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Abstract 

 

The study aims to discuss the phenomenon of Family Business, and identify 

and discuss the factors impacting performance of employees in family business, 

whereas it examines the impact of independent variables (training, organizational 

communication, organizational trust, transparency and working environment) on the 

dependent variable (performance of employees) in Siksik Company in Gaza. The study 

provides some recommendations about the factors that affect performance of 

employees in Family Business in the light of the results. In addition to suggestions for 

future research.   

The researcher uses the descriptive analytical approach for the study and the 

questionnaire as data collection tool. The researcher uses the comprehensive survey 

method. The study population consists of (290 administrative employees who work in 

Siksik Company in the Gaza Strip. 290 questionnaires are distributed and 290 

questionnaires are received with response rate of 100%. For quantitative data input 

and analysis. The Statistical Package for Social Science is used. 

The study concludes that there is a positive significant impact of (training, 

organizational communication, organizational trust, transparency and working 

environment on performance of employees. The independent variable transparency 

ranked first in term of its impact on performance of employees followed by 

organizational trust, then organizational communication, then training, and finally 

working environment.  

The study recommends Siksik Co. to promote the concept of training among 

employees and diversify the training methods and to enhance the use of organizational 

communication of its various types among all employees in addition to the different 

organizational levels. Also, it recommends the company to promote creating and 

building relationships based on mutual trust between management and employees and 

between employees themselves. Moreover, it is recommended to promote the concept 

of transparency and encourage its application among all employees without 

discrimination and to promote the provision of an appropriate, comfortable and healthy 

working environment for all employees which contributes to improve their 

performance for the best. 
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Abstract - Arabic 

 
تهدف الدراسة إلى مناقشة موضوع الشركات العائلية، باالضافة إلى تعريف ومناقشة 

أنها تفحص أثر المتغيرات المستقلة العوامل المؤثرة على أداء العاملين في الشركات العائلية، حيث 
وهي: التدريب واالتصال التنظيمي والثقة التنظيمية والشفافية وبيئة العمل على المتغير التابع وهو 
أداء الموظفين في شركة السكسك في غزة. تقدم الدراسة بعض التوصيات في ضوء النتائج التي 

 تقبلية المتعلقة بالموضوع.توصلت إليها باإلضافة إلى اقتراحات للدراسات المس
تستخدم الرسالة المنهج الوصفي التحليلي باإلضافة إلى استخدام االستبانة كأداة لجمع 

موظف إداري  290البيانات، ويستخدم الباحث أسلوب المسح الشامل. يتكون مجتمع الدراسة من 
انة صحيحة استب 290استبانة وتم الحصول على  290يعملون في شركة السكسك، تم توزيع 

 .%100وصالحة للتحليل و قد كان معدل االستجابة 
تخلص الدراسة إلى وجود تأثير إيجابي ذو داللة احصائية بين كل من التدريب واالتصال 
التنظيمي والثقة التنظيمية والشفافية وبيئة العمل على أداء الموظفين العاملين في شركة السكسك 

كز الألول من حيث التأثير على أداء الموظفين متبوعة بالثقة في غزة. و قد احتلت الشفافية المر 
 التنظيمية ثم االتصال التنظيمي ثم التدريب و اخيرا بيئة العمل.

توصي الدراسة شركة السكسك بتعزيز مفهوم التدريب والتنويع في أساليب التدريب 
مختلفة بين كل الموظفين المستخدمة، باإلضافة إلى تعزيز استخدام االتصال التنظيمي بأنواعه ال

وفي جميع المستويات اإلدارية، وأيضا على الشركة تعزيز إقامة عالقات قائمة على الثقة المتبادلة 
بين اإلدارة والموظفين وبين الموظفين أنفسهم، باإلضافة إلى تعزيز مفهوم الشفافية وتشجيع جميع 

مل مناسبة ومريحة وصحية لجميع الموظفين على تطبيقها، وأخيرا على الشركة توفير بيئة ع
 الموظفين مما يساهم في تحسين أدائهم نحو األفضل.
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Chapter 1  

Study Framework 

 

1.1 Introduction 

Family is the main social unit that constitutes societies. Families always tend 

to achieve self -sufficient means that enable them to sustain and meet their basic needs, 

so they establish their own simple businesses inside their homes, the family is crucial 

part that operates the business. This leads to the appearance of an important 

phenomena which is called Family Business. FB is the root of commerce which 

becomes after that the source of power of economies all over the world.   

Family business can be defined as” a commercial organization in which 

management is a prime concern by multiple generations of a family. It is any type of 

business operation in which a group of relatives has controlling interest in the 

organization” (Motwani 2016). 

FBs  play a vital role in the economies of developed as well as developing 

countries, in which most small and medium-sized firms considered as family 

businesses (Alfarra and Alhayek 2014). In addition to some famous large business 

groups like Fiat Group in Italy, Samsung and Hyundai Motor in South Korea، BMW 

in Germany, Wal-Mart stores in USA, Tata group in India and many other FBs in other 

countries (Lakhder 2013, Klenke 2018). Moreover, they are the most predominant 

form of firms all over the world. For example, the number of family businesses in the 

USA is approximately twenty million which represents 49% of GNP. The proportion 

of FBs in European Union Countries ranging from 70% to 95%, which contributes to 

70% of GNP. Also, in the Arabic region the percentage of FBs reaches to 95% of total 

establishments and its contribution is approximately 70% of Arab economies 

(Awadelkareem). 

 In term of the Gaza Strip, FBs are considered the nerve of the economy, in 

which they contribute in achieving the economic growth, providing an employment 

opportunities and participation in GDP. According to  (Hania 2012) there are 33. 933 

non-governmental organizations in the Gaza Strip that have direct contribution in the 

GDP, approximately 83% of these companies considered as FBs. 
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Employees are the backbone and most precious asset in any firm regardless its 

size.  Hence, the firm success is based on their success. So, as much as the firm cares 

for its employees, appreciates them, supports them and encourages their work, they 

will show better performance and higher productivity. In fact, there are many various 

factors impacting performance of employees. Thus, it is critical for firms to recognize 

the different factors that affecting the performance of employees and whether they 

have positive or negative impact. This study focuses on five factors which are training, 

organizational communication, organizational trust, transparency and working 

environment to examine their impact on performance of employees.    

1.2 Study Problem 

Approximately, all firms start as FB which is the most common form of 

businesses all over the world (Lee 2006). They are the main reason for development 

and growth in the different economies by which they generate wealth, provide job 

opportunities and have the ability to outperform other types of firms (Motwani 2016).  

Family firms plays a crucial role in the Gaza Strip economy by which the total 

number of establishments in the Gaza strip in the year of 2012 is 42251 including 

charities and cooperative societies. 94.5% of them are sole proprietorship, joint venture 

or companies, and most of them are family firms. Moreover, 2% of the Gaza strip 

establishments are private joint-stock companies, and most of them are family firms 

that derive their names from the founders’ names.  

Employees  are the corner stone in which organization success is based on their 

performance (Hermawati and Mas 2017). They are the main executers of all functions 

within the organization (Vipraprastha, Sudja et al. 2018). 

According to an interview held on 6th of May, 2018 with Ali, the head of HR 

department at Siksik Co. whose questions focus on the factors impacting performance 

of employees in FB, he emphasizes that firms in the Gaza Strip face many obstacles 

and challenges due to the volatile political and economic situation which negatively 

affects their performance. In term of Siksik Co. the bad situation causes an interception 

of external financing which leads to the suspension of international projects and stop 

the work of the plant and austerity in many of company expenses in addition to 

reducing the number of employees. 
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He also assures that employees are the most precious asset, and the company 

performance is based on their performance. Therefore, the company supports factors 

enhancing employee performance to guarantee its success.      

The current challenging situation in the Gaza Strip imposes many difficulties 

in the face of FBs, but this does not prevent companies from working hard to support 

their employees and paying attention toward factors enhancing their performance in 

order to support continuity and development of the company(Ali 2018). 

Therefore, this study focuses on factors that influence employees’ performance 

in Siksik Co. which is considered a family firm in Gaza.   

The researcher chooses this company since it is unique. Bashir Siksik Co. is 

the largest company for the supply and production of plumbing and infrastructure in 

the Gaza Strip. It employs 350 employees in 5 branches, it has nine production lines, 

it deals with 200 suppliers around the world and produces 6000 various items. In 

addition, it acquires a large share of local Palestinian market despite of many economic 

and political conditions and obstacles (Alghalaieny 2018). 

The main question of this study is:  

What is the impact of the factors affecting performance of employees in family 

business? 

1.3 Study Objectives 

- Review and discuss the phenomenon of FB. 

- Identify and discuss factors impacting performance of employees in family 

business. 

- Recognize the reality of performance of employees in Siksik Co. in Gaza. 

- Recognize the reality of (training, organizational communication, organizational 

trust, transparency and working environment in Siksik Co. in Gaza. 

- Analyze the impact of training, organizational communication, organizational 

trust, transparency and working environment on employee performance. 

- Provide the recommendations that help to improve performance of employees in 

FB. 
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1.4 Study Importance 

Practical Contribution: 

- Reviewing the reality of   training, organizational communication, organizational 

trust, transparency, working environment and employee performance in Siksik Co. 

which is a FB. 

- Providing recommendations that help FB to improve the performance of 

employees. 

- This study may improve awareness of FBs toward the factors that affect the 

performance of employees and their impact on employee performance. 

- This study may contribute to improve HR in FBs in the Gaza Strip by focusing on 

improving their performance. 

Theoretical Contribution: 

- The study discusses modern phenomenon which is considered as new field of study 

in the international as well as Arabic level.  

- This study is considered as the first one that examines factors impacting employee 

performance in FB, in Palestine (according to the researcher knowledge). 

- Unavailability of studies that examine the impact of multiple factors on 

performance of employees in FB (according to the researcher knowledge). 

- Contributing to enrich the field of study with researches and studies that can be 

used as reference for those who are interested in this area of research. 

- Improving the knowledge of other researchers in the field of FB. 

- Providing other researchers with directions for future studies. 

1.5 Study Variables 

1. The dependent variable is: employee performance 

2. The independent variables are: training, organizational communication, 

organizational trust, transparency, working environment. 

Justification for choosing Study Variables 

The study focuses on performance of employees because they are the most 

important asset and their success leads to success of the company as a whole and 

preserves its continuity. In addition, it chooses those five factors because they are 

critical factors for any organization and to facilitate getting information from 

employees as well as the company without obstacles and embarrassment. 
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Figure (1.1): Research Model 
Source: Customized by the researcher, 2018. Based on (Padmasiri, Sandamali 

et al. 2018) (Uzochukwu 2018), (Leblebici 2012), (Rajhans 2012) and (Berggren and 

Bernshteyn 2007)  
 

1.6 Study Hypotheses 
1. There is a positive significance impact of training on performance of employees in 

FB at level α ≤ 0.05.  

2. There is a positive significant impact of organizational communication on 

performance of employees in FB at level α ≤ 0.05.  

3. There is a positive significant impact of organizational trust on performance of 

employees in FB at level α ≤ 0.05.  

4. There is a positive significant impact of transparency on performance of employees 

in FB at level α ≤ 0.05.  

5. There is a positive significant impact of working environment on performance of 

employees in FB at level α ≤ 0.05. 

6. There are significant statistical differences in the responses of the research 

population due to the personal characteristic (gender, age, educational 

qualification, occupational category, years of experience) at level α ≤ 0.05. 
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1.7 Operational Definitions of the Variables 

Family Business: 

Siksik Co. is a limited joint-stock company. It is considered as family business 

which is owned by three families: Siksik, Aklouk and Abu-Eiada. In which 15% of the 

company ownership is related to one person of the owning families. The company is 

officially registered in the name of Siksik Co.  

Employee Performance: 

It is the capability of an employee to perform the different job tasks effectively 

and efficiently based on his/her ability, knowledge, skills and competences in order to 

achieve the desired goals.  

Training: 

It is a well-planned and organized process that aims to improve the 

performance of employees through providing them with new, useful and required 

information that contributes to develop their knowledge, abilities and skills which lead 

to better performance and outcomes.    

Organizational Communication: 

It is the process of connecting employees amongst them and employees with 

different managerial levels in order to exchange formal and informal information that 

facilitate the workflow as well as build mutual relationships within the company. 

Organizational Trust: 

It is the confidence that the employees exert their effort to do their best to 

perform their work and achieve organizational objectives and goals without fear that 

they might harm the company. 

Transparency 

It is the disclosure of all information needed for employees and facilitation of 

accessibility to the information needed to perform the work without discrimination. 

Working Environment 

The provision of healthy, safe and comfortable workplace whether physically 

by providing employees with suitable offices, required tools and job aids or 

emotionally by participating them in setting goals, supporting and directing them by 

their supervisor.  
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Chapter 2  

Theoretical Framework 

Section 1: Family Business 

2.1.1 Introduction 

This chapter is divided into three sections: the first section reviews the 

phenomenon of FB in term of its history, definition, importance, characteristics, goals, 

strengths and weaknesses, phases, differences between FB and Non-FB, its succession, 

its governance and its performance. The second section reviews employee 

performance and the factors impacting it which are: training, organizational 

communication, organizational trust, transparency and working environment. The 

third section discusses the reality of employees’ performance and factors that affecting 

it in Bashir Siksik Co.  

2.1.2 History of Family Business 

It is hard to specify precisely the origin of family business in term of time and 

place (Colli 2003). In fact, it has been suggested that the history of business was traced 

back to families that created it, like farmers, crafters and other forms of local 

commerce. Actually, the physical place of the business was the same place of family 

living and employees were the members of the family itself. In addition, the family 

was providing different resources to its business such as money, place, equipment, and 

other factors needed for production. On the other hand, business provides income for 

family. The main motivators that encourage families to start a business are the 

economic needs for earning and supporting themselves. Other motivators include: 

wealth accumulation and lifestyle. With the advent of industrial revolution and the 

appearance of wages and salaries for nonfamily employer, the separation between 

families and businesses increased (Zachary 2011). 

2.1.3 Family Business Definition 

First, it is very important to mention that there is no legal classification for 

family business in any country, in addition the classifications of business organizations 

don’t include the term of family business (Alfarra 2005). Hence, family business 

ranges from small enterprises that serve the neighborhood to huge multinational 

conglomerates that work in different fields, so that defining family business is a 
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complicated issue (Ramadani and Hoy 2015). Hence, it takes many forms such as sole 

proprietorship, partnership, limited liability company, corporation, holding company 

and publicly traded company (Poza 2013, Alfarra and Alhayek 2014).  

There is no one widely accepted definition of family business, yet there are 

tens of definitions (Astrachan, Klein et al. 2002). Definitions which were mentioned 

in the earlier literature were identified based on various criteria such as: percentage of 

ownership, power over strategic direction, voting control, involvement of many 

generations, active management by family members and many other criteria. 

 Experts found that defining family business is not an easy task because there 

is no consensus on which criteria to be used mainly when defining FB (Shanker and 

Astrachan 1996). Most of definitions focus on the family role in deciding vision, 

mechanism of control used in the firm and the creation of resources and capabilities 

(Sharma 2004).  

Family businesses are firms of different sizes that are managed by one or more 

members who have family relationships, and they are dynamic systems that consist of 

two subparts, the family and the firm (Stoilkovska, Milenkovska et al. 2013). Also, 

Family firm can be defined as the company in which the most of ownership or control 

is in the family hand and in which two or more members are directly involved in this 

firm (Ramadani and Hoy 2015). 

Some scholars classify FB definition to three definitions based on the degree 

of family involvement including: broad, middle, and narrow definitions (Shanker and 

Astrachan 1996, Sharma 2004). The broad definition proposes that “family has an 

effective control of strategic direction; the business is intended to be in the family and 

with little family involvement”. The middle definition considers that family business 

is the business remaining within the family, a founder who is running the company 

day to day activities and the family acting in roles of controlling or participating in 

strategic direction with some family involvement. Regarding the narrow or stringent 

definition, it states that multiple generations must be involved in owning and running 

the daily business operations and multiple family members must be involved in 

managing the firm (Shanker and Astrachan 1996, Sharma 2004, Ferraro and Marrone 

2016). 
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Other authors suggest that family owned business is the business in which one 

family owns 51% of the business, with an involvement of at least two family members 

in management and there is readiness to transfer leadership to the next generation 

(Ibrahim, Soufani et al. 2003). Other authors illustrate that FB is the business in which 

one individual or group of related individuals own at least 20% of the of the decision-

making rights (Anderssona, Johanssonb et al. 2016). Moreover, Family Co. can be 

defined as  the company whose owner is the controlling shareholder who owns enough 

number of shares to ensure at least 20% of voting rights in comprise with other 

shareholders (Klenke 2018). 

This definition will be used in the study because it is applied on Siksik Co.  

However, various terms are used including: family business, family firm, 

family establishment, family-owned business, family-owned firm (Lakhder 2013), 

family-controlled firms (Tokarczyk, Hansen et al. 2007) and family influenced firm 

(Poutziouris, Smyrnios et al. 2008). 

2.1.4 Impact of the Family on the Business 

The three circles model is usually used to explain the interaction and influence 

of family on the ownership and the management of the FB. This model consists of 

three circles: the ownership circle, the management circle and the family circle. 

 

 

 

 

 

Figure (2.1): Three Circles Model, 
Source: Walsh, (2011, p. 8) 
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The ownership circle shows interaction and influence of the ownership on both 

management and family. The management circle shows interaction and influence of 

management on both family and ownership. The family circle shows interaction and 

impact of the family on both ownership and management. All businesses have both 

ownership circle and management circle; however, the family circle is what 

distinguishes FB from other forms of businesses. In FBs, the family penetrates 

ownership and management, and it is considered as a worthy component. The 

interaction between the three components creates challenges, but it has many 

advantages.  

The model illustrates how the three components interact with each other. 

Moreover, it illustrates that at some stage of FB, the three components will be mixed 

together (Walsh 2011). 

2.1.5 Importance of FBs 

FBs represent 85% of the registered companies in the world, and represent 35% 

of the 500 largest global companies (Lakhder 2013). FBs play a critical role in 

economic development in most countries in which they are the main contributors in 

creating wealth (Ramadani and Hoy 2015). They are considered as good employer and 

source for job opportunities, in which they employ approximately 60% to 75% of the 

universal workforce (Neckebrouck, Schulze et al. 2017).Moreover, they produce 

nearly 75% of GDP in most countries in the world (Ramadani and Hoy 2015). Hence, 

they are the main nerve of investment and business of private sector (Lakhder 2013). 

2.1.6 Specific Characteristics of FBs 

According to Poza (2013) The business must meet those characteristics to be 

considered a FB: 

1. Ownership control (15% or more) two or more members of family or partnership 

families. 

2. Strategic effect by family members over management of business by being active 

in management or work as an advisor or board member or being active shareholder 

or keep creating culture.  
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3. Care for family relationships and concerns such as success in succession across 

generations.   

4. The founder dream to keep the business within the family. 

5. The interaction and overlap between family, ownership and management which is 

considered as competitive advantage specially when the family unity is high. 

6. The most distinctive feature of FB that resulted from family involvement is 

“familiness”, it is the unique bundle of resources and capabilities that generated 

because of the interaction among the family, its individual members and the 

business (Cabrera-Suárez, De Saá-Pérez et al. 2001).  

7. Families enhance the next generations to work in FB which is considered an 

employment source for them. In the same time, their existence adds value to the 

business and appreciates its sustainability for other generations (Alwekaisi 2016).  

8. FBs focus on noneconomic sides of business such as  family future , maintenance 

of family harmony and preservation of family legacy inside both family and 

business that spans generations (Boyd, Botero et al. 2014). 

9. Other special characteristics are commitment, trust, shared values, culture and 

reputation. They are considered as strategic resources that  contribute in the long 

run success of FB (Klenke 2018).  

2.1.7 Goals of FBs 

Ferraro and Marrone (2016) suggested three main goals which FBs aim to achieve: 

- Involving family members in the business as leaders. 

- Transference of FB among generations.  

- Controlling the strategic direction by the family. 
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2.1.8 Strengths and Weaknesses of Family Business 

- Strengths 

There are many strengths that characterize family firms. For example, FB 

owners are the family members so they do their best to achieve the best results. In 

addition, family members spend much time in their FB which lead to strengthen the 

family relationships and positively affect the business activities (Alfarra and Alhayek 

2014). Also, mutual trust between family members is higher than non- family 

members, which creates good working environment and lead to higher performance 

(Alfarra 2005). There is great organizational commitment and tendency toward 

continuation (Gómez-Mejía, Haynes et al. 2007). 

Family members are more cooperative and open in sharing ideas, experiences 

and contributions, and opinions without any fear of bad consequences (Klenke 2018). 

FBs are distinguished by the implicit experience and knowledge that are conveyed 

from one generation to another (Laforet 2013). Add to this, decision making process 

is faster and more flexible because the business owner is the manager (Alfarra and 

Alhayek 2014). Lifetime of FB is not limited to the lifetime of specific individual, but 

it is extended by the existence of successful generations that preserve the business 

(Zellweger and Nason 2008).   

- Weaknesses 

There are many weaknesses that affect FBs negatively such as family conflicts 

among family members that affect the performance of  FB (Motwani 2016). In the 

same time, there is competition between family members to take the position of 

leadership after the departure of the founder (Alfarra and Alhayek 2014). In addition 

to the informality which means that families manage their businesses by themselves, 

and there is less interest to set special work practices and procedures, so  as the  family 

and business grow the conflicts and complexity increase (Lakhder 2013). Moreover, it 

is hard to balance between family requirements and business requirements because the 

FB management is the owner of capital (Alfarra 2005).  

FBs face human resources management obstacles due to the interferences of 

the institutions of  family and firm (Ferraro and Marrone 2016). Also, there is an 

absence of evaluation system that is needed to evaluate management and employees 
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(Alfarra 2005). There are no specific criteria for incentives and benefits. In some cases 

all employees take the same benefits regardless of the their performance or position 

(Alfarra and Alhayek 2014). In addition to the  absence of clear identification of 

responsibilities and authorities of each management member (Alfarra 2005). Hence, 

wealth concentration in FB creates trend toward risk aversion which may have side 

effect on economic development (Gómez-Mejía, Haynes et al. 2007). 

2.1.9 Bivalent Attributes 

Those attributes are considered as advantages and disadvantages in the same time. 

1. Nepotism, FB prefers to hire relatives and provide them with special treatment. 

Some authors considered many advantages of nepotism such as deep business 

experience and preservation of business social capital. In contrast,  it has negative 

effect like in the case of entitlement nepotism when the family decides that the first 

born male child will be the leader even if there are other males or females in the 

family with better qualifications (Ferraro and Marrone 2016). 

2. Altruism, FB retains family members even if they are underperforming. Families 

suggest an economic advantage of altruism, they consider that  promoting offspring 

with less competencies in comparison with outside professionals reduces the risk 

of dealing with agents (Ferraro and Marrone 2016). 

2.1.10 Phases of FB Development and Characteristics of Each One 

- First phase: The founder (First generation) 

In this phase, business is owned and managed by the founder. And there is 

simple and informal governance structure. In addition to, the centralization in decision 

making process without delegation to lower levels (Lakhder 2013). Moreover, there is 

low level of organizational and functional conflicts. Also, the care to increase the value 

of FB to support and strengthen the firm in order to survive and grow (Abu bakr 2002). 

Also, there is direction toward formulating strategic vision for the firm future (Abu 

bakr 2002). 
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- Second phase: Involvement of brothers (second generation) 

In this phase, management and ownership are transferred to the founder’s sons. 

Moreover, governance procedures become more complicated as the firm size grow 

(Lakhder 2013). In the same time, there is care toward increasing the FB value. Add 

to that, there is trend toward narrowing centralization policy and implementing 

delegation in order to follow decentralization in decision making. In addition to, 

increase interest toward development, creativity and innovation (Abu bakr 2002). 

- Third phase: Extended family (Third generation) 

In this stage, more family members intervene to business such as sons, 

brothers, cousins and siblings. There is a high level of organizational and functional 

conflicts (Lakhder 2013). There is reduction of the value of FB. Hence, they return to 

centralization in decision making. Also, the effort is directed to find an integrated 

administrative system for firm. In addition to the review and development of strategic 

vision (Abu bakr 2002). Moreover, there is a trend to open new work fields and job 

opportunities through the establishment of new firms, branches or activities (Abu bakr 

2002).  

2.1.11 Comparing Family Business with Non-Family Business 

Ramadani and Hoy (2015) suggested eight differences between FB and Non-

FB as following:  

Table (2.1): Comparison between FB and Non-FB 
Item FB Non- FB 

Centre of the firm 

Family which formally or 

informally, directly or in 

directly affects the firm 

Owners or managers 

objectives 

Economic and non-

economic such as 

sustainability, stability in 

term of long-term family 

income, and family 

satisfaction. 

Economic such as gaining 

profit and growth  

Business orientation 

Satisfaction of internal and 

external stakeholders 

specially: family, 

customers, employees and 

local community 

Satisfaction of owners 

mainly shareholders 

Management style 
Value driven, emotional Facts & figures driven, 

rationale 
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Item FB Non- FB 

Competitive strategy 
Quality, reputation, long 

term relationships 

Price 

Allocation of profit 
Reinvested in the firm Distributed on owners/ 

shareholders 

Firm climate 

Familiness, trust, 

involvement, informality, 

commitment   

Business goal orientation, 

formality, contractual 

agreements 

Mindset orientation 

Succession among 

generations, sustainability 

over lifetime of firm 

Sale of business, 

sustainability through 

lifetime of entrepreneur 

Source: Ramadani and Hoy, (2015, p. 13) 

Other differences between FB and Non-FB 

1. Human capital: it is the gained knowledge, skills and capabilities that enable the 

person to act. Human capital in FB is complex because of the dual relationships in 

which family member is a part of family and business in the same time (Sirmon 

and Hitt 2003).   FBs usually start employing members from the family to fill the 

vacancies, after that, they employ from outside sources (Tabor, Chrisman et al. 

2018). Also, they involve children in work which means the transfer of deep tacit 

knowledge to another generation.  In FB, there is high commitment, warm, friendly 

and informal relationships (Sirmon and Hitt 2003). In addition, managers have 

close relationships with their employees, and there is more care about employees’ 

wellbeing in comparison with NFB. Moreover, the probability of downsizing is 

lower (Gallizo, Gallizo et al. 2017). On the other hand, they don’t prefer to employ 

high qualified managers from outside because of the fear of preventing the transfer 

of wealth and succession (Sirmon and Hitt 2003). They provide lower 

compensation (Neckebrouck, Schulze et al. 2017). Hence compensation practice 

depends on non- monetary rewards and on retaining employees more than on 

economic incentives (Gomez-Mejia, Larraza-Kintana et al. 2003). Add to that 

there is lower investment in training  employees, higher rate of voluntary turnover 

and lower employees productivity in comparison with NFB (Neckebrouck, 

Schulze et al. 2017).  

2. Social capital: it is about the networks between individuals and organization. It 

includes the resources both actual and prospective that can be gained from 

networks (Sirmon and Hitt 2003). It is vital for firms because it provides 

information, knowledge, access to markets and other resources (Hitt, Ireland et al. 
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2001). Moreover, it enables the firm to build good relationships with various 

stakeholders such as suppliers, customers and others. All this facilitates the 

communication of values of goods and services (Sirmon and Hitt 2003).  

3. Survivability capital: it is the financial and physical resources that families 

provide to business, and this distinguish FB over non-FB (Sciascia and Mazzola 

2008). Personal resource is a form of family contribution in business in which 

family can provide free labors, equity investment, monetary loans and other forms. 

This attribute of FB appears as a result of the dual role of individual as a member 

of the family and business, in addition to the high commitment, trust, warm 

relationships (Sirmon and Hitt 2003). This attribute can serve FB during bad 

economic circumstances (Sciascia and Mazzola 2008). For example, in time of 

crises, FB refuses to take fund from outside sources in order to keep control of the 

company (Romano, Tanewski et al. 2001).       

4. Government: Both, FBs and NFBs pay taxes to government to contribute in 

supporting the general welfare (Gallizo, Gallizo et al. 2017). 

5. The company itself: Family relationships encourage trust and cohesiveness 

among workers. Moreover, they appreciate the commitment toward development 

and improvement since the business success relates to family reputation. On the 

other hand, in time of economic crises, NFBs suffer from lawsuits raised by 

shareholders who search for higher dividend, and labors who refuse payroll cuts 

and this may strike or stop working. In addition, conflicts in FBs are less violent 

(Gallizo, Gallizo et al. 2017).  

2.1.12 FB Performance 

Some authors differentiate between family involvement in ownership FIO 

against family involvement in management FIM and their impact on performance.  

There is consensus among scholars that FIO usually needs long term 

perspective in  business, and it provides different advantages: managers who invest for 

long time are less likely to face managerial myopia, they invest in an efficient manner, 

and monitor the actions of business in a good way (Sciascia and Mazzola 2008). Hence 
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FB managers care for the performance of business even beyond their working life 

(Zellweger and Nason 2008) . 

 In fact, the long-term perspective result from the transfer of business to the 

second generation, so owners see the business as an asset that should be transferred to 

the generations, rather than wealth to be spent during their lives (Sciascia and Mazzola 

2008). Shareholders of FB show strong commitment in which they provide the firm 

with patient capital that does not liquidate within short time. In addition, FB takes 

advantage of investment opportunities that other non-family firms consider 

unattractive or high risky, this enables FB to develop their work and penetrate new 

markets without facing strong completion (Zellweger and Nason 2008).  

In term of FIM, some authors say that it  has a positive impact on employees, 

profitability and revenue growth (Sciascia and Mazzola 2008). Moreover, family 

members show high commitment because they believe that firm performance affects 

their well-being, they don’t try to decrease the cost at the expense of human resource, 

rather they invest in training, R&D and infrastructure. FB pays low wages for workers 

in which managers themselves commit to respect an implicit contract with labor. So, 

the latter accepts the low wage in exchange for this commitment (Sciascia and Mazzola 

2008).  

On the other hand, FIM has disadvantages such as : conflict among family 

managers due to the differences in goals, values (Dyer 2006), attitudes, opinions about 

how to perform tasks or which task to be prioritized in work and so on. Moreover, 

family members don’t only interest in business performance, but also focus on other 

issues such as their involvement and satisfaction (Sciascia and Mazzola 2008). Hence, 

FB managers may lack the managerial competencies such as strategic and financial 

planning that enable them to effectively monitor the performance (Filbeck and Lee 

2000). Thus, the solution here is to employ manager from outside source who has the 

managerial competencies that lead firm toward success. Hence, adding nonfamily 

member to management team means more advantages in term of social capital and 

networks, new relationships, new knowledge and information from new resources 

(Sciascia and Mazzola 2008). 
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2.1.13 The Effect of Culture in Shaping Managerial Practices of FBs in 

the Gaza Strip 

According to Alfarra (2005), culture has significant effect on the managerial 

practices of FBs in the Gaza strip. The focus here is on the society culture and the firm 

culture. Culture means the norms, values, and believes that are learned during the life 

from different institutions starting from family, school, business, society, religion and 

others. This illustrates the impact of Arabic and Islamic values on the managerial 

behaviour of FBs in the Gaza strip. 

Characteristics of Arab Management as following: 

1. Majority of employees in Arab firms believe that the institution owner is the 

spiritual father that should be followed and obeyed. 

2. There is extreme tendency toward centralization. 

3. Most decisions taken in the Arab firms are subject to reconsideration and debate. 

4. Relationships and personal trust considered as the most important criteria in Arab 

firm that used in measuring performance efficiency. 

5. Arab companies employ relatives and friends based on personal relations rather 

than on formal announcement and this might negatively affect performance 

6. The majority of employees in Arab firms do not consider that deadlines and time 

commitment as significant issues. 

