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ABSTRACT 

Information Systems (IS) have become a vital component of successful business firms 

and other organisations. Over the last three decades, there has been a dramatic growth 

globally in the acquisition of Management Information Systems (MIS). Research, 

however, indicates that there has been an increase in reported MIS failures, and the 

adoption issues are not just technical, but encompass wider societal, organisational, and 

economical factors. Whilst research has shown the effect of such factors, the relationship 

of specific cultural factors to adoption remains poorly understood. 

The influence of both societal and organisational culture was studied in large 

organisations that have either adopted or have not yet adopted MIS in two different 

regions in the Arabic cluster. Such regional distinctions have been otherwise neglected or 

conflated in MIS adoption studies. In particular, this research examines how MIS 

adoption is constrained or facilitated by societal and organisational cultures, and seeks to 

detect relevant regional variations in societal and organisational culture. 

This research identifies cultural norms and beliefs within key national or multi-national 

organisations. Samples from the oil and gas and the banking sectors of the top 

organisations spanning five countries of the Arab regions (Kuwait, Libya, Oman, Saudi 

Arabia, and United Arab Emirates) were used. The countries were divided into two 

regions, North Africa (Libya) and the Arab Gulf region (Kuwait, Oman, Saudi Arabia, 

and United Arab Emirates), because of differences in their history, culture and 

geography. 

The study compares economically similar regions which differ markedly in MIS 

adoption. Libya was chosen as representative of the North Africa region because Libya 

has not been covered in MIS literature to date. In addition, although Libya is one of the 

wealthiest countries in North Africa, it has not yet widely adopted MIS. Comparable 

countries were chosen in order to link cultural factors to MIS adoption. National level 

variables, such as social class, GNP (or GDP) per capita, and political systems, were 

controlled for by choosing countries comparable on these variables. 
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A multi-method design (combining survey and case study methods) was used to provide 

a rounded perspective on the phenomena studied. For each region, a survey aimed firstly 

to validate the framework empirically, and also to refine the protocols required by the 

subsequent detailed case study. The qualitative study analysis confirmed the theoretical 

findings and adds richness to our understanding of the influences of societal and 

organisational culture on the process of MIS adoption. 

The study revealed that the two regions are not as homogeneous as is indicated in the 

literature. In addition, the study showed that age, gender, and education levels are among 

the factors contributing to the success of MIS adoption in the two regions. The results 

from the current study also showed that the societal culture of the Arab Gulf region is 

now different from Hofstede’s (1980) index, while Libya still has the same societal 

culture as Hofstede predicted for the two regions four decades ago. Furthermore, the 

study showed differences in organisational cultures that impacted upon MIS adoption in 

both regions. While the Arab Gulf region was dominated by an adhocracy culture that 

values the adoption of MIS, the North Africa region was dominated by the hierarchy 

culture type that favours a centralised management style, which impacts negatively on 

MIS adoption. Additionally, this research pointed out the role of technology acceptance 

in mediating adoption in both regions. Whereas the Arab Gulf region did not show any 

significant effect of technology acceptance variables, in the North Africa region, 

technology acceptance played a vital role in MIS adoption.  

The findings from this study provide scholars, consultants, managers, and MIS vendors 

with valuable information. This research thesis contributes to MIS adoption and diffusion 

theory, along with societal and organisational culture theory, and is the first of its kind to 

establish a regional distinction between the North Africa and Arab Gulf regions. It is also 

one of the first empirical studies to compare societal and organisational culture with the 

adoption of MIS worldwide and in the two identified regions. The implications from this 

study for further research are also discussed. 
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CHAPTER ONE 

PROBLEM DOMAIN 

Although corporate expenditure on information technology (IT) has dropped in recent 

years, firms spend more than a trillion US dollars a year on IT (Garr, 2003; Love, 

Ghoneim, & Irani, 2004; Shi-Ming, I-Chu, Shing-Han, & Ming-Tong, 2004). Although 

Management Information Systems (MIS) offer advantages to organisations, numerous 

organisations have not obtained many of their predicted benefits (Themistocleous, Irani, 

O'Keefe, & Paul, 2001). Many organisations are still facing problems adopting and 

implementing MIS such as Enterprise Resource Planning (ERP). The literature suggests 

that there is a relationship between societal and organisational cultures and the successful 

adoption of MIS. This chapter defines the research problem domain, addresses the 

research questions, and gives the theoretical basis for the study. 

1.1 INTRODUCTION 

The literature in the field of information systems technology (IS) points to cultural 

differences as being a contributing factor in MIS adoption, particularly in the Arab 

regions and other parts of the world with similar cultures (Al-Mashari & Zairi, 2000; 

Hasan & Ditsa, 1999; Soh, Kien, & Tay-Yap, 2000; Themistocleous et al., 2001). 

Furthermore, researchers have developed models which can be used to focus specifically 

on isolating and explaining the ways in which culture, at both societal and organisational 

levels, informs the ways MIS are adopted (Myers & Tan, 2003; Straub, 1994). For the 

purpose of this research the expression “MIS adoption” is used to mean not only making 

the decisions to acquire the technology, but also its acceptance, development, 

implementation, and use. Most of the hardware and software that comprise MIS is based 

on designs and development that originated in North America or Europe. MIS used to 

run businesses worldwide originated mainly from this culture and impose a Western style 

of doing business. While the Western developers of these systems are usually unaware of 

this intrinsic cultural bias, it has been observed by users of information systems 

technology in other cultures (Hasan & Ditsa, 1999; Soh et al., 2000). 
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Previous researchers who have studied culture have developed different concepts, 

models, and dimensions to study societal and organisational cultures, for example 

Hofstede (1980); Cameron and Quinn (1999); Davis (1986); Hall (1989); Schwartz and 

Bilsky (1990); Schein (1992); Trompenaars (1994); and House and colleagues (1999) 

(detailed further in chapters two, three, and four). Most of these concepts, models, and 

dimensions are widely cited, used, and replicated in many disciplines of knowledge and 

research. The candidate adopted the following models to serve best the purpose of this 

research study. 

The Value Survey Module (VSM 94) 

This survey instrument was developed by Hofstede (1994b) to assess societal culture. 

Based on Hofstede’s (1980) four original dimensions of societal culture, the VSM 94 was 

used to investigate intercultural similarities and differences between the adoption 

processes in the proposed sample of the two Arab regions. Many researchers in the field 

of Information Systems (IS) have used one or more of Hofstede’s dimensions of societal 

culture to assess the influence of societal culture on IS (Myers & Tan, 2003). The VSM 

94 was chosen because it is widely cited and used in cross-cultural research in the IS 

field. This model gives empirical data about societal culture similarities and differences 

between the two studied regions (discussed further in chapter three). 

