _ 

2. ___________________ _ 

3. ___________________ _ 

29.Could you please mention some of the ideas, programmes, or changes 
which as a manager you would like to make or implement but find it 
difficult or impossible to do because of the values and traditions (in 
and outside the organisation). 

1. ____________________________ __ 

2. 

3. 

4. 

30.Do you feel that your work as a manager influences your life, family 
life, and community life? 

l.Yes 2. No 

31.If the answer to the above is YES, please give some examples. 



32. What do you consider to be the main internal problems or obstacles 
(problems within the organisation which you can control) you face 
as a manager at this present time? Please give some examples. 

Internal Problems 

7 

1. ____________________________ ___ 

2. 

3. 

4. ____________________________ _ 

Examples: 

33. What do you consider to be the main external problems or obstacles 
(problems outside the organisation and you cannot control) which you 
face as a manager at this present time? Please give some examples. 

External Problems 

1. ______________________________________ __ 

2. 

3. 

4. 

Examples: 

34.In your opinion what do you consider to be the main socio-cultural 
pressures (pressures from the wider society) that interfere with your 
work as a manager? Please write your answer according to the degree 
of influence. Give examples. 

1. __________________ _ 

2. _______________________ _ 



3. ____________________________________ __ 

4. ____________________________________ _ 

Examples: 

35 .In your opinion what do you consider to be main business and social 
communities pressures which interfere with your work as a manager? 
Please write your answer according to their degree of influence. 
Give examples. 

1. _________________________ _ 

2. _______________________________ _ 

3. __________________________________ _ 

4. __________________________________ __ 

Examples: 

36. The description below applies to four different types of mangers. 
Please indicate the one to which you think you most closely 
correspond. 

Manager A. 
Usually makes his decisions promptly and asks for 
them to be carried out without question. 

ManagerB 
Usually make decisions promptly but before going 
ahead, tries to explain them fully to his subordinate. 
He gives reasons for his decisions and answers 
whatever questions subordinates may have. 

F 
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Manager C 
Usually consults with his subordinates before he 
reaches his decisions. He listens to their advice, 
consider it, and then announces his decisions. 
He expects all to work loyally to implement his 
decisions whether in accordance with the advice 
they gave or not. 

ManagerD 
Usually calls a meeting for subordinates when there 
is an important decision to be made. He puts the 
problem before the group and invites discussion. 
He accepts the majority view as the final decision. 

RELATIONSHIPS 

37. Do you think that mediation exists in the West Bank? 

1 Yes 2. No 

38.Ifthe answer is YES, what in your opinion are the three main 
reasons responsible for the mediation in the West Bank? 

1. To get things done 

2. To get things done faster 

3. To do things which cannot be done within the law 

4. Mediation is merely a trndition 

9 

5.0ther(specify) _________________ _ 

39. In relation to the previous question, how do you think mediation 
helps or hinders you in performing your duties? 

1. YES - mediation is a help 

2. NO - mediation is a hindrance 

40.Do you think that nepotism exists in West Bank businesses? 

1. Yes 2. No 



41.In your opinion do you think that bribes exist in West Bank 
businesses? 

1. Yes 2. No 

42.Ifthe answer to the previous question is YES, do you approve 
of the use of bribes? 

1. Yes 2. No 

43. What in your opinion makes the ideal employee? 
(Please indicate one quality only) 

1 . Loyal to the firm 

2. Loyal to the job 

3. Loyal to you as manager 

4. Others (specify) 

44 .If asked to name the main personal trait and characteristic which 
contributes to the success ofa manager, what in your opinion 
would be most important one? 

ATTITUDES, BELIEFS, CULTURE 

45 .Have you ever been late for work in the past 12 months? 

l. Yes 2. No 

46.Ifthe answer to the previous question is YES, what in your 
opinion was the main factor causing this lateness? 

1.Family matter 

2.S1ept late 

3.Transport problems 

4. Poor weather 

lO 



5. External problems outwith your control e.g. military 
road block, check points, curfews etc. 

6. Social activities, e.g. lunch invitations, visiting friends, 
social events 

11 

7. Other (specify) ________________ _ 

47. Which of the following statements would best describe your attitude 
towards time? 
(Please indicate one answer only) 

1. Time is very valuable (It is gold) 

2. Time is valuable (It is money) 

3. Time has a low value 

4. Time has now value at all in my opinion 

5. Other (specify) ________________ _ 

48. Do you carry life insurance? 

1. Yes 2. No 

49.Ifyour answer to the previous question is NO, which one 
of the following best describes your main reason for not 
carrying life insurance? 