7. Managerial characteristics of Arab firms are like managerial characteristics of 

Arab family firms because the majority of Arab firms are family owned and 

managed. 
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Section 2: Factors Impacting Employee Performance 

2.2.1 Employee Performance 

2.2.1.1 Introduction 

Employees are the bedrock and the main factor of existence of any kind of 

organization (Uzochukwu 2018). So that,  it is crucial to build strong ties with them 

(Dukhan, Mohamad et al. 2017). The concentration on performance of employees 

increases because the human resources increase the focus on productivity of workers 

(Sandhu, Iqbal et al. 2017). However, to improve the organization and achieve its 

objectives and goals, the starting point is to improve employees (Hermawati and Mas 

2017). Positive employees performance benefits the organization because it leads to 

organization success,  in the same time it benefits employees because achieving the 

tasks is considered as the source of satisfaction (Al-Omari and Okasheh 2017).  When 

the firm does not believe that its employees are the essential asset, it will not be  able 

to continue and achieve progress (Sandhu, Iqbal et al. 2017). 

The main objective of managing employee performance is to ensure that 

employees perform toward achieving the firm objectives. So, they must fully 

understand the performance which is expected from them,  and continuously provide 

feedback about their work in comparison with expectations (Singh and Gupta 2013).   

It is very important to monitor employee performance. This cannot be 

haphazardly done. It requires specific system called employees’ review system that 

includes on-job-training, performance appraisal, counselling sessions, interviews and 

plans for developing employee performance. In which, It leads to improve employee 

performance (Naharuddin and Sadegi 2013).  

2.2.1.2 Definition of Employee Performance 

Employee performance known as job performance of an employee (Shaikh, 

Tunio et al. 2017). Employee performance is a multi-dimensional structure that 

includes behavioral and functional patterns such as knowledge, skills, managerial 

competencies, cognitive abilities and conscious abilities (Sandhu, Iqbal et al. 2017). 

 Various definitions were suggested in the literature. Some authors define it as 

the productivity of each individual in the firm, and  as the output of employee that he/ 

she produces for tangible and intangible returns (Soomro, Breitenecker et al. 2018). 
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Others define it  as a function that includes three main component: ability, motivation 

and opportunity to perform (Khoreva and Wechtler 2018). Some authors suggest that 

it is about performing the actions effectively and efficiently to achieve the job  goals 

(Dukhan, Mohamad et al. 2017). In addition, Employee performance can be defined 

as the outcomes and results achieved by employee’s work on duties and 

responsibilities given to him/her based on his/her abilities, skills, knowledge and 

competencies for certain task within specific time which contributes in achieving the 

firm’s goals, strategies and vision (Zafar, Karim et al. 2017, Vipraprastha, Sudja et al. 

2018) . 

It is very important to differentiate between actions such as behaviors and 

outcomes of employee performance. Not all behaviors can be classified under the 

performance. Only behaviors that are related to the firm goals can be taken in to 

consideration. In addition, the actions that can be measured are classified as a part of 

performance (Sandhu, Iqbal et al. 2017). 

2.2.1.3 Differences between Organizational Performance and Employee 

Performance 

- Organizational performance is the ability of the firm to achieve efficiently its goals 

and objectives (Shaikh, Tunio et al. 2017). Moreover, it can be defined in term of 

efficiency and effectiveness. Effectiveness is the extent of the firm ability to 

achieve its goals. Efficiency is the ratio of the resource inputs used to achieve the 

required outputs (Chang, Park et al. 2010).   

- Organizational performance depends on employee performance (Sandhu, Iqbal et 

al. 2017) because human resource plays a critical role in the growth of the 

organization and its performance (Khan, Khan et al. 2011). Hence, both 

organizational success and productivity rely on employee performance (Shaikh, 

Tunio et al. 2017). So,  the development of employee performance is essential for 

development of  organizational performance (Vipraprastha, Sudja et al. 2018). 

- Organization performs well when it successfully executes the appropriate strategy 

for the whole organization, while employee performance is the single output of 

work of an employee (Sandhu, Iqbal et al. 2017). 
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2.2.1.4 Factors Affecting Employee Performance   

There are many factors that affect the employee performance. Some factors are 

related to the employee himself/herself like skills, abilities, traits (Pawirosumarto, 

Sarjana et al. 2017), experience and knowledge that are used to perform work in an 

effective and efficient manner (Dukhan, Mohamad et al. 2017) . 

 Other factors are related to the work environment such as motivation. The firm 

motivates employees and tries to satisfy their requirements in order to improve their 

performance to achieve its objectives (Vipraprastha, Sudja et al. 2018). Also providing 

employees with suitable rewards lead to create positive attitude toward their jobs 

which appreciate their productivity (Sandhu, Iqbal et al. 2017). Moreover, 

participating them in decision making process increases their productivity  because 

participation strengthen feeling of privilege and supports attachment to the 

organization, a thing that raises employee performance (Soomro, Breitenecker et al. 

2018). In addition, leadership style affects employee performance in which the clever 

leader should identify suitable leadership style that positively influences subordinates 

performance (Pawirosumarto, Sarjana et al. 2017). Successful leader means successful 

performance of employees (Utama, Sapta et al. 2018). 

Other factors are related to stress such as job stress. This happens when the 

firm asks employee to achieve specific level of work, while he/she does not have 

enough abilities to do it. This leads to medical problems that negatively affects 

employees’ performance. Add to that physical stress: physical burnout due to excess 

job pressure that leads to bad physical results such as headache and back pain. 

Psychological stress, known as psychological burnout, has many signs such as: fatigue, 

lack of personal achievements and isolation (Shaikh, Tunio et al. 2017). 
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2.2.1.5 Indicators of Employee Performance 

According to Vipraprastha, Sudja and Yuesti (2018) the indicators that are 

usually used to measure employee performance are: 

- Job performance: employee skills that enable him/her to solve problems while 

completing the work tasks. 

- Responsibility: feeling of responsibility that employee must execute tasks well. 

- Honesty: delivery of something according to the real situation. 

- Cooperation: employee ability to participate with other members and employees. 

- Initiative: employee ability to perform the tasks and take decisions in urgent times. 

- Timeliness: performing tasks according to the predetermined time (Utama, Sapta 

et al. 2018). 

- The level of work errors: employee ability to perform the tasks without any errors. 

- Working speed: the speed of performing the routine tasks without decreasing the 

quality of work. 

- Other indicator including: quality of work, quantity of work, success of work 

(Utama, Sapta et al. 2018) innovation and available resource utilization methods 

(Sandhu, Iqbal et al. 2017). 

2.2.2 Performance Appraisal 

2.2.2.1 Introduction 

Performance is an essential element for organizational success, therefore, 

organization should set strategies for developing performance and measuring it 

periodically (Padmasiri, Sandamali et al. 2018). It is very important to evaluate 

employee performance because it is the essence of the firm performance assessment 

(Zhao, Xu et al. 2018). Some authors suggest that performance appraisal system must 

take the first priority since it is the most critical system of HR in any organization 

(Shaikh, Tunio et al. 2017).  

There are two main objectives of appraisal system which are administrative 

and developmental. The administrative objective includes administrative functions 

based on the results of appraisal process such as: salary management, promotion, 

retention and termination decisions, layoff, and identification of poor performance. On 

the other side, the developmental objective includes developmental functions that rely 
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on results of appraisal process such as: identification of training needs, determination 

of employee’s strengths and weaknesses, specification of transfers and assignments 

and  provision of performance feedback (Ly 2017). 

Some supervisors assess their employees’ performance annually, semi-

annually, or quarterly to determine areas that need development. Appraisal system 

should be systematic, objective, comprehensive and scientific. Add to that a very 

crucial point that is appraisal system should be combined with suitable incentive 

mechanism in order to contribute in the improvement of employees and the  firm as a 

whole (Zhao, Xu et al. 2018). When employees’ performance appraisal is conducted  

in an objective manner, the result will give proper feedback that helps in raising 

productivity and performance (Pawirosumarto, Sarjana et al. 2017). Employees should 

practice high autonomy, should be given clear work duties and receive feedback about 

their performance (Sandhu, Iqbal et al. 2017).  

Organizations use appraisal system mainly to improve the employees’ 

performance. Hence, it is very critical to know employees’ attitudes toward appraisal 

system. When employees perceive the system as fair they will be satisfied and will 

accept its feedback and use it to improve themselves. On the other hand, when 

perception of employees that the system is unjust, they will not consider its feedback 

and use it to develop their performance (Othman 2014).  

The importance of appraisal system is that it’s used as a base for many activities 

within the organization such as: performance payments, training and development, 

promotion and rotation, rewards and disciplinary actions (Singh and Gupta 2013). 

2.2.2.2 Definition of Employee Performance Appraisal 

Process of evaluating employees in which a supervisor evaluates, compares 

and gives feedback about employees’ performance (Venclová, Salková et al. 2013). 

Also, it can be defined as the process in which the organization evaluates its human 

resources in term of their current performance. It evaluates the interests, strengths, 

weaknesses and probability of improvement of each individual. The results of 

evaluation should be delivered for employees. Thus, they are used to constitute 

database for developing human resource (Obisi 2011). Hence, performance appraisal 

is a process that involves setting performance expectations in cooperation between 
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employee and supervisor, and employees work to meet expectations, then measuring 

and comparing the performance in order to provide feedback and using the outcomes 

to benefit the firm, supervisor and employees (Othman 2014). 

2.2.2.3 Characteristics of Appraisal System 

According to Singh and Gupta (2013) characteristics of appraisal system are: 

- Outside appraiser: the employee’s actual performance should be compared with 

the expected performance and standard by any party rather than the employee 

himself. 

- Timed: employee evaluation should be related to period (quarterly or 

semiannually) rather than product or project. 

- Standardized: appraisal process should be conducted to all employees in systematic 

manner. 

- Obligatory: the process must be conducted to all employees without exceptions. 

- Documented: the results of appraisal process must be recorded and preserved. 

2.2.2.4 Types of Performance Appraisal 

Namely, there are two types of employee’s performance appraisal. Formal 

(systematic) appraisal and informal (non-systematic) appraisal. Formal appraisal is the 

formal organizational evaluation process that is systematically executed by supervisor 

to compare the actual performance of employees with the standards. While the 

informal appraisal is informal evaluation that is continuously executed by supervisor 

during the work (Venclová, Salková et al. 2013). 

2.2.2.5 Problems that lead to failure in performance appraisal 

Many problems can cause failure in the appraisal of employee performance 

such as: lack of employees’ participation in setting goals that they are required to 

achieve. So, they do not have full understanding of what they should do. This affects 

the appraisal process negatively. Also, the absence of good relationship between 

employees and supervisor and ineffective communication, in addition to lack of 

supervisor monitoring and coaching to employees. Moreover, the absence of effective 

management of the process and lack of management support (Othman 2014). 



27 
 

2.2.3 Training 

2.2.3.1 Introduction 

Nowadays training is considered the most essential factor in business because 

it improves the efficiency and effectiveness of employees as well as the company. 

Employee performance depends on various factors. Training is the most critical one 

(Khan, Khan et al. 2011). Training concentrates on learning employees and developing 

them in order to appreciate their performance (Dukhan, Mohamad et al. 2017). Hence, 

it develops employees jobs and enables them to work and innovate better (Hasibuan, 

Purba et al. 2016) Many terms are used to express training such as: employee 

development, HR development and learning and development (Dukhan, Mohamad et 

al. 2017).  

2.2.3.2 Definition of Training 

Training can be defined as a systematic process that mainly aims to develop 

skills, knowledge, abilities and productivity of employees through a set of systematic 

and planned activities to enable them to perform their tasks and duties in an efficient 

and effective manner (Zafar, Karim et al. 2017). Effective training means the delivery 

of right and useful information that contributes in developing behaviors and skills of 

employees and reflects positive result on the firm (Padmasiri, Sandamali et al. 2018). 

The main result of training is education. Employees will acquire new knowledge, 

behaviors and skills that enable them to perform their tasks well and to be ready for 

higher level jobs (Amin, Saeed et al. 2013).     

2.2.3.3 Purpose of Training 

The company provides training for its employees to:  

- Develop the skills, knowledge and abilities of employees (Dukhan, Mohamad et 

al. 2017).  

- Improve employees performance and productivity (Zafar, Karim et al. 2017). 

- Create positive long-term effect on employees by enhancing them to commit to 

apply what they have learned in training in to their jobs (Dukhan, Mohamad et al. 

2017).  

- Achieve the firm goals (Zafar, Karim et al. 2017).  
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- Enable employees to succeed in performing tasks that they were not able to 

perform them well before training (Zafar, Karim et al. 2017). 

- Enable employees to adapt with changes (Kum, Cowden et al. 2014). 

- Meet the present and future challenges (Milhem, Abushamsieh et al. 2014). 

Training is one of the costly aspects within the company. Any failure means 

waste of money and time. On the other hand, success of training means high returns in 

the long-term. So that, company should carefully prepare for training programs in 

which they must be based on employees needs and demand (Zafar, Karim et al. 2017). 

In other words, the focus of training should be on improving employees skill 

(Alwekaisi 2016). If the company succeed in doing this, it will gain the best results on 

both individual and organizational levels (Zafar, Karim et al. 2017). 

In the beginning the company should start with training needs assessment in 

which it will assess the areas that need and demand training and development of 

performance, then the company will focus on the areas that greatly require training and 

in the same time affect directly organizational performance and productivity (Amin, 

Saeed et al. 2013). 

2.2.3.4 Types of training provided to employees 

1. On-the-job training 

On-the-job training can be defined as set of activities implemented in the 

workplace to improve skills, knowledge and abilities of employees such as their 

offices, disks in addition to others places that they use through their work (Pfau 2005).  

It should be planned training in order to gain positive results. Here the trainer, 

supervisor or manager will spend long time with trainee to teach him/her 

predetermined skills  and the work itself represents a complete part of training 

(Milhem, Abushamsieh et al. 2014). 

2. Off-the-job training 

Off-the-job training refers to learning activities executed out the workplace to 

develop the skills, knowledge and abilities of employees. It includes group discussion, 

lectures, reading, workshops, training courses in addition to other methods (Milhem, 

Abushamsieh et al. 2014).  
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2.2.3.5 Training Methods  

There are many training methods. The study will mention some of them such as: 

- Academic learning: employees can gain scientific knowledge by participating in 

academic learning and scientific programs, so they can reinforce their abilities in 

decisions making and problem solving (Dorjkhuu 2013).  

- Mentoring: training can be given by mentoring in which mentor has specific 

skills, knowledge and abilities in problems solving, conflicts resolution and 

communication (Milhem, Abushamsieh et al. 2014).  

- Job rotation: employees can acquire new skills and techniques by moving to 

various positions in the firm. Moreover, they can recognize the ways that 

departments communicate with each other. Job rotation gives employees 

different attributes such as equal distribution and participation in decision making 

(Dorjkhuu 2013). 

- Seminars: employees constitute small groups that meet each other regularly to 

discuss specific topic. This enables trainee to be familiar with work functions and 

be more involved with them. In addition, it enables employees to deal with 

problems that occur regularly (Milhem, Abushamsieh et al. 2014). 

- Team training: employees here learn how to solve the problems effectively 

within groups. The observations and feedback are asked about through training. It 

focuses on important skills and provides the employees with an opportunity to 

receive feedback (Milhem, Abushamsieh et al. 2014). 

- Distance learning and e-learning: it is learning by using television, audio, video 

tapes and information technology. Instead of the physical attendance by trainees, 

education activities and materials are provided and distributed by the post or the 

internet. E-learning enables employees to access to internet and get the learning 

applications, programs and materials in the time and place they choose. This 

enables the firm to provide training for large number of employees with 

consistent material and flexibility in term of time and place (Dorjkhuu 2013, 

Milhem, Abushamsieh et al. 2014). 

2.2.3.6 Factors affecting training 

 Kum, Cowden and Karodia (2014) suggested some factors that hinder the 

conveyance of learning in to the work such as: 
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- When a learner thinks that applying new skills is valueless, or he/she will not 

receive rewards for applying new skills, or reward is valueless from his/her point 

of view. 

- When an employee does not have the freedom to apply new knowledge and skills 

because there is strict control over tasks that he/she performs. 

- When supervisor does not encourage applying new things in the work, in this 

case, supervisor’s behavior affects the employees’ behavior because he/she 

controls rewards and punishment. 

- After an employee receives training and comeback to the work to find that 

colleagues appreciate new ideas but with criticism, then he/she will be 

disappointed.  

2.2.3.7 Training in FB 

Family firms depend on a small group of talent in comparison with other types 

of firms (Alwekaisi 2016). In addition, they rely on the commitment and skills of each 

employee within the firm (Birdthistle 2006). So, training and development of 

employees in FBs is very critical for them (Alwekaisi 2016). And the focus should be 

on developing their knowledge and competencies. Small and medium-sized family 

firms invested in training and development to improve the staff knowledge, skills and 

competences which contributes to increase the firm’s productivity and enhances the 

competitive advantage (Birdthistle 2006).  

Moreover, FBs need to keep up continuously with business changes in order to 

be able to maintain their status. This can be achieved by investing the different 

resources in training the employees (Sayed, Sharma et al. 2014). Specially, in-firm 

training which can benefit family firms and help them to improve the skills of 

employees. It is important to build training plan on training need analysis that help 

family firms to define training issues (Alwekaisi 2016) because sometimes family 

firms face problems in determining their training needs in an effective manner 

(Birdthistle 2006). In addition, the training must be integrated with performance to 

contribute to the improvement of performance.  

In some cases, FBs face problems in term of employee perception toward 

training. So they have to enhance the employees attitudes toward training and change 
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their perception in order to increase their participation in training programs to update 

their knowledge and skills (Alwekaisi 2016). On the other hand, FBs may not prefer 

to invest in employees because they fear from losing them when they are attracted by 

competitors (Birdthistle 2006).  

2.2.4 Organizational Communication 

2.2.4.1 Introduction 

As it is known, human resource is the nerve of any organization, but dealing 

with them is not an easy task. It requires specific skills to manage and motivate them 

in order to achieve high performance. Here, the importance of communication appears. 

When employees see that management communicates effectively with them, this will 

appreciate their commitment to their organization, performance, satisfaction and trust 

(Rajhans 2012). While, when employees see that communication is fruitless, this leads 

to employees dissatisfaction, stress, low organizational commitment and low trust 

(Husain 2013).  

Communication is critical not only for employees but also for the organization, 

without it nothing can be done. For example instructions can’t be transferred to 

employees, material can’t be ordered from suppliers, orders can’t be received from 

customers as well as goods and services can’t be delivered to clients in addition to 

endless examples (Conrad 2014). Hence, active and appropriate communication 

contributes to success in any firm. It links the different parties of the firm and enables 

it to coordinate its employees and teams. The absence of efficient communication 

means inability to run the various activities which lead to failure (Dukhan, Mohamad 

et al. 2017).  

2.2.4.2 Definition of Organizational Communication 

Communication can be defined as the interaction between members to 

exchange ideas, opinions and feelings by words, letters or symbols (Femi 2014). Also, 

it is the process of contacting and connection with members and groups in order to 

deliver and exchange information and to share meaning and understanding (Dukhan, 

Mohamad et al. 2017).  

Both organizational and employee communication have the same meaning 

(Berger 2011). Employee communication is the transfer of information that are related 
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to the day-to-day performance of employee’s job, its importance increases when the 

employee is considered as an effective member in the workforce (Femi 2014). 

 Organizational communication is the process of information transfer about the 

work from the firm to employees and via employees (Husain 2013). It is considered 

as binding force that allows for cooperation among members (Femi 2014). Also, it is 

considered as asocial process that aims to exchange information among different 

departments and units in the organization and the environment in order to facilitate the 

organizational operations and achieve its objectives and  goals (Ince and Gül 2011). In 

term of effective communication, it is the conveyance of information between two 

parties followed by feedback from the receiver to sender to insure the right 

understanding of the information (Femi 2014). 

2.2.4.3 Importance of Organizational Communication 

Communication connects individuals with each other and facilitates their 

cooperation. This contributes to  create relationships (Femi 2014). The firm survival 

depends on the relationships among employees and teams (Rajhans 2012). Employees 

should interact with each other, moreover they should meet, talk, advise and teach each 

other. This interaction broaden the horizon, generate new ideas and provide solutions 

for problems (Femi 2014).   In the same time, communication enables employees to 

get information about their work, firm, workforce and the environment surrounding 

them (Husain 2013).  

Hence, communication encourages building trust among employees, 

appreciates their commitment to work , assists employees and groups to cooperate and 

coordinates activities to achieve the firm goals (Rajhans 2012) and motivates them to 

support the organization’s success (Husain 2013). It enables individuals to clarify the 

confusions and misunderstanding (Femi 2014).  In addition, it helps them to express 

their feelings, ideas, achievements,  emotions and feelings toward their firm and what 

it means for them (Rajhans 2012).  

It has been found that tow-way communication creates happy and successful 

employee who has the feeling of high value (Proctor 2014). However, employees 

sometimes do not recognize the significance of communication in achieving 

organization’s goals or do not have experience in term of establishing and maintaining 
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successful communication system. Here, managers are responsible for developing the 

communication system within the organization, training employees on communication 

skills and enhancing the effective communication (Proctor 2014).When 

communication is done in suitable and timed manner, business activities will  be 

executed in an easy way (Raziq and maula-bakhsh 2014).  

2.2.4.4 Goals of Organizational Communication   

According to Husain (2013) the main goals of organizational communication are: 

- To inform employees about their work and policy issues within the organization. 

- To build a community inside the organization. 

2.2.4.5 Communication Networks 

It illustrates how communication transfers within the organization. There are 

two types of networks: formal and informal communication networks (Berger 2008). 

1. Formal communication network includes the transfer of information related to 

the formal work of an organization. It is based on specific rules that identify who 

is to communicate with whom. Formal communication structure illustrates the 

communication responsibilities and authorities of individuals in the workplace 

(Wang 2011). Here, information is transferred by formal ways such as memos, 

newsletters and policy statements (Berger 2008).   

2. Informal communication network includes sharing information that is not 

related to the formal work of an organization. It builds informal relationships such 

as friendship among employees and cuts the organizational bounds. It does not 

follow the formal structure in which a member of upper levels interacts with 

members from lower levels, like sharing jokes or any topic that is not related to the 

work. Informal communication encourages cohesiveness among employees and 

satisfies their social needs (Wang 2011). Here, information is transferred by 

informal ways such as grapevine which is now electronic, fast and 

multidimensional. It includes rumors, opinions and expression of feelings (Berger 

2008).   

2.2.4.6 Organizational Communication Types 

There are three main types of communication which are vertical, horizontal 

and diagonal (Berger 2008) 
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1. Vertical communication: it is the communication from upper to lower level or 

from lower to upper level in the organization (Berger 2008). It includes two types 

which are: 

- Downward communication: it is the transfer of information from upper to 

lower level. It is about providing employees with information and instructions 

about their work and how to perform it and give employees feedback about 

their previous performance (Wang 2011). 

- Upward communication: it is the flow of information from lower to upper 

level. Managers depend on it to keep up with what is happening in the 

organization and to know employees’ feelings and opinions (Wang 2011). 

2. Horizontal communication: it is the communication among individuals and 

departments in the same level (Ince and Gül 2011). 

3. Diagonal communication: it is communication between employees from various 

levels and various functions (Berger 2008).  

2.2.4.7 Hierarchy of Organizational Communication Needs 

Rajhans (2012) suggests the hierarchy of employee’s communication needs 

1. Job responsibilities 

2. Performance feedback 

3. Individual needs 

4. Work unit objectives and results 

5. Vision, mission and values of organization 

6. Empowerment 

2.2.4.8 Organizational Communication and Employees Performance 

The different aspects of organizational communication such as high frequency, 

openness and accuracy, sufficiency of information about policies, procedures, and 

performance feedback have positive impact on  employees performance (Proctor 

2014).  

Managers should support the delivery and accessibility of information to 

employees (Dukhan, Mohamad et al. 2017). So that, management should clearly 

communicate performance standards and expectations to employees. In the same time,  

it should observe and appraise them, then provide them with feedback about their 
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performance in order to enhance them to achieve better results (Femi 2014). Hence, 

Managers and supervisors receive information about employees’ performance and 

deliver them feedback. Based on this exchange of information, managers should 

provide employees with opportunities to develop their skills  which encourage their 

performance (Dukhan, Mohamad et al. 2017).  

Moreover, managers should open tow-way communication with employees 

and enhance the upward and downward lines of communication because when 

employees feel that management supports them, this will positively influence their 

performance and encourage them to exert higher effort to benefit their organization 

(Proctor 2014). It is very important to mention that communication between 

management and employees must be just and equal to achieve the desired results (Femi 

2014). 

2.2.4.9 Organizational Communication in FB 

Management system of FB consists of complicated network of relationships 

among both family members and non-family managers. The relationships between the 

two parties are highly connected to the organizational success. Everyday managers 

make decisions related to the work and in the same time influence the existence and 

success of business, so that managers need to get complete information in addition to 

an effective communication system to share information and decisions with all parts 

in the company (Grytsaieva and Strandberg 2016). 

Management communication with employees is very critical. Managers should 

be available with employees, especially if the organization is hierarchical, or if it is 

scattered in different geographical areas. Managers should regularly meet employees, 

visit their offices, walk between them and talk to them (Denisova 2007). The more the 

mutual communication between management and employees is available, the more 

employees are able to achieve objectives and daily tasks (Grytsaieva and Strandberg 

2016). 

Family firm differs from non-family firm in term of communication and 

relationships in which family members have specific relationships that are different 

from non-family members in term of complexity. The norms, values and behaviors of 

the family affect the FB (Grytsaieva and Strandberg 2016). 
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FB described as” Paternalistic” which is represented in the hierarchical 

relationships, centralized authorities and the family interest toward its employees. 

According to FB culture there is an atmosphere of trust, loyalty and continuous 

supervision over employees. Hence, family members are responsible for making the 

important decisions. However, when the firm size increases the paternalistic becomes 

more sophisticated. In such case, FB uses delegated managerial systems, increases 

employee payments and focuses more on training (Harris, Reid et al. 2004).     

In term of management, oftentimes family managers give the management 

control of the firm to non-family managers, but in many cases, this leads to conflict 

and stress because non-family members see themselves in complicated situation due 

to their position as a part of the work but not as a part of the family. Another reason 

for conflicts is that both parties have different goals. For example, the non-family 

managers aim to increase profit and appreciate the firm growth. In the same time, 

family members have other objectives such as hiring employees from the family, 

succession, continuous supervision over employees and centralized decision making. 

Moreover, family members are distinguished from non-family members in term of 

shared values, trust and loyalty. In addition, they care more for family employees and 

in some cases the family employees take decisions without return to the nonfamily 

members. All those obstacles lead to difficulties in communication (Grytsaieva and 

Strandberg 2016).      

2.2.5 Organizational Trust 

2.2.5.1 Introduction 

 Trust is the base of all relationships. Without trust, relationships cannot be 

built and objectives and goals will not be attained (Dursun 2015). Building trust in the 

workplace is the responsibility of managers, they support trust within organization to 

encourage members and groups to innovate and perform better (Serrat 2017).  

Trust is appreciated when quality relationships and clear communication are 

existed between managers and employees (Paliszkiewicz, Koohang et al. 2014)  

Hence, mutual trust between employees and managers affects employees’ behavior 

which finally affects their performance (Brown, Gray et al. 2015). In addition, 

employees’ feeling of trust can be enhanced by enabling them to take decisions that 
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are related to their work (Rekabdar 2015). Employees who feel that manager trust 

them, have higher feeling of responsibility which is reflected in their voluntary feeling 

of commitment and accountability toward organizational outputs. So that, employees 

who feel trusted will do their best to achieve organization objectives because they 

consider themselves responsible for the results (Rekabdar 2015). 

On the other hand, when the level of trust is low within the organization, 

employees will direct their effort toward supervising others’ actions and behaviors to 

defend their own interests (Paliszkiewicz, Koohang et al. 2014). This will affect the  

products and services quality in addition to employees loyalty (Guinot, Chiva et al. 

2014). 

2.2.5.2 Definition of Organizational trust 

In fact, there is no one universal definition of trust that can be applied in all 

situations (Arnason and Johnsen 2012). Rather, the literature introduces different 

definitions for organizational trust. It can be defined as faith and confidence that an 

individual or organization is honest, reliable and fair (Komodromos 2014). Also,  it is 

the organization belief that members and teams are reliable, true and can be depended 

on their abilities (Brown, Gray et al. 2015). In addition,  It is defined as confidence 

that the other party will  behave in reliable manner that benefits the organization, does 

not cause any harm, and respond in expected and reasonable way (Paliszkiewicz, 

Koohang et al. 2014). Moreover, it is defined as the employee perception toward the 

organizational support provides for them and their belief that a supervisor will be 

truthful and committed to what he/she says (Dursun 2015). 

Organizational trust is a multidimensional variable that can be used to indicate 

different concepts. The first one is interorganizational trust: it refers to trust among 

two organizations. The second one is intraorganizational trust: it refers to different 

meanings. Some authors use it to express the relationship between employees and their 

supervisor. While, others use it to indicate the relationship between employees and 

firm managers(Starnes, Truhon et al. 2010). 

In the same time, organizational trust is used to indicate to lateral trust or 

vertical trust. Lateral trust: is the trust relationship among employees who are in the 

same level or position that considered as work colleagues or workmates. While 
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Vertical trust: is the trust relationship that ties employees with their supervisor, 

subordinate, management or the organization as a whole (Guinot, Chiva et al. 2014). 

The study here focuses on vertical trust. 

2.2.5.3 Benefits of Organizational Trust 

Organizational trust is essential and required for members and groups to 

maintain sustainability of organization (Jiang and Chen 2017). High level of 

confidence among individuals in the workplaces enhances participation of resources 

and positively affects their behaviors (Malik, Ahmad et al. 2011). Also, it appreciates 

the performance of the organization as a whole (Brown, Gray et al. 2015). And affects 

positively organizational success (Serrat 2017). When employees feel that they are 

trusted, they will be satisfied (Fard and Karimi 2015), more comfortable in the work 

environment, their productivity will increases, and they will care more for their 

organization (Boe 2002). 

Building trust benefits the organization in many different areas such as: 

reduction of the cost related to evaluation and control techniques (Fard and Karimi 

2015), increasing the organization value, building good reputation, distinguishing the 

brand, facilitating communication and initiating strong relationships with members 

and groups, enhancing cooperation and coordination among individuals, appreciating 

employees loyalty, confidence, commitment and innovation (Serrat 2017). Moreover 

they can take independently their own decisions (Starnes, Truhon et al. 2010).  

Despite that trust provides different benefits for the organization, it also has 

negative sides. Whereas enhancement trust within organization has many advantages, 

extreme level of trust comprises the risk of being deceiver which affects negatively the 

organizational performance (Guinot, Chiva et al. 2014). 

2.2.5.4 Determinants of Trust 

Starnes, Truhon and McCarthy suggested three main factors that determine 

organizational trust: 

1. Features of the trustors: are expressed as the tendency of trustor to trust. Some 

people have more tendency to be trusted than others. 

2. Features of the trustee: are expressed as trustworthiness, which consist of three 

factors: Ability: is the competence and experience of trustee in a specific field that 
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is used as a base for trust building. Benevolence: is the desire and well of trustee 

to do useful things for trustor. And Integrity: are values and principles that direct 

the trustee behavior and it is accepted by trustor (Guinot, Chiva et al. 2014). 

3. Perceived risk: when trust is greater than perceived risk in a situation, then risk 

will be taken and trust relationship will be built. 