The Organisational Culture Assessment Instrument (OCAI) 

The model developed by Cameron and Quinn (1999) was used to examine aspects of 

dominating organisational culture type on the adoption of MIS. This instrument was 

chosen because it is one of the most widely used and comprehensive instruments in the 

literature in the field of organisational culture. This model gives empirical data about the 

similarities and differences of organisational culture in the two studied regions (discussed 

further in chapter four). 

The Technology Acceptance Model 

The Technology Acceptance Model (TAM) was developed by Davis (1986). TAM 

represents an important theoretical contribution toward understanding MIS usage and 

acceptance behaviour. It was chosen to assess the technology acceptance and the 
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mediating role of technology in the Arab regions that have, or have not yet, adopted MIS. 

This model provides empirical data about technology acceptance and in particular the 

mediating role of technology acceptance in the cultures of the two regions studied 

(discussed further in chapter two). 

These models allowed investigating the relationships between societal and organisational 

culture and MIS. In addition, their data gave specific information on the implicit values, 

beliefs, and behaviours of the people and organisations involved in MIS adoption in the 

two studied regions. 

Several researchers (Al-Mashari & Zairi, 2000; Bingi, Sharma, & Godla, 1999; 

Krumbholz & Maiden, 2000; Straub, Loch, & Hill, 2001) have argued that culture is an 

important factor in MIS adoption, yet to date there has been a lot of empirical work about 

culture and technology adoption, but not so much in the Arab countries. This research 

project investigated both societal and organisational culture influences and the mediating 

role played by TAM’s variables on the adoption success of MIS across a sample of 

countries with an Arabic culture. 

1.2 AIMS AND OBJECTIVES 

This research aimed to explore and explain the influential relationships of culture, at both 

the societal and organisational levels, on the adoption and implementation of MIS. This 

research also, aimed to evaluate the effect of culture on an established MIS adoption and 

to test theoretical inferences using multiple case studies In addition, it addressed the 

significance of their role in mediating the adoption of MIS in two Arab regions. The 

research program seekd to detect variations of success as a function of culture in the 

adoption process by examining two Arab regions. Firstly, the Arab Gulf region, 

including Kuwait, Oman, Saudi Arabia, and United Arab Emirates is examined. This 

region has already adopted MIS. Second, the North African region of Libya is examined. 

This region has not yet adopted MIS. There are many reasons for these selections: MIS 

adoption in the Arab regions has been mixed, with culture suggested as a key mediator. 

Arabic culture is sufficiently different to determine whether, by comparison, adoption of 

MIS by Americans or Europeans is affected by culture. 
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1.3 BACKGROUND TO THE RESEARCH 

Information System (IS) is an interdisciplinary area of research driven and shaped by the 

fast development of computing, communication, and Internet-related technologies, which 

have a great impact on our societies and daily lives. Over the last few decades there has 

been an increase in IS research, which has changed and shaped the way societies and 

organisations operate and produce their goods and services. Information systems (IS) 

deals with the development, utilisation, interrelation, and convergence of computers, 

networking, telecommunications, business, business processes, systems adoptions, and 

technology management in the context of the new globalised environment. IS have 

become an essential component of successful societies, organisations, and business firms. 

As we enter the Information Age of the 21st century, societies and organisations will be 

increasingly dependent on IS as a way of future development and gaining competitive 

business advantages. 

Research in the field of IS has grown tremendously due to many reasons, for example, 

the need for full integration of an organisation’s activities, Y2K compliance, value chain 

integration, organisations seeking competitive advantages, the need to make business 

processes more efficient, business-to-business and e-commerce, and the adaptability and 

flexibility of software (Bernroider & Koch, 1999; Bingi et al., 1999; Caldeira & Ward, 

2002; Del Rosario, 2000). A large number of research studies (Al-Mashari & Zairi, 2000; 

Krumbholz, Galliers, Coulianos, & Maiden, 2000; Straub et al., 2001; Watson, Kelly, 

Galliers, & Brancheau, 1997) have published and studied issues relating to the 

development, adoption, implementation, use, and management of IS in local and global 

contexts. 

Management Information Systems (MIS) is one of the disciplines that evolved from the 

development of the IT/IS and computer-based technology. MIS is generally defined as an 

organised collection of people, activities, software, hardware, database, and means used 

to provide regular information to mangers for decision-making (Laudon & Laudon, 2002; 

McLeod & Schell, 2004). The focus of MIS is primarily on functional activities, 

marketing, production, accounting, finance, human resources, and other areas supported 

by MIS and integrated through a common database. MIS typically provides standard 
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reports generated with data and information from a transactional processing system such 

as accounting, manufacturing, marketing, and human resources (Laudon & Laudon, 

2004; O'Brien, 2002). 

With the increased benefits and awareness of the significance of MIS, organisations 

routinely continue to invest and allocate significant sums of money to adopt, implement, 

develop, manage, and integrate information with organisational activities. Governments 

have also allocated billions of dollars to build infrastructures to support reliable and 

efficient MIS software (The Tech Wizard, 1999). Although in the literature there is some 

disagreement on the amount of MIS investment, it is evident that organisations recognise 

MIS as one of the most important means for their survival and success in a highly 

competitive environment (Buragga, 2002; Garr, 2003). 

Management Information Systems (MIS) adoption and implementation is costly and has 

a relatively low success rate (Legris, Ingham, & Collerette, 2003; Themistocleous et al., 

2001). Most MIS adoption and implementations result in costs and schedule overruns. A 

study carried out by the Standish Group (2003) found that only 34% of all MIS projects 

are successful and completed on time and with all requirements fulfilled. There is a 

failure rate of 15%, and 51% of MIS projects are challenged (not yet completed). The 

report also revealed that 46% of the challenged projects had a time and cost overrun. 

Time overruns have significantly increased to 82% from a low of 63% in the year 2000. 

The lost dollar value for US projects in 2002 was estimated at USD 38 billion with 

another USD 17 billion in cost overruns for a total project waste of USD 55 billion. 