1 . Personal wealth and fmancial security 

2. Immediate family wealth and fmancial security 
e.g. father's wealth 

3. Do not believe in the financial benefits or usefulness 
of insurance 

4. The country social security system is generous and 
adequate 

5. Religious reasons only 

6.0ther(specify) ________________ _ 



50.How do you feel about the following changes? 
(Please tick the answer which most closely reflects your opinion) 

Females working as managers 

1. Strongly favour 2. Favour 

3. Oppose 4. Strongly oppose 

How many female managers are employed by your firm? 

Females working as employees 

1. Strongly favour 

3. Oppose 

2. Favour 

4. Strongly oppose 

How many of your employees are female? 

An increase in business automation and technology 

1. Strongly favour 

3. Oppose 

2. Favour 

4. Strongly oppose 

If the answer to the above question is either 3 or 4, please explain Why. 

The need to gain more freedom and independence from customs 
and traditions 

1. Strongly favour 2. Favour 

3. Oppose 4. Strongly oppose 

12 



51. Please indicate the extent to which you agree or disagree with the 
following attitudinal statements. 
To indicate how well each statement describes your attitude, write 
a number in the space beside each statement based on the 
following scale: 

I = Strongly agree 2 = Agree 
3 Neutral 4 = Disagree 
5 = Strongly disagree 

13 

Response No. 

1. No point in making long range plans due to economic 
and political instability 

2. The future cannot be predicted and therefore cannot 
be controlled 

3. Formal training helps a manager to perform his job 
satisfactorily 

4. When considering an employee for promotion, 
seniority should be given greater weight than merit 

5. Policy, goals, objectives should be carefully explained 
to everyone in the organisation 

6. Employees should feel free to discuss things which are 
important to them with their immediate boss 

7. Criticism and advise from subordinates should always 
be welcomed 

8. The boss should give his subordinates only the information 
which is necessary for them to do their immediate tasks 

9. A good boss should give details and complete instructions 
to his subordinates rather than giving them merely 
general information and depending on their initiative 
to work out the details 

10. Thinking of alternative ways and methods by employees 
in order to solve certain problems should always be 
welcomed 

l1.Managers should help employees with their work 
when necessary 

12.Employees loose respect for a manager who asks them 
for advice before he/she makes a final decision 

13.Certain kinds of working conflicts are not only 
inevitable but also desirable if effectively managed. 
(Conflicts are a healthy phenomenon of effective 
management) 



I4.The use of rewards (pay, promotion etc) and 
punishments (failure to promote etc) is the best way 
to get subordinates to work effectively 

IS.Promotion from within the firm in order to fill a 
vacancy is better than promotion from outside the firm 

52. Please indicate the extent to which you agree or disagree with the 
following belief statements. To indicate how well each statement 
describes your belief, write a number in the space beside each 
statment based on the following scale: 

1 
3 
5 = 

Strongly agree 
Neutral 
Strongly disagree 

2 = 
4 = 

Agree 
Disagree 

14 

Response No. 

I.Everyone in business should be treated alike and 
. equally with no favourites at all 

2.Personal problems and grievances of employees 
should be a matter of direct concern to their companies 
or firms 

3.Managers should have tolerance for problems, complaints, 
and protests from employees 

4.Social issues should not be discussed in business 

5.The activities of charitable and social agencies should be 
supported by business companies and firms 

6.Family, social, or financial status are necessary elements 
for advancement or success 

7 . Knowing influential people is necessary in order to 
progress quickly inside the firm 

8.Staying with one firm for as long a time as possible is 
usually the best way to get ahead in that firm 

9.In general, the best manager in a firm is the one who has 
been with the firm for the longest time possible 

1O.Decisions made by individuals are usually of higher 
quality than decisions made by groups (committees) 

Il.A large organisation is a more desirable place to work 
than working in small size organisations 

12.Company rules and procedures should riot be broken 
even when a manager thinks that it is in the company's 
interest to do so 



NEEDS 

53.People differ in what is important to them. In this section, I have 
listed a number of needs which people might want. As a manager, 

would you please indicate how much importance is attached to each 
of the following needs. To indicate the degree of importance please 

15 

write a number in the blank beside each student based on the following 
scale. 

2 = very important 1 
3 
5 

of utmost importance 
of moderate importance 
of no importance 

4 = oflittle importance 

How Important 

1. Having the security of knowing that you 
will be able to work for your firm as long 
as you wish 

2. Living in a desirable area for your and your 
family 

3. Working with people who co operate well 
with each other 

4. Having a good working relationship with your 
colleagues and subordinates 

5. Having a job which gives you sufficient time 
for your personal and family life and 
community life 

6. Working for a firm which is regarded in your 
community as successful and acceptable 

7 . Having considerable freedom to adopt your 
own approach to the job 

8. Having challenging work from which you 
get a personal sense of accomplishment 

Response No. 