2.2.5.5 Reasons for Lack of Trust     

According to Boe (2002) lack of trust occurs due to many reasons such as: 

- Employees in the higher levels show less respect to other employees. 

- Few information shared with employees in the lower levels. 

- Employees freedom is limited. 

- Low level of morale. 

2.2.5.6 Phases of Trust 

Developing trust among people passes through many phases. The first phase is 

deterrence-based trust, in this phase people will behave in a certain manner according 

to the future results of their behaviors and actions, in other words they will act in a 

specific way in order to prevent punishment from not doing the action and behavior, 

or to prevent losing the reward of not being trustworthy. Here, people try to gain the 

reputation of trustworthy. Hence, the level of trust here is not high and any wrong 

causes great harm. The next stage is knowledge-based trust, here trust grows among 

people through meetings, collecting information and noting behaviors through many 

situations. Trust here is stronger and individuals condones and forgive situations that 

temporary breaks trust. The last phase is identification-based trust, here the level of 

trust is high because individuals understand well each other and know exactly needs 

and wants of each other, moreover each party fully trusts the other party, and he/she 

will surely protect and serve him/her and act in a way that maintains their trust 

(Arnason and Johnsen 2012).  

2.2.5.7 Organizational Trust in FB 

The term of trust is usually mentioned in the FB research but it is rarely studied 

(Eddleston and Morgan 2014). Trust is a critical determinant of success for all kinds 

of organizations. It is required to achieve good governance and successful succession 

(Cater III and Kidwell 2014).  
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FB differs from other types of businesses in which it has complex emotional 

dynamics. In the same time it is characterized by trust and loyalty that are considered 

as essential values (Atsan and Erdem 2015). Specially in the early phases of FB the 

mutual trust and commitment levels are high because the focus is not only on economic 

objective, but there is an emphasis on non-economic objectives. In addition, the 

exchange relationships are based on kindships and friendships. However, when family 

firms grow, level of trust may declines as the governance system becomes more 

complicated (Cater III and Kidwell 2014).  FB appreciates trust and tries to create 

trusting environment which increasingly becomes as family capital (Atsan and Erdem 

2015).  

Organizational trust is considered as prerequisite for good performance and 

success in family firms. It smooths communication and cooperation between 

employees, and enables them to rely on each other. Also, it contributes in declining 

conflict, facilitates performing tasks within teams and groups, encourages building 

good relationships between family members and non-family employees, enhances 

employees feeling of security in their work and develops productivity(Schick 2014). 

 There are many reasons and factors that affect organizational trust in FB such 

as the different norms and values between family and non- family employees, in 

addition to the idea that non-family members are not loyal to the firm. Moreover, there 

are other factors including nepotism, favoritism and cronyism that affect 

organizational trust in FB and lead to many problems that reduce trust between both 

family and non-family employees (Atsan and Erdem 2015).  

2.2.6 Transparency 

2.2.6.1 Introduction 

Transparency is an important factor for organizational effectiveness 

(Schnackenberg 2010). Any organization tries as much as possible to build trustworthy 

relationships with its internal and external stakeholders (Schnackenberg and 

Tomlinson 2016). 

Some organizations consider themselves practicing transparency by disclosing 

the code of ethics on organizations websites. While others consider that transparency 

is related to providing information about organizations governance and finance to 
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stakeholders. Organizations should care about providing information to the right 

audience and insure that disseminated information has been understood by receivers 

(Albu and Flyverbom 2016). It has been observed that positive impact of transparency 

on performance outputs partially relies on how transparency affects the organization 

relationships with its stakeholders (Schnackenberg and Tomlinson 2016). Many 

factors appreciate the appearance of transparency within organization like media 

which works hard to reveal any differences between firm image and its organizational 

practices. In addition to the sharp competition among business reporters and searching 

engines that are specialized in business issues (Hatch and Schultz 2001).  

In order to achieve transparency, two requirements must be met: quality and 

quantity of information disclosed. Organization should disseminate information that 

are available and beneficial for stakeholders. Hence, stakeholders can determine the 

fields of information that need to be disseminated and evaluate if it benefits them or 

no (Albu and Flyverbom 2016).  

Firms practice transparency through laws, policies and procedures that enhance 

disclosing and disseminating information to employees and other stakeholders. By 

using intranet websites and various platforms of social media to display, circulate, 

share and access to information and documents (Flyverbom 2016). 

Firms that aim to apply transparency should start from its internal environment. 

After the firm sets its strategy, it divides it in to individual goals, and it should clearly 

communicate them for employees who are responsible for achieving them during their 

work life. After that those goals will be used in performance appraisal of employees 

(Berggren and Bernshteyn 2007). Moreover, the firm should share information and 

participate its employees and be more open with them. This can be done by conducting 

weekly meetings with employees to know more about their needs, complaints and 

concerns. In addition to listen to their ideas and insights that contribute to the 

advancement of the firm. Moreover, firms can communicate online with employees to 

answer their questions (Flyverbom 2016).     

2.2.6.2 Definition of Transparency 

Transparency is considered as vague and messy concept (Albu and Flyverbom 

2016). Hence, many terms are used as synonymous for transparency including: 
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accessibility, availability, observability, visibility in addition to other terms 

(Schnackenberg and Tomlinson 2016). Originally, the definitions of transparency 

focus on disclosing information about the firm by disseminating standardized 

documents like financial reports and social reports. Later on, definitions focus on the 

dynamic nature of transparency that relies on online applications and platforms 

(Vaccaro and Sison 2011).   

Hence, some authors define transparency as perceived quality of information 

in organizational communication (Schnackenberg 2010). Others define it from 

different angles, such as transparency is the quality of information that organization 

shares with its employees. Also, it is the quality of information that organization 

participates with external stakeholders. And, it is the quality of information that firm 

collects about its customers (Schnackenberg and Tomlinson 2016). Hence, it is defined 

as  the availability of sufficient information for stakeholders (Schnackenberg and 

Tomlinson 2016). Some focus on the frequency of disclosing information (Albu and 

Flyverbom 2016). Others define it as inherited quality of information that sender 

purposely participate and share it (Schnackenberg and Tomlinson 2016). 

 In this study the focus is on transparency with employees which can be defined 

as the disclosure of information in timely manner and availability of information for 

the employees in order to achieve openness, accountability and gain trust (Flyverbom 

2016). 

2.2.6.3 Dimensions of Transparency  

Schnackenburg and Tomillson (2016) suggested three main dimensions for 

transparency:  

- Disclosure: is the stakeholders’ perception that they receive the relevant information 

in suitable time. Here stakeholders’ perception is related to their ability to get 

information they need. And information disclosure means that information should be 

openly shared with stakeholders. 

- Clarity: is the extent to which information is provided by firm considered clear, 

comprehensive and understandable. That means the use of easy language and symbols. 

- Accuracy: is the perception that the provided information is correct. In the case that 

firm provides inaccurate information, its reputation and transparency will be 

negatively affected. A thing which leads to scandals.  
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2.2.6.4 Importance of Transparency 

Transparency is essential for different fields in business such as management, 

finance, policy and relations because the disclosure of information enhances trust 

(Albu and Flyverbom 2016). It enables the firm to create, maintain and reform trust 

with its internal and external stakeholders (Schnackenberg and Tomlinson 2016). 

Transparency focuses on  providing reliable information in order to achieve clarity, 

insight, effectiveness and eliminates secrecy and fogginess (Albu and Flyverbom 

2016).  

It is important to mention that achieving full transparency is impossible, and it 

requires huge effort, in addition, it might affect the firm negatively in term of 

innovation, new ideas and gain profit because of availability of competitors. So firms 

must decide what to disclose and what to keep hidden in order to protect itself  

(Flyverbom 2016).  

2.2.6.5 Benefits of Applying Transparency 

According to Schnackenberg and Tomilson (2016), application of transparency 

within firms provides various advantages such as: increasing information disclosure 

and better credibility and reliability of information. In addition to the provision of clear 

and understandable information. Moreover, transparency facilitates visibility and 

accessibility to information. Also, it appreciates the presence of timely information 

and reduces information hiding. 

2.2.6.6 Reality of Transparency in FB 

The researcher suggests that the founder of FB owns financial information and 

other types of information that is critical for the business. He prefers to keep this 

information for himself and he does not disclose it to the other family members within 

the business. 

The founder relies on hidden information in making decisions by which FB is 

characterized by centralization in decision-making process. Yet, the crises appear 

when the founder die and this information is buried with him. Because this will 

generate conflicts among family members. Which may eventually lead to the collapse 

of the FB as a whole. 
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On the other hand, there is information shared among family members but 

hidden from non-family members, or shared with them only after the decisions are 

made, because family members consider that it is hard to share non-family members 

in decision making, especially when they are strategic decisions. Also, they considered 

that there is some strategic information or information related to the business success 

that should not be shared with non-family members because they do not need it  

(Grytsaieva and Strandberg 2016). Add to this, FBs do not prefer to share information 

about its financial position with its employees (Harris, Reid et al. 2004). 

Moreover, some authors suggested that the first-generation management is 

subjective and informal, while the second and third generation show more formal and 

objective management for the family firm (Hania 2012).      

2.2.7 Working Environment 

2.2.7.1 Introduction  

It is known that good working environment means good outcomes (TETTEH, 

Asiedu et al. 2012). Hence, due to the continuous changes in the environment and 

challenges that face organizations such as competition. Organizations try hard to 

provide suitable working environment to appreciate employees productivity, 

efficiency and effectiveness in order to maintain the organization sustainability and 

success (Raziq and maula-bakhsh 2014).  

Workplace environment plays a critical role in term of employees’ 

performance. In fact, it can positively or negatively affect their productivity. When 

employees have comfortable ,suitable, (Naharuddin and Sadegi 2013) healthy and safe 

working environment, their performance will be enhanced (TETTEH, Asiedu et al. 

2012). On the other hand, when the workplace environment is neither safe, healthy, 

calm, clear nor suitably lightened,  this will negatively influence employees’ health 

and productivity (Manu 2016). 

Managers and supervisors are responsible for creating working environment 

that enables employees to enjoy their work, feel that their work and achievements are 

important and they are essential part of the organization (TETTEH, Asiedu et al. 2012). 

Moreover, work environment should enhance and preserve the relationships among 

employees, supervisors and managers (Jain and Kaur 2014).  An employer is required 



45 
 

to prepare suitable workplace conditions, so that, he/she can get the required results of 

employees’ performance (Oswald 2012). 

2.2.7.2 Definition of Working Environment 

Working environment: is the internal and external factors surrounding 

employees that affect their abilities to perform tasks(Al-Omari and Okasheh 2017). 

Also, it can be defined as the aggregate mutual relationships which exist between 

employee, employer and the environment that employee works in which includes 

technical, human and organizational factors(Oludiyi 2015). 

2.2.7.3 Characteristics of Working Environment  

According to Jain and Kaur (2014) the characteristics of working environment are: 

- Obvious and clear communication: it is important to enhance employees feeling 

of being a part of the firm. In addition to deliver and negotiate the mission, culture 

and values of the firm. 

- Constancy of work-life: there should be balance between work and life. As much 

as balance can be achieved, the employee will be able to perform better. 

- Integrity: employees receive the rewards based on their performance without any 

discrimination. 

- Consistency: is the consistency of supervisor behavior which means that 

employees can predict the reaction of their supervisor in the different situations. 

2.2.7.4 Factors of Working Environment that Affect Employee Performance 

There are many factors of working environment that affect employee 

performance. Actually, current factors related to office employees had changed in 

comparison with previous factors because of the changes in technology, social 

environment and flexibility in executing organizational process (Naharuddin and 

Sadegi 2013).  

Physical environment: it reflects the physical ability of employee to deal with 

office environment. It includes many factors such as lighting, temperature, noise 

(Oswald 2012)cleanliness, coloring (Al-Omari and Okasheh 2017), furniture, 

availability of workspace, ventilation and office layout (TETTEH, Asiedu et al. 2012). 

Workplace should be designed and arranged in a way that facilitates communication, 

information participation and networks. Moreover, the layout of physical environment 
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within an organization must take in consideration the issues of formality and 

informality, privacy and functionality. The modern design of workplace includes 

furniture, technology, equipment and tools that facilitate the work ,enhance the 

productivity and reduce absenteeism and complaint (Leblebici 2012). In fact, physical 

characteristics of the working environment affect employees performance (Vischer 

2007). So when office design matches the employees needs and when there are 

developments in office building, this leads to enhance employees productivity and 

performance (TETTEH, Asiedu et al. 2012). Hence, it has been found that the physical 

layout and decor of workplace might lead to 5-10% raise in employees’ productivity. 

It is important to provide employees with required and adequate tools and equipment 

in addition to suitable work conditions that enable them to accomplish their work 

effectively. Otherwise their commitment, satisfaction and performance will be 

negatively affected (Leblebici 2012). 

Goal setting: employees participate their supervisor to set the goals, this 

participation enables employees to understand the goals, so they can work effectively 

toward achieving them (Manu 2016). The firm has two essential purposes of goals 

which are, to guide employees through their work and motivate them to achieve the 

desired performance. Hence, goals should not be very difficult, so they cannot be 

achieved nor easy so they do not motivate employees but they should be accepted and 

achievable (Mazubane 2017). 

Supervisor support: a supervisor must build strong relationships with 

employees based on respect and trust (Mazubane 2017). Supervisor support is 

important, and it has a positive impact on employee’s performance at work. When an 

employee receives support from supervisor, his/her performance will be reinforced 

(Malik, Ahmad et al. 2011). 

Mentoring and coaching: a supervisor works as an advocate who helps 

employees to perform current tasks by providing them with resources they need. In 

addition to encourage them to improve themselves for future tasks (Manu 2016).  

Job aid: they are checklists, templates, models and guides that facilitate work 

(Manu 2016). They provide the employee with procedure and steps to perform the task 

(Naharuddin and Sadegi 2013) which help to reduce work errors (Leblebici 2012).  
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Defined process: communicating with employee and providing him/her with 

documents that illustrate the workflow and how the work can be performed and 

expectation about his/her performance (Leblebici 2012, Manu 2016). 

When workplace environmental factors are available in suitable manner, 

employees will be motivated toward increasing their performance, moreover this will 

be reflected on their health, and it will lead to create balance between work and life 

(Naharuddin and Sadegi 2013). 

2.2.7.5 The Reality of Working Environment in FB 

The researcher suggests that, the company's founder is resistant to change. He 

prefers to keep working environment as it is, while his sons prefer to change, develop 

and improve in working environment as they are more informed with technological 

and business developments. Here, both parties have different points of view which 

lead to the emergence of conflicts between them. In this situation, the sons and other 

family members are forced to work in working environment as the founder wants. 

Even if they consider it unsuitable, because they do not have the power to change 

unless the founder dies. 

If the founder dies, family members can make changes, innovate and execute 

new ideas in working environment to keep up with continuous changes in business and 

technology. 

Family members, who are involved within FB, form their perception of work 

involvement based on their feelings toward work. In fact, their perception is associated 

to the amount of time they spend at work and the salience of the role they occupy in 

business (Frances Carmon and C. Pearson 2013).  

Family members who have salience roles show work-family conflict. Because 

as much as work salience increases, the work family interference increases. On the 

other side, family member employees have the ideas and the way of thinking of their 

families. As their salience of work role increases, they keep family needs and success 

as the most important priorities when making decisions (Frances Carmon and C. 

Pearson 2013). 

FBs managed by descendants’ work are better than FBs managed by founders. 

Hence, managers of the first generation are entrepreneurs, and they have technical and 
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business experience that enable them to open their own businesses. While descendants 

face some challenges when they manage the FB, so they work with non- family 

members in order to preserve the FB and to run it professionally (Hania 2012). 
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Section 3: Reality of Factors Impacting Performance of Employees in Bashir 

Siksik Co. 

2.3.1 About Siksik Company 

Bashir Siksik & Co. is the largest company for the supply and production of 

plumbing and infrastructure in the Gaza Strip. It was founded by Mr. Bashir Siksik in 

1974. The company has gained strong reputation through its technical expertise and 

commitment to supply plumbing and infrastructure, in addition to the establishment of 

its factory in 2005 which is considered the first and the largest of its kind in Palestine. 

The factory manufactures different products such as pipes of water and sewage 

according to the international production standards. This success is achieved by the 

cooperation and hard work of more than 350 employee who work in the company and 

factory. 

Over 44 years the company has been able to maintain the quality of its products 

and services through the continuous improvement of it resources. 

The company is able to acquire large share of local Palestinian market in 

defiance of many economic and political conditions and obstacles. Nowadays the 

company is considered the largest in its field in the Gaza Strip (Siksik 2018).  

Vision 

To be the leader, the first and the fastest growing Palestinian company in the 

field of trade and industry, which offering its products and services according to the 

international standards of quality (Siksik 2018).  

 Mission 

To promote the level of technical services in the community and the level of 

specialized human resources, by keeping up with the latest methods and techniques in 

the world and transferring them to enhance their Palestinian presence (Siksik 2018). 

2.3.2 Reality of FB in Siksik Co. 

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

Siksik Co. is a limited joint-stock company. Also, its family business is owned 

by three families which are Siksik, Akluk and Abu-Eiada. The company is officially 
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registered in the name of Siksik. After the death of the founder Mr. Bashir Siksik, his 

son Naeem Siksik took his place as the CEO. 

2.3.3 Characteristics of FB in Siksik Co. 

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

- The company ownership is related to the three families. 

- Board of directors includes members from the owning families in addition to 

other experts in different fields. 

- There is no interest in family succession, but succession is based on scientific 

and professional competencies. 

- There is interaction between family, ownership and management and this is 

considered as competitive advantage. 

- Families contribute in the company by financial and human resources, and this 

is the most distinctive feature which distinguishes FB from another NFB. 

However, it is very important to mention that the sons of the members of board 

of directors are employed in ordinary positions rather than sensitive positions, 

because employment process is based mainly on competencies rather than 

kinship. 

- The company focuses on noneconomic goals such as family future and 

maintenance of harmony among families. 

- There are many special characteristics in Siksik Co. such as high commitment, 

trust, culture and good reputation. 

2.3.4 Goals of FB applied in Siksik Co. 

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

- Involving families’ members in the company as leaders according to 

competencies and expertise. 

- Controlling the company strategy by families. 

2.3.5 Strengths of FB available in Siksik Co. 

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

The owners of the company are the members of the board of directors, so they 

do their effort to achieve the best results. Also, there is mutual trust among members 

of board of directors which affect positively the performance of employees. In addition 
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to the high level of commitment and the intent to continue in the work. Hence, being 

FB allows family members to share their ideas, opinions and experiences without fear 

from bad results such as stealing the ideas or competition. Siksik Co. is distinguished 

by the implicit experience that is transferred among generations through 45 years. The 

lifetime of the firm is not limited to the lifetime of its founder; hence it can continue 

as the successful generations exist. Moreover, there is an evaluation system for 

management as well as employees. In addition, there are incentives and rewards given 

according to evaluation results.  

2.3.6 Phases of FB development  

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

Now, Siksik Co. is in the second phase which is called the second generation 

in which the founder was dead and his son took the ownership and management of 

company instead of him. The governance becomes more complicated because the 

company size is larger. Also, there is interest toward increasing the company value. 

Moreover, there is more focus toward development, creativity and innovation in 

producing products and providing services. Hence, the company opens many branches 

and galleries in different locations in the Gaza Strip and imports wide variety of high-

quality products in addition to the development of production capacity to meet the 

customers’ needs.  

2.3.7 Characteristics that differentiate Siksik Co. from Non-FB  

(Mohammed Al-Ghalayini, The Head of PR and Marketing Department at Siksik Co.) 

Human capital: when Siksik Co. employs members from the owner families, 

they rely on competencies and experience. Hence, owner families bring their sons to 

train them and convey the experience to them. The managers build strong relationships 

with all employees, moreover, Siksik Co. allows and encourages the openness and 

informal relationships among employees. In addition to the tendency toward keeping 

employees with continuous development and training, even the company trains 

individuals from outside. Siksik Co. appreciates each employee to feel that the 

company is his/her own, so the voluntary turnover rate is low, commitment, honesty 
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and devotion which is reflected positively on their performance. However, Siksik 

provides financial and non-financial incentives to employees. 

Social capital: Siksik Co. creates good relationships with all stakeholders. 

This enables it to build distinctive networks, and helps to communicate the good 

reputation of the company and the value of the goods and services. 

Survivability capital: owner families of Siksik company provide financial 

resources for the company which support its sustainability specially in the bad 

economic circumstances. In addition to human resources, in which families provide 

employees for business. 

Company itself: owner families do their best to develop the company because 

its reputation is linked with family reputation. 

2.3.8 FB Performance 

(Mohammed Al-Ghalayini, The Head of PR and Marketing department at Siksik Co.) 

Family involvement in ownership: Siksik Co. has been existed since 1974, 

This long time of its existence provides its owners with an experience in financial 

management and investment. Owners become more able to identify the good 

investment opportunities over their competitors, since they consider that each one in 

the market who introduces similar product is a competitor. So, they face sharp 

competition in which number of competitors is approximately 150. Hence, owners are 

commitment toward providing capital for the company and they follow up work 

activities by conducting continuous meetings. 

Family involvement in management: involving members from families in 

the management of Siksik Co. leads to positive results in term of revenue and profit. 

Siksik Co. pays high salaries for employees and invests in training and development. 

When managers face any obstacle in management issues such as strategic planning or 

financial planning, they ask consultants and experts to benefit them. Moreover, 

meetings between the CEO of Siksik Co. and head of departments are frequently held, 

and they are time consuming, yet they are imposed because of the nature of FB in 

which the general manager wants to know what is going on to follow up the company 

performance.   
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2.3.9 Reality of Employee Performance in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. believes that human resource is the most precious asset in company, 

and company success is based on their success. Hence, they must be respected, 

appreciated, and should feel that they are partners in company. Siksik Co. encourages 

the psychological ownership in which each employee feels that he is the owner of the 

company.   

Supervisor and HR department follows up continuously the performance of 

employees to ensure that they perform in the right track toward achieving organization 

goals and objectives. Besides, they care for developing skills, abilities and 

competencies needed to accomplish the work. In addition, Siksik Co. provides 

employees with incentives and rewards and supports their participation in decision 

making, also it takes their opinions in term of other decisions.  

2.3.10 Performance Appraisal in Siksik Co.  

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. does not deal with appraisal process as an end or goal, rather it 

considers it as a mean or a tool for development and improvement of employee 

performance. Appraisal process that is conducted for all employees in standardized 

manner is an obligatory process.  The results of appraisal process suggested to be 

starting point for many processes such as training and development, rotation, 

promotion and rewards. 

 Appraisal system in Siksik Co. is transparent, objective and comprehensive. 

From the beginning, each employee is given a clear job description, and a supervisor 

insures that employee understands it. Hence, HR department in cooperation with 

supervisor set the evaluation criteria that fit employee and consist of skills, abilities, 

competencies and technical requirements. For example, the procurement department 

requires employee who has typing skills, two or more languages, negotiation skills, 

etc. So, evaluation criteria are based mainly on the work reality. A supervisor insures 

that employees perceive appraisal system as acceptable, fair and objective. When the 
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employees are provided an objection about evaluation system, their objections, 

modification, reactions and opinions are taken in to consideration.  

Finally, the results of appraisal process are given to employee and discussed 

with him/her by the supervisor with attendance of HR manager to be able to diagnose 

the gabs because sometimes deficiencies do not result because of employee weakness, 

but from workplace environment or behavioral factors that training does not solve 

them. In this case, HR manger can identify the gab and help to find suitable solution. 

Moreover, appraisal system is linked with suitable incentive mechanisms to encourage 

employees to perform better. 

Types of Performance Appraisal used in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. practices two types of appraisal which are the formal and informal. 

Formal appraisal is done annually by the supervisor in which Siksik uses rating scale 

method to evaluate employee performance with five scales which are poor, average, 

good, very good and excellent. In addition to the informal appraisal which is done 

continuously throughout the year. Supervisor here uses a critical incident method in 

which he/she records positive and negative behaviors and traits to depend on in the 

annual appraisal, and to continuously follow up and amend employee performance. 

2.3.11 Reality of Training in Siksik Co.  

(Ali Ali, The Head of HR Department at Siksik Co.) 

The main goal of training is to develop and improve employee performance 

rather than to solve problems. Because if a company focuses on solving problems, it 

will not be able to develop. Siksik Co. opens many branches in the Gaza strip in Rafah, 

Khan Younus, Annasr, and in the north within only one year, which means that the 

focus is on developing employees rather than correcting mistakes and deficiencies. 

Siksik Co. gives training based on the results of employees’ appraisal and the 

technical requirements of each department. So, each department is asked to determine 

training courses it needs. To illustrate, procurement department asks for a training 

course on negotiation art, because they deal with many countries, and each one has 
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specific culture. Like in Germany, they give fixed prices that cannot be negotiated, 

while in china there is possibility for negotiation. 

Types of Training Applied in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. depends mainly on on-job training. It may give special training for 

one or two employees and then ask them to train their colleagues through their work 

to preserve employees time as much as possible. 

Siksik Co. has equipped training rooms. The staff or employees come to 

training room and the company brings professional trainer or communicates with 

him/her through video conference. For example, Siksik Co. helds training course for 

sales department by using video conference to communicate with trainer. She is a 

professional trainer from Jordan with fifteen-years-experience in sales. 

The company does not prefer to do off-job training because employees time 

does not allow them to go out of job. 

Methods of Training Applied in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Job rotation: Siksik Co. applies continuously rotation for employees to give 

them new skills and experience. The company believes that if employee is still in 

his/her job for long time, he/she will reach to the level of routine and become unable 

to innovate. So, rotation is used as a mean to prevent the routine. 

Mentoring: one or two employees are given special training, and then asked 

to train their co-workers through work time. 

Siksik Co. gives employees a wide area of creativity to create, innovate and 

add new ideas. When an employee provides an idea that leads to generate profit, Siksik 

Co. increases his/her salary and rewards him/her to encourage innovation and creative 

thinking. 
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2.3.12 Reality of Organizational Communication in Siksik Co.   

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. enhances communication between employees whether it is formal 

or informal, and whether it is inside or outside the company. For example, Siksik Co. 

has intranet that enable the management to keep up with what is happening in the 

company. Also, the Co. uses an online application such as what’s up in which each 

department has its own group to allow employees communicate with each other and 

to get answers about their questions, so they can communicate with each other even 

after finishing their work. Moreover, Siksik Co.   gives the employees the opportunity 

to go to the chalet of the CEO every Tuesday, which means four times within each 

month. Also, they can order the lunch meal they want with drinks and sweets. In 

addition, they can practice many types of sports such as football, basketball, tennis and 

swimming. They can do all this for free. In addition, every Saturday, the Co. has a 

collective breakfast meal for all employees in the Co. to enhance their communication. 

Eventually, the main goal of the company is to care for employees and enhance the 

relationships among them to increase their performance.  

Communication Networks Applied in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. uses both types of communication networks which are formal 

communication network that is used to transfer information that is related to the formal 

work by using formal ways, and there is formal communication structure that 

illustrates whom communicates with whom. The other type is informal communication 

network which includes the exchange of information that is not related to work.  For 

example, it is used for social purposes such as building friendships, congratulations 

and condolences also, to ask about employees’ conditions.  

 Generally, Siksik Co. encourages and appreciates the openness and informal 

communication such as informal callings and meeting to enhance building good 

relationships among employees and management. Moreover, it facilitates 

communication whether upward or downward. Hence, offices layout and design 
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facilitate communication between employees. In addition, the company provides all 

communication tools to employees to facilitates communication process.  

2.3.13 Reality of Organizational Trust in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

One of the values of Siksik Co. is the mutual trust between management and 

employees and between employees themselves. It trusts their abilities in performing 

work and believes that they do their best to achieve the company goals. Also, it allows 

them to access to data and information related to the work because it trusts them. Siksik 

Co. enhances building mutual trust between supervisors and their employees. Also, it 

encourages employees to make decisions according to their authorities.  

If the employee deceives the supervisor or other employees by misusing trust 

to do negative behaviors or activities, the management investigates to know what 

happened, and if employee intends to do this or not, if the behavior or action is within 

his/her authority, or if the action resulted of carelessness. So, according to the results 

of investigation, the management decides either to take disciplinary actions or to 

advice him/her in order to do the needed amendments.  

2.3.14 Reality of Transparency in Siksik Co. 

(Ali Ali, The Head of HR Department at Siksik Co.) 

Siksik Co. discloses all work procedures for its employees in a clear manner 

and in the suitable time. Also, it discloses all information and data that employees need 

in their work. In addition, allows them to access to documents that are important to 

accomplish their tasks. The Co. believes in openness and facilitates the accessibility to 

different types of information and documents to encourage transparency and facilitate 

performing the work. After setting strategic goals, management drills down them in to 

individual goals to be distributed over departments, then each department can 

determine what employees should do to achieve the goals.    

Siksik Co. provides clear, correct, comprehensive and understandable 

information and work procedures for its employees and uses clear and easy language, 

to facilitate dealing with information in order to encourage the right usage of it. 

Moreover, the management and supervisors conduct meetings with employees to know 
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their opinions about disseminated work procedures and information. Thus, to answer 

their questions and solve their objections. 

2.3.15 Reality of Working Environment in Siksik Co. 

(Ali Ali, TheH of HR Department at Siksik Co.) 

Siksik Co. cares for its employees, and it is interested in providing suitable, 

comfortable, safe and healthy working environment. To illustrates, when the employee 

reaches to the Co., he/she has 15 different choices of breakfast meal that he/she can 

order, also if he/she feels hungry during the work he/she can order the sandwich or 

drink easily and for free. So, do for lunch meal.  

The Co. provides comfortable offices in which it takes into consideration the 

physical factors such as lighting, ventilation, temperature, noise, cleanliness, coloring, 

availability of trees inside and outside offices, in addition to the offices design that 

facilitates employees’ movements and communication. Most offices are open and 

there are some closed offices, this depends on the nature of the work. For example, the 

employees who respond on Co. free number are in the department of marketing and 

public relations. However, management separates them in a specific department to 

give them privacy and comfortable work place. Siksik Co. provides its employees with 

all modern tools and equipment required to accomplish the work.   

Supervisors build mutual relationships with employees based on trust and 

respect. Hence, supervisors participate with employees when setting the individual 

goals and insure that they are SMART goals. In addition, a supervisor helps employees 

in performing their tasks by illustrating the workflow, producers and steps needed to 

execute the work, following up their work, advising them, providing them with needed 

material and resources for work, and encouraging them to perform the future tasks. 

Moreover, employees are given checklists, models, guides and templets that facilitate 

work.     
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Chapter 3  

Previous Studies 

 

3.1 Introduction 

The previous studies are very important, by which they help the researcher to 

understand more about the research topic determine the objectives, variables and 

hypotheses of the study. The researcher here displays some Arabic and foreign studies 

that talk about FB and the independent and dependent variables of the study. By which 

the researcher mentions the objectives, methodology, variables, results and 

recommendation when they are available. Moreover, the researcher arranges the 

previous studies from the latest to the oldest one. 

3.2 Arabic Studies 

1. (Alwekaisi 2016), Management Training in Family Owned Businesses in 

Kingdome of Saudi Arabia Status, Barriers and Recommindations for 

Improvement. 

The study aims to evaluate the status of training in family firms in the Kingdom 

of Saudi Arabia KSA, discuss the characteristics of family firms in the KSA, determine 

obstacles that face training process in family firms and to provide recommendations 

that help developing training in family firms. The researcher uses mixed- method 

research approach that includes both the qualitative and quantitative methods. The 

researcher contacts with 17 HR managers and 18 employees and conducts interviews 

and discussions with them. He develops two questionnaires: one is for the HR 

managers and the other is for employees. Moreover, he conducts thirty-three in-depth 

semi-structured interviews with HR managers. The researcher uses the mixed-method 

approach to get more information and reach to better understanding about the way that 

companies deal with training programs. 