These figures indicate a problem with MIS adoption. The literature points to numerous 

factors that may contribute to the failure rate of MIS (Gale, 2002; Kyung-Kwon & Kim, 

2002; Somers & Nelson, 2001). Many societal, organisational, and technical factors and 

issues contribute to the adoption failure problem of MIS. The literature points to societal 

and organisational factors as being among the important contributors to MIS adoption 

where the culture of the vendor and client are diverse (Abdul-Gader, 1999; Al-Mashari & 

Zairi, 2000; Joshi & Kuhn, 2005; McCoy, Everard, & Jones, 2005; Rasmy, Tharwat, & 

Ashraf, 2005; Zain, Rose, Abdullah, & Masrom, 2005). 
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Adopting a suitable MIS is a hard task, since acceptance, adoption, and implementation 

of a system are critically influenced by the client’s societal and organisational culture 

(Kremers & Dissel, 2000). Culture is particularly important when attempting to manage 

organisation-wide change (Agourram & Ingham, 2003; Alvesson, 2002; Bagchi, Hart, & 

Peterson, 2004; Cernea, 2001), an important part of which is the adoption of MIS. 

Culture may be generally defined as a shared, learned, symbolic system of values, norms, 

attitudes, and beliefs that form and influence the awareness, performance, and actions of 

one group or nation as different from another (Dastmalchian, Lee, & Ng, 2000; Hofstede, 

1980; Krumbholz & Maiden, 2000; Schein, 1990). Societal culture is defined as the 

norms, values, beliefs, and assumptions that are inherited in early childhood and 

distinguish one group of people from another in a nation or region (Cernea, 2001). 

Organisational culture is defined as the assumptions, values, norms and tangible signs of 

organisation members and their behaviours (Punnett, 1989; Schein, 1992). This research 

particularly focused on the role played by societal and organisational cultures on MIS 

adoption in the two Arab regions. 

1.4 RESEARCH PROBLEM 

The literature points to numerous research and case studies that indicate a high rate of 

failure among many organisations adopting management information systems (MIS) 

(Standish Group, 2003). MIS projects are known for the high cost and time involved. 

Numerous organisations worldwide that have adopted MIS have not realised the benefits 

of their systems. Furthermore, many organisations have even given up their adoption 

process after losing substantial amounts of money (Rensin, 2005). Many organisations in 

the two examined Arab regions in this thesis are either adopting or are about to adopt 

MIS. Some of these organisations that have adopted MIS face similar problems as those 

faced by other organisations in different parts of the world.  

The implementation and adoption of MIS is costly and lengthy. Many organisations in 

the chosen regions are about to adopt MIS and the problem is of great importance to both 

Arab regions and has not been investigated fully in the Arab Gulf region. Furthermore, 

this problem has not been investigated at all in the North African region prior to this 

research. All countries chosen are oil dependent producers and members of the Arab 
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League, which represents all the Arab regions. Lastly, the researcher is of Arabic origin 

and his familiarity with Arabic culture makes data access convenient. Finally, the wider 

investigation is relevant and provides timely research that will be of specific benefit to 

his home country. 

1.5 RESEARCH QUESTIONS 

This research project aimed to answer the following research question: 

What influence does societal and organisational culture have on the adoption 
of management information systems in Arab countries? 

The proposed research was based on the following sub-research questions: 

• What are the relevant differences between societal and organisational culture in 

terms of MIS adoption? 

• How does each aspect of culture influence MIS adoption? 

• What are the cultural characteristics of each of the Arab regions that have an 

influence on the adoption of MIS? 

• How can existing models for the influence of culture on MIS be applied or 

adapted to describe this influence? 

• What are the similarities and differences between the two regions on MIS 

adoption from a cultural point of view? 

• Is there an association between societal and organisational culture in regard to 

MIS adoption? 

In order to address the above-mentioned problem and research questions, the researcher 

developed a research design based on models from societal culture literature, specifically 

from societal culture (Hofstede, 1980; 1994b); from organisational culture (Cameron & 

Quinn, 1999); and from information systems, the technology acceptance model (TAM) 

(Davis, 1986; 1989). Using MIS adoption as the dependent variable, societal and 

organisational culture were regarded as independent variables. The TAM was used to 

assess if technology acceptance played a mediating role in adopting MIS. Correlations 

between the independent and dependent variables were investigated and their causal 
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relationships explored. The research focus was thus on the adoption of MIS as depicted 

in Figure 1.1. 

 

To assess the influence of societal culture, Hofstede’s VSM 94 (1994b) was used. The 

VSM 94 assesses four dimensions of Hofstede’s (1980) original societal culture 

dimensions, namely: Power Distance (PD), Uncertainty Avoidance (UA), Masculinity 

versus Femininity (MAS), and Individualism versus Collectivism (IDV). These four 

dimensions will be defined in detail in chapter three. 

To assess the influence of organisational culture on the adoption of MIS, Cameron and 

Quinn’s (1999) model was used. This model has six dimensions, namely: Organisational 

Characteristics (OC), Organisational Leadership (OL), Management of Employees (ME), 

Organisational Glue (OG), Strategic Emphasis (SE), and Criteria of Success (CS). 

Analysing these six dimensions produced four types of organisational culture. These are: 

Hierarchy culture; Clan culture; Adhocracy culture; and Market culture. These will be 

defined and discussed in chapter four. To assess technology acceptance, which was 

particularly relevant in those countries that have not yet adopted MIS, the TAM (Davis, 

1986; 1989) was used. This measure assesses values and beliefs of societies toward 

technology using two variables: perceived ease of use and perceived usefulness. The 

research project examined the relationship between societal culture, organisational 

Societal Culture 

Organisational Culture 

TAM
MIS 

Adoption 

Figure 1.1 The Overall Conceptual Model for the Study 

Direct relationship 
Indirect relationship 
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culture, and technology acceptance, and attempted to find answers to the following 

questions: 

• Is there an influence of societal culture on the organisational culture, and how that 

might affect the adoption of the MIS? 

• Do the societal and organisational cultures have an influence on the adoption of 

MIS, and does this imply any relationship to the implementation success of MIS? 

• Are there any direct relationships of societal and organisational cultures on MIS 

adoption success? 

• Are there any indirect relationships of societal and organisational cultures using 

technology acceptance and how might that affect MIS adoption? 

As can be seen from Figure 1.1 the framework for this study examined: 

• the effect of societal culture on technology acceptance by the society, looking 

deeper into the societal dimensions; 

• the effect of organisational culture on technology acceptance; and 

• the effect of organisational culture on MIS adoption. 

Although societal culture may be expected to have an influence on organisational culture 

(Newman & Nollen, 1996), in the current study the researcher treats both societal and 

organisational culture as conceptually independent. 

1.6 JUSTIFICATION FOR THE RESEARCH 

This research is significant due to the lack of prior research in this field for both regions. 