SATISFACTION 

54 .As compared to what you need, how satisfied are you at present with 
the following needs. To indicate how well you are satisfied with each 
need, write a number in the space beside each statement based on the 
following scale: 

1 
3 = 
5 = 

very satisfied 2 
neither satisfied nor dissatisfied 4 
very dissatisfied 

satisfied 
dissatis fi ed 

16 

Need satisfaction Response No. 

1. Job security 

2. The extent to which you live in an area 
desirable to you and your family 

3. The extent to which people you work with 
cooperate with one another 

4. Your working relationship with your 
colleagues amd subordinates 

5. The extent to which your job leaves you 
sufficient time for your personal life, 
family life, and community life 

6. Firms reputation in the community as 
being successful and acceptable 

7. The freedom you have in adopting you own 
approach to your job 

8. The challenge of work. The extent to which you 
get a personal sense of accomplishment from it 

55. Is there anything else you would like to discuss in relation to this 
subject? Please clarify. 

56. Would you like your name to be mentioned in the acknowledgement section 
of this Thesis? 

1. Yes 

If YES what is your full name? 

Thank you for your cooperation. 
Samir Abuznaid 

2. No 



APPENDIX 2 

The Arabic Translation of the Interview Schedule 
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APPENDIX 3 

Letter requesting an interview with Nablus Post Office 

Manager 
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APPENDIX 5 

An English translation of the secrecy contract shown in 

Appendix 4 



Palestine Medical Co. 
Al-Bireh-Jerusalem Street 
PO Box 403 

Tel. 2581 

Undertaking and Declaration 

1. I, the undersigned, an employee of the Palestine Medical Co. Ltd., for a 
salary received from the company, undertake to keep in the strictest 
confidence the secrets of the above mentioned company: not to disclose 
any of its secrets, or secrets connected with employment or secrets 
connected with its sales and production. I also undertake to keep secret 
the material and equipment of the company, everything related to my 
employment with the company, any discovery which I may make as a 
result of and during the period of my employment with the company, 
and anything resulting from my employment. I also hereby transfer to 
the company all rights and profits resulting from any work I may 
undertake for the company. 

2. I also undertake to do all that is required from me by and for the 
company intended to implement the objectives and aims of the company, 
and also acknowledge that everything that I do, propose, or produce in 
the company is the right and property of the company to dispose of in 
the way it deems appropriate. 

3. I undertake not to disclose to others, individuals, groups, institutions, 
companies, or any corporate body, secrets of my employment in this 
company, secrets connected with its production, any information 
concerning my work, or anything manufactured by the company, of the 
apparatus, machines, work plans possessed by the company, and 
anything in respect of distribution, financial affairs, and industrial and 
commercial relations, and anything related to its customers either during 
or after the period of my employment with the company or at any future 
time. I regard all information obtained during or after my employment 
in the company or at any time and for any reason, as the company's 
exclusive private property and as one of its rights, without the 
company's having any obligation to pay me any sum in respect of this. 

4. I declare and undertake, in the event of my violating this undertaking, in 
letter or in spirit, I am under obligation to pay to the company, in 
damages as agreed upon beforehand, six months salary, and I consider 
myself completely responsible towards the company in the case of my 
breaching this undertaking. 

Signature: 
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GI..J.S2J:JN BUSINESS SCHOCX. -- Glasgow Business School. Department of Management Studies. University of Glasgow. 
53-59 SouIhparl< Avenue. Glasgow, G12 8LF, ScoHand. U.K. Tel: 041-3398855, Telex: 777070 UNIGLA 

16th March, 1988. Direct line: 041 330 5410 

To Whom It May Concern 

Dear Sirs 

Mr. Samir Abuznaid 

This letter introduces Mr. Samir Abuznaid. Mr. Abuznaid is studying for the 
Degree of Ph.D. at the University of Glasgow, under my supervision. 

He is undertaking research on aspects of management attitudes, beliefs, and 
business culture in the West Bank. 

As part of his research he will be studying documents, consulting libraries, 
and undertaking an interview study using a questionnaire. 

~1r. Abuznaid is a bona fide researcher duly registered for a degree of the 
University of Glasgow. I hope therefore that you will give him every assistance 
in his studies and research. 

Yours faithfully,  

    
      

 

 
 

 

     
 

 
 

 

 

, 

Professors: Myles M. Dryden. James G. Gulliver. Raymond C. MiQuel. Andrew w.J. Thomson. David T.H. Weir 
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