The study concludes that training and development are critical for developing 

employees’ competences. Also, employees’ intention to participate in training, the 

change on their behaviors and the development of their performance are different due 

to the changes in educational level.  Training enhances managers’ skills, knowledge, 

and it enables them to meet business requirements. In addition, it is essential to re-
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evaluate training needs for managers and taking into consideration the changes in 

business. Moreover, it is important to take into consideration the competitive 

environment and the new training needs that are required for competition.  

The study recommends that training should be given to all employees within 

the firms. Also, it is important to conduct training need analysis before starting 

training. Training must focus on improving employees’ skills. In addition, employees 

are required to apply what they have learned and update their knowledge and skills to 

keep up with changes in business environment. Moreover, the firm should appreciate 

the value of training to encourage employees to participate and have positive attitude 

toward training.   

2. (Alwekaisi 2015), Perception on Training Programs in Family-Owned Firms 

in the Kingdom of Saudi Arabia. 

The study aims to investigate the situation of HRM practices in KSA. 

Moreover, it wants to examine the situation of training in Saudi FBs, the relationship 

between employee perception on training programs and their intent to share in training 

programs, and discuss the effectiveness of training. The researcher uses both 

qualitative and quantitative methods, he collects quantitative and qualitative data from 

FBs in KSA. He uses different methods such as: long term observation, in-depth 

interview and content analysis of documents. He conducted semi-structured interviews 

with 17 HR mangers and 18 employees. The questionnaires are distributed for 33HR 

managers and 300 employees. The response rate was 100% for managers and 70% for 

employees. 

The study concludes that the intent to participate in training programs is 

influenced by perception on identification of training needs, clarity of objectives, 

training design, behavioral modification and performance management.  Moreover, it 

concludes that training is very critical HR function for family firms in KSA. In 

addition, if HR managers and business owners want to succeed, they should provide 

their employees with needed skills by managing and executing the training programs 

in an effective manner.  

The study recommends that FBs have to invest in training programs in order to 

develop their employees.    
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3. (Hania 2012), Factors Influencing Family Business Succession. Case Study: 

Gaza Family Businesses. 

The study aims to examine the factors that affect the successful succession in 

family firms in the Gaza Strip. Those factors include: non-family members within top 

management, decision-making authority, succession planning, founder’s influence, 

successor influence, going public, strategic planning and financial management. The 

researcher uses descriptive analysis approach and depends on the questionnaire for 

collecting data from respondents. Hence, he selects random sample of 300 family firms 

in Gaza governorates and distributes 300 questionnaires, but he receives 193 

questionnaires.  

The study concludes that factors that affecting successful succession are: 

founder influence, the existence of succession plan, appropriate successor and going 

public. While other factors like: existence of non-family members in top management, 

nature of decision making and strategic planning are not related to the success of 

succession in FB. Moreover, family firms must have clear and written succession plan 

that specifies the roles of different parties. Also, going public is very important to 

insure family firms’ survival. Moreover, the study finds that the obstacles that affect 

negatively succession process are conflicts among generations, the absence of clear 

organizational structure and personal interests’ conflicts. 

The study recommends that to insure the successful succession in family firm 

in the Gaza Strip, they have to activate good practice of succession planning, put and 

execute strategic plan for going public, support and activate the role of successor and 

to enforce and motivate the founder. Thus, successful succession is achieved.  

4. (Alfarra 2005), The Evaluation of Managerial Practices in the Family 

Establishments in the Gaza Strip: An Empirical Study. 

The study aims to recognize the managerial practices of family firms in the 

Gaza Strip, evaluate the impact of cultural factor on management in Palestine, identify 

strengths and weakness points of managerial practices and to develop the managerial 

work of family firms in the Gaza Strip. The researcher uses the descriptive analytical 

approach in his study. The data collection tool is mainly the questionnaire, in addition 

to the interviews that are conducted with managers of family firms in the Gaza strip. 
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Hence, the random sampling technique is used to study the phenomenon and sample 

consisted of industrial FBs that owned more than 20,000$ as capital. Sample size was 

about 160 family firms and the respondents are mangers of family firms. The response 

rate is 81% which equals 130 questionnaires.  

The study concludes that family establishments in the Gaza Strip suffer from 

weakness in planning practices. In which the majority of them do not have long or 

medium-term written plans, but they have short-term unwritten plans. In addition, most 

of the family establishments aim to achieve the goal of continuity and survival. 

Moreover, there is centralization in decision making, majority of family 

establishments do not have clear organizational structure and the communication 

method between top management and executive management is the personal oral 

communication. Also, they depend on verbal communication in the follow up and in 

giving orders. Hence, employment is based on kinship and there is an interest in 

evaluating the performance of non-family workers while there is low interest in 

evaluating the performance of family workers. 

The study recommends that it is important for family firms in the Gaza Strip to 

separate between management and ownership in order to have an efficient professional 

management. This does not affect the family control over the firm. Moreover, family 

firms should establish board of directors that includes members from inside and 

outside the family.  Family firms should also care for human resource. Employment 

process should be based on efficiency and focus should be toward performance 

development. In addition, there should be participation in decision making process. 

5. (Abu bakr 2002), Organizational and Administrative Factors for the Success 

of Family Establishents. 

The study aims to examine the organizational and administrative factors that 

lead to success in family firms in Egypt. Hence, it talks about characteristics of family 

firms, in addition to general phenomena that is related to family establishments. The 

study sample consists of 60 family establishments which include 520 family members 

working in family firms. 

The study concludes that most family firms associate their names with 

families’ names, there is an absence of formal organizational structures and there are 
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no clear job duties. Moreover, there is tendency to increase authorities at the higher 

levels. Thus, there are no formal systems of salaries and incentives.  

The study recommends that there are many important fields in FB required to 

be studied such as: legal form and administrative organization, finance and investment, 

preservation of family establishment, its continuation and growth, employing and 

rewarding sons in the family firm and attitudes and motivations of sons to work in 

family firms.  

3.3 Foreign Studies 

1. (Padmasiri, Sandamali et al. 2018), The Relationship between Training and 

Development and Employee Performance of Excutive Level Employees in 

Apparel Organizations. 

The study aims to examine the relationship between training and development 

and employee performance of executive level employees of leading apparel 

organizations in Sri Lanka. The researcher depends on quantitative research and uses 

cross-sectional survey by which data is gathered just once. A standard questionnaire is 

used as data collection tool. The population of the study is executive level employees 

of few leading apparel organizations which equals 500 employees. Hence, the sample 

consists of 150 executive level employees which equals 30% of the population and the 

simple random sampling method is used to select them.   

The study concludes that there is a strong positive relationship between training 

and development and performance of executive level employees of apparel 

organizations. 

The study recommends that organization should build suitable mechanism to 

choose employees how have to participate in training programs. Also, management 

should establish well defined evaluation program that encourages employee 

performance. Also, training program should be based on training needs which are 

determined by regular performance appraisal.  
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2. (Uzochukwu 2018), Organizational Trust and Employee Performance in 

Selected Hotels in Edo State of Nigeria. 

The study aims to examine the relationship between organizational trust and 

employee performance in selected hotels in Edo state in Nigeria. The study focuses on 

hospitality sector because of its fast growing. It reviews the organizational trust, 

interpersonal trust, employee performance and job satisfaction. The researcher uses 

survey design as it is the most suitable for the study objective. He uses structured 

questionnaire as a data collection tool. The population includes 326 employees from 

studies firms. Sample size is 180 employees. 

The study concludes that trust is a critical issue in the organization because it 

determines and affects the performance of the organization. Moreover, organizational 

trust is considered as a condition of organizational performance. The study finds that 

organizational trust and employee satisfaction have a significant impact on employee 

performance in hotels of Edo State. 

The study recommends the organization to enhance honesty and encourage employees 

to work in a unified manner. In addition, it should try to employ qualified employees 

to manage the organization affairs and to appreciate competition among employees.  

3. (Ly 2017), Performance Appraisal in A Family Business 

The study aims to assess the effectiveness of appraisal process within one 

family company. Hence, it wants to know the individuals’ opinions of appraisal 

process; what the strengths and weaknesses of appraisal process are, and what 

recommendations that individuals can provide to improve the process. The researcher 

uses qualitative research method that is based on semi-structured interviews to collect 

the data from participants. Moreover, the sample size is 10 participants from different 

functions and levels of the company. The study is applied on family company that has 

an age of 129 years, it works as a distributer of wine and spirit drinks. It is located in 

North America.  

Participants illustrate that they understand well the step and the timing of 

appraisal process, but they do not have complete understanding of its outcomes. They 

perceive the appraisal process as justice, beneficial and useful for their improvement. 

The process has many advantages such as being supported by the company, the 
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management and the executive leaders. In addition, it uses effective tools and 

technology. On the other side, the weaknesses of the process are lack of consistency 

in rating and timing and weak alignment with goals.  

The study recommends that the appraisal system must base on clear rating 

system, time and structure of the process should be adjusted and the goal of the process 

must be clear and determined. Moreover, appraisal process should involve several 

parties such as managers, leaders and employees.     

4. (Kuruppuge and Gregar 2017), Family Involvement, Employee Engagement 

and Employee Performance in Enterprising Family Firms. 

The study aims to identify the determinants of employee performance in family 

enterprises. In addition, it has sub objective which is to examine if family involvement 

and employee engagement affect employee performance. The researchers rely on 

quantitative methodology. They use the technique of stratified random sampling to 

choose the sample of family firms and respondents. Hence, cross sectional data are 

collected between June and October of 2015 from fifteen family firms that are 

randomly chosen.  Moreover, they use the questionnaire as data collection tool, they 

distribute137 questionnaires on employees who work in family enterprises in Sri 

Lanka, but 113 questionnaires are correct and suitable for analysis. 

The study concludes that when family member is involved in the firm in a 

position of an immediate supervisor, this strongly affects employee performance in the 

family firms in Sri Lanka. However, when family member is involved in other strategic 

or functional positions such as CEO, VCEO and others, this does not affect employee 

performance because employees usually do not care about high levels of management, 

but they deal and coordinate with their immediate supervisor and consider him/her as 

their representative in front of higher levels of management. So, when the supervisor 

is a member of the family that owns the business, then employees will be enforced to 

provide better performance. Moreover, the study emphasizes on the argument that 

assigning family members in jobs, like supervisor and manager of functional areas in 

the firm, affects employee performance and this is better than assigning them in 

positions such as top management of family firms. Hence, when managers are 
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conscious about the factors of employee performance, then they can use their HR in 

an efficient and effective manner.   

5. (Grytsaieva and Strandberg 2016), Communication in Family Business, 

Relationships Between Family and Non-Family Managers. 

The study aims to understand the nature of communication and information 

sharing in family owned firms between both family managers and non-family 

managers, especially in small and medium size firms in Sweden. Moreover, it talks 

about the communication, its features, importance, obstacles of effective 

communication in addition to the communication and relationships in family firms. 

The researcher depends on qualitative research method by using the strategy of case 

studies. He collects the data from twelve semi-structured interviews that are conducted 

with family managers and non-family managers in three small and medium sized 

family firms in Sweden. 

The study finds that communication in FBs works well according to the 

opinions of respondents. However, sometimes conflicts, between family managers and 

non-family managers, affect the way of communication among individuals in the firm. 

Moreover, communication between family and non-family managers is in progress as 

a result of increased knowledge. And there are good relationships between family and 

non-family managers which leads to good communication that is determined by both. 

Thus, non-family managers emphasize that strategic decisions are shared with them 

after they are taken by family mangers, and they are not involved in the process of 

making strategic decisions. 

6. (Atsan and Erdem 2015), Trust Based Relationships between Family 

Members and Long-Term Employees of Family- Owned SMEs. 

The study aims to recognize the dimensions of trust among both family 

members in FBs and non-family employees who work for long time with at least two 

generations in family SMEs. The researcher uses qualitative research method and 

conducts face to face interview to collect data. The interviews are conducted with ten 

second generation family members from ten firms which are chosen from various 

sectors such as: services, production and commerce in Antalya. 
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The study concludes that perceptions of interviewees from ten firms about non-

family members, who work for long time, are similar. In addition, there is more than 

one non-family employee who works for more that fifteen years in the ten firms, but 

not all of them gain complete family trust. Minimum number of them is considered as 

essential for firm and treated as a part of organizational culture. Those employees 

know what is going on the firm, can notice the events and other employees, make the 

work easier for family and take the initiative in solving problems, so family firms 

consider them as their hands. Family firms perceive those employees as loyal, 

confident, honest and trust worthy, all these characteristics provide them with good 

reputation in family firms. Generally speaking, small and medium firms build close 

trust relationships that let non-family members feel that they are part of the firm. 

7. (Fard and Karimi 2015), The Relationship between Organizational Trust and 

Organizational Silence with Job Satisfaction and Organizational 

Commitment of the employees of University.    

The study aims to examine the model of the relationships between 

organizational trust and organizational silence with job satisfaction and organizational 

commitment. The researcher uses descriptive-correlation method. The population 

consists of employees of Islamic Azad university of Isfahan in Iran which includes 340 

employees. 180 employees are selected by using random sampling method and 

sampling tables. The questionnaires are used to collect primary data. 

The study concludes that organizational trust has a direct impact on 

organizational silence, organizational commitment and job satisfaction. And by 

mediating the variable of organizational silence, it had an indirect impact on 

organizational commitment and job satisfaction.    

The study recommends that it is crucial to establish an appropriate rewarding 

system for employees’ achievements and clever ideas based on their performance and 

set rules that enhance employees to create new ideas. In addition to identify the 

personality and features of employees to delegate their responsibilities and to use their 

solutions in organization performance process.  

   



69 
 

8. (Schick 2014), Trust, Family Business and Succession Planning: Exploring a 

Restorative Approach. 

The study aims to recognize how trust can affect succession planning process 

in FB. Also, to discover actual experiences of predecessors and successors of family 

firms. The researcher uses exploratory researcher method and relies on interview as a 

tool for collecting data, six semi-structured interviews are conducted with participants. 

Three interviews with predecessors’ group, two interviews with successors group and 

an interview with advisors’ group of FB from September to November in 2013 in 

Victoria City in Canada. 

The study finds that there are three main important factors that shape trust in 

FB which are: open communication, mentorship and mutual respect. Moreover, there 

are three types of trust that affect succession planning process in FB including: 

interpersonal, competence and institutional levels of trust. Interpersonal trust is based 

on the relationships with others, while competence trust is based on skills, knowledge 

and abilities of individuals, so the firm trusts individuals’ abilities to perform tasks. 

Finally, system trust is about the perception of individuals in term of fairness and 

trustworthy of the roles, procedures and process.  

The study provides recommendations used as references for Canadian 

Association of Family Enterprise, Vancouver Island. It recommends FBs to encourage 

building communication skills for their individuals, extend mentorship programs 

because they enhance the success of succession process and contact continuously with 

external advisors to benefit from them.  

9. (Cater III and Kidwell 2014), Function, Governance, and Trust in Successor 

Leadership Groups in Family Firms. 

The study discusses one of the complex situations that might face FB in 

succession process. When the founder has many successors and they have the required 

knowledge, skills and abilities that qualify them to be a group of owners and leaders 

of the FB. The study aims to know how the group of successors will act and govern 

the firm. Hence, it is built on the proposition that if a group of successors leadership 

interaction is based on trust, then it will benefit FB, while if trust among them is 

harmed, then bad results will be generated. The researcher depends on qualitative 
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research method and uses exploratory case study design. He conducts in-depth, semi-

structured interviews in nine family firms located in U.S. Interviews are conducted 

with current and future leaders. Some of them are family members and the others are 

non-family members.  

The interviews point out that when there is competition among successors 

team, their effectiveness will be negatively affected. While when there is cooperation 

and consensus to share power, leadership and encouraging mutual trust, team 

effectiveness will be better.  

The study concludes that the assignment of successors group is considered as 

an indicator for trust from the side of current FB leaders. In the same time, it 

encourages building mutual trust among the team of successors to share 

responsibilities instead of comparing each other. Moreover, the existence of group of 

successors stabilizes trust and teaches them how to depend on each other. 

The study recommends that it is better to be a way from nepotism which 

includes the employment of the first son of the family as a leader for FB, rather the 

family should focus on the qualified HR, employ and reward them to enhance building 

mutual trust.  

10. (Sayed, Sharma et al. 2014), Developing Family Business Members as Family 

Business Managers- with Reference to the Role of Education and Training on 

Development of Family Managed Businesses in India. 

The study aims to investigate the impact of education and job-related training 

on the improvement of FBs, determine if professional education is important for 

success of FBs in India and illustrate the benefits of job-related training on the 

improvement of FBs in India. The researcher relies on the quantitative research method 

and uses the questionnaire as data collection tool. Hence, the sample consists of 70 

owners or founders of micro, small and medium-sized family firms from different 

sectors such as manufacturing, services, trading and others in India. 

The study concludes that professional qualification and job-related training 

play a significant role in the development of FBs. Also, they assist FB owners to 

identify business opportunities that vary from their business field and enable them to 

meet the business challenges and competitors. Moreover, the respondents illustrate 
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that education improves their confidence and help in preparing them to be 

entrepreneurs while training encourages their managerial skills and adds value to the 

FB. 

The study recommends that job-related training is crucial because it enforces 

business professionalism and contributes to make successful firm more competitive. 

While professional education is important for successors because it helps them to 

discover and create entrepreneurial chances and increases their experiences to enhance 

the ability to manage their FBs and benefit from different opportunities.     

11. (Addae-Boateng, Xiao et al. 2014), Reasons for Work Performance in Family 

Businesses: Opinions of Non-Family-Member-Employees, Family-Member-

Employees, and Managements. 

The study aims to know the reasons behind work performance in FB, by asking 

directly the family member-employees, non-family member-employees, managers and 

CEOs. Moreover, the study wants to explore if the reasons of job performance of 

family member-employees are similar to reasons given by non-family member-

employees or no. And if the opinions of managers and CEOs about reasons of job 

performance are compatible with reasons given by family employees and non-family 

employees. The sample consists of family firms that have branches in the most popular 

commercial centers in Ghana in West Africa. The data collection tool is the 

questionnaire which is distributed to managers, CEOs, family employees and non-

family employees. Hence, 193 questionnaires are received. 

The study concludes that both managers and CEOs of family firms consider 

that the reason of performance of family employees is the ownership of the business. 

On the other hand, the managers suggest that the reason of performance of non-family 

employees is the fear from being fired out their job if they do not perform well. While 

the CEOs viewed that the reason of performance of non-family employees is the 

compensation. From the family members’ point of view, the main reasons of job 

performance are: the ownership of business, the desire to increase their wealth and the 

rewards connected with performance. On the other side, the non-family employees 

suggest that the reasons of job performance are: performance rewards, the feeling of 

job satisfaction and the fear of losing their work if their performance is poor. 
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The study recommends that managers of FB should have well prepared 

compensation plans that take into consideration the rewards based on productivity and 

performance. Also, there should have been clear measure of employee performance 

and been connected with suitable compensation. Family firms should have enhanced 

the feeling of job security and eliminated the notion of fear of losing the job if an 

employee does not perform well.   

12. (Lampinen 2014), Performance Management and Rewarding in Family 

Business 

The study aims to discuss the performance management in FB and reach to 

different tools and factors that can be used to develop the performance within the case 

company.  The case company includes fifty employees and it is located in 

Lappeenranta. Hence, the study covers various organization levels such as 

management and employee level of the case company to identify how performance 

management is practiced there. The researcher conducts interviews with management 

level and they are orally taped. In the same time interviews that are conducted with 

employees are written in which interview sheets are provided to them. 

The study finds that there is a general goal of the firm that should be 

communicated periodically to the employees, the goals are discussed with managers 

of departments, but they are not communicated to employees and employees do not 

have their own objectives to perform. Moreover, performance feedback is provided for 

departments’ managers and when it is given to employees, it can be either negative or 

is not enough. So that, employees wish that they can receive positive feedback 

specially from management. Add to this, management illustrates that it has close 

relationships with employees while the latter considers it is not available. 

The study recommends that if the case company wants to develop the 

performance management, it has to conduct meeting with employees to discuss 

individual goals with them. Also, it is important to initiate training and education for 

both management and employees. Moreover, there should be periodic meetings 

between management and employees to get more information about them, their 

performance and desires. 
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13. (Frances Carmon and C. Pearson 2013), Family Business Employees’ Family 

Communication and Workplace Experiences. 

The study aims to investigate the impact of family communication patterns on 

the perception of family satisfaction, family and work involvement. Family 

communication patterns include conversation orientation (up to what extent family 

members are encouraged to participate in an open communication with the family). 

Conformity orientation (up to what extent family members participate their believes 

and follow the traditions of the family). The researcher depends on snowball sampling, 

local website advertising FBs and two-state FB associations to reach to the convenient 

sample of FB employees. 138 FB employees participate from 81 family firms from 

different fields in the US. The researcher uses questionnaire for collecting data from 

participants.  

The study concludes that perception of conversation orientation has a positive 

relationship with perception of family satisfaction of FB employees and perception of 

family satisfaction has a positive relationship with perception of family involvement 

(family role salience) of FB employees because FB employees who have high 

conversation orientation are encouraged from small age to participate their opinions, 

ideas and feelings with other family members. There is no significant relationship 

between perception of conformity orientation and perception of family satisfaction. 

Moreover, in the second model, there is positive relationship between perception of 

conversation orientation and perception of family satisfaction of FB employees. While 

there is no significant relationship between conformity orientation and perception of 

family satisfaction. There is no significant relationship between perception of family 

and perception of work involvement. FB employees are different from non-FB 

employees, in which they might not face the same level of work-life conflicts as their 

family roles become higher. If FB owners and managers want a positive working 

environment for FB employees, they should appreciate role salience by concentrating 

on family satisfaction.    
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14. (Stoilkovska, Milenkovska et al. 2013), The Influence of Family Relations on 

Decision Making in Family Businesses. 

The study aims to examine whether FB leaders recognize the emotions at work. 

In addition, if there are rules and procedures set in FB. Moreover, whether the legacy 

of leadership position is considered as motivation for family members in the FB. Are 

non-family members motivated to occupy a position in the board in FB. Finally, can 

non-family members take leadership position in FB if they have the required 

competencies and skills. The sample of the study consists of 26 small and medium 

sized family firms. Those firms are selected according to the national ranking that 

includes the most successful firms in Euro business center in Skopje which is the 

capital of the Republic of Macedonia. The researcher uses the questionnaire as data 

collection tool. The number of respondents is 462, 26 of them are leaders, 144 are 

family members and 392 are non-family members. 

The study concludes that leaders of family firms are unsuccessful in managing 

their emotions, and family members transfer family problems in to the business, they 

set rules and procedures at work but do not follow them continuously. Moreover, non- 

family members can notice the home mode of family members.  In addition, the legacy 

of leadership position is a motivation for family members in FB while non-family 

members find it hard to occupy leadership or board position even if they have the 

required competencies. Finally, family members and leaders do not permit to non-

family members to inherit FB even if he/she is highly qualified. 

15. (Leblebici 2012), Impact of Workplace Quality on Employee Productivity: 

Case Study of A Bank in Turky. 

The study aims to examine if there is a relationship between the working 

environment and employee performance. Hence, it classifies working environment 

components into two parts: physical and behavioral components. The physical 

component contains comfort level (ventilation, heating, lighting, decor…) and office 

layout, while the behavioral component contains social interaction, work interaction, 

position relative to colleagues, general atmosphere and many other things. The primary 

data is collected by distributing survey on 50 employees working in foreign bank in 

Turkey that includes 300 employees. The survey is distributed for employees who 
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work in the call centers because they are affected by working environment more than 

the other employees according to their work requirements. 

The study concludes that working environment affects employee performance. 

Moreover, the behavioral working environment has greater impact on performance of 

employees. Hence, from employees’ point of view behavioral factors are more 

important than physical factors.  

16. (Rajhans 2012), Effective Organizational Communicaion: a Key to Employee 

Motivation and Performance. 

The study aims to investigate the influence of communication on motivation 

and employee performance. The study is applied on Vanaz Engineers ltd., which is 

large manufacturing Co. in Pune in India. It is based on the fact that communication 

takes many forms and has an impact on employee motivation. Also, effective 

communication appreciates employee commitment, satisfaction and trust. The 

researcher uses interviews and communication effort sheets that are randomly 

distributed to employees from different departments according to the population base 

of each department.  

The study concludes that organizational communication plays a critical role in 

appreciating performance and motivation of employees. Hence, Vanaz Co. 

implements many effective organizational communication practices that contribute to 

motivate employees, enhance their performance and appreciate their loyalty toward 

the company. Also, it finds that facilitating effective communication leads to improve 

employee motivation and performance. Moreover, availability of effective downward 

and upward communication facilitates the conversion of decisions into actions.  

17. (Berggren and Bernshteyn 2007), Organizational Transparency Drives 

Company Performance. 

The study aims to explain the idea of value creation through enhanced 

organizational transparency of human capital and investigate the level of transparency 

that optimizes the operational efficiency of the organization. The focus is on executing 

strategies and their transparency in the organizational structure. Strategy transparency 

means the employees’ understanding of strategy components because this leads to 

successful execution of strategy. Hence, the methodology followed by authors is based 
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on comparing the status of current organizations with other areas of life where 

transparency is critical driver of efficiency. Observations of this study are gained from 

authors points of view at success factors in Silicon Valley software firm which works 

in 139 countries and deals with 18 language with two million employees/users of 

performance and talent management solutions.     

The study concludes that availability of a clear and well-defined strategy that 

is broken down into individual goals is critical to make employees performance 

purposeful in which transparent goals are crucial for all employees because it enables 

each one to understand how his/her own goals and performance are related to those of 

other employees.  Moreover, greater transparency within organization means better 

individual performance and contribution to organization. Also, transparency reduces 

inefficiencies in strategy execution. Eventually, it is a key factor for retaining and 

attracting high performer.  

18. (Denisova 2007), Internal Communication Problems in A Multinational 

Company: Lamor Group. 

The study aims to examine employee satisfaction with internal communication 

in the Lamor company, which is considered as FB. Moreover, it aims to identify the 

types of information that employees want to receive and the communication channels 

that they prefer to use. In addition to reach to appropriate suggestions that help to 

develop the organizational internal communication within the company. The 

researcher talks about organizational communication, internal communication, 

communication channels and problems that face communication within company. The 

researcher relies on the qualitative research method, he uses the questionnaire for 

collecting data. Number of employees is 67, so 67 questionnaires are distributed via 

email and 40 questionnaires are answered. The response rate is 65%.    

The study concludes that communication system is open and informal, but 

employees in Lamor Co. are not quite satisfied with internal communication because 

communication is existed, but there is no care for how it is working in the Co. and 

there are no communication professionals who are responsible for creating, 

coordinating and supervising the flow of information in communication system. 
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The study recommends that managers and employees must know that 

communication is critical for running the business. Its importance increases in 

multinational companies because the divisions are spread in many geographical areas 

which increase the availability of communication gabs. Moreover, there should have 

been clear communication system with employees who are responsible for running 

communication better and updating the information continuously.  

19. (Birdthistle 2006), Trainingg and Learning Strategies of Family Businesses: 

an Irish Case. 

The study aims to examine training and learning strategies used by family firms 

in Ireland. The study discusses the definition of FBs and their importance for Irish 

economy. Moreover, it talks about training and development intervention in Ireland.  

In addition to the importance of learning for small and medium-sized FBs, the formal 

and informal training and learning strategies in family firms. The study is descriptive. 

It depends on survey and personal interviews for collecting primary data. It uses 

stratified random sample of independent unquoted family firms. The total of 500 postal 

questionnaires are sent and only 121 are valid responses with response rate of 24.2 per 

cent. Moreover, the researcher conducts six semi-structured, in-depth interviews with 

six managers of small and medium-sized family firms. 

The study concludes that family firms prefer informal training rather than 

formal training and they do not send management staff for formal training programs 

due to the financial reasons and the long time consumed by formal training. 

The study recommends that small and medium-sized family firms should have 

specified a yearly budget and provided other resources to encourage training and 

learning employees. Also, it is important to use financial and non-financial rewards to 

support employees learning. Moreover, there have been continuous evaluation for 

daily operations to solve problems quickly. In addition to database with up to date 

information about employees’ skills and competencies which enable family firms to 

identify training needs and gabs. 
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20. (Lee 2006), Family Firm Performance: Further Evidence. 

The study aims to examine up to what extent the family businesses are 

competitive in comparison with non-family businesses. In which the study proposes 

that involving family owners in management leads to appreciate the productivity of 

employees and the performance of the firm as a whole. Also, it aims to examine the 

impact of family involvement in ownership on the firm stability, specially the 

employment stability in the periods of temporary downturn. The study sample consists 

of 403 firms listed in S&P 500, 141 firms are FBs. The sample period starts from 1992 

to 2002 to take a complete business cycle.   

The study concludes that family firms are the most prevalent form of firms and 

they have high levels of trust and commitment in comparison with other forms of 

firms. This means better profitability and efficiency than non-family firms. On the 

other side, conflicts among family members affect negatively the performance of the 

business. Moreover, the analysis of the data within the period of 1992-2002 show that 

families have a good impact on the business performance. Also, participation of family 

members in management appreciates the firm performance. In addition, family firms 

show more stability and continuity in comparison with non-family firms specially in 

term of employment by which in the times of market downturn FBs suffer like other 

types of firms, but they keep their employees, and they do not dismiss them. 

21. (Harris, Reid et al. 2004), Employee Involvement in Family and Non-Family 

Owned Businesses in Great Britain. 

The study aims to investigate the employee involvement and its influence on 

firm and employee performance in FB. The focus of the study is on communication 

and consultation practices of employee involvement in FB. The researcher wants to 

know if direct communication with employees or communication with employees 

through unions and joint consultative committees lead to higher impact on firm 

productivity. The researcher depends on the 1998 Workplace Employment Relations 

Survey as source of data. Hence, it includes nationally representative data about FBs 

in addition to comparable information about other companies. The researcher relies on 

this data to compare between FB and Non-FB in term of consultation and 

communication procedures.     
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The study concludes that FBs have a low level of employee involvement and 

there is no need for employee involvement in FB because they care for employees, and 

employees see that there is no need for union representation. Moreover, FBs have no 

trend toward unionization. In addition, they do not prefer to deal with employees 

through joint consultation and communication committees, they do not prefer to 

provide information about financial position for employees, and there are little regular 

meetings with workforce.  

3.4 Comments on Previous Studies 

In this chapter, the researcher displays the previous studies related to the study. 

The most recent of these studies are in 2018 and the oldest are in 2004.  

The researcher benefits from previous studies in understanding the subject, 

constructing the theoretical framework, constructing the study tool, determining the 

study methodology and statistical methods, and using it to compare, discuss and 

interpret the results.  

The previous studies benefit the researcher in term of 

• Understanding the phenomenon of the study. 

• Understanding the five dimensions. 

• Choosing the suitable methodology and statistical approaches. 

• Choosing the study sample and determining its type. 

• Identifying data collection tools. 

• Understanding the results, interpreting them and comparing them with 

previous results. 

• Providing suitable recommendations and suggestions. 

The researcher suggests that this study is distinguished from other studies by 

which it studies the impact of factors (training, organizational communication, 

organizational trust, transparency and working environment) affecting performance of 

employees in FB (the case study of Siksik Co. in Gaza).  