The need for such research is important because many problems that have led to failure 

of MIS adoption have occurred when trying to adopt Western-developed MIS 

applications in many organisations in Arab regions (Al-Mashari & Zairi, 2000; Rasmy et 

al., 2005; Reinig & Mejias, 2003). Adopting Western-developed MIS that does not fit 

with the local culture often ends up failing to deliver its intended purposes and benefits to 

the adopting societies and organisations. Previous researchers who have studied the Arab 

regions treated both regions as having the same societal and organisational culture, and 

no previous studies have investigated the cultural differences between the two Arab 
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regions (Arab Gulf and North Africa). MIS adoption has never been investigated in the 

North African region and has not previously been fully investigated in the Arab Gulf 

region. Many countries and organisations in the Arab regions are about to adapting, 

adopting, and riding the wave of technology and need to understand the consequences of 

both societal and organisational culture on adopting Western developed MIS on Arabic 

culture to avoid any negative impacts on the adopting countries and organisations. It is 

therefore important for them to realise the contribution of both societal and 

organisational cultures factors on the adoption process of MIS. The consequences of MIS 

adoption in the Arab regions are being investigated from both societal and organisational 

culture because in practice more organisations are acquiring MIS and are already 

experiencing many difficulties and the candidate is deeming that culture is a factor on the 

adoption process. Furthermore, these difficulties have led to organisations investing 

substantial monetary and labour resources with no guarantee of success (Twati & 

Gammack, 2006). 

1.7 CONTRIBUTIONS TO THEORY AND PRACTICE 

The findings of this research thesis aimed to make contributions to MIS adoption field, 

and to societal and organisational culture research. In addition, this research contributes 

to and extends theoretical knowledge on MIS and technology adoption process and 

acceptance. This study is the first to compare the MIS adoption in the two studied regions 

(that have typically been treated as a single region in the literature) to verify the 

differences between these two regions. This research study makes further contributions 

by providing fine-grained analysis of societal and organisational culture within the 

Arabic cluster (North Africa and Arab Gulf), and it is one of the first empirical studies to 

link societal and organisational cultures to the adoption process of MIS worldwide and in 

the Arab regions. The role of TAM in this context is also as yet unknown. The costs and 

failure of adopting and implementing MIS are high and this research would investigate 

issues of importance to the adopting organisations in the two Arab regions particularly 

beneficial to information technology managers in a global environment, and, especially 

for those who manage IT in the Arab countries. 
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This research study may be among the few studies to integrate three well-defined, well-

cited, and widely-used instruments worldwide. Indeed, this study may be the first of its 

kind in the Arab regions. Many studies have tested the influence of culture on the use of 

technology such as email usage, facsimiles, and other equipment, but few have studied 

the influence of both societal and organisational aspects on MIS adoption, particularly in 

the Arab regions. The literature and research studies that have combined instruments that 

assess the societal culture, organisational culture, and technology acceptance with the 

adoption of MIS are very scarce worldwide and none existed in the Arab regions. 

This study contributes to knowledge on beliefs in MIS adoption that should be taken into 

account when managing end-user-user computing in organisations that are about to adopt 

IS/IT in general and MIS in particular in the Arab regions. It is also of importance  to 

information technology and information systems vendors who wish to market their MIS 

products and software in the Arab regions. This study benefits the implementation 

partners and consultants who are working in Arab regions and other regions and 

potentially in other places with similar societal and organisational cultures 

1.8 OVERVIEW OF RESEARCH METHODOLOGY 

Research is an accepted investigation to find answers to a problem. Deciding on the 

appropriate research methodology is an essential part in defining the steps to be taken 

toward the completion of the research (Leedy, 2005). The methodology itself outlines all 

the essential steps to be followed in gathering and analysing the data for the research. 

Two commonly used research methodologies in organisational and cultural studies are 

survey and the case study. The use of multiple research methods (triangulation) is vital in 

exploratory and explanatory studies (Pinsonneault & Kraemer, 1993). Furthermore, the 

combination of quantitative and qualitative research methods in MIS research has 

received significant attention (Myers, 1999a). The importance in combining both 

quantitative and qualitative research has been demonstrated in that it has been practised 

by many practitioners and academics alike, as the use of more than one method improves 

the depth and quality of data gathered (Bouma, 1996). 
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A multi-method approach (combination of survey and in-depth interviews) was used in 

this research study. The literature suggests that it is appropriate to do surveys in 

conjunction with case studies as case studies allow the researcher to get close to the 

phenomenon, gather insights, ascertain why things happen, and provide deeper 

explanations of observations. In turn, these insights can then be verified by more 

objective techniques, such as the general survey. A survey method was used as an 

explanatory tool to simultaneously validate the framework empirically and help refine 

the protocols required for the case study in the two Arab regions. This was followed by 

two detailed case studies, seeking to confirm the theoretical findings and add richness to 

the process of adoption in terms of societal and organisational cultures. Detailed case 

study analysis of adoption processes in terms of societal and organisational culture 

context were carried out in both regions using organisations in both industry sectors that 

have adopted or have not yet adopted MIS to measure the influence of both societal and 

organisational culture on the adoption of MIS. 

Case studies were conducted shortly after the survey. Both methods were carried out in 

close succession in time, because of the distance dividing the two studied regions and the 

researcher in Australia, and the difficulty and costs that would be involved in conducting 

both methods separately or over a longer time period. This also ensured that the findings 

pertained to the same situation at the same time. The researcher distributed the survey 

then conducted the case study interviews. The case study and the in-depth interviews 

analysis allow a comparison of the theoretical findings with actual practice. This 

confirms or rejects the hypothesis that societal and organisational culture influences MIS 

adoptions. 

1.9 LIMITATIONS OF SCOPE 

This research is explanatory and cross-sectional in design, focusing on the explicit 

boundaries of the research problem described in section 1.5. The study examined the 

influence of societal and organisational culture on the adoption of MIS in both of the 

Arab regions that have adopted and or have not yet adopted MIS. It was limited to large 

organisations in two of the most important industry sectors, namely, oil and gas and the 

banking sectors in those two regions. This research concentrated only on the five 
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mentioned Arab countries, namely Kuwait, Libya, Oman, Saudi Arabia, and United Arab 

Emirates. These countries belong to the Arabic cluster and are recognised as members of 

the Arab League. The native senior management executives and decision makers in both 

industry sectors in the specified countries spanning the two regions were the key 

participants in this research. The data collection phase for this research was conducted 

between January 2003 and March 2004. 

1.10 ETHICAL CONSIDERATIONS 

Qualitative and quantitative research projects addressing human issues of any manner, 

whether anonymous or not, need to obtain prior ethical clearance. Ethical considerations 

in terms of integrity, confidentiality, and anonymity needed were addressed for the 

current study. The main ethical consideration required by Griffith University’s Ethics 

policy for students conducting any form of human research was to ensure that ethics 

approval had been applied for and granted from the relevant Ethics Committee to 

guarantee the integrity and confidentiality of the respondents and their organisations. 