The researcher suggests that this study is the first on the local and regional level 

that studies the impact of factors affecting performance of employees in FB. 
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Table (3.1) presents an explanation of the previous studies and the comparison in terms of differences and similarities with the 

current study. 
The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

(Alwekaisi 2016), 

Management Training in 

Family Owned 

Businesses in Kingdome 

of Saudi Arabia Status, 

Barriers and 

Recommindations for 

Improvement. 

 

Study Themes: 

-Family Business 

-Status of training 

-Barriers of training 

and development 

 

- To evaluate the 

status of training 

in family firms in 

the Kingdom of 

Saudi Arabia 

KSA. 

- To discuss the 

characteristics of 

family firms in the 

KSA. 

- Training and development 

are critical for developing 

employees’ competences. 

- Training enhances 

managers’ skills and 

knowledge and enables them 

to meet business 

requirements. 

- It is essential to re-evaluate 

training needs for managers 

and taking in to consideration 

the changes in business. 

- Discussion of FBs 

topic. 

- Discussion of 

training. 

- The use of 

quantitative method. 

The use of 

questionnaire as data 

collection toos.  

- The use of semi-

structured interviews.  

- The use of mixed 

method research 

approach. 

- The study is applied 

on FBs in KSA while 

this study uses the 

case study strategy. 

- The study discusses 

training as theme 

while this study 

discusses training as 

independent variable. 

-Study sample 

(Alwekaisi 2015), 

Perception of Training 

Programs in Family-

Owned Firms in the 

Kingdom of Saudi 

Arabia. 

Independent variable: 

-Perception of training 

program. 

Dependent variable: 

-Intent to participate in 

training program. 

-To study the 

relationship 

between the 

perception of 

training programs 

in FBs in KSA and 

intent to 

participate in 

training programs. 

-The intent to participate in 

training programs is 

influenced by perception on 

identification of training 

needs, clarity of objectives, 

training design, behavioral 

modification and performance 

management. It is a positive 

impact. 

-The use of 

quantitative method.  

The use of  

questionnaire as data 

collection tool.  

-The use of semi-

structured interviews. 

-The study 

examinesperception 

of training program as 

independent variable. 

-The dependent 

variable is different. 

-The study is applied 

on FBs in KSA while 

this study uses the 

case study strategy. 

-Study sample 



81 
 

The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

(Hania 2012), Factors 

Influencing Family 

Business Succession. 

Case Study: Gaza Family 

Businesses. 

 

Independent variable: 

-Non-family members 

within top 

management. 

-Decision-making 

authority. 

-Succession planning. 

-Founders influence. 

-Successor influence. 

-Going public. 

-Succession planning. 

-Financial 

management. 

Dependent variable: 

FB succession 

 

- To explore 

factors influencing 

the success of 

family business 

succession in the 

Gaza Strip. 

- Factors affecting the success 

of FB succession in the Gaza 

strip are: fonder influence, 

successor influence, going 

public and succession 

planning. While other factors 

are not related to the success 

of FB succession the Gaza 

Strip. 

- The use of 

descriptive analytical 

approach. The use of 

questionnaire as data 

collection tool. 

- Place of the study. 

- Dependent and 

independent 

variables. 

- The study uses 

random sampling 

technique while this 

study uses the survey.  

- The study is applied  

on FBs in the Gaza 

Strip while this study 

uses case study 

strategy.   

(Alfarra 2005), The 

Evaluation of Managerial 

Practices in the Family 

Establishments in the 

Gaza Strip: An Empirical 

Study. 

Independent variable: 

-Establishment size 

Dependent variable: 

-Organizational aspects 

-Effectiveness of 

controlling system 

-To evaluate and 

analyze the 

managerial 

practices of the 

family 

establishments in 

the Gaza Strip. 

Family establishments are 

characterized by:  

-Absence of formal planning. 

-Absence of organizational 

structure. 

-Use of verbal 

communication in follow up 

process. 

-centralization in decision 

making. 

- There is a significant 

relationship between 

establishment size and both 

organizational aspects and 

- The use of 

descriptive analytical 

approach. The use of 

questionnaire as data 

collection tool. 

- Place of the study. 

-Dependent and 

independent 

variables. 

-The study uses 

random sampling 

technique while this 

study uses the survey. 

-The study is applied  

on FBs in the Gaza 

Strip while this study 

uses case study 

strategy. 

- Study society. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

effectiveness of controlling 

system. 

(Abu bakr 2002), 

Organizational and 

Administrative Factors 

for the Success of Family 

Establishents. 

Study themes: 

-Characteristics of FBs. 

Organizational and 

administrative practices 

of FBs. 

General phenomena 

related to FBs. 

-To identify 

administrative 

charecteristics of 

Family 

establishments.  

-To identify 

organizational 

charecteristics of 

Family 

stablishments.   

- FBs associate their names 

with families names. 

- Absance of formal 

organizational structure. 

-There are no job duties. 

-There are no formal systems 

for salaries and incentives. 

- Discussion of FBs 

topic. 

- The use of 

questionnaire as data 

collection tool. 

-The study is applied 

on FBs in Egypt 

while this study uses 

the case study 

strategy. 

-Study sample 

(Padmasiri, Sandamali 

et al. 2018), The 

Relationship between 

Training and 

Development and 

Employee Performance 

of Excutive Level 

Employees in Apparel 

Organizations. 

 

Independent variable: 

-Training and 

development 

Dependent variable: 

-Employee 

performance 

-To examine the 

relationship 

between training 

and development 

and employee 

performance of 

executive level 

employees of 

leading apparel 

organizations in Sri 

Lanka. 

- There is a strong positive 

relationship between training 

and development and 

performance of executive 

level employees of apparel 

organizations. 

-Independent 

variable: 

-Dependent variable 

-The use of 

questionnaire as data 

collection tool. 

- The use of 

quantitative research 

and uses cross-

sectional. 

-The study is applied 

on apparel 

organizations in Sri 

Lanka while this 

study uses the case 

study strategy 

- The use of simple 

random sampling to 

choose study sample. 

-Study sample. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

(Uzochukwu 2018), 

Organizational Trust and 

Employee Performance 

in Selected Hotels in Edo 

State of Nigeria. 

 

Independent variable: 

- Organizational trust 

-Job satisfaction 

Dependent variable: 

-Employee 

performance  

-To examine the 

relationship 

between 

organizational 

trust and 

employee 

performance in 

selected hotels in 

Edo state 

-Organizational trust and 

employee satisfaction 

have significant impact on 

employee performance in 

hotels of Edo State. 

-Independent variable. 

-Dependent variable. 

-The use of 

questionnaire as data 

collection tool. 

-The study is applied 

on selected hotels in 

Edo State of Nigeria 

while this study uses 

the case study 

strategy. 

- Study sample 

-Sample size is 

determined by using 

Taro Yamane’s 

Statistical formula. 

 

(Ly 2017), 

 Performance Appraisal 

in A Family Business 

Study themes: 

-Family firms 

-Performance 

management 

-Performance appraisal. 

-To assess the 

effectiveness of 

appraisal process 

in FB 

-To identify 

individuals’ 

perceptions of 

appraisal process. 

-To recognize 

strengths and 

weaknesses of 

appraisal process 

in FB. 

-Appraisal process is fair, 

beneficial and useful for 

improvement. 

-Advantages:  it is supported 

by management and 

executives and depends on 

useful tools and technology.  

-Disadvantages: lack of 

consistency in rating and 

timing. And weak alignment 

with goals.  

-Discussion of 

appraisal process.  

- The use of semi-

structured interview to 

collect information. 

-The use of case study 

strategy. 

-Qualitative approach. 

- Place of study. 

(Kuruppuge and 

Gregar 2017), Family 

Involvement, Employee 

Independent variabl: 

-Family involvement in 

management. 

-Employee’s 

engagement in the job. 

-To identify 

determinants of 

employee 

performance in 

FBs. 

- Involvement of family 

members in positions like 

immediate supervisor 

strongly affects employees’ 

performance, while involving 

-Dependent variable 

-Quantitative 

methodology. 

-The use of stratefied 

random sampling. 

- The collection of a 

cross sectional data. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

Engagement and 

Employee Performance 

in Enterprising Family 

Firms. 

Dependent variable: 

-Employee’s 

performance.  

family members in strategic 

and functional 

 positions does not affect 

employees’ performance. 

- The use of 

questionnair as data 

collection tool. 

(Grytsaieva and 

Strandberg 2016), 

Communication in 

Family Business, 

Relationships Between 

Family and Non-Family 

Managers. 

 

Study themes: 

-Family Business. 

-Communication 

phenomenon. 

-Information sharing. 

 

-To understand the 

nature of 

communication 

and information 

sharing in family 

owned firms 

between both 

family managers 

and non-family 

managers, 

especially in small 

and medium size 

firms. 

-Communication in FBs 

works well. 

-Communication between 

family and non-family 

managers is in progress as a 

result of increased 

knowledge. 

-Strategic decisions are 

shared with non-family 

managers after they are taken 

by family mangers. 

-Discussion of 

communication topic. 

-The use of case study 

strategy. 

-The use of semi-

structured interviews. 

-Qualitative 

methodology. 

-Study sample. 

(Atsan and Erdem 

2015), 

 Trust Based 

Relationships between 

Family Members and 

Long-Term Employees 

of Family- Owned 

SMEs. 

Study themes: 

-Family Business. 

-Trust 

 

-To recognize the 

dimensions of trust 

among both family 

members in FBs 

and non-family 

employees who 

work for long term 

with at least two 

generations in 

family SMEs. 

- Minimum number of non-

family employees who work 

for long time in FBs is 

considered as essential for 

firm and is treated as a part of 

organizational culture. 

- Family firms perceive those 

employees as loyal, 

confident, honest and trust 

worthy. 

-Discussion of trust 

topic. 

-The use of case study 

strategy. 

-The use of interview 

for collecting data. 

-Qualitative 

methodology. 

-Study sample. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

 

(Fard and Karimi 

2015), The Relationship 

between Organizational 

Trust and Organizational 

Silence with Job 

Satisfaction and 

Organizational 

Commitment of the 

employees of University.    

 

Independent variabl: 

- Organizational 

silence. 

-   Organizational 

commitment  

- Job satisfaction 

Dependent variable: 

- Organizational Trust. 

- To examine the 

model of the 

relationships 

between 

organizational trust 

and organizational 

silence with job 

satisfaction and 

organizational 

commitment 

-Organizational trust has 

direct impact on 

organizational silence, 

organizational commitment 

and job satisfaction 

- The use of 

questionnair as data 

collection tool. 

 

- Study population. 

-The use of random 

sampling method. 

- the use of 

descriptive-

correlation method. 

(Schick 2014), Trust, 

Family Business and 

Succession Planning: 

Exploring a Restorative 

Approach. 

Independent variabl: 

-Trust 

Dependent variable: 

-Succession process in 

FB. 

-To recognize how 

trust can affect 

succession 

planning process 

in FB 

- There are three types of trust 

affecting succession planning 

process in FB including: 

interpersonal, competence 

and institutional levels of 

trust 

-Independent 

variable. 

- The use of semi-

structured interviews 

-Dependent variable. 

-Exploratory reserch 

method. 

-Study sample. 

(Cater III and Kidwell 

2014), Function, 

Governance, and Trust in 

Successor Leadership 

Groups in Family Firms. 

Independent variabl: 

-Trust. 

-Shared leadership 

-Governance. 

-Cooperation. 

-Competition. 

-Acceptence. 

-To know how the 

group of 

successors act and 

govern the firm 

- When there is cooperation 

and consensus to share power 

and leadership, and 

encouraging mutual trust, 

team effectiveness will be 

better. 

- Assignment of group of 

successors considered as an 

- Independent 

variable which is 

Trust. 

-The use of case study 

strategy. 

-The use of semi-

structured interviews. 

-Dependent variable. 

-Qualitative research 

method. 

-Study sample. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

 -Better decisions. 

Dependent variable: 

-Successor leadership 

group effectiveness.  

indicator for trust from the 

side of current leaders, also it 

encourages mutual trust 

among them  

(Sayed, Sharma et al. 

2014), Developing 

Family Business 

Members as Family 

Business Managers- with 

Reference to the Role of 

Education and Training 

on Development of 

Family Managed 

Businesses in India. 

Independent variabl: 

- Education. 

- Job-related training. 

Dependent variable: 

- Development of FBs. 

-To investigate the 

impact of 

education and job-

related training on 

the improvement 

of FBs. 

-Professional qualification 

and job-related training play 

significant role in the 

development of FBs. 

-They assist FB owners to 

identify business 

opportunities that vary from 

their business field. 

-They enable FBs to meet the 

business challenges and 

competitors. 

- Independent 

variable which is 

training. 

-Quantitative 

methodology. 

-The use of 

questionnair as a data 

collection tool. 

 

- Dependent variable. 

-Study sample. 

 

(Addae-Boateng, Xiao 

et al. 2014), Reasons for 

Work Performance in 

Family Businesses: 

Opinions of Non-Family-

Member-Employees, 

Family-Member-

Study themes: 

-FB. 

-Job Performance. 

-To know the 

reasons behind 

work performance 

in FB by asking 

directly the family 

member-

employees 

-Family members illustrate 

that reasons of job 

performance are: the 

ownership of business, the 

desire to increase wealth and 

performance rewards.  

-Non-family employees 

suggest that reasons of job 

performance are: performance 

rewards, the feeling of job 

satisfaction, and the fear of 

losing their work. 

-Study themes. 

-The use of 

questionnair as data 

collection tool. 

-Study sample. 

 

- The study is applied  

on 100% owned FBs 

in Ghana, West 

Africa. While this 

study is applied in the 

Gaza Strip and uses 

case study strategy.   
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

Employees, and 

Managements. 

(Lampinen 2014), 

Performance 

Management and 

Rewarding in Family 

Business. 

Study themes: 

-Performance 

management. 

-HRM and FB. 

-Rewarding. 

- To discuss the 

performance 

management in FB 

- To reach to 

different tools and 

factors that can be 

used. 

-To develop the 

performance 

within the case 

company. 

-The goals are discussed with 

managers of departments but 

they are not communicated to 

employees. 

-Performance feedback that is 

given to employees is 

negative or is not enough. 

- The study discussed 

performance 

management and FB 

topics. 

-The use of case study 

strategy. 

- The use of interview 

for collecting data. 

-Qualitative research 

method. 

-The use of written 

interview sheet. 

 

(Frances Carmon and 

C. Pearson 2013),  

Family Business 

Employees’ Family 

Communication and 

Workplace Experiences.  

 

Independent variabl: 

-Conversation 

orientation. 

-Conformity 

orientation. 

Mediator: 

-Family Satisfaction. 

Dependent variable: 

-Family involvement. 

-Work involvement 

-To investigate the 

impact of family 

communication 

patterns on the 

perception of 

family satisfaction, 

family 

involvement and 

work involvement. 

- Perception of conversation 

orientation has positive 

relationship with perception 

of family satisfaction of FB 

employees. Also, perception 

of family satisfaction has 

positive relationship with 

perception of family 

involvement. 

-There is no significant 

relationship between 

perception of conformity 

orientation and perception of 

family satisfaction. 

-There is a positive 

relationship between 

perception of conversation 

-The use of 

questionnair as data 

collection tool. 

- the discussion of 

communication in 

FBs topic.  

-The use of snowball 

sampling, local 

website advertising 

FBs and two-state FB 

associations to reach 

to the convenient 

sample. 

- The study applied 

on 81 family firms 

from different fields 

in US while this study 

uses the case study 

strategy.  
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

orientation and perception of 

family satisfaction of FB 

employees. While there was 

no significant relationship 

between conformity 

orientation and perception of 

family satisfaction. There is 

no significant relationship 

between perception of family 

and perception of work 

involvement.   

(Stoilkovska, 

Milenkovska et al. 

2013), The Influence of 

Family Relations on 

Decision Making in 

Family Businesses. 

Independent variabl: 

- Family relations. 

Dependent variable: 

- Decision making in 

FB. 

-To examine 

whether FB leaders 

recognize emotions 

at work, and if there 

are rules and 

procedures set in 

FB. 

- Leaders of family firms are 

unsuccessful in managing 

their emotions, and family 

members transfer family 

problems in to the business. 

-The discussion of FB 

topic. 

-The use of 

questionnair as data 

collection tool. 

-Independent variabl. 

-Dependent variable. 

- Study sample. 

(Leblebici 2012), Impact 

of Workplace Quality on 

Employee Productivity: 

Case Study of A Bank in 

Turky. 

Independent variabl: 

- Employee 

Productivity 

Dependent variable: 

- Physical Components 

of Environment 

- Behavioral 

Components of 

Environment 

-To examine the 

effect of working 

environment on 

employee 

productivity 

-Working environment affects 

employee performance.  

-The behavioural working 

environment has greater 

impact on performance of 

employees. 

- Independent variabl. 

- Dependent variable. 

-The use of survey as 

data collection tool. 

-Study population. 

(Rajhans 2012), 

Effective Organizational 

Independent variabl: 

- Employee 

Performance 

-To investigate the 

influence of 

communication on 

- Organizational 

communication plays a critical 

- Independent variabl. 

- Dependent variable. 

-The use of random 

sample. 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

Communicaion: a Key to 

Employee Motivation 

and Performance. 

 

Dependent variable: 

- Communication 

- Motivation 

motivation and 

employee 

performance 

role in employee motivation 

and performance 
-The use of case study 

strategy. 

- The use of interviews 

to collect primary 

data. 

- The use of 

communication effort 

sheet to collect 

primary data. 

(Berggren and 

Bernshteyn 2007), 

Organizational 

Transparency Drives 

Company Performance. 

 

Study Themes 

-Transparency 

-Organization 

Performance 

-Human Capital 

-Strategy Alighnment 

-To explain the 

idea of value 

creation through 

enhanced 

organizational 

transparency of 

human capital. 

- Greater transparency 

within organization means 

better individual 

performance and 

contribution to 

organization.  

-Transparency reduces 

inefficiencies in strategy 

execution and is a key 

factor for retaining and 

attracting high performer. 

- The use of case study 

strategy. 
-The methodology 

bases on comparing 

the status of current 

organizations with 

other areas of life.  

-the use of 

Observations  

(Denisova 2007), 

 Internal Communication 

Problems in a 

Multinational Company: 

Lamor Group. 

Study themes: 

-Organizational 

communication. 

-Internal 

communication. 

-Communication. 

 

- To examine 

employee 

satisfaction with 

internal 

communication in 

the Lamor 

company, which 

considered as FB. 

- Communication system is 

open and informal, but 

employees in Lamor 

Company are not quite 

satisfied with internal 

communication. 

-Communication is existed but 

there is no care for how it is 

working in the company. 

-The discussion of 

organizational 

communication topic. 

-The use of case study 

strategy. 

-The use of 

questionnair as a data 

collection tool. 

- Qualitative research 

method. 

(Birdthistle 2006), 

Training and Learning 

Strategies of Family 

Businesses: an Irish Case. 

Study themes: 

-FBs in Ireland. 

-Learning and training 

in FBs. 

-To examine 

training and 

learning strategies 

- Family firms prefer informal 

training rather than formal 

training 

-The theme of training 

in FBs.  

-The use of 

descriptive approach. 

-The use of stratified 

random sample of 

unquoted FBs in 

Ireland while this 
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The previous study The variables  The objectives The findings  Similarities with the 

study 

Differences with the 

study 

 used by family 

firms in Ireland. 

-Family firms don’t send 

management staff for formal 

training programs due to the 

financial reasons. 

The use of 

questionnaire as data 

collection tool. 

-The use of semi- 

structured interviews 

for collecting data. 

study is applied in the 

Gaza Strip and uses 

case study strategy. 

-The use of postal 

questionnaires.   

(Lee 2006),  

Family Firm 

Performance: Further 

Evidence. 

 

Study themes: 

-Family firms. 

-Firms performance.  

-Competitive 

advantages.  

 

- To examine up to 

what extent the 

family businesses 

are competitive in 

comparison with 

non-family 

businesses. 

-Family firms show more 

stability and continuity in 

comparison with non-family 

firms. 

-Families have good impact 

on the business’ performance. 

-The discussion of 

FBs topic. 

 

-Study sample 

includes FBs and 

Non-FBs. 

- The use of 

multivariate 

regression for 

analysis. 

(Harris, Reid et al. 

2004), Employee 

Involvement in Family 

and Non-Family Owned 

Businesses in Great 

Britain. 

 

Study themes: 

-Employee 

involvement. 

-Family firms. 

-Communication and 

consultation. 

-Economic 

performance. 

-To know if direct 

communication 

with employees or 

communication 

with employees 

through unions and 

joint consultative 

committees lead to 

higher impact on 

firm productivity. 

-FBs have low level of 

employee involvement, and 

there is no need for employee 

involvement in FB because 

they care for employees and 

the latter see that there is no 

need for union representation. 

 

-The discussion of 

FBs and 

communication 

topics. 

 

-The researcher 

depends on the 1998 

Workplace 

Employment 

Relations Survey as 

source of data 
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3.5 Research Gap 

The current study is distinguished from other studies in terms of the following 

points: 

- The study focuses on discussing a modern phenomenon which is Family 

Business, that is considered as a new field of study at the international level, 

and there is growing interest toward studying it. 

- The study examines the impact of five independent variables (training, 

organizational communication, organizational trust, transparency and working 

environment) on the dependent variable (Employees’ performance) in FB. 

While previous studies have studied the impact of only one independent factor 

on employees’ performance or other dependent factors. 

- The study is applied on Bashir Siksik Co. in the Gaza Strip which has a large 

market share in the Palestinian local market.  

- The study focuses on transparency with employees rather than financial 

transparency that is discussed by most studies. 

- The study uses some previous studies that differ in both the dependent and the 

independent variables.  

- Most previous studies recognize the phenomenon rather than studying the 

relationships that affect it or that are related to it.  
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Chapter 4  

Methodology 

 

4.1 Introduction 

This chapter describes the methodology of the research adopted to accomplish 

the objectives of the research. The term methodology is used to establish a step-by-

step procedure for reaching the intended research results. The purpose of any research 

is to search for answers of questions through the application of scientific procedures. 

The main purpose of this research is to study “Factors Impacting Performance of 

Employees in Family Business (The Case study of Siksik Company in Gaza)”. This 

chapter is divided into the following sections: research methodology, research 

population, justifications for choosing the study society, research model and variables, 

questionnaire design, data coding and editing, reliability and validity, statistical 

techniques and software. 

4.2 Research Design: 

For conducting the study, the researcher depends on the following stages: 

1. The first stage involves preparing the research proposal which involves 

mainly the identification and definition of the research problem, 

research objectives formation and research plan development.  

2. The second stage involves a comprehensive literature review about the 

main research topic, variables and related previous studies. This stage 

is supported by two interviews with the head of HR department and the 

head of PR department at Siksik Co. 

3. The third stage involves data collection about the study population. 

4. The fourth stage involves a questionnaire development which covers 

the stated research variables to be examined. This questionnaire is 

revised and evaluated by ten academic and professional referees.   

5. The fifth stage involves a comprehensive survey for questionnaire 

distribution on 290 administrative employees at Siksik Co. 290 

questionnaires are received with respond rate 100%. 
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6. The sixth stage involves data analysis and discussion by using SPSS 

program.  

7. The final stage involves the conclusions and recommendations. 

Figure (4.1) displays the methodology flowchart, which the researcher uses in 

order to achieve the research objective. 

 

Figure (4.1): The Methodology Flow Chart 

Source: customized by the researcher, 2018. Based on(Alsafady 2017)  

 

4.3 Research Methodology 

The research uses the descriptive analytical methodology which studies the 

phenomenon as it is, describes it accurately and clarifies its characteristics through 

collecting, analyzing and explaining data. The usage of this methodology aims to 

examine “Factors Impacting Performance of Employees in Family Business (The Case 

study of Siksik Company in Gaza)”. 
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The descriptive analytical methodology characteristics are not only collecting 

and organizing data that are related to a specific phenomenon, but it also aims to reach 

conclusions that contribute in understanding reality throughout analyzing and 

explaining the studied phenomenon. Furthermore, it stands on the most important 

advantages and disadvantages to improve the disadvantages and developing the 

advantages that are related to the phenomenon under study. 

The researcher uses two important sources of data which are: 

1. Secondary Data Sources: data such as books, Arabic and foreign references, 

articles, reports, theses, researches, previous studies in addition to the web pages. 

2. Primary Data Sources: The researcher depends on two semi-structured 

interviews: the first one is with the head of PR and Marketing department at Siksik 

Co. in Gaza. The second one is with the head of HR department at Siksik Co. in 

order to support the literature review. Also, the researcher distributes questionnaires 

on the study population in order to get their opinions about the factors impacting 

employees’ performance in FB in the Gaza Strip. 

4.4 Research Population 

According to the statistics taken from HR manager of Siksik Co. in 2018. 

Siksik Co. employs 350 employees, 80% of them are administrative employees while 

only 20% are technical employees.  The study aims to highlight the administrative 

employees in Siksik Co. as they constitute the largest number. To study the factors that 

affect employees’ performance in FB. In order to get better results, the researcher 

depends on comprehensive survey for the questionnaire distribution, by which the 

study society targets 290 administrative employees in Siksik Co. Thus, 290 

questionnaires are distributed and 290 questionnaires are received with response rate 

of 100%.   

4.5 Research Model and Variables 

The model that the researcher wants to examine in this study consists of five 

independent variables which are: training, organizational communication, 

organizational trust, transparency and working environment, and one dependent 

variable which is employee performance. In fact, this model is taken by researcher 

from previous studies The resources of the previous studies are  and (Leblebici 2012), 
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(Rajhans 2012), (Berggren and Bernshteyn 2007), (Fard and Karimi 2015)and 

(Alwekaisi 2016). 

4.6 Questionnaire Procedures and Design 

The researcher depends on the following questionnaire procedures: 

The questionnaire is designed by the researcher based on reviewing literature.   

The questionnaire is reviewed and modified by the research's supervisor. 

The modified copy is given to ten academic referees from The Islamic 

University of Gaza and Al-Azhar University of Gaza. Referees list is attached in 

(appendix 1). 

The questionnaire is modified based on the referees’ comments. 

The questionnaire is distributed on employees. 

The researcher firstly designs the questionnaire in Arabic language (appendix 

2) in order to make it easier for understanding. After the distribution and collection of 

the questionnaire, it is translated into English (appendix 3). The researcher in both 

copies depends on a clear and simple language. The questionnaires are distributed with 

a covering letter. This letter clarifies the research purpose, the responding way, the 

research aim and the information security in order to gain high response rate. 

The researcher collects the questionnaire items from different sources such as 

published literature, and the following references are examples (Paliszkiewicz, 

Koohang et al. 2014), (Koopmans, Bernaards et al. 2012), (Secretariat 2009), (Rawlins 

2008) and (Pulse 2018). In addition to the other sources of unpublished literature which 

mainly includes master theses such as (Abu Selmeiia 2007), (Abu Habib 2014) and 

(Abu Ajwa 2012). 

The questionnaire consists of six dimensions with a list of 51 items. Five 

dimensions represent the independent variables (Factors Impacting), and one 

dimension represents the dependent variable (Performance of Employees). The 

research questionnaire is divided into two parts as follows: 

Part 1 consists of personal information of the respondents (gender, age, 

educational qualification, occupational category and years of experience). 
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Part 2 consists of six dimensions as follows: (1) “training” consists of seven 

items, (2) “organizational communication” consists of seven items, (3) “organizational 

trust” consists of seven items, (4) “transparency” consists of eight items, (5) “working 

environment” consists of seven items, and (6) “performance of employees” consists of 

fifteen items. 

In appendix 4, the researcher mentions the source of each item in details.     

4.6.1 Scale of Items 

The researcher uses a “10-degree” scale based on Likert Scale to correct the 

study tool as the researcher shows the questionnaire’s items on the study society, and 

for each item there are 10 answers to determine the level of their consent. The answers 

give numerical indicators that represent the level of the answer on the item that are 

used to show the level of increase or decrease of the consent on the items of the 

questionnaire. Table (4.1) shows this. 

 

Table (4.1): Correction of the study tool with a 10-degree based on Likert Scale of the 

consent. 

Degree  1 2 3 4 5 6 7 8 9 10 

Answer  Disagree         Agree 

The table above shows that the lower the granted degree of the answer is, the 

higher the rejection is. The degree (1) shows the complete disagree of the item. The 

more the granted degree of the answer is, the more the degree of consent on it. The 

degree (10) shows the complete agree of the item. Where the dependence is on the 

value of mean and Relative Important Index. Table (4.2) below shows the levels of the 

consent based on five levels (Very Low, Low, Medium, High, Very High). 

Table (4.2): Level of agreement about items according to mean value of answers. 

Level of 

agreement 
V. Low Low Medium High V. High 

Mean 
less than 

2.80 
2.80 - 4.59 4.60 - 6.39 

6.40 - 

8.19 

more than 

8.20 

RII 
less than 

28% 

28% - 

45.9% 

46% - 

63.9% 

64% - 

81.9% 

more than 

82% 
Hint: Mean: Mean of answers, RII= Relative Important Index.  
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This gives a clear indication the averages that are less than (2.80) indicate to a 

very low degree in the consent on the item or the axis which means a high degree in 

the disagree. The averages between (2.80-4.59) indicate to a low degree in the consent 

which means a high degree of disagree on the items and dimension. The averages 

between (4.60-6.39) indicate to a medium degree in the consent or neutral degree on 

items and dimension. The averages between (6.40-8.19) indicate to a high degree in 

consent. The averages that are equal and more than (8.20) indicate to a very high 

degree of consent. This segmentation is selected according to a 10-degree scale of 

Likert Scale which is adopted in correcting the tool of the study.  

4.7 Data coding and editing 

Once the quantitative data is obtained via the survey, the data is checked for 

missing values, inconsistencies and any other response errors. A coding is manually 

constructed which contained general instructions on how each variable is coded. For 

quantitative data input and analysis, the Statistical Package for Social Science (SPSS) 

is used. The coded data is visually rechecked for the detection of any possible data 

entry errors. Descriptive statistics were computed for all the variables for accuracy of 

inputs as follows: the range of each variable is checked for out-of-range values; 

frequency counts are performed; the distribution of each variable was analyzed to 

detect irregular answers and cases with extreme values; and the means and standard 

deviations are computed. 

4.8 Pilot study 

Pilot study sample is one type of samples that the researchers use before the 

final procedure of the field study. Its use is very important when the researcher’s 

knowledge is simple in the subject of his/her research. It contributes in strengthening 

the researcher knowledge in order to get deeper in his/her study. The Pilot study 

sample is the starting point in the scientific research (theoretical and applied), as it also 

represents the first step of the field study and it strengthens the researcher to continue 

in his/her study. The researcher also depends on it frequently in selecting the level of 

sincerity and persistence of the study tool. Accordingly, the researcher studies a 

random sample contains (30) respondents (86% males, 14% females) to verify the 
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validity and stability of the study tool (questionnaire) that is the main step before 

distributing the questionnaires on the targeted study society.  

4.9 Reliability and Validity 

Validity and reliability are concepts that capture the measurement properties 

of a survey, questionnaire or another type of measure. Reliability is necessary for 

establishing the validity of a measure and ensuring accurate interpretation (Churchill 

& Brown, 2007). The validity of an assessment is the degree to which it measures what 

it is supposed to measure (Malhotra, 2007). This is not the same as reliability, which 

is the extent to which a measurement gives results that are consistent (Golafshani, 

2003). Therefore, reliability analysis of the constructs needs to be undertaken prior for 

testing their validity and hypothesized relationship (Churchill & Brown, 2007). We 

give an initial assessment of the reliability of constructs through internal consistency 

using Cronbach's alpha coefficient, Split-Half method. Then their validity is 

established through Content validity.  

4.9.1 Validity 

Validity of an assessment is the degree to which it measures what it is supposed 

to measure, which means “determining whether a measuring instrument actually 

measures what it is supposed to measure” or the “degree to which a measuring 

instrument measures what it intends to measure” (Long & Johnson, 2000, p. 31). In 

this study, the researcher considers content validity as suggested by many scholars 

(e.g. Bagozzi et al., 1991; Hair et al. 2010). Content validity is to ensure the content of 

instruments by different ways.  

4.9.1.1 Content Validity  

Content validity refers to the extent to which a measure represents all facets of 

a social construct. This refers not to what the test actually measures, but to what it 

superficially appears to measure (Sarantakos, 2005). To demonstrate content validity, 

testers investigate the degree to which a test is a representative sample of the content 

of whatever objectives or specifications the test was originally designed to measure. 

(Churchill & Brown, 2006). It's concerned with the question of whether the 

instrumentation includes a sufficiently representative number of items to ensure that 

all ways to measure the content of the studied construct (Sarantakos, 2005). Hence, 
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content validity includes any validity strategies that focus on the content of the test, 

Then, it is presented to a group of ten academics from the faculty of economic and 

administrative science form two universities which are: (IUG) The Islamic University 

of Gaza and (AUG) Al-Azhar University of Gaza, to review the questionnaire to judge 

its validity. The evaluation of the questionnaire is according to its content, the 

clearness of its items meaning, and its appropriateness for the research, to avoid any 

ambiguous items and to assure its linkage with the study. 

4.9.1.2 Internal Consistency and Discriminant Validity  

Internal Consistency: is the range of correlation between degrees of dimensions 

with degrees of component elements. The existence of internal consistency is verified by 

calculating the coefficients of correlation between the degree of each item and the total degree 

of the dimension that it belongs to in order to verify the range of validity of questionnaire 

measurements. Discriminant Validity:  it is the ability of the test to differentiate the followed 

paragraphs to each dimension and the absence of overlap among the dimensions and its values 

will be calculated through the results of the analysis by calculating the square root to the 

variance ratio that the latent factor derives. The values that extend 0.50 indicate to a reasonable 

degree of discriminatory fidelity. 

The following Table (4.3) shows the correlation coefficient for each item of 

the dimensions. The p-values are less than 0.01, so the correlation coefficients of this 

dimensions are significant at α = 0.01. Therefore, it can be said that the items of this 

dimensions are consistent and valid to measure what it was set for. 

Table (4.3) includes the indicators of Discriminant validity DV which is 

calculated by results of factor analysis, the vales of DV indicator are more than 0.50 

and the values of DV indicators are greater than 0.654, these values indicate that there 

is good validity of our data. 
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Table (4.3) shows: Internal Consistency and Discriminant Validity 

Training 
Organizational 

Communication 
Organizational Trust 

Items R Sig. Items R Sig. 
Item

s 
R Sig. 

A1 0.706* 0.000 B1 0.792* 0.000 C1 0.598* 0.000 

A2 0.646* 0.000 B2 0.858* 0.000 C2 0.592* 0.000 

A3 0.714* 0.000 B3 0.815* 0.000 C3 0.584* 0.000 

A4 0.707* 0.000 B4 0.656* 0.000 C4 0.637* 0.000 

A5 0.776* 0.000 B5 0.666* 0.000 C5 0.691* 0.000 

A6 0.760* 0.000 B6 0.555* 0.000 C6 0.724* 0.000 

A7 0.695* 0.000 B7 0.841* 0.000 C7 0.705* 0.000 

D.V.= 0.717 D.V. = 0.746 D.V. = 0.654 

Transparency 
Working 

Environment 
Employees performance in the company 

Items R Sig. 
Ite

ms 
R Sig. 

Ite

ms 
R Sig. 

Ite

ms 
R Sig. 

D1 0.742* 0.000 E1 0.769* 0.000 F1 0.595* 0.000 F9 0.627* 0.000 

D2 0.757* 0.000 E2 0.651* 0.000 F2 0.654* 0.000 F10 0.527* 0.000 

D3 0.626* 0.000 E3 0.692* 0.000 F3 0.606* 0.000 F11 0.695* 0.000 

D4 0.796* 0.000 E4 0.796* 0.000 F4 0.584* 0.000 F12 0.734* 0.000 

D5 0.545* 0.000 E5 0.768* 0.000 F5 0.585* 0.000 F13 0.775* 0.000 

D6 0.667* 0.000 E6 0.820* 0.000 F6 0.616* 0.000 F14 0.769* 0.000 

D7 0.696* 0.000 E7 0.756* 0.000 F7 0.683* 0.000 F15 0.803* 0.000 

D8 0.741* 0.000    F8 0.540* 0.000    

D.V. = 0.697 D.V. = 0.753 D.V. = 0.661 

*sig = significance at the 0.01  
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4.9.2 Reliability 

4.9.2.1 Indicators Cronbach's Alpha, Guttman Split—Half and Composite 

reliability 

The establishment of unidimensional is required for impactive use of 

Cronbach’s alpha as the Cronbach alpha can underestimate the reliability of a 

multidimensional measure (Anderson & Gerbing, 1988). Cronbach's Alpha is widely 

used in social science and business for testing internal consistency of the survey items 

(Cronbach, 1951). The Cronbach alpha statistic indicates the level of reliability. Its 

values could range from 0.0 to 1.0 with a value closer to 1.0 indicating a higher level 

of reliability.  

Table (4.4) shows the values of reliability indicators, by which Cronbach’s 

Alpha values range between 0.764 and 0.905, Guttman values for Split-Half reliability 

range between 0.873 and 0.945. 

As a conclusion, it is proven that the study questionnaire is valid, reliable and 

ready to be used for data collection. According to FA results, Composite Reliability is 

calculated, the minimum (CR) was 0.835 above the critical level of 0.7 as well, 

indicating high reliability. Accordingly, these indictors conclude that the questionnaire 

of the study is considered reliable. 

Table (4.4): Indicators Cronbach's Alpha, Guttman Split—Half and Composite 

reliability. 

Constructs No. of items 
Cronbach 

Alpha 

Guttman 

split-half 
CR 

Training 7 0.838 0.901 0.881 

Organizational Communication 7 0.862 0.873 0.896 

Organizational Trust 7 0.764 0.907 0.835 

Transparency 8 0.841 0.885 0.881 

Working Environment 7 0.869 0.907 0.901 

Employees performance in the 

company 
15 

0.905 0.945 0.920 
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4.10 The Normal Distribution of the variables of the study  

The statisticians use two types of the statistical tests to examine the hypotheses. 

The first type is the parametric tests and the second one is the non-parametric tests. It 

is necessary when a researcher uses the parametric tests to use the normal distribution 

of data that he/she wants to use the statistical tests on. However, he/she uses the non-

parametric tests as an alternative of the parametric tests in case that the normal 

distribution of data is not achieved which happens with small samples that are less than 

(30). While the samples that are more than (30) are allowed to give up the condition 

of using the normal distribution according to the Central Limit Theorem. In this study, 

the parametric tests are being used depending on the mentioned reason above without 

going to verifying the requirement for the normal distribution of data.   

4.11 Statistical Techniques and Software 

The researcher uses Statistical Package for Social Science to analyze data by 

frequencies and percentages to describe personal information for the study sample. 

mean of answers and RII-Relative Importance Index to identify to what extent the 

responses for items and the main dimensions of the study and Standard Deviation to 

show how much variation or dispersion exists from the mean. Cronbach's Alpha, 

Guttman split-half and Composite reliability are to estimate the reliability of the 

questionnaire dimensions. Person correlation coefficients is to assess the construct 

validity and correlation coefficients between variables of the study. T-test for 

independent samples is to test the presence of statistically significant differences in the 

level of agreement on variables due to gender. Analysis of Variance- ANOVA is to 

test for the presence of statistically significant differences in the level of agreement on 

variables of the study due to other Personal information factors.  

Regression analysis: The purpose of regression analysis is to identify changes 

in independent variables that are significant predictors of changes in a dependent 

variable and in so doing and build a linear model that describes these relationships. 

How well the resulting model fits the population is indicated by the coefficient of 

determination (i.e. R-square, R2). In this study, Multiple Regression Analysis is 

undertaken to test the impact of factors impacting performance of employees in family 

business. 
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Chapter 5  

Data Analysis & Discussion 

5.1 Introduction 

This chapter explains stages of the data analysis process for the collected 

responses and presents the results of the analysis with explanations for these results. It 

also provides a clear idea of the personal information of respondents. In this chapter, 

the researcher uses an analytical tool: IBM SPSS Statistics 25; in order to determine 

the nature of the relationship between the variables of the study and test hypotheses of 

the study. 

5.2 Personal Characteristics of the Research Population 

The questionnaire data is collected from (290) administrative employees 

working in the Bashir Siksik Co. in the Gaza Strip, and the respondents are distributed 

according to the Gender as the following (247 are male with percentage of 85.2% and 

43 are female with percentage of 14.8%). This is an acceptable percentage from 

researcher point of view because the predominant work culture as well as Palestine 

culture focuses mainly on employing male more than female.  

The respondents distributed according to age are as the following (Less than 

30 years = 63.1%, from 30 to less than 40 = 35.5%, from 40 to less than 50= 1.0%, 

more than = 0.3%). The researcher sees that the results are consistent with the reality 

of Siksik Co. that depends mainly on youth because they have the ability to keep up 

with continuous developments in business and technology. Also, they are more able to 

adapt with changes in the working environment. In addition to their ability to innovate 

and generate new ideas that contribute to the success of business.   

 The respondents distributed according to educational qualification are as the 

following (Diploma = 0.3%, Bachelor degree =98.6%, Graduate Studies = 1.0%). 

Employees who have the bachelor degree have the highest percentage. The researcher 

sees that these results are reasonable because the administrative jobs at Siksik Co. 

require the first degree to perform them. Also, this illustrates that Siksik Co. focuses 

on educational qualification in employment process to have qualified staff that can 

provide good performance. By which Siksik Co. considers HR the most important 

asset that lead to business success. Moreover, this provides good impression about 
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questionnaire responses in which respondents are scientifically qualified and have the 

ability to deal with the questionnaire.  

The respondents distributed according to occupational category are as the 

following (Highest rate “Sales Man = 19.0 %”, Lowest rate “Supervisor = 1.4%”). The 

number of sales men is the largest because the company has five branches in the Gaza 

Strip and sells approximately 6000 varieties of products, and this requires a large 

number of sales men. The lowest number is for supervisors and it is normal to have a 

low number of supervisors in the firm because each supervisor will be responsible for 

group of employees. 

The respondents distributed according to years of experience are as the 

following (less than one year = 1.0%, from 1 to less than 3= 33.8%, from 3 to less than 

5= 64.1%, more than 5= 1.0%). These statistics are consistent with reality of Siksik 

Co. in term of HR, whereas it depends basically on youth, and the years of experience 

are linked to the age of employees by which youth has low level of experience in 

comparison with old employees, but they have the energy to work, create, innovate, 

adapt with changes inside and outside the company. Also, the results show that 

employment percentage in the last three years is good, and this is an indicator that the 

co. is working well despite the deteriorating political and economic situation in the 

Gaza Strip.    On the other hand, employees that have experience more than 5 years 

are only 1.0% and this is a low percentage which means the absence of long experience 

that the company can benefit from.   

Table 5.1 Shows the Characteristics of Respondents on the questionnaire. 

Table (5.1): Characteristics of respondents. 

 Male Female Total 

Variables 

N 

= 

24

7 

Valid 

Perce

nt 

N 

= 

4

3 

Valid 

Perce

nt 

N= 

29

0 

Valid 

Perce

nt 

Age(years) 

Less than 30 
15

3 
61.9% 

3

0 

69.8% 18

3 
63.1% 

From 30 to less than 40 92 37.2% 
1

1 

25.6% 10

3 
35.5% 

From 40 to less than 50 1 0.4% 2 4.7% 3 1.0% 

More than 50 1 0.4% - - 1 0.3% 

Educational qualification 

Diploma 1 0.4% - - 1 0.3% 
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 Male Female Total 

Bachelor degree 
24

5 
99.25 

4

1 

95.3% 28

6 
98.6% 

Graduate 

Studies                                                                     

 
1 0.4% 

2 4.7% 

3 1.0% 

Occupational category 

Supervisor 3 1.2% 1 2.3% 4 1.4% 

Administrative Assistant 42 17.0% 8 18.6% 50 17.2% 

Engineer 42 17.0% 6 14.0% 48 16.6% 

Director of the department 23 9.3% 6 14.0% 29 10.0% 

Accountant 39 15.8% 7 16.3% 46 15.9% 

Sales Man 47 19.0% 8 18.6% 55 19.0% 

Procurement Admin 7 2.8% 1 2.3% 8 2.8% 

Secretary 7 2.8% 2 4.7% 9 3.1% 

Public relations 23 9.3% 3 7.0% 26 9.0% 

Cashier 17 6.9% 2 4.7% 19 6.6% 

Years of experience 

Less than one year 2 0.8% 1 2.3% 3 1.0% 

From 1 to less than 3 80 32.4% 
1

8 

41.9% 
98 33.8% 

From 3 to less than 5 
16

3 
66.0% 

2

3 

53.5% 18

6 
64.1% 

More than 5 2 0.8% 1 2.3% 3 1.0% 

 

5.3 Descriptive Statistics of Variables of the Study 

Table 5.2 shows the descriptive measurements of variables of the study 

construct, whereas the table has six variables, the variables which come first based on 

level of agreement is “Training” with (M = 9.40 out of 10, RII = 94%, SD = 0.29), the 

variable which comes last “Organizational Trust” With (M = 9.30 out of 10, RII = 

93%, SD = 0.30). It can be concluded that from respondents’ point of view that the 

most important dimension is training and the last dimension is trust.  

According to one sample T-test around the mid value (5.5), results indicate that 

there is positive significant difference between mean of answers on each variable and 

(5.5) value, it indicates that the mean of answers is greater than (5.5) which means that 

the point of view of respondent about variables goes to positive agreement. 
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Table (5.2): Descriptive measurements of variables of the study construct. 

Constructs M SD RII T Sig. 

Training  9.40 0.29 94.0% 232.67* 0.000 

Organizational Communication  9.38 0.34 93.8% 196.17* 0.000 

Organizational Trust  9.30 0.30 93.0% 215.35* 0.000 

Transparency  9.33 0.30 93.3% 217.74* 0.000 

Working Environment  9.33 0.28 93.3% 229.65* 0.000 

Employees performance   9.33 0.20 93.3% 325.08* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 

 

 

Figure (5.1): Descriptive measurements of variables of the study construct 

 

5.3.1 Training   

Table 5.3 shows the descriptive measurements of items of training construct, 

whereas the table has seven items, the item which comes first based on level of 

agreement is “A1: Training in the company increases production rate” with (M = 9.78 

out of 10, RII = 97.8%, SD = 0.47). It can be concluded that respondents have high 

level of agreement on this item. This mean that training provided by Siksik Co. 

achieves its main purpose which is improving knowledge, behaviors and skills of 

employees that contribute to improve their performance and productivity.  

 The item which comes last based on agreement level is “A6: After training, 

the employee feels that he can use his creativity and thought in work” With (M = 9.21 

out of 10, RII = 91.2%, SD = 0.74). It can be concluded that Siksik Co. provides 

training for employees for the purpose of improving them, improving their 

performance and enabling them to think creatively. Moreover, Siksik Co. gives 
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employees wide area of creativity to create, innovate and add new ideas. By rewarding 

the successful ideas.  

The total degree of agreement on training construct is very high with (M = 9.40 

out of 10, RII = 94%, SD = 0.29). According to one sample T-test around the mid 

value (5.5), results indicate that there is a positive significant difference between mean 

of answers on each item and (5.5) value. It indicates that the mean of answers is greater 

than (5.5) which means that the point of view of respondents about training goes to 

positive agreement. It can be concluded that the high level of agreement indicates the 

importance of training in which it is considered an essential factor in business as it 

contributes in appreciating the efficiency and effectiveness of employees’ performance 

as well as the whole business. Moreover, it improves employees’ abilities and enables 

them to perform better and innovate.  Hence, Siksik Co. provides training in equipped 

training rooms by bringing professional trainers or communicate with them through 

video conference. Also, the co. depends mainly on on-job training to save employees 

time. In addition, it uses different training methods such as job rotation and mentoring. 

 The result of training construct is consistent with (Alwekaisi 2016), which 

concludes that training and development are critical for developing employees’ 

competences. Hence,  (Alwekaisi 2015), which concludes that training is very critical 

HR function for family firms, and if HR managers and business owners want to 

succeed, they should provide their employees with the needed skills by managing and 

executing the training programs in an effective manner. (Sayed, Sharma et al. 2014), 

which concludes that job-related training plays significant role in the development of 

FBs. Moreover, training encourages managerial skills and add value to the FB. On the 

other hand, (Birdthistle 2006) concludes that FBs prefer informal training rather than 

formal training, and they don’t send management staff for formal training programs 

due to the financial reasons and the long time that consumed by formal training. The 

researcher concludes that these differences are due to the difference of study sample, 

which included independent unquoted small and medium sized family firms in Ireland.  

Table (5.3): Descriptive measurements of items of training. 
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Items M SD RII T Sig. 

A1 
Training in the company increases 

production rate. 
9.78 0.47 97.8% 155.82* 0.000 

A2 
Training in the company improves 

production. 
9.62 0.55 96.2% 127.25* 0.000 

A3 
The employee transfers what he has 

learned to his colleagues. 
9.30 0.72 93.0% 89.52* 0.000 

A4 

After training, the employee can 

introduce new performance methods 

for his work. 

9.26 0.68 92.6% 94.22* 0.000 

A5 
The trainee e feels strong desire to 

apply what he has learned in training. 
9.22 0.70 92.2% 90.43* 0.000 

A6 

After training, the employee feels that 

he can use his creativity and thought 

in work. 

9.21 0.74 92.1% 85.87* 0.000 

A7 

The company's training improves 

employee performance over the long 

term. 

9.38 0.70 93.8% 94.07* 0.000 

 Overall 9.40 0.29 94.0% 232.67* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 

5.3.2 Organizational Communication 

Table 5.4 shows the descriptive measurements of items of organizational 

communication construct, whereas the table has seven items, the item which comes 

first based on level of agreement is “B3: The employee and his co-workers share 

important information that is critical to their success” with (M = 9.57 out of 10, RII = 

95.7%, SD = 0.67). It can be concluded that respondents have a high level of agreement 

on this item because Siksik Co. encourages the openness and informal communication 

such as informal callings and meeting to enhance building good relationships among 

employees. Moreover, it facilitates communication whether upward or downward. 

Hence, offices’ layout and design facilitate communication between employees. In 

addition, the company provides all communication tools to employees to facilitates 

communication process. All this encourage sharing information among co-workers.  
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 The item which comes last based on agreement level is “B5: The company 

frequently holds meetings to pass along information” With (M = 9.24 out of 10, RII = 

92.4%, SD = 0.73). It can be concluded that Siksik Co. uses different communication 

tools such as telephone and mobile, techniques such as intranet and e-mail and 

applications such as what’s up and Facebook for communicating information for 

employees and to answer their questions instead of meeting them to save their times.  

 The total degree of agreement on organizational communication construct is 

very high with (M = 9.38 out of 10, RII = 93.8%, SD = 0.34). According to one sample 

T-test around the mid value (5.5), results indicate that there is positive significant 

difference between mean of answers on each item and (5.5) value. It indicates that the 

mean of answers is greater than (5.5) which means that the point of view of respondent 

about organizational communication goes to positive agreement. It can be concluded 

that the high level of agreement indicates its importance in term of connecting 

individuals with each other and building relationships among them which facilitates 

the workflow. Siksik Co. uses both types of communication networks which are formal 

communication network that is used to transfer the information that is related to the 

formal work. In addition to the informal communication network which includes the 

exchange of information that is not related to the work.  For example, it is used for 

social purposes such as building friendships, congratulations and condolences, also to 

ask about employees’ conditions. Add to this, Siksik Co. distinguishes itself by giving 

its employees the opportunity to go to the chalet of the CEO every Tuesday, and they 

are provided with lunch meal, drinks, sweets and they practice different types of sports. 

All this is for free. In addition, every Saturday, the Co. has collective breakfast for all 

employees in the Co. to enhance their communication. Thus, the main goal of the 

company is to care for employees and enhance the relationships among them to 

increase their performance.  

The result of organizational communication construct is consistent with 

(Grytsaieva and Strandberg 2016) which concludes that communication in FBs works 

well. On the other hand, (Denisova 2007), concludes that communication system is 

open and informal but employees in Lamor Co.-multinational FB- are not quite 

satisfied with internal communication because communication is existed, but there is 

no care for how it is working in the company. The researcher concludes that these 
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differences may be because it is multinational company with fast growing and with 

strong financial and economic position, so the focus is on financial success rather than 

other issues. (Alfarra 2005) concludes that communication method between top 

management and executive management in FBs is the personal oral communication. 

Also, they depend on verbal communication in the follow up and in giving orders. 

These differences can be attributed to the study sample which consists of owners of 

FBs in the Gaza Strip which own a capital of 20,000$ and more and they are considered 

as small FBs. by which they work in traditional way rather than following well-defined 

managerial practices.  

Table (5.4): Descriptive measurements of items of organizational communication. 

Items M SD RII T Sig. 

B1 
Information that employee receives daily is 

detailed and accurate. 
9.48 0.66 94.8% 102.40* 0.000 

B2 

The employee receives the information he 

needs to perform his job in a timely 

manner. 

9.33 0.76 93.3% 86.01* 0.000 

B3 

The employee and his co-workers share 

important information that is critical to 

their success. 

9.57 0.67 95.7% 102.73* 0.000 

B4 

The employee gets most of the daily 

information needed to perform his work via 

the company intranet. 

9.42 0.70 94.2% 95.66* 0.000 

B5 
The company frequently holds meetings to 

pass along information. 
9.24 0.73 92.4% 87.60* 0.000 

B6 

The company encourages vertical 

communication between employee and 

management. 

9.24 0.74 92.4% 85.87* 0.000 

B7 
The company encourages horizontal 

communication between employees. 
9.39 0.71 93.9% 92.40* 0.000 

 Overall 9.38 0.34 93.8% 196.1*6 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 
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5.3.3 Organizational Trust 

Table 5.5 shows the descriptive measurements of items of organizational trust 

construct, whereas the table has seven items, the item which comes first based on level 

of agreement is “C7: Team work is encouraged and preferred” with (M = 9.38 out of 

10, RII = 93.8%, SD = 0.72). It can be concluded that respondents have high level of 

agreement on this item because Siksik Co. enhances building trust between employees. 

Hence, trust is considered as prerequisite for good performance and success in family 

firms, it smooths communication and cooperation between employees, and enables 

them to rely on each other. Also, it contributes in declining conflicts, facilitates 

performing tasks within teams and groups, encourages building good 

relationships(Schick 2014).  

 The item which comes last based on agreement level is “C5: Employees are 

encouraged to take part in decision-making” With (M = 9.21 out of 10, RII = 92.1%, 

SD = 0.73). It can be concluded that this result is because Siksik Co. involves 

employees in decisions making but this cannot be continuously done because this 

consumes time and effort. For example, supervisors meet employees to discuss with 

them about decisions that are related to their departments, and they sometimes meet 

them to discuss their questions or objections related to specific decisions.  FBs are 

characterized by centralization in decision making according to (Alfarra 2005). 

Moreover, it is not easy to involve all employees in decision making because this leads 

to wasting time and effort. According to (Harris, Reid et al. 2004), there are little 

regular meetings with workforce in FBs. 

The total degree of agreement on organizational trust construct is very high 

with (M = 9.30 out of 10, RII = 93%, SD = 0.30). According to one sample T-test 

around the mid value (5.5), results indicate that there is a positive significant difference 

between mean of answers on each item and (5.5) value. It indicates that the mean of 

answers is greater than (5.5) which means that the point of view of respondent about 

organizational trust goes to positive agreement. It can be concluded that respondents 

have high level of agreement on this item because trust is the base for all relationships 

that can be built among individuals. Moreover, it is an essential requirement in 

workplace that enables employees to work together toward better performance that 



114 
 
 

contributes to achieve business goals. In regard to Siksik Co. it considers that mutual 

trust between management and employees and between employees themselves is one 

of its values. It trusts their abilities in performing work and believes that they do their 

best to achieve the company goals. Also, it allows them to access to data and 

information related to the work because it trusts them. Siksik Co. enhances building 

mutual trust between supervisors and their employees as well as between employees 

themselves. Moreover, it encourages employees to make decisions according to their 

authorities. This granted trust appreciates employees’ feeling of security in their work 

and improves their productivity.  

The result of organizational trust construct is consistent with (Lee 2006), who 

concludes that family firms have high levels of trust and commitment in comparison 

with other forms of firms.  

Table (5.5): Descriptive measurements of items of organizational trust. 

Items M SD RII T Sig. 

C1 
There is an atmosphere for honest 

cooperation among employees. 
9.37 0.73 93.7% 89.82* 0.000 

C2 
Employee is willing to share knowledge 

with others. 
9.35 0.74 93.5% 88.12* 0.000 

C3 
Employee openly admits and takes 

responsibility for his mistakes. 
9.27 0.73 92.7% 87.63* 0.000 

C4 All employees are fairly treated. 9.28 0.71 92.8% 91.11* 0.000 

C5 
Employees are encouraged to take part in 

decision-making. 
9.21 0.73 92.1% 86.03* 0.000 

C6 
The company takes care of interests of 

employees. 
9.26 0.72 92.6% 89.02* 0.000 

C7 Team work is encouraged and preferred. 9.38 0.72 93.8% 90.64* 0.000 

 Overall 9.30 0.30 93.0% 215.34* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 

5.3.4 Transparency 

Table 5.6 shows the descriptive measurements of items of transparency 

construct, whereas the table has eight items, the item which comes first based on level 
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of agreement is “D1: The company provides useful information to employees to enable 

them to make formal decisions” with (M = 9.49 out of 10, RII = 94.9%, SD = 0.68). It 

can be concluded that respondents have high level of agreement on this item because 

Siksik Co. discloses all work procedures for its employees in a clear manner and in the 

suitable time. Also, it discloses all information and data that employees need in their 

work, and it allows them to access to documents that are important to accomplish their 

tasks.  

The item which comes last based on agreement level is “D6: Management 

works to solve staff problems and meet their needs” With (M = 9.23 out of 10, RII = 

92.3%, SD = 0.74). It can be concluded that, after setting strategic goals in Siksik Co., 

management drills down them in to individual goals to be distributed over 

departments, then each department can determine what employees should do to 

achieve the goals. Moreover, the management and supervisors conduct meetings with 

employees to know their opinions about disseminated work procedures and 

information. In addition to answering their questions and solving their objections. 

However, it is hard to conduct these meetings regularly, so as an alternative solution 

the company uses applications to contact with employees even after working hours to 

answer questions and solve problems.     

The total degree of agreement on transparency construct is very high with (M 

= 9.33 out of 10, RII = 93.3%, SD = 0.30). According to one sample T-test around the 

mid value (5.5), results indicate that there is positive significant difference between 

mean of answers on each item and (5.5) value, it Indicates that the mean of answers is 

greater than (5.5) which means that the point of view of respondent about transparency 

goes to positive agreement. It can be concluded that respondents have high level of 

agreement on this item. Because transparency is critical in the workplace in which it 

enables the company to create comfortable work atmosphere and build trustworthy 

relationships with its employees.    Hence, Siksik Co. supports transparency by which 

it believes in openness and facilitates the accessibility to different types of information 

and documents to encourage transparency and to facilitate performing the work. Also, 

it provides clear, correct, comprehensive and understandable information and work 

procedures for its employees, and it uses clear and easy language, to facilitate dealing 

with information, and encourage the right usage of it.  
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The result of transparency construct differs with (Ly 2017), which concludes 

that employees who participate in appraisal process in FBs understand well the step 

and the timing of appraisal process, but they don’t have complete understanding of its 

outcomes. This study is conducted on one successful FB, but the difference in result is 

because the firm does not use an easy and clear language of appraisal output which 

negatively affects transparency. (Alfarra 2005) concludes that FBs are interested in 

evaluating the performance of non-family workers while there is low interest in 

evaluating the performance of family workers. The difference in result is because this 

study is conducted on small businesses in the Gaza Strip which have the culture of 

employing relatives and treating them better than non-family members due to the 

relationship of kinship.  In addition to  (Grytsaieva and Strandberg 2016), which 

concludes that non-family managers emphasizes that strategic decisions are shared 

with them after they are taken by family mangers, and they are not involved in the 

process of making strategic decisions. The difference in results here is due to the nature 

of FB members that tend to hide important business information and negotiations 

among them.  Hence, (Stoilkovska, Milenkovska et al. 2013), concludes that family 

members set rules and procedure at work, but they do not follow it continuously. It can 

be concluded that the reason behind this result is that this study is conducted on small 

and medium sized FBs in which family member employees consider themselves as 

owners of the business or they are relatives of owners, so they can choose not to follow 

procedures when they want without being punished or warned.  And (Harris, Reid et 

al. 2004) concludes that FBs do not prefer to provide information about financial 

position for employees. It can be concluded, as previously mentioned, that family 

members prefer to hide information and especially the financial information as much 

as possible to preserve their continuity and success.     
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Table (5.6): Descriptive measurements of items of transparency. 

Items M SD RII T Sig. 

D1 

The company provides useful information 

to employees to enable them to make 

formal decisions. 

9.49 0.68 94.9% 99.60* 0.000 

D2 

Management supports employees and 

participates company's news and data with 

them. 

9.43 0.69 94.3% 97.18* 0.000 

D3 
The company informs employees of what it 

is doing and why it is doing so. 
9.27 0.75 92.7% 85.45* 0.000 

D4 

Management gives employees the 

opportunity to clarify and discuss their 

ambiguities. 

9.27 0.72 92.7% 88.73* 0.000 

D5 

Management responds to employee 

inquiries smoothly through impactive and 

smooth communication systems with all 

employees. 

9.26 0.74 92.6% 86.18* 0.000 

D6 
Management works to solve staff problems 

and meet their needs. 
9.23 0.74 92.3% 85.52* 0.000 

D7 

There is an announced evaluation system 

based on criteria and scientific basis that 

enables employee to perform their work 

with confidence and integrity. 

9.29 0.73 92.9% 88.50* 0.000 

D8 

The management motivates employees 

who perform their work effectively 

through clear and announced rewards 

system. 

9.40 0.70 94.0% 93.90* 0.000 

 Overall 9.33 0.30 93.3% 217.73* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 

5.3.5 Working Environment 

Table 5.7 shows the descriptive measurements of items of working 

environment construct, whereas the table has seven items, the item which comes first 

based on level of agreement is “E1: The employee has the materials and equipment he 

needs to do his job” with (M = 9.48 out of 10, RII = 94.8%, SD = 0.69). It can be 

concluded that respondents have high level of agreement on this item because Siksik 
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Co. cares for its employees, and it interested in providing suitable, comfortable, safe 

and healthy working environment. In addition, supervisors provide employees with the 

required information and help employees in performing their tasks by illustrating the 

workflow, producers and steps needed to execute the work, following up their work, 

advising them, providing them with needed material and resources for work, and 

encourage them to perform their tasks. 

The item which comes last based on agreement level is “E4: The employee 

knows how his work contributes to the achievement of his department’s goals” With 

(M = 9.20 out of 10, RII = 92%, SD = 0.74). It can be concluded that when supervisors 

cooperate with employees to set the goals, this cooperation enables employees to 

understand the goals, so they can work effectively toward achieving them. In Siksik 

Co. supervisors build mutual relationships with employees based on trust and respect. 