An ethical clearance was granted through Griffith University’s Ethics Committee to 

conduct the present research and a final ethics reporting was submitted at the end of the 

data collection period. The committee did not receive any objection or any complaint 

from any of the participants or their organisations that took part in this research. 

The purpose of the survey and the in-depth interviews was explained to participants, 

along with assurances of confidentiality of respondents and their organisations. Names of 

participants, firms, and facts that could lead to revealing their identity were not 

published. On the front of the cover sheet of the survey and during the first meeting with 

interviewees, it was clearly stated that participation in this study is voluntary and 

participants may withdraw from the study at any time. The participants were assured that 

no one would have access to their information and that their interview and survey 

responses would be confidential and known only to the researcher. No names were 

entered in the study’s database and no individual feedback given to any party. Responses 

were assigned a sequential number and only the aggregated results were reported. 
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Furthermore, confidentiality was protected, as firms were not given any information on 

how each respondent answered. 

1.11 THESIS STRUCTURE 

The thesis contained nine chapters that are summarised briefly in this section. Figure 1.2 

outlines the thesis structure. 

Chapters two, three, and four 

 Review areas of relevant prior research from the literature, 

providing a summary of the current state of management 

information systems, societal culture, and organisational culture 

respectively. 

Chapter five Presents the conceptual model and thesis hypotheses to be tested. 

Chapter six Discusses the methodological framework and research design for 

the quantitative part of the study. The content and layout of the 

survey are described together with the analysis of the survey data 

using both logistic and linear regression analysis. 

Chapter seven Discusses the methodological framework and research design for 

the qualitative part of the study. The various qualitative methods 

in MIS are described together with the thematic analysis of the 

conducted interviews. 

Chapter eight Presents interpretation of the findings of chapters six and seven 

taking into account the previous literature, the survey, and case 

study results. 

Chapter nine Summarises the study findings in term of the main findings and 

implications for future research. 
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Problem Domain 
(Chapter One) 

Review of Previous Literature 

MIS Overview 
(Chapter Two) 

Societal Culture 
(Chapter Three) 

Organisational Culture 
(Chapter Four) 

Conceptual Model 
(Chapter Five) 

Quantitative Data Findings 
(Chapter Six) 

Qualitative Data Findings 
(Chapter Seven) 

Synthesis of the Research Findings 
(Chapter Eight) 

Conclusions and Future Implications 
(Chapter Nine) 

 

Figure 1.2 Thesis Structure 
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1.12 SUMMARY 

This chapter laid the foundations and served as a general introduction to the thesis. The 

research problem domain was discussed and the researcher’s assumptions of the inter-

related effects of societal and organisational culture on MIS adoption were explored. 

Also, the research questions that laid the foundations of this research study were 

explained. The research justifications and contribution to the body of knowledge were 

briefly discussed. A multi-method research methodology was adopted and justified for 

the purpose of this research, and the limitations were discussed in terms of this research. 

In addition, the overall structure of the thesis was outline. 
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CHAPTER TWO 

RESEARCH ISSUES IN MANAGEMENT INFORMATION 
SYSTEMS 

A review of previous related literature is an important feature of any research study. 

Chapters two, three, and four aim to build the theoretical base upon which this research is 

founded by reviewing the related literature to the research problem introduced in chapter 

one, leading to the conceptual model in chapter five. Leedy (2005) indicates that the 

literature review serves several purposes: it supports the discovery of issues and 

variables, which are critical to the present study; it provides a general background of 

earlier research studies that have relevance to issues and factors in this study, namely 

MIS, societal culture, organisational culture, and technology acceptance; it introduces 

theories and research models which relate to the key issues and variables identified; it is 

used as a basis for explanation of results found; and it helps to locate the current study 

with respect to past, recent, and ongoing research in related fields. 

This chapter reviewed the literature relevant to MIS applications and their adoption, use, 

drawbacks, and acceptance. A general introduction to information systems (IS) is 

followed by a discussion on typical MIS types, applications, and software issues in this 

study. This leads to considering adoption, via the diffusion of innovation theory, the 

technology acceptance model (TAM), and theory of reasoned action. Focusing on 

cultural norms, values, beliefs, and attitudes toward the adoption of MIS and barriers to 

MIS adoption from a cultural point of view are then discussed. Finally, the chapter 

concludes with a brief discussion on MIS adoption in Arab regions.  

2.1 INFORMATION SYSTEMS OVERVIEW 

Information Technology (IT) and Information Systems (IS) are essential components in 

an organisation’s business. O’Brien (2002) defined IS as “an organised combination of 

people, hardware, software, communication network, and data resources that collects, 

transforms, and disseminates information in an organisation” (p.9). More specifically, IS 

includes information reporting systems, executive information system, or decision 

support systems (O'Brien, 2002). Lucas (1986) defines IS as “a set of organised 
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procedures that, when executed, provides information to support decision making and 

control in the organisation” (p.10). He also classifies information as something that 

exists, which can be described, or it exists but is difficult to describe, understand or 

measure, that support decisions to reduce uncertainty about some situations or events 

(Lucas, 1986). IS has been defined differently by many researchers (Hutchinson & 

Sawyer, 1996; Laudon & Laudon, 2002; McLeod & Schell, 2004; O'Brien, 2002; Senn, 

1998), but they all come to an agreement that IS is a mixture of human, physical 

(computer hardware), and procedural components (computer software or applications). 

Information Systems (IS) play a vital role in the business success of managers and 

organisations alike. Managers rely on various types of computer-based information 

systems that use hardware, software, and a selection of other forms of information 

technology for the decision-making process. Moreover, organisations have become very 

much dependent on IS/IT to support their organisation’s activities. Technology and IS, 

then, are important resources for users (managers and organisations) and their 

environment. Organisations are converting to modern IS for numerous reasons, for 

example, to gain competitive advantages, cut costs, and improve the overall efficiency of 

their business communications systems and processes (Caldeira & Ward, 2002; Legris et 

al., 2003). Organisations allocate billions of dollars to adopt, implement, manage, and 

integrate IS with organisational activities to provide better products and/or services. 

Adopting any technology, in particular an MIS, tends to change the organisation and its 

associated work practices and processes, which often necessitates a redesign of the 

human activity systems in which the technology is embedded (Twati & Gammack, 

2006). Moreover, IS standardisation, by using the same system in all units of the 

organisation and in different countries, especially through the use of enterprise systems 

(ES) or enterprise resource planning (ERP), is essential in many multinational 

organisations. These systems offer tremendous economic benefits to the adopting 

organisations. 

Organisations are also having numerous problems adopting, implementing, and using 

modern information systems (IS). The high rate of failure in adopting and implementing 

North American and/or European developed IS technologies, management processes, and 

IS techniques in many parts of the world with different culture perspectives revealed the 
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importance of IS research (Al-Mashari & Zairi, 2000; Hasan & Ditsa, 1999; Shanks, 

Parr, Hu, Corbitt, Thanasankit, & Seddon, 2000; Thanasankit & Corbitt, 2000). A study 

by the Standish Group (2003) found that only 34% of IS projects are completed on time 

and within budget and realised the benefits of their systems, 51% were challenged or 

were still struggling to finalise their projects, and 15% failed completely. Almost two-

thirds of the IS projects implemented are either challenged or failed. They also reported 

that the lost dollar value for US IS projects in 2002 was estimated at $38 billion with 

another $17 billion in cost overruns for a total project waste of $55 billion dollars. These 

figures give a good indication of some of the drawbacks within IS and the gaps found by 

adopting such systems, underlining the importance of research in the IS area. One of the 

major areas of research in the IS field is the explanation and prediction of IS adoption, 

success, and practice (Agourram & Ingham, 2003). Even though a number of studies 

have been conducted to address this phenomenon, an agreement about the determinants 

of IS usage has appeared among researchers in the IS fields (Ben Zakour, 2004). 

Due to the high cost of adopting and implementing IS and the high failure rate, 

researchers have dedicated much research effort into looking into issues and factors that 

influence the adoption of IS. Generally, the research into IS success has been conducted 

in North America and Europe. Most of the existing IS theories and practices are strongly 

rooted in North American and European culture and strongly reflect their values and 

beliefs (Reinig & Mejias, 2003). People from different cultures are keen to adopt and 

implement modern IS, but they have different ways of doing business from the 

Americans and Europeans (Soh et al., 2000). 

Many organisations in Arab regions have also valued the importance of IS in improving 

their economies and the overall efficiency of their business communications systems and 

processes. They have also allocated substantial resources for IS adoption and have begun 

building infrastructures to support a more reliable and quick transfer of IT (Straub et al., 

2001). These countries have also assisted establishing many businesses to develop 

applications, conduct training, and offer basic products and services to encourage an 

economic renaissance and improve their capability to better serve nationwide interests. 

Some organisations in many of these countries (e.g. United Arab Emirates) are moving to 

expensive enterprise resource planning (ERP) or enterprise systems (ES), while other 
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countries (e.g. Libya) lack basic IS/IT infrastructures. This is not because they are unable 

to afford the technology, but due to various barriers preventing them from adopting IT 

(Nour, 2003). 

Recent studies have suggested that IS adoption and implementation are influenced by 

many factors including culture. The literature on global IS issues indicated that culture 

may play a key role in influencing organisational structure, management practices, and 

decision making, as well in as the adoption of IS applications. Researchers in the field of 

IS have also demonstrated that societal and organisational cultures do, indeed, have an 

influence on IS design and acceptance (Abdul Rashid, Sambasivan, & Abdul Rahman, 

2004; Agourram & Ingham, 2003; Al-Mashari & Zairi, 2000; Alvesson, 2002; Bagchi, 

Cerveny, & Hart, 2001; Shanks et al., 2000; Straub, 1994). 

Culture is generally defined as a collective system of meaning of norms, values, and 

attitudes. The success of IS could hold various meanings in diverse cultures. Research on 

how people from different cultures observe, define, and understand IS success is a 

neglected area, and there is a dearth of research studies in Arab Gulf and North African 

regions. This research will attempt to highlight and fill some of the gaps in MIS adoption 

research in these two regions by looking deeply into countries and organisations that 

have adopted MIS successfully and countries and organisations who have not yet adopted 

MIS software, from societal and organisational cultural viewpoints. 

2.2 MANAGEMENT INFORMATION SYSTEMS 
OVERVIEW 

Management at all levels of organisations have at all times benefited from information to 

carry out their daily tasks, so the issue of management information is not a new topic. 

What is new are the means by which precise and speedy information can be retrieved and 

transmitted within the organisation. The development that makes this enhancement 

achievable is new technology systems (software) and advancements in computer 

technology (hardware). Increasingly, organisations are becoming aware that information 

is a resource of strategic importance and, with the use of computers they can support that 

resource to gain competitive advantages (Hutchinson & Sawyer, 1996; Laudon & 

Laudon, 2002). 
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Information is one of the major resources offered to senior management, and it can be 

managed, just as any other resource (McLeod & Schell, 2004). The importance of this 

resource stems from two sources. First, as organisations are becoming larger, businesses 

become more complex and difficult to manage. Second, the advances in computer 

technology provide enhanced abilities (Laudon & Laudon, 2001). Computer-based 

information systems are needed as tools by all levels within an organisation such as 

managers, non-managers, and persons within the organisation’s environment. Such needs 

gave birth to MIS (McLeod & Schell, 2004). 

Hutchinson and Sawyer (1996) claim that “MIS provides useful, complete, and timely 

information to management on three levels: operational, tactical, and strategic” (p. 380). 

Lower management deals with decisions that affect their daily tasks, which involve 

accurate and precise, detailed information to make structured decisions, while middle 

management deals with decisions that cover a broader range of time and involve more 

experience. Middle managers use summary reports, exception reports, periodic reports, 

on-demand reports, and event-initiated reports to make semi-structured decisions. Senior 

management deals with decisions that are broad and cover a wider period; strategic, 

unstructured decisions are made at this level. 

2.2.1 MIS DEFINED 

Management Information Systems (MIS) variously refers to types of “information 

processing systems”, “information and decision support systems”, “organisational 

information systems”, “enterprise systems”, or just simply “information systems”, that is, 

a computer-based information processing system which supports the operations, 

management, and decision-making function of an organisation (Davis & Olson, 1985). 

The term MIS was first launched in 1968 as a substitute for the term “information 

technology”. Since then, researchers in the field have tried to give precise definitions for 

MIS in order to differentiate it from other disciplines. Davis and Olson1 (1985) defined 

MIS as “a management information system collects, transmits, processes, and stores data 

on an organisation's resources, programmes, and accomplishments”. The system makes 

the expected process of these data into management information for use by decision 

                                                 
1the original usage by the field’s founder 
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makers within the organisation. A management information system, therefore, produces 

information that supports the management functions of an organisation (Davis & Olson, 

1985; Lucas, 1986). Hicks (1990) defined MIS as “a formalised computer IS that can 

integrate data from various sources to provide the information necessary for management 

decision making” (p. 78). McLeod and Schell (2004) defined MIS as “a computer-based 

system that makes information available to users with similar needs” (p.10). 