Hence, supervisors participate with employees when setting the individuals goals and 

making sure that they are SMART goals. However, supervisors should clarify for 

employees how their performance contributes to the achievements of department’s 

goals because this will broaden their insight and appreciate their performance. 

The total degree of agreement on working environment construct is very high 

with (M = 9.33 out of 10, RII = 93.3%, SD = 0.28). According to one sample T-test 

around the mid value (5.5), results indicate that there is positive significant difference 

between mean of answers on each item and (5.5) value, it indicates that the mean of 

answers is greater than (5.5) which means that the point of view of respondent about 

working environment goes to positive agreement. It can be concluded that respondents 

have a high level of agreement on this item because providing employees with required 

tools, equipment and everything needed to accomplish the work in addition to suitable, 

safe and healthy work environment, enables them to accomplish their work effectively. 

Hence, Siksik Co. provides comfortable offices in which it takes in to consideration 

the physical factors such as lighting, ventilation, temperature, noise, cleanliness, 

coloring, availability of trees inside and outside offices in addition to the offices design 

that facilitates employees’ movements and communication. Most offices are open and 

some are closed. This depends on the nature of the work. Supervisors build good 

relationships and mutual trust with employees. In addition, employees are given 

checklists, models, guides, templets that facilitate their work and help them to perform 



119 
 
 

better. Moreover, when the employee reaches to the company he/she has different 

choices of breakfast meals that he/she can order, also if he/she feels hungry during the 

work, he/she can order the sandwich or drink easily and for free, and so do for lunch.  

(Addae-Boateng, Xiao et al. 2014), which concludes that family members 

suggest  the main reasons of job performance are: the ownership of business, the desire 

to increase their wealth and the rewards  connected with performance. On the other 

side, the non-family employees suggest that the reasons of job performance are: 

performance rewards, the feeling of job satisfaction, and the fear of losing their work 

if their performance is poor. Both parties mention rewards based on performance as a 

reason of job performance. Hence, providing employees with rewards based on their 

performance without discrimination is called integrity which is one of the 

characteristics of working environment.  

Table (5.7): Descriptive measurements of items of working environment. 

Items M SD RII T Sig. 

E1 
The employee has the materials and 

equipment he needs to do his job. 
9.48 0.69 94.8% 97.86* 0.000 

E2 
The employee gets support at work to 

provide a high level of service. 
9.42 0.73 94.2% 91.86* 0.000 

E3 
The employee is satisfied with the level of 

job security he has. 
9.29 0.68 92.9% 94.89* 0.000 

E4 

The employee knows how his work 

contributes to the achievement of his 

department’s goals. 

9.20 0.74 92.0% 84.57* 0.000 

E5 
The employee has positive working 

relationships with his co-workers 
9.27 0.74 92.7% 87.02* 0.000 

E6 
The company is committed to ensure 

health and well-being of the employee. 
9.27 0.74 92.7% 87.02* 0.000 

E7 

The employee would prefer to stay with 

the company even if he is offered a similar 

job elsewhere. 

9.39 0.74 93.9% 89.86* 0.000 

 Overall 9.33 0.28 93.3% 229.65* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 
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5.3.6 Employee Performance 

Table 5.8 shows the descriptive measurements of items of employee 

performance construct, whereas the table has eight items, the item which comes first 

based on level of agreement is “F1: The employee keeps in mind the results he must 

achieve in his work” with (M = 9.59 out of 10, RII = 95.9%, SD = 0.65). It can be 

concluded that respondents have high-level of agreement on this item because in Siksik 

Co. employees know that they will be evaluated based on the objectives they achieve 

and on performance they provide. Hence, Siksik Co. encourages them to do their best 

as much as they can by providing good achievers with rewards, incentives and support 

their participation in decision making.  

The item which comes last based on agreement level is “F4: The employee is 

able to fulfill his responsibilities” with (M = 9.16 out of 10, RII = 91.6%, SD = 0.76). 

It can be concluded that this is due to the workload that might be large, or due to the 

increase of work pressure, or due to the absence of an important person from 

department which delay the work. All these reasons affect employees’ abilities to 

fulfill responsibilities.  

The total degree of agreement on employees’ performance construct is very 

high with (M = 9.33 out of 10, RII = 93.3%, SD = 0.20). According to one sample T-

test around the mid value (5.5), results indicate that there is a positive significant 

difference between mean of answers on each item and (5.5) value, it indicates that the 

mean of answers is greater than (5.5) which means that the point of view of the 

respondent about employees’ performance goes to positive agreement. It can be 

concluded that respondents have a high level of agreement on this item because Siksik 

company believes that human resource is the most precious asset in the company, and 

company success is based on their success. So that employees are respected, 

appreciated and encouraged to feel that they are partners in the company. Siksik Co. 

encourages the psychological ownership in which each employee feels that he is the 

owner of the Co. Moreover, supervisors in cooperation with HR department follow up 

continuously the performance of employees to ensure that they perform in the right 

track toward achieving organization goals and objectives. Thus, they care for 
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developing skills, abilities and competencies needed to accomplish the work. So, 

employees’ performance is high.  

Table (5.8): Descriptive measurements of items of employee performance. 

Items M SD RII T Sig. 

F1 
The employee keeps in mind the results he must 

achieve in his work. 
9.59 0.65 95.9% 106.41* 0.000 

F2 The employee plans to perform his work on time. 9.53 0.63 95.3% 108.24* 0.000 

F3 
The employee can perform his work in an 

appropriate manner. 
9.26 0.70 92.6% 91.51* 0.000 

F4 The employee is able to fulfill his responsibilities. 9.16 0.76 91.6% 82.12* 0.000 

F5 The employee is always on time. 9.29 0.71 92.9% 90.33* 0.000 

F6 
The employee can perform his work well with 

minimal time and effort. 
9.32 0.72 93.2% 89.98* 0.000 

F7 The employee accepts to be criticized of his work. 9.35 0.71 93.5% 92.24* 0.000 

F8 
Communication with others leads to the desired 

result. 
9.29 0.77 92.9% 84.25* 0.000 

F9 The employee keeps his job knowledge up-to-date. 9.21 0.75 92.1% 84.34* 0.000 

F10 The employee keeps his job skills up-to date. 9.21 0.74 92.1% 85.40* 0.000 

F11 
The employee copes well with difficult situations 

and setbacks at work. 
9.18 0.77 91.8% 81.61* 0.000 

F12 
The employee comes up with creative ideas at 

work. 
9.32 0.74 93.2% 87.69* 0.000 

F13 
The employee is initiative when there is a problem 

to be solved. 
9.32 0.76 93.2% 85.53* 0.000 

F14 
The employee tries to learn from feedback he gets 

from others on his work. 
9.45 0.66 94.5% 101.13* 0.000 

F15 The employee asks for help when needed. 9.55 0.67 95.5% 103.28* 0.000 

 Overall 9.33 0.20 93.3% 325.08* 0.000 

Hint: M=Mean of answers, RII=Relative Importance Index ((Mean/10) *100%), SD=Standard 

Deviation., T = statistics of one sample T-test about (5.5), and *sig = significance of test. 

5.4 Relationships between Variables of the study. 

The following table (5.9) shows the results of Pearson correlation coefficients 

between variables of the study. The researcher calculates coefficients between all main 

constructs and subconstruct. Where the researcher sees through the results a positive 

correlation between the independent variables (training, organizational 

communication, organizational trust, transparency, working environment and the 

dependent variable (employee performance). This means that positive increase in the 

independent variables (training, organizational communication, organizational trust, 
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transparency, working environment) will lead to positive increase of the dependent 

variable (Employee Performance). Figure 5.2 shows correlation coefficient. 

Table (5.9) show the results of Pearson correlation coefficients between variables of the 

study 

Employees performance 

Training 
Person correlation 0.308** 

P-value”Sig” 0.000 

Organizational Communication 
Correlation 0.313** 

Sig. 0.000 

Organizational Trust 
Correlation 0.308** 

Sig. 0.000 

Transparency 
Correlation 0.360** 

Sig. 0.000 

Working Environment 
 

Correlation 0.309** 

Sig. 0.000 

**Correlation is significant at the level 0.01 (2-tailed). 

 

 

Figure (5.2) shows correlation coefficient between the independent and the dependent 

variable 

5.5 Testing the study hypothesizes  

The starting point of the practical side of any research is to develop hypotheses 

about the phenomenon to be studied. 

The impact hypothesis test is validated by calculating the simple and multiple 

linear regression method. The impact of each variable of the independent variables that 

represent dimensions of (training, organizational communication, organizational trust, 

Employee 
Performance

Trainin
g

R=0.308

Organizational 
Communication

R=0.313

Organizational

Trust

R=0.308
Transparenc

y

R=0.360

Working 
Environment

R=0.309
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transparency, working environment) on the dependent variable (employee 

performance) is studied by the simple regression. Then the impact of independent 

variables on the dependent variable is studied by the multiple regression model. 

Statistically, the null hypothesis (Ho) which assumes that there is no statistically 

significant effect, against the alternative hypothesis (H1) that assumes there is a 

statistically significant effect, and the judgement of the test result is based on the value 

of the calculated level of significance of the test” Sig”. Where the null hypothesis is 

rejected, and we go to the validity of the alternative hypothesis in case that the value 

of Sig is less than 0.05, so the test is significant which means there is a statistically 

significant effect. Where the null hypothesis is accepted in case that the value of Sig 

is more than 0.05 which means there is no a statistically significant effect.  

The table (5.10) shows the results of the test of sub-hypotheses and the main 

hypothesis to verify the existence of an impact of the independent variables (training, 

organizational communication, organizational trust, transparency, working 

environment) on the dependent variable that is represented in (employee performance 

Table (5.10):  shows the test results of the hypotheses by calculating the simple linear 

regression method.   

Independent Variable’s 

Regression 

Coefficients 

Correlation 

Coefficient 

Determination 

Coefficient 
F Sig 

α β R R-square 

Training 7.298 0.217 0.308 0.095 30.137 0.000 

Organizational 

Communication 

7.583 0.187 0.313 0.098 31.312 0.000 

Trust 7.419 0.206 0.308 0.095 30.244 0.000 

Transparency 7.079 0.242 0.360 0.130 43.016 0.000 

Working Environment 7.297 0.218 0.309 0.095 30.342 0.000 

 

5.5.1 The First Main Hypothesis: 

There is a positive significant impact of training on performance of employees in 

FB at level α ≤ 0.05 

Table 5.10 shows the result of the first hypothesis, which indicates that: (i) The 

correlation coefficient is (0.308) which indicates that there is a positive significant 
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relationship between training and employees’ performance. (ii) The results of simple 

regression to estimate the impact of training on employees performance, where the 

results show that the impact of training, is significant at 0.05 level (β = 0.217, Sig. = 

0.000), and the coefficient of determination equals 0.095 which means that 9.5% of 

variance of employees performance has been explained by training, and this percent is 

significant at 0.05 level because F-statistics are insignificant at 0.05 where (F = 30.14, 

Sig. = 0.000), and this result supports the validity of first main hypothesis. So, the 

study concludes that “There is a positive significant impact of training on 

performance of employees in FB”. Which means that increase in training provided to 

employees in FB leads to increase of their performance. This means that investment in 

training is critical for employees in which it increases their performance which 

appreciates the performance of the company as a whole. This result is consistent with 

(Padmasiri, Sandamali et al. 2018) which concludes that there is a strong positive 

relationship between training and development and performance of employees. This is 

applied on executive level employees of apparel organizations. 

5.5.2 The Second Main Hypothesis: 

There is a positive significant impact of organizational communication on 

performance of employees in FB at level α ≤ 0.05  

Table 5.10 shows the result of the second hypothesis, which indicates that: (i) 

The correlation coefficient is (0.313) which indicates that there is a positive significant 

relationship between organizational communication and employees’ performance. (ii) 

The results of simple regression to estimates the impact of organizational 

communication on employees performance, where the results show that the impact of 

organizational communication is significant at 0.05 level (β = 0.187, Sig. = 0.000), 

and the coefficient of determination equals 0.098 which means that 9.8% of variance 

of employees performance has been explained by organizational communication, and 

this percent is significant at 0.05 level because F-statistics are insignificant at 0.05 

where (F = 31.31, Sig. = 0.000), and this result supports the validity of second main 

hypothesis. So, the study concludes that “There is a positive significant impact of 

organizational communication on performance of employees in FB”. This means 

that providing employees with an appropriate organizational communication system 

in FB leads to appreciate their performance. Hence, availability of suitable 
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communication system facilitates the different types of organizational communication 

that contributes to facilitate the work. Moreover, when employees find an effective 

communication system, their performance will be enhanced as well as their 

commitment and loyalty.  This result is consistent with (Rajhans 2012) which 

concludes that organizational communication has a critical role in appreciating 

employee performance. Also, the study finds that facilitating effective communication 

leads to improve employee motivation and performance in the company. 

5.5.3 The third Main Hypothesis: 

There is a positive significant impact of organizational trust on performance of 

employees in FB at level α ≤ 0.05  

Table 5.10 shows the result of the third hypothesis, which indicates that: (i) The 

correlation coefficient is (0.308) which indicates that there is a positive significant 

relationship between organizational trust and employees' performance. (ii) The results 

of simple regression to estimate the impact of organizational trust on employees 

performance, where the results show that the impact of organizational trust, is 

significant at 0.05 level (β = 0.206, Sig. = 0.000), and the coefficient of determination 

equal 0.095 which means that 9.5% of variance of employees performance has been 

explained by organizational trust, and this percent is significant at 0.05 level because 

F-statistics are insignificant at 0.05 where (F = 30.24, Sig. = 0.000, and this result 

supports the validity of the third main hypothesis. So, the study concludes that “There 

is a positive significant impact of organizational trust on performance of employees 

in FB”. This means that when level of trust increases among employees in FB, their 

performance will increase. When relationships between employees based on trust this 

will enhance their cooperation and coordination which enhances their overall 

performance. This result is consistent with (Uzochukwu 2018) which finds that 

organizational trust has significant impact on employee performance. And 

organizational trust is considered as a condition of organizational performance in the 

hotels of Edo State of Nigeria.  
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5.5.4 The Forth Main Hypothesis: 

There is a positive significant impact of transparency on performance of 

employees in FB at level α ≤ 0.05  

Table 5.10 shows the result of the forth hypothesis, which indicates that (i) The 

correlation coefficient is (0.360) which indicates that there is a positive significant 

relationship between transparency and employees performance. (ii) The results of 

simple regression to estimate the impact of transparency on employees performance, 

where the results show that the impact of transparency, is significant at 0.05 level (β 

= 0.242, Sig. = 0.000), and the coefficient of determination equals 0.130 which means 

that 13% of variance of employees performance has been explained by transparency, 

and this percent is significant at 0.05 level because F-statistics are insignificant at 0.05 

where (F = 43.01, Sig. = 0.000), and this result supports the validity of the forth main 

hypothesis. So, the researcher concludes that “There is a positive significant impact 

of transparency on performance of employees in FB”. This means that when the level 

of transparency in FB increases, employees’ performance will increase. Hence, as 

much as there is disclosure of information in timely manner and availability of 

information for the employees in addition to openness and accountability, their 

performance will be enhanced. This result is consistent with (Berggren and Bernshteyn 

2007) which concludes that greater transparency within organization means better 

individual performance and contribution to organization. Also, transparency is a key 

factor for retaining and attracting high performer.   

5.5.5 The Fifth Main Hypothesis: 

There is a positive significant impact of working environment on performance of 

employees in FB at level α ≤ 0.05 

Table 5.10 shows the result of the forth hypothesis, which indicates that (i) The 

correlation coefficient is (0.309) which indicates that there is a positive significant 

relationship between working environment on employees’ performance. (ii) the results 

of simple regression to estimate the impact of working environment on employees 

performance, where the results show that the impact of working environment, are 

significant at 0.05 level (β = 0.218, Sig. = 0.000), and the coefficient of determination 

equals 0.095 which means that 9.5% of variance of employees performance has been 

explained by working environment, and this percent is significant at 0.05 level because 
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F-statistics are insignificant at 0.05 where (F = 30.34, Sig. = 0.000), and this result 

supports the validity of the fifth main hypothesis. So, the study concludes that “There 

is a positive significant impact of working environment on performance of 

employees in FB”. This means that as the working environment becomes more 

positive, employees’ performance will be better. In other words when the working 

environment is suitable in term of the physical environment, supervisor support, 

mentoring and coaching, participation in setting goals, availability of job aid and 

define work process for employees, the performance of employees will be increased. 

According to (Leblebici 2012), working environment affects employee performance. 

Moreover, the behavioral working environment has a greater impact on performance 

of employees. Hence, from employees’ point of view, behavioral factors are more 

important than physical factors.  

Table (5.11) The impact of factors affecting performance of employees in FB 

Independent 

Variable’s 

Regression Coefficients 
Correlation 

Coefficient 

Determination 

Coefficient 
F Sig 

β T Sig. R R-square 

(Constant) 3.932 7.616 0.000 

0.531 0.282 22.309 0.000 

Training 0.096 2.498 0.013 

Organizational 

Communication 
0.102 3.166 0.002 

 

Organizational 

Trust 
0.141 3.875 0.000 

Transparency 0.168 4.637 0.000 

Working 

Environment 
0.071 1.752 0.081 

Table 5.11 shows the results of factors impacting performance of employees in 

family business, where the results show that the impact of factors impacting (Training, 

Organizational Communication, Organizational Trust, Transparency, Working 

Environment ) are significant at 0.05 level, and the coefficient of determination equals 

0.282 which means 28.2% of variance of Performance of Employees has been 

explained by components of Factors Impacting, and this percent is significant because 

F-statistics are  significant at 0.05 where (F = 22.309, Sig. = 0.000). 
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It is also noticed that the fourth dimension, "Transparency" ranks the first in 

terms of impact on the performance of employees with an impact of (0.168). This 

impact is statistically significant at 0.05, will contribute to the transparency trend 

towards performance of employees by (0.168) degree, with the stability of the rest of 

the other independent variables. 

The third dimension, "Organizational Trust" ranks the second in terms of 

impact on the performance of employees with an impact of (0.141). This impact is 

statistically significant at 0.05, it contributes to the organizational trust trend towards 

performance of employees by (0.141) degree, with the stability of the rest of the other 

independent variables. 

The second dimension, "Organizational Communication" ranks the third in 

terms of impact on the performance of employees, with an impact of (0.102). This 

impact is statistically significant at 0.05, will contribute to the organizational 

communication trend towards performance of employees by (0.102) degree, with the 

stability of the rest of the other independent variables. 

The first dimension, "Training" ranks the fourth in terms of impact on the 

performance of employees with an impact of (0.096). This impact is statistically 

significant at 0.05, will contribute to the training trend towards performance of 

employees by (0.096) degree, with the stability of the rest of the other independent 

variables. 

The fifth dimension, "Working Environment" ranks the last in terms of 

impact on the performance of employees with an impact of (0.071). This impact is 

statistically insignificant at 0.05. This means that employees accept to work in the firm 

without care about the working environment because there are no job opportunities in 

the Gaza strip due to the bad economic situation. So, employees are ready to work in 

any working environment.  

5.5.6 The Sixth Main Hypothesis:  

There are significant statistical differences in the responses of the research 

population due to the personal characteristic (Gender, Age, Educational 

qualification, Occupational Category, Years of Experience) at level α ≤ 0.05. 

To test the differences in factors impacting performance of employees in 

family business according to demographic factors “Gender, Age, Occupational 



129 
 
 

category and Years of Experience”. The researcher uses independent samples T-test 

to test the null hypothesis (Ho: there are no significance differences) verses alternative 

hypothesis (H1: there are significance differences) for factors that have two categories 

like gender, age, years of experience, and analysis of variance test for factors that have 

more than two categories like age of respondent. Table 5.12 shows the results of testing 

the differences in factors impacting performance of employees in FB according to 

demographic factors.   

5.5.6.1 There are statistically significant differences in respondents' responses to 

the five factors and performance of employees according to gender variable at 

level α ≤ 0.05. 

The results indicate that the level of significance for five factors and 

performance of employees is greater than the standard level 0.05. So, there are no 

differences in respondents' responses about the five factors and performance of 

employees according to the gender variable. It can be concluded that when there is 

positive increase in the training, organizational communication, organizational trust, 

transparency and working environment, then performance of employee will increase 

regardless they are male or female because both of them are equally treated in the 

business and affected by the same factors, so their responses on the factors that affect 

their performance are similar.   

5.5.6.2 There are statistically significant differences in respondents' responses to 

the five factors and performance of employees according to age variable at level 

α ≤ 0.05. 

The results indicate that the level of significance for five factors and 

performance of employees is lower than the standard level 0.05. So, there are 

differences in respondents' responses about the five factors and performance of 

employees according to the age variable. The differences are in favor of the age group, 

less than 30 years. It can be concluded that employees, are less than 30 years old, are 

young employees with low experience, so there are differences in their performance. 

They need much time to gain more experience that contributes to improve their 

performance.   
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5.5.6.3 There are statistically significant differences in respondents' responses to 

the five factors and performance of employees according to occupational category 

variable at level α ≤ 0.05. 

- There are no differences in respondents' responses about training according to the 

occupational category. As the results indicate that the level of significance is 

greater than the standard level 0.05. So, it can be concluded that there are no 

differences in the responses of respondents of the impact of training on 

performance of employees referred to occupational category. This indicates that 

training is important for the employees from the different occupational categories 

and it has a positive impact on their performance.  

- There are differences in respondents' responses about organizational 

communication according to the occupational category, as the level of significance 

is lower than the standard level 0.05. So, it can be concluded that there are 

differences in the responses of respondents of the impact of organizational 

communication on performance of employees referred to occupational category. 

The differences between (Assistant & Sales Man) and differences in favor of 

(Assistant). It can be concluded that performance of administrative assistant is 

affected by organizational communication more than sales man because the nature 

of the work of the administrative assistants impose them to communicate with 

others within the organization more than the sales man that deals and 

communicates with customers more than communication with other employees 

within the firm. Differences between (Engineer) and (Accountant, Sales Man, 

Public relations) and differences in favor of (Engineer). It can be concluded that 

performance of engineer is affected by organizational communication more than 

accountant, sales man and public relations because the nature of the work of the 

engineers impose them to communicate with others within the organization more 

than the accountant, sales man and PR who deal and communicate with customers 

more than communication with other employees within the firm. While there is a 

difference between (Director of the department & Sales Man) and differences in 

favor of (Director of the department). It can be concluded that performance of 

director of department is affected by organizational communication more than 

sales man because the nature of the work of the director of department impose 

them to communicate with others within the organization more than the sales man 
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who deals and communicates with customers more than communication with other 

employees within the firm. Differences between (Sales Man & Proc. Admin) and 

differences in favor of (Proc. Admin). It can be concluded that performance of 

proc. admin is affected by organizational communication more than sales man 

because the nature of the work of the director of department impose them to 

communicate with others within the organization more than the sales man who 

deals and communicates with customers more than communication with other 

employees within the firm., 

- There are no differences in respondents' responses about organizational trust 

according to the occupational category. As the results indicate that the level of 

significance is greater than the standard level 0.05. It can be concluded that there 

are no differences in the responses of respondents of the impact of organizational 

trust on performance of employees referred to occupational category because trust 

is not limited to employees within specific occupational category, but it is built 

among all employees. Also, Siksik Co. appreciate building mutual trust among all 

employees regardless any differences among employees that are related to 

occupational category or anything else. 

- There are no differences in respondents' responses about transparency according 

to the occupational category. As the results indicate that the level of significance 

is greater than the standard level 0.05. It can be concluded that there are no 

differences in the responses of respondents of the impact of transparency on 

performance of employees referred to occupational category because the 

application of transparency includes all employees regardless occupational 

category, and this indicates that Siksik Co. applies transparency among all 

employees from different work categories.  

- There are differences in respondents' responses about working environment 

according to the occupational category. As the results indicate that the level of 

significance is lower than the standard level 0.05. It can be concluded that there 

are differences in the responses of respondents of the impact of working 

environment on performance of employees referred to occupational category. The 

differences between (Admin. Assistant & Sales Man) and differences in favor of 

(Assistant). The differences between (Engineer & Secretary) and differences in 
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favor of (Engineer). While there are differences between (Director of the 

department & Sales. Man) and differences in favor of (Director of the department). 

There are differences between (Accountant & Sales Man) and differences in favor 

of (Accountant). Finally, there are differences between (Sales Man) & (Proc. 

Admin, Secretary, Cashier) and differences in favor of (Sales Man). 

- There are differences in respondents' responses about employee’s performance in 

the company according to the occupational category. As the results indicate that 

the level of significance is lower than the standard level 0.05. It can be concluded 

that there are differences in the responses of respondents about performance of 

employees referred to occupational category. The differences between (Assistant) 

(Sales Man & Public relations) and differences in favor of (Assistant), and 

differences between (Engineer & Sales Man) and differences in favor of 

(Engineer). While there are differences between (Accountant & Sales Man) and 

differences in favor of (Accountant). Difference between (Sales Man) and (Proc. 

Admin, Secretary, Cashier) and differences in favor of (Proc. Admin, Secretary, 

Cashier). There are differences between (Proc. Admin) and (Public relations) and 

differences in favor of (Proc. Admin). Finally, there are differences between 

(Secretary & Public relations) and differences in favor of (Secretary). It can be 

concluded that when initiating the comparisons, it is found that employees who 

deal with customers and their performance is related to their achievements with 

customers who have lower response in comparison with employees who have to 

achieve the goals that are related to their administrative work within their offices. 

5.5.6.4 There are statistically significant differences in respondents' responses to 

the five factors and performance of employees according to years of experience 

variable at level α ≤ 0.05. 

- There are no differences in respondents' responses about Training according to the 

years of experience. As the results indicate that the level of significance is greater 

than the standard level 0.05. It can be concluded that there are no differences in the 

responses of respondents of the impact of training on performance of employees 

referred to years of experience. This means that positive increase in training leads 

to positive increase in employee performance regardless the years of experience, 

and this indicates that Siksik Co. provides valuable training courses that add new 

value to employees wither they have low experience or long experience. 
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- There are no differences in respondents' responses about organizational 

communication according to the years of experience. As the results indicate that 

the level of significance is greater than the standard level 0.05. It can be concluded 

that there are no differences in the responses of respondents of the impact of 

organizational communication on performance of employees referred to years of 

experience because the organizational communication aims to facilitate the 

exchange of information among all employees regardless any differences among 

them and whether employees have few or many years of experience. 

- There are differences in respondents' responses about organizational trust 

according to the years of experience. As the results indicate that the level of 

significance is lower than the standard level 0.05. It can be concluded that there 

are differences in the responses of respondents of the impact of organizational trust 

on performance of employees referred to years of experience. The differences were 

between (from one year - less than 3 years) and (from 3 years - less than 5 years) 

and differences in favor of (from 3 years - less than 5 years). This is a natural result 

because employees who work with each other for longer time, communicate with 

each other more and know a lot of things about each other, so trust between them 

is stronger than between employees who work together for shorter time. 

- There are no differences in respondents' responses about transparency according 

to the years of experience. As the results indicate that the level of significance is 

greater than the standard level 0.05. It can be concluded that there are no 

differences in the responses of respondents of the impact of transparency on 

performance of employees referred to years of experience because the application 

of transparency is not connected with how many years the employee works within 

the company, but it is applied to all employees without any discrimination for any 

reasons. Siksik Co. applies transparency for all employees regardless any 

differences among them. 

- There are no differences in respondents' responses about working environment 

according to the years of experience. As the results indicate that the level of 

significance is greater than the standard level 0.05. It can be concluded that there 

are no differences in the responses of respondents of the impact of working 

environment on performance of employees referred to years of experience because 
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working environment is the same for all employees without discrimination. Siksik 

Co. provides the suitable work environment for all employees.  

- There are no differences in respondents' responses about Employees performance 

in the company according to the years of experience. As the results indicate that 

the level of significance is greater than the standard level 0.05. It can be concluded 

that there are no differences in the responses of respondents about performance of 

employees referred to years of experience because all employees exert their effort 

to achieve the best results and objectives regardless their experience.   

Table (5.12) Results of test the differences in factors impacting performance of 

employees in FB according to demographic factors 

 Training 
Organizational 

Communication 

Organizational 

Trust 
Transparency 

Working 

Environment 

Employees 

performance 

in the 

company 

Gender 

T- 

Test 

1.038 -0.100 0.460 0.170 -0.694 0.304 

Sig. 0.300 0.920 0.646 0.865 0.488 0.761 

Result No df No df No df No df No df No df 
1Age 

T- 

Test 

5.663 6.793 4.699 5.118 5.169 8.085 

Sig. 0.000 0.000 0.000 0.000 0.000 0.000 

Result df df df df df df 

Occupational Category 

F- 

Test 

1.583 3.562 1.438 1.637 2.548 3.730 

Sig. 0.130 0.001 0.180 0.114 0.011 0.000 

Result No df df No df No df df df 
2Years of Experience 

T- 

Test 

-0.911 1.938 -2.117 -0.887 0.245 -1.170 

Sig. 0.363 0.054 0.035 0.376 0.807 0.243 

Result No df No df df No df No df No df 

 
(1) It was merged “from 30 less than 40 & 40 less than 50 & more than 50”. (2) “more than one year’s 

&1-3 years”, 3-5& more than 5 years” Because of the small number.  
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Table (5.13) Results of test the differences in factors impacting performance of 

employees in FB according to occupational category 

Demographic factors 

Organizational 

Communication 

Working 

Environment 

Employees performance in the 

company 

Mean 

Difference  

Sig. Mean 

Difference  

Sig. Mean 

Difference  

Sig. 

Assistant 

Engineer -0.102 0.124 0.088 0.118 0.022 0.571 

Director of 

the 

Department 

0.033 0.662 
0.041 0.529 0.014 0.763 

Accountant 0.115 0.084 0.041 0.471 0.021 0.593 

Sales Man 0.203 0.002 0.170 0.002 0.150 0.000 

Proc. 

Admin 

-0.081 0.515 
-0.096 0.363 -0.054 0.463 

Secretary 0.024 0.836 -0.154 0.127 -0.080 0.254 

Public 

Relations 

0.129 0.101 
0.051 0.453 0.109 0.020 

Cashier 0.046 0.599 0.002 0.976 0.034 0.515 

Engineer 

Director of 

the 

Department 

0.135 0.080 
-0.047 0.471 -0.009 0.851 

Accountant 0.216 0.001 -0.047 0.413 -0.001 0.980 

Sales Man 0.304 0.000 0.082 0.137 0.127 0.001 

Proc. 

Admin 

0.021 0.867 
-0.185 0.083 -0.076 0.303 

Secretary 0.126 0.288 0.242 0.017 -0.102 0.147 

Public 

Relations 

0.231 0.004 
-0.038 0.580 0.088 0.064 

Cashier 0.148 0.095 -0.086 0.256 0.012 0.822 

Director of 

the 

Department 

Accountant 0.082 0.289 0.000 0.999 0.008 0.870 

Sales Man 0.170 0.023 0.129 0.044 .13643* 0.002 

Proc. 

Admin 

-0.114 0.382 -0.137 0.217 
-0.068 0.381 

Secretary -0.009 0.944 -0.195 0.067 -0.094 0.206 

Public 

Relations 

0.096 0.275 0.010 0.898 
0.096 0.067 

Cashier 0.013 0.893 -0.039 0.638 0.020 0.721 

Accountant 

Sales Man 0.088 0.176 0.129 0.021 0.128 0.001 

Proc. 