With the amount of information available to senior managers for the decision-making 

process, MIS are becoming strategic needs rather than luxuries in today's business world. 

The decision-making responsibilities by senior management executives are not simple 

tasks to achieve but are aided by the use of MIS. This is achieved firstly, by providing 

managers with current information from a variety of sources in the organisation so that 

the decision is based on the latest accurate information, and second, the system may help 

managers by providing modelling techniques (Laudon & Laudon, 2002). MIS has risen 

past its usual support role and now plays a central role in formulating business strategies 

(Chan, 1997). 

2.2.2 TYPES OF MIS APPLICATIONS 

Providing information and support for management decision-making for all types and 

levels of management is a difficult task. Theoretically, several types of information 

systems are needed to support a variety of responsibilities at different levels of 

management in the organisation. McLeod and Schell (2004) note five major computer-

based information systems in organisations: [1] accounting information systems; [2] 

management information systems; [3] decision support systems; [4] knowledge-based 

systems; and [5] virtual office systems. Transaction processing systems (TPS) help 

lower-level managers make effective day-to-day decisions; MIS assist middle 

management make planned decisions; and decision support systems (DSS), executive 

information systems, and expert systems aid senior managers in making strategic 

decisions (Hutchinson & Sawyer, 1996). 

MIS applications are software for end-users that comprise selections from a variety of 

programs. A large quantity of application software serving a specific purpose or 

supporting certain tasks that suit each organisation’s functions is available in the 



 23

marketplace (McLeod & Schell, 2004). Application-specific packages supporting 

businesses include managerial, professional, and business uses such as transaction 

processing, decision support, accounting, sales, and electronic commerce. Some general-

purpose applications are also available in the market, for example programs that perform 

common information processing tasks for end-users, such as word processors, 

spreadsheets, and database management systems. 

MIS supports businesses through many sub-information systems in the organisation. 

These sub-systems integrate and make up MIS in the organisation. Functional 

information systems are a subset of MIS applications tailored to meet users’ needs for 

information concerning functional areas of the organisation. Accounting information 

systems (AIS) are the oldest and most widely-used information systems in organisations 

(McLeod & Schell, 2004; O'Brien, 2002). They take care of all accounting functions and 

are essential for every organisation (O'Brien, 2002). AIS gather data describing the 

organisation’s accounting activities, and transform the data into information usable inside 

and outside the organisation. A financial information system is a subset of MIS in the 

organisation and supports managers in decisions concerning all financial matters. 

Marketing information systems provide information that support major components and 

tasks of the marketing function. Manufacturing information systems provide information 

that supports the production operation function, including all activities concerned with 

planning and control of all the processes in the organisational manufacturing unit. The 

human resources information system is concerned with the organisation’s Human 

Resource Management function that involves recruitment, selection, placement, 

evaluation, advertising for new or vacant jobs, and the development of employees in the 

organisation (Laudon & Laudon, 2002; McLeod & Schell, 2004; O'Brien, 2002). 

Enterprise resource planning systems (ERP) are management information systems that 

integrate and computerise numerous business processes linked within the business 

aspects of the organisation. 

All of the above mentioned MIS systems are essential in today’s business. Most 

organisations worldwide are adopting and implementing some or all of these systems. 

Many organisations in developing countries started to adopt and implement modern MIS 

systems, but they vary in the adoption innovation process cycle. Still other organisations 
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in developing countries do not even know of the existence of such systems, have not yet 

reached the awareness of the innovation process stage, and thus face many adoption 

problems (Garr, 2003). 

2.3 DIFFUSION OF INNOVATION THEORY 

Increasingly, researchers in the field of MIS and other disciplines have utilised theories 

of innovation diffusion to study adoption and implementation problems. A major focus 

of these studies has been how potential users’ perceptions of MIS innovation influence 

its adoption (Al-Gahtani, 2003; Moore & Benbasat, 1991; Prescott & Conger, 1995; 

Slyke, Lou, & Day, 2002). The words “innovation” and “technology” are often used as 

synonyms (Rogers, 2003). An innovation does not have to be totally new; it can be an 

idea, practice, or object that is perceived as new by an individual or other unit of 

adoption, such as an organisation or society (Rogers, 1995). The issue of MIS 

innovation, acceptance, adoption, and implementation has existed in the IS literature for 

over four decades (Agarwal & Prasad, 1998). Researchers in the field have developed 

and applied different theories and models to measure the diffusion and acceptance of 

technology and innovations from many different angles (Ajzen, 1991; Davis, 1986; 

Fishbein & Ajzen, 1975; Hunter & Beck, 2000; Rogers, 2003; Straub, Loch, Evaristo, 

Karahanna, & Srite, 2002). 

A well known theory widely cited and used in IS research and other disciplines is the 

theory of Diffusion of Innovation developed by Rogers (1983). Rogers (1995) claims that 

the innovation-decision process is “essentially an information-seeking and information-

processing activity in which an individual is motivated to reduce uncertainty about the 

advantages and disadvantages of the innovation” (p.14). Rogers (2003) defines diffusion 

of innovation as “the process by which an innovation is communicated through certain 

channels over time among the members of a social system” (p.11). He claims that 

adoption is a decision to make full use of an innovation as the best course of action 

available, whereas rejection is a decision not to adopt the innovation or the technology. 

Mustonen-Ollila and Lyytinen (2004) defined MIS process innovation as “any new way 

of developing, implementing, and maintaining information systems in an organisational 

context” (p.36). The literature points to numerous studies (Maitland, 1999; Maitland & 
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Bauer, 2001; Markus & Tanis, 2000; Ross & Vitale, 2000; Shanks et al., 2000) that have 

defined different MIS and other technology adoption processes based on Diffusion of 

Innovations Theory. 

The MIS innovation process refers to the complete cycle of adoption and transformation 

that leads into introducing a new MIS system to the organisation. For example, it refers 

to the entire change effort associated with a new system (Lucas, 1986). MIS adoption and 

innovation has gone through many growth cycles since its beginning in the 1970s up to 

the present stage where it is recognised, accepted, and adopted by many organisations 

worldwide (Alshawi, Themistocleous, & Almadani, 2004). In MIS, adoption is 

frequently used as a term to describe a well-defined project that spans from the stage of 

becoming aware of the innovation, to selection of the system, then through to the 

configuration, training, and eventual going live, where the system becomes functional. 