Admin 

-0.196 0.117 -0.137 0.198 -0.075 0.311 

Secretary -0.091 0.445 -0.195 0.056 -0.101 0.152 

Public 

Relations 

0.014 0.858 0.010 0.889 0.089 0.063 

Cashier -0.069 0.437 -0.039 0.610 0.013 0.808 

Sales Man 

Proc. 

Admin 

-0.284 0.022 0.266 0.012 -0.204 0.006 

Secretary -0.179 0.127 0.324 0.001 -0.230 0.001 

Public 

Relations 

-0.074 0.341 -0.120 0.072 -0.040 0.385 

Cashier -0.157 0.071 0.167 0.024 -0.116 0.025 

Secretary 0.105 0.507 -0.058 0.671 -0.026 0.783 



136 
 
 

Demographic factors 

Organizational 

Communication 

Working 

Environment 

Employees performance in the 

company 

Mean 

Difference  

Sig. Mean 

Difference  

Sig. Mean 

Difference  

Sig. 

Proc. 

Admin 

Public 

Relations 

0.210 0.111 0.147 0.192 0.164 0.037 

Cashier 0.127 0.356 0.099 0.401 0.088 0.281 

Secretary 

Public 

Relations 

0.105 0.405 0.205 0.058 0.190 0.012 

Cashier 0.022 0.869 0.156 0.166 0.114 0.146 

Public 

Relations 

Cashier -0.083 0.397 -0.048 0.566 -0.076 0.195 

 

Table (5.14) Results of test the differences in factors impacting performance of 

employees in FB according to age(years) 

 

AGE N Mean 

M1 Less than 30 183 9.4660 

from 30 - less than 40 107 9.2793 

M2 Less than 30 183 9.4762 

from 30 - less than 40 107 9.2172 

M3 Less than 30 183 9.3631 

from 30 - less than 40 107 9.1972 

M4 Less than 30 183 9.3959 

from 30 - less than 40 107 9.2170 

M5 Less than 30 183 9.3942 

from 30 - less than 40 107 9.2230 

M6 Less than 30 183 9.4001 

from 30 - less than 40 107 9.2214 

 

Table (5.15) Results of test the differences in factors impacting performance of 

employees in FB according to years of experience 

Experience N Mean 

M1 from one year - less than 3 years 101 9.3762 

from 3 years - less than 5 years 189 9.4083 

M2 from one year - less than 3 years 101 9.4328 

from 3 years - less than 5 years 189 9.3527 

M3 from one year - less than 3 years 101 9.2511 

from 3 years - less than 5 years 189 9.3291 

M4 from one year - less than 3 years 101 9.3085 

from 3 years - less than 5 years 189 9.3413 

M5 from one year - less than 3 years 101 9.3366 

from 3 years - less than 5 years 189 9.3280 

M6 from one year - less than 3 years 101 9.3153 
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from 3 years - less than 5 years 189 9.3443 

 

5.6 Summary of the results of the study hypotheses: 

Table (5.16): Summary of the results of the study hypotheses 

Hypotheses Comment 

H1: There is a positive significant impact of training on performance of 

employees in FB at level α ≤ 0.05. 
Accepted 

H2: There is a positive significant impact of organizational communication 

on performance of employees in FB at level α ≤ 0.05. 
Accepted 

H3: There is a positive significant impact of organizational trust on 

performance of employees in FB at level α ≤ 0.05. 
Accepted 

H4: There is a positive significant impact of transparency on performance of 

employees in FB at level α ≤ 0.05. 
Accepted 

H5: There is a positive significant impact of working environment on 

performance of employees in FB at level α ≤ 0.05. 
Accepted 

H6: There are statistically significant differences in respondents' responses to the five 

factors and performance of employees according to gender variable at level α ≤ 0.05. 

H6.1: There are statistically significant differences in respondents' responses 

to the training according to gender variable at level α ≤ 0.05. 
Rejected 

H6.2: There are statistically significant differences in respondents' responses 

to the organizational communication according to gender variable at level α 

≤ 0.05. 

Rejected 

H6.3: There are statistically significant differences in respondents' responses 

to the organizational trust according to gender variable at level α ≤ 0.05. 
Rejected 

H6.4: There are statistically significant differences in respondents' responses 

to the transparency according to gender variable at level α ≤ 0.05. 
Rejected 

H6.5: There are statistically significant differences in respondents' responses 

to the working environment according to gender variable at level α ≤ 0.05. 
Rejected 

H6.6: There are statistically significant differences in respondents' responses 

to the performance of employee according to gender variable at level α ≤ 

0.05. 

Rejected 
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H7: There are statistically significant differences in respondents' responses to the five 

factors and performance of employees according to age variable at level α ≤ 0.05. 

H7.1: There are statistically significant differences in respondents' responses 

to the training according to age variable at level α ≤ 0.05. 
Accepted 

H7.2: There are statistically significant differences in respondents' responses 

to the organizational communication according to age variable at level α ≤ 

0.05. 

Accepted 

H7.3: There are statistically significant differences in respondents' responses 

to the organizational trust according to age variable at level α ≤ 0.05. 
Accepted 

H7.4: There are statistically significant differences in respondents' responses 

to the transparency according to age variable at level α ≤ 0.05. 
Accepted 

H7.5: There are statistically significant differences in respondents' responses 

to the working environment according to age variable at level α ≤ 0.05. 
Accepted 

H7.6: There are statistically significant differences in respondents' responses 

to the performance of employees according to age variable at level α ≤ 0.05. 
Accepted 

H8: There are statistically significant differences in respondents' responses to the five 

factors and performance of employees according to occupational category variable at 

level α ≤ 0.05. 

H8.1: There are statistically significant differences in respondents' responses 

to the training according to occupational category variable at level α ≤ 0. 05. 
Rejected 

H8.2: There are statistically significant differences in respondents' responses 

to the organizational communication according to occupational category 

variable at level α ≤ 0.05. 

Accepted 

H8.3: There are statistically significant differences in respondents' responses 

to the organizational trust according to occupational category variable at level 

α ≤ 0.05. 

Rejected 

H8.4: There are statistically significant differences in respondents' responses 

to the transparency according to occupational category variable at level α ≤ 

0.05. 

Rejected 

H8.5: There are statistically significant differences in respondents' responses 

to the working environment according to occupational category variable at 

level α ≤ 0.05. 

Accepted 
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H8.6: There are statistically significant differences in respondents' responses 

to the performance of employees according to occupational category variable 

at level α ≤ 0.05. 

Accepted 

H9: There are statistically significant differences in respondents' responses to the five 

factors and performance of employees according to years of experience variable at level 

α ≤ 0.05. 

H9.1: There are statistically significant differences in respondents' responses 

to the training according to years of experience variable at level α ≤ 0.05. 
Rejected 

H9.2: There are statistically significant differences in respondents' responses 

to the organizational communication according to years of experience 

variable at level α ≤ 0.05. 

Rejected 

H9.3: There are statistically significant differences in respondents' responses 

to the organizational trust according to years of experience variable at level 

α ≤ 0.05. 

Accepted 

H9.4: There are statistically significant differences in respondents' responses 

to the transparency according to years of experience variable at level α ≤ 0.05. 
Rejected 

H9.5: There are statistically significant differences in respondents' responses 

to the working environment according to years of experience variable at level 

α ≤ 0.05. 

Rejected 

H9.6: There are statistically significant differences in respondents' responses 

to the performance of employees according to years of experience variable at 

level α ≤ 0.05. 

Rejected 
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Chapter 6  

Conclusion & Recommendation 

 

6.1 Introduction 

This chapter includes a conclusion for the most important results of the study, 

in addition to the recommendations related to the results which try to improve the 

weaknesses and promote the strengths. Finally, the list of suggestions for future studies 

is represented. 

6.2 The Conclusion 

1. Conclusion Related to Training Variable 

The study concludes that training is an essential factor in business as it 

contributes in appreciating the efficiency and effectiveness of employees’ performance 

as well as the whole business. (Training in the company increases production rate) 

takes the highest level of agreement, while (After training, the employee feels that he 

can use his creativity and thought in work) takes the lowest level of agreement.  

2. Conclusion Related to Organizational Communication Variable 

The study concludes that organizational communication is very important by 

which it contributes in connecting individuals with each other and encourages building 

relationships among them which facilitates workflow. (The employee and his co-

workers share important information that is critical to their success) takes the highest 

level of agreement, while (The company frequently holds meetings to pass along 

information) takes the lowest level of agreement.  

3. Conclusion Related to Organizational Trust Variable 

The study concludes that trust is an essential requirement in workplace that 

enables employees to work together toward better performance that contributes to 

achieve business goals. (Team work is encouraged and preferred) takes the highest 

level of agreement, while (Employees are encouraged to take a part in decision-

making) takes the lowest level of agreement.  
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4. Conclusion Related to Transparency Variable 

The study concludes that transparency is critical in the workplace in which it 

enables the company to create comfortable work atmosphere and build trustworthy 

relationships with its employees. (The company provides useful information to 

employees to enable them to make formal decisions) take the highest level of 

agreement, while (Management works to solve staff problems and meet their needs) 

takes the lowest level of agreement.  

5. Conclusion Related to Working Environment Variable 

The study concludes that suitable working environment is critical for 

employees by which it includes required tools, equipment and everything needed to 

accomplish the work in addition to safe and healthy work conditions, to enable 

employees to accomplish their work effectively. (The employee has the materials and 

equipment he needs to do his job) takes the highest level of agreement, while (The 

employee knows how his work contributes to the achievement of his department’s 

goals) takes the lowest level of agreement.  

6. Conclusion Related to Employee Performance Variable 

The study concludes that HR are the most important asset in the company. 

Their success leads to the company’s success. (The employee keeps in mind the results 

he must achieve in his work) takes the highest level of agreement, while (The 

employee is able to fulfill his responsibilities) takes the lowest level of agreement. 

7. Conclusion Related to The Study Results  

• There is a positive significant effect of the independent variable which is 

training on the dependent variable which is employees’ performance in FB.  

• There is a positive significance effect of the independent variable which is 

Organizational Communication on the dependent variable which is employees’ 

performance in FB.  

• There is a positive significant effect of the independent variable which is 

organizational trust on the dependent variable which is employees’ 

performance in FB. 
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• There is a positive significant effect of the independent variable which is 

transparency on the dependent variable which is employees’ performance in 

FB. 

• There is a positive significance effect of the independent variable which is 

working environment on the dependent variable which is employees’ 

performance in FB. 

6.3 The Recommendation 

1. Recommendation Related to Training Variable 

Giving training courses to employees to teach them how to think creatively, 

generate new ideas, broaden their thought and be able to apply what they learn to work. 

All this lead to develop the work. In addition to try to apply various training methods 

such as: academic learning, seminars, team training and other methods. 

2. Recommendation Related to Organizational Communication Variable 

Conducting more meetings by management with employees to provide them 

with information related to the general situation of the company so employees become 

more informed about what is going on around them. And conducting meetings by 

supervisors with employees to provide them with information related and required for 

their work to enable them to work better. 

3. Recommendation Related to Organizational Trust Variable 

Increasing employees’ involvement in decision making and taking their 

opinion into consideration in the different situations because this reflects the 

company’s trust of the its employees’ opinions which enhances their psychological 

ownership and commitment. 

4. Recommendation Related to Transparency Variable 

Conducting meetings by management with employees to know their problems, 

needs and provide them with suitable solutions to ensure that everything is going well 

in the company. This should not have been limited to specific time (when setting the 

strategic goals), but it should have been regularly.  
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5. Recommendation Related to Transparency Variable 

The head of each department should have illustrated for its employees how 

their work contributes to achieve the department goals because this will motivate and 

support them to work better. 

6. Recommendation Related to Employee Performance Variable 

The supervisor or head of department should have made sure that employees 

understand well their responsibilities because this facilitates fulfilling them. Otherwise   

supervisors or head of departments should have known the reasons behind employee’s 

inability to fulfill his/her responsibility and tried to solve them to help an employee to 

do better. 

7. Recommendation Related to The Study Results 

• Promoting the concept of training among employees, and it should have 

encouraged their participation, diversified the training methods used and 

enhanced employees to provide suggestions regarding the improvement of 

training courses.  

• Promoting the use of organizational communication of its various types among 

all employees in addition to the different organizational levels to enhance 

building different relationships among all employees within the company. 

• Creating and building relationships based on mutual trust between 

management and employees and between employees themselves by facilitating 

communication among them, which contributes to better cooperation and 

coordination toward achieving the company’s goals. 

• Applying transparency and encouraging its application to all employees 

without discrimination as this creates a comfortable working environment for 

the employee to encourage him/her to perform better. 

• Promoting the provision of an appropriate, comfortable and healthy working 

environment for all employees which contributes to improving their 

performance for the best. 
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6.4 Proposed Future Studies 

The researcher notices that there are multiple studies that study the topic of FB 

in the foreign countries. However, there is a limited number of Palestinian and Arabic 

studies that discuss this topic. So that, the researcher provides some suggestions for 

studies that can be conducted in order to reach to better understanding of this topic and 

to benefit FBs in the Gaza Strip. These suggestions include: 

1. To study the factors impacting employees’ performance in industrial FBs within 

the Gaza Strip. 

2. To study the factors impacting the performance of technical employees within FBs 

in the Gaza Strip. 

3. To study the impact of financial and non-financial rewards on the performance of 

employees in FBs in the Gaza Strip. 

4. To explore other factors that affect the performance of employees in FBs in the 

Gaza Strip such as managers attitude, leadership style and organizational culture. 

5. To conduct longitudinal study to examine the impact of factors affecting 

performance of employees in FBs.     
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Appendix (2): Questionnaire Arabic Version 

 

 استبانة

 

 ورعاكم،،، هللا شركة السكسك حفظكم في العاملون  األخوات/  األخوة

 وبركاته،،، هللا ورحمة عليكم السالم

العوامل المؤثرة على أداء العاملين في الشركات "تهدف هذه االستبانة الى دراسة 

وذلك الستكمال متطلبات درجة الماجستير في  "ةالعائلية دراسة حالة شركة السكسك في غز

لذا أرجو تعبئة هذه االستبانة بدقة وعناية من خالل وضع  ،عمال في الجامعة االسالميةاألدارة إ

مع العلم بأن جميع المعلومات التي ستجمع من  ،عالمة أمام اإلجابة التي تعبر عن وجهه نظركم

 ستعامل بسرية تامة كما سيتم استخدامها فقط ألغراض البحث العلمي. هذه االستبانةخالل 

 اكرين لكم حسن تعاونكمش

 الباحثة/هالة محمد عبد العال
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  البيانات التعريفيةأوالً/ 
 أمام اَلجابة المناسبة ( √يرجى اَلجابة بوضع عالمة ) 

 بيانات عامة 

 أنثى ذكر                 الجنس

  50إلى أقل من  40من       40إلى أقل من  30من         30أقل من   العمر)سنوات(

                      فأكثر 50   

 دراسات عليا       ثانوية عامة فأقل      دبلوم         بكالوريوس     المؤهل العلمي

                                                              مشرف            مساعد         مراقب                   مهندس    الفئة الوظيفية

 أخرى ..........  إدارة عليا      دير قسم            

سنوات الخبرة 

 في الشركة 

  5إلى اقل من 3من         3من سنة إلى أقل من     أقل من سنة     

 فأكثر 5من    

 

 الشركات العائليةثانياً / العوامل المؤثرة على اداء العاملين في 

 من وجهة نظرك  10 -1المحاور التالية حول العوامل التي تؤثر على اداء العاملين في شركة السكسك ، يرجى الترقيم من 

 التدريبالمحور االول/  الرقم

هو عملية منظمة تهدف الى تطوير مهارات و قدرات و معرفة و انتاجية الموظف من خالل 

 المنظمة لتمكين الموظف من أداء عمله بكفاءة وفاعليةمجموعة من األنشطة 

 10أوافق بدرجة كبيرة جداً = 

 1ال أوافق بدرجة كبيرة جداً = 

  يعمل التدريب في الشركة على زيادة معدل اإلنتاج .1

  يعمل التدريب في الشركة على تحسين اإلنتاج  .2

  ينقل موظف الشركة ما تعلمه في التدريب لزمالئه الموظفين  .3

  يستطيع الموظف بعد تدريبه إدخال طرق  أداء جديدة لعمله .4

  يشعر الموظف المتدرب برغبة قوية بتطبيق ما تعلمه في التدريب .5

  يشعر الموظف بعد تدريبه بقدرته على استخدام إبداعه و فكره في التطبيق   .6

  اء الموظف على المدى البعيد أديؤدي التدريب الذي تقدمه الشركة إلى تحسين  .7

 المحور الثاني/ االتصال التنظيمي الرقم

هو عملية تبادل المعلومات المتعلقة بالعمل بين أقسام و وحدات الشركة من أجل 

 تسهيل العمليات التنظيمية و تحقيق األهداف المرجوة

 10= أوافق بدرجة كبيرة جداً 

 1ال أوافق بدرجة كبيرة جداً = 

  يتلقى الموظف المعلومات اليومية بشكل دقيق ومفصل  .1

  يستلم الموظف المعلومات التي يحتاجها في الوقت المناسب .2

  يشارك الموظف زميله المعلومات المهمة و الالزمة لتحقيق النجاح .3

التي يحتاجها للقيام بعمله عبر شبكة يحصل الموظف على معظم المعلومات اليومية  .4

 االتصال الداخلية للشركة)اإلنترانت(

 

  تعقد الشركة الكثير من اللقاءات لتمرير المعلومات .5

  دارةتشجع الشركة االتصاالت الرأسية بين الموظف و اإل .6

  تشجع الشركة االتصاالت االفقية بين الموظفين .7

 10أوافق بدرجة كبيرة جداً =  المحور الثالث / الثقة الرقم
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هي إيمان الشركة أن الموظفين يمكن الوثوق بهم و تصديقهم و االعتماد على 

 قدراتهم

 1ال أوافق بدرجة كبيرة جداً = 

  يوجد جو من التعاون الصادق بين الموظفين .1

  يشارك الموظف المعرفة مع الموظفين اآلخرين .2

  بأخطائه و يتحمل مسؤليتهايعترف الموظف عالنية  .3

  يتلقى جميع الموظفين معاملة عادلة .4

  تشجيع اإلدارة الموظف على المشاركة في صنع القرار .5

  تهتم الشركة بمصالح الموظف .6

  تشجع الشركة العمل الجماعي و تفضله .7

 المحور الرابع / الشفافية الرقم

هي اإلفصاح عن المعلومات في الوقت المناسب و توفر المعلومات الالزمة 

 لتحقيق االنفتاح و المحاسبة و كسب الثقةلألطراف المعنية 

 10أوافق بدرجة كبيرة جداً = 

 1ال أوافق بدرجة كبيرة جداً = 

  الرسميةتقوم الشركة بتزويد المعلومات المفيدة للموظفين لتمكينهم من اتخاذ القرارات  .1

  دارة على مساندة الموظفين و تشاركهم في أخبار الشركة و بياناتها تحافظ اإل .2

  تقوم الشركة بإطالع الموظفين على ما تقوم به و سبب قيامها به .3

  تعطي اإلدارة الفرصة للموظفين الستيضاح ومناقشة ااألمور الغامضة لديهم .4

الموظفين بكل سالسة من خالل نظم اتصال فعالة و سلسة مع تجيب اإلدارةعلى إستفسارات  .5

 كافة الموظفين
 

  تعمل اإلدارة عل حل مشاكل الموظفين و تلبية احتياجاتهم .6

سس علمية يجعل الموظف يؤدي عمله بثقة و أيوجد نظام تقييم معلن يستند الى معايير و  .7

 نزاهة 
 

الذين يؤدون أعمالهم بشكل عال من خالل نظم مكافآت دارة على تحفيز الموظفين إلتعمل ا .8

 واضحة و معلنة
 

 المحور الخامس / بيئة العمل الرقم

هي مجموعة العوامل الداخلية والخارجية المحيطة بالموظف و التي تؤثر على قدرته 

 على أداء عمله

 10أوافق بدرجة كبيرة جداً = 

 1ال أوافق بدرجة كبيرة جداً = 

  الموظف المواد و المعدات التي يحتاجها للقيام بعملهيمتلك  .1

  يحصل الموظف على الدعم في عمله لتوفير مستوى عال من الخدمة .2

  يشعر الموظف بالرضى عن مستوى األمن الوظيفي لديه .3

  يعرف الموظف مدى مساهمة عمله في تحقيق أهداف القسم .4

  زمالئه في العمل يقيم الموظف عالقات عمل إيجابية مع .5

  تلتزم الشركة بضمان صحة و رفاهية الموظف .6

  خر آيفضل الموظف البقاء في الشركة حتى لو عرض عليه عمل مماثل في مكان  .7

 أداء العاملين في الشركةالمحور السادس /  الرقم

و  هي النتائج التي يحققها الموظف بناًءا على الواجبات و المسؤليات الممنوحة له 

استناًدا إلى مهاراته و قدراته و معرفته و كفاءته في إنجاز مهامه في الوقت المحدد 

 مما يساهم في تحقيق أهداف الشركة و استراتيجيتها ورؤيتها

أوافق بدرجة كبيرة جداً = 

10 

ال أوافق بدرجة كبيرة جداً = 

1 

  يضع الموظف في اعتباره النتائج التي عليه تحقيقها في عمله .1

  يخطط الموظف إلنجاز عمله في الوقت المحدد .2

  يستطيع الموظف أداء عمله بشكل مناسب  .3

  يستطيع الموظف الوفاء بمسؤلياته .4

  يوفي الموظف بمواعيده .5

  يؤدي الموظف عمله بشكل جيد بأقل وقت و جهد .6

  يتقبل الموظف االنتقاد في عمله .7

  النتائج المرجوة يحقق التواصل مع اآلخرين .8

  المعرفة المتعلقة بالعمل تحديثالموظف على  يحافظ .9

  يعمل الموظف على تحديث مهارات العمل بشكل مستمر . 10

   المواقف الصعبة و العوائق في العمليقدر الموظف على التعامل مع  . 11

  يستطيع الموظف التوصل الى أفكار إبداعية في العمل . 12

  الموظف مبادًرافي حال وجود مشاكل تحتاج لحل يكون .13
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  يحاول الموظف التعلم من التغذية الراجعة التي يحصل عليها من اآلخرين في عمله .14

  يطلب الموظف المساعدة عند الحاجة .15
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Appendix (3): Questionnaire English Version 

 

Questionnaire 

 
This questionnaire aims to study “Factors Impacting Performance of 

Employees in Family Business. The Case study of Siksik Company in 

Gaza”.  

  The research is a requirement for the fulfilment of Master Degree in Business 

Administration. Data collected with this questionnaire will be confidentially 

treated and used for academic research. 

Please fill out the questionnaire carefully by placing a mark in front of the 

answer that reflects your point of view. Data collected with this questionnaire 

will be treated confidentially and it will be only used for the purpose of 

academic research. 

 

Firstly: Please put the sign (√) to the most suitable answer 

in the following: 
Firstly: Personal Information 

Gender    Male         Female 

Age(years)    Less than 30                         From 30 to less than 40  

   From 40 to less than50              More than 50 

Educational qualification    High school or less                    Diploma 

    Bachelor degree                        Graduate Studies                                                                                 

Occupational category    Supervisor                  Assistant          Foreman 

   Engineer                           Head of department 

   High management                      Other 

Years of experience    Less than one year                   From 1 to less than 3  

   From 3 to less than 5                   More than 5      

 

Secondly: Factors impacting performance of employees in FB 

The following topics are related to the factors that affect employees’ performance 

in FB. Please rate from 1-10 from your point of view.  

No. First factor/Training 

It is a systematic process that mainly aims to develop skills, 

knowledge, abilities and productivity of employees through set 

of systematic and planned activities to enable them to perform 

their tasks and duties in an efficient and effective manner. 

Strongly agree = 

10 

Strongly 

disagree = 1 

1. Training in the company increases production rate.  
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2. Training in the company improves production.  

3. The employee transfers what he has learned to his 

colleagues. 

 

4. After training, the employee can introduce new 

performance methods for his work. 

 

5. The trainee feels strong desire to apply what he has 

learned in training. 

 

6. After training, the employee feels that he can use his 

creativity and thought in work. 

 

7. The company's training improves employee performance 

over the long term. 

 

 Second factor/ Organizational Communication 

It is a social process that aims to exchange information 

among different departments and units in the organization 

and the environment to facilitate the organizational 

operations and achieve its objectives and goals. 

Strongly agree = 

10 

Strongly 

disagree = 1 

1. Information that employee receives daily is detailed and 

accurate. 

 

2. The employee receives the information he needs to 

perform his job in a timely manner. 

 

3. The employee and his co-workers share important 

information that is critical to their success. 

 

4. The employee gets most of the daily information needed 

to perform his work via the company intranet. 

 

5. The company frequently holds meetings to pass along 

information. 

 

6. The company encourages vertical communication 

between employee and management. 

 

7. The company encourages horizontal communication 

between employees. 

 

 Third factor/ Organizational Trust 

It is the organization belief that members and teams are 

reliable, true and can depend on their abilities. 

Strongly agree = 

10 

Strongly disagree 

= 1 

1. There is an atmosphere for honest cooperation among 

employees. 

 

2. Employee is willing to share knowledge with others.  

3. Employee openly admits and takes responsibility for his 

mistakes. 

 

4. All employees are fairly treated.  

5. Employees are encouraged to take part in decision-

making. 

 

6. The company takes care of interests of employees.  
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7. Team work is encouraged and preferred. 

 

 

 Forth factor/Transparency 

It is the disclosure of information in timely manner and 

availability of information for the stakeholders to achieve 

openness, accountability and to gain trust. 

 

Strongly agree = 

10 

Strongly 

disagree = 1 

1. The company provides useful information to employees to 

enable them to make formal decisions. 

 

2. Management supports employees and participates 

company's news and data with them. 

 

3. The company informs employees of what it is doing and 

why it is doing so. 

 

4. Management gives employees the opportunity to clarify 

and discuss their ambiguities. 

 

5. Management responds to employee inquiries smoothly 

through effective and smooth communication systems 

with all employees. 

 

6. Management works to solve staff problems and meet their 

needs. 

 

7. There is an announced evaluation system based on criteria 

and scientific basis that enables employee to perform their 

work with confidence and integrity. 

 

8. The management motivates employees who perform their 

work effectively through clear and announced rewards 

system. 

 

 Fifth factor/ Working Environment 

It is the group of internal and external factors surrounding 

employees that affect their abilities to perform tasks. 

 

Strongly agree = 

10 

Strongly 

disagree = 1 

1. The employee has the materials and equipment he needs 

to do his job. 

 

2. The employee gets support at work to provide a high level 

of service. 

 

3. The employee is satisfied with the level of job security he 

has. 

 

4. The employee knows how his work contributes to the 

achievement of his department’s goals. 

 

5. The employee has positive working relationships with his 

co-workers 

 

6. The company is committed to ensure health and well-

being of the employee. 
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7. The employee would prefer to stay with the company 

even if he is offered a similar job elsewhere. 

 

 Sixth factor/ Employees’ performance in the company 

They are the outcomes and results achieved by employee’s 

work on duties and responsibilities given to him/her based 

on his/her abilities, skills, knowledge and competencies for 

certain task within specific time which contribute in 

achieving the firm’s goals, strategies and vision. 

 

Strongly agree = 

10 

Strongly 

disagree = 1 

1. The employee keeps in mind the results he must achieve 

in his work. 

 

2. The employee plans to perform his work on time.  

3. The employee can perform his work in an appropriate 

manner. 

 

4. The employee is able to fulfil his responsibilities.  

5. The employee is always on time.  

6. The employee can perform his work well with minimal 

time and effort. 

 

7. The employee accepts to be criticised of his work.  

8. Communication with others leads to the desired result.  

9. The employee keeps his job knowledge up-to-date.  

10. The employee keeps his job skills up-to date.  

11. The employee copes well with difficult situations and 

setbacks at work. 

 

12. The employee comes up with creative ideas at work.  

13. The employee is initiative when there is a problem to be 

solved. 

 

14. The employee tries to learn from feedback he gets from 

others on his work. 

 

15. The employee asks for help when needed.  
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Appendix (4): The Sources of Questionnaire Items 

The following schedule represents the questionnaire items and their resources 

No. Dimension Resource 

First Dimension/ Training 

1. Training in the company increases production rate. 

(Abu Selmeiia 

2007) 

2. Training in the company improves production. 

3. The employee transfers what he has learned to his colleagues. 

4. After training, the employee can introduce new performance 

methods for his work. 

5. The trainee employee feels strong desire to apply what he has 

learned in training. 

6. After training, the employee feels that he can use his creativity 

and thought in work. 

7. The company's training improves employee performance over 

the long term. 

Second Dimension/ Organizational Communication 

1. The information that employee receives daily is detailed and accurate. 

(Pulse 2018) 

2. The employee receives the information he needs to perform his 

job in a timely manner. 

3. The employee and his co-workers share important information 

that is critical to their success. 

4. The employee gets most of the daily information needed to 

perform his work via the company intranet. 

5. The company frequently holds meetings to pass along 

information. 

6. The company encourages vertical communication between 

employee and management. (Abu Ajwa 

2012) 7. The company encourages horizontal communication between 

employees. 

 Third Dimension/ Organizational Trust 

1. There is an atmosphere for honest cooperation among 

employees. 

(Paliszkiewicz, 

Koohang et al. 

2014) 

2. Employee is willing to share knowledge with others. 

3. Employee openly admits and takes responsibility for his 

mistakes. 

4. All employees are fairly treated. 

5. Employees are encouraged to take part in decision-making. 

6. The company takes care of interests of employees. 

7. Team work is encouraged and preferred. 

 Fourth Dimension/ Transparency 

1. The company provides useful information to employees to 

enable them to make formal decisions. 
(Rawlins 2008) 
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2. Management supports employees and participates company's 

news and data with them. 

(Abu Habib 

2014) 

3. The company informs employees of what it is doing and why it 

is doing so. 

4. Management gives employees the opportunity to clarify and 

discuss their ambiguities. 

5. Management responds to employee inquiries smoothly through 

effective and smooth communication systems with all 

employees. 

6. Management works to solve staff problems and meet their 

needs. 

7. There is an announced evaluation system based on criteria and 

scientific basis that enables employee to perform their work 

with confidence and integrity. 

8. The management motivates employees who perform their work 

effectively through clear and announced rewards system. 

 Fifth Dimension/ Working Environment 

1. The employee has the materials and equipment he needs to do his job. 

(Secretariat 

2009) 

2. The employee gets support at work to provide a high level of service. 

3. The employee is satisfied with the level of job security he has. 

4. The employee knows how his work contributes to the 

achievement of his department’s goals. 

5. The employee has positive working relationships with his co-workers 

6. The company is committed to ensure health and well-being of the 

employee. 

7. The employee would prefer to stay with the company even if he 

is offered a similar job elsewhere. 

Sixth Dimension/ Employee performance  

1. The employee keeps in mind the results he must achieve in his work. 

(Koopmans, 

Bernaards et 

al. 2012) 

2. The employee plans to perform his work on time. 

3. The employee can perform his work in an appropriate manner. 

4. The employee is able to fulfil his responsibilities. 

5. The employee is always on time. 

6. The employee can perform his work well with minimal time and 

effort. 

7. The employee accepts to be criticized of his work. 

8. Communication with others leads to the desired result. 

9. The employee keeps his job knowledge up-to-date. 

10. The employee keeps his job skills up-to date. 

11. The employee copes well with difficult situations and setbacks at 

work. 

12. The employee comes up with creative ideas at work. 

13. The employee is initiative when there is a problem to be solved. 
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14. The employee tries to learn from feedback he gets from others 

on his work. 

15. The employee asks for help when needed. 

 
 

 