Rogers (2003) differentiates the adoption process from the diffusion process. The 

adoption process pertains to an individual, whereas the diffusion process occurs within a 

society, as a group process. Rogers defines the innovation adoption process “as mental 

process through which an individual passes from first knowledge of an innovation to a 

decision to adopt or reject and to confirmation of this decision” (p.99). He also defines 

the diffusion process as “the spread of a new idea from its source invention or creation to 

its ultimate users or adopters” (p.150). He breaks the adoption process down into five 

stages. Figure 2.1 show the five stages of the innovation process as defined by Rogers 

(1995) (p.162-86). The innovation-decision process is a process through which an 

adopter (individual or organisation) passes from first knowledge of innovation to forming 

attitude toward the innovation, to a decision to adopt or reject, to implementation of the 

MIS application, and confirmation of this decision. 
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The five stages are: the knowledge stage: adopters become aware of an innovation 

through different sources available in the social system; the persuasion stage: the 

adopter becomes interested in the innovation of the MIS and develops mental acceptance, 

or makes a decision to reject the MIS innovation; the decision stage: the adopter engages 

in activities that lead to a choice to adopt or reject the MIS innovation; this is the 

feasibility stage where the adopter assesses the benefits of the MIS application and its 

anticipated future situation, then decides whether or not to implement it; the 

implementation stage: the adopter makes full use and applies the new MIS application 

on a small or full scale in order to determine its utility in his/her own situation; and the 

confirmation stage, the last stage of the innovation adoption process: the adopter seeks 

support for the innovation-decision that had already been made at the previous stages and 

uses the new MIS continuously, full-scale, and applies any improvements for upgrades. 

The adoption process of MIS innovations varies greatly in the Arab regions, compared 

with the process described above. Evidence shows that some countries are at the 

implementation or adoption stage while others are not yet even in the awareness stage. 

This precedes the knowledge stage of Rogers’ adoption innovation process (Danowitz, 

Nassef, & Goodman, 1995). There are numerous factors influencing these variations. 

This research proposes that societal and organisational cultures are among the factors 

influencing or preventing some countries from making use of the latest MIS technology 

innovations and adopting MIS. 

 
Knowledge 

Persuasion

Decision

Implementation 

Confirmation

Adapted from Rogers (2003) (p.170)

Figure 2.1 MIS Innovation Process
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The societal characteristics, and economical barriers in some of the Arab regions, have a 

direct influence on the first three stages of Rogers’ adoption process. Firstly, the 

knowledge stage: could be the most critical stage for many Arab regions. Many of these 

countries are not well informed and updated with the latest technology due to insufficient 

information about the advances and advantages of the technology. The lack of expertise 

and skilled people, and lack of good telecommunications systems makes it harder for 

many countries to acquire the adequate knowledge about technology. Secondly, the 

persuasion stage: where decision makers begin to actively seek more information about 

the technology. This stage is less critical than the previous stage, for both studied 

regions, even though there may be societal differences between them. Decision makers 

and senior management in both regions appreciate the adoption of MIS if this stage is 

reached. The decision stage: many organisations in the Arab Gulf region have passed this 

stage. However, many organisations in the North Africa region have not yet reached the 

knowledge stage. Finally, the implementation stage: many organisations in the Arab Gulf 

region have succeeded in reaching this stage, competing among the world leaders of MIS 

adoption. It is important to note that none of the organisations that adopted MIS 

technology in the Arab Gulf region is yet at the confirmation stage. This is also the case 

with many other organisations worldwide. 

The literature in recent years shows that the research in innovation of MIS has improved 

dramatically. Most research about adoption of MIS has been an attempt to reveal factors 

linked with the success or failure of MIS adoptions, including investigating the variables 

that are associated with successful MIS adoption as defined by the researchers. In spite of 

the advantages that can be realised from a successful MIS adoption, there is already 

proof of high-failure hazards in MIS adoption projects (Esteves & Pastor, 2001). 

Obtaining the most sophisticated MIS software and following the proper procedures of 

adoption will not be of value to the adopting organisation unless the end-users accept and 

perceive its benefits. 

2.4 TECHNOLOGY ACCEPTANCE MODEL 

Technology acceptance differs from one culture to another. IT is perceived and valued 

differently by different cultures. Each culture has its own way of adapting, valuing, and 
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using the technology (Cooper, 1994). IS adoption and use has been widely researched in 

more developed countries (Legris et al., 2003), yet there is lack of research relating to 

developing countries. The literature on MIS research in developing countries is limited 

and rather general. Convincing senior executives in some developing countries about the 

benefits of adopting and implementing a new IS is a crucial problem facing IS managers. 

To assess human reactions toward accepting and adopting new technology, several IS 

researchers have focused on developing and examining a number of theoretical models. 

These studies consider the individual’s beliefs, attitudes, and behaviour toward adoption 

and perceptions of technology and MIS (Chircu, Davis, & Kauffman, 2000; Legris et al., 

2003). Most of these models were designed to measure the individual and environmental 

characteristics, as well as investigating their association with attitudes, norms, and 

behavioural intentions toward the actual usage of the technology. 

One model used is the Technology Acceptance Model (TAM) by Davis (1986; 1989), 

which seeks to assess the values, reactions, perceived ease of use, and benefits of the 

system as professed by the users. TAM is a well known, widely cited, and widely used 

model in MIS research, serving as an explanatory tool for people’s reactions to the use of 

IS across many IS areas. TAM is a valid and reliable measurement tool that can be 

simply adapted to any IS research (Zettel, 2001). The main purpose of TAM is to offer a 

general explanation of the determinants of computer acceptance and to explain a broad 

range of end-user behaviour across computing technologies, while also being both 

economically and theoretically justified (Davis, 1996). 

The TAM model was based on the Theory of Reasoned Action (Fishbein & Ajzen, 1975) 

from social psychology. TAM assesses the use of IT based on the influence of two main 

variables: (1) perceived ease of use (PEoU) and perceived usefulness (PU), and (2) user’s 

attitude (A), behavioural intentions (BI), and actual system usage behaviour. Both PU 

and PEoU measure attitudes to accepting and using the system, known as the user’s 

intention of using the system. PEoU is the level to which the user perceives that using the 

system will be easy and understandable. PU is the level to which a user perceives that the 

system is useful and will increase or improve his/her performance. TAM assumes that 

both variables PEoU and PU describe an association with system use that explain an 

incentive for why people accept or reject MIS applications (Malhotra & Galletta, 1999). 
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Figure 2.2 shows the relationship between these variables. In the context of this research 

study, TAM will be used to assess whether a mediating relationship exists between the 

independent variables, societal and organisational cultures, and the dependent variable, 

MIS adoption. 

 

The literature shows that the two main TAM variables PU and PEoU have reliably shown 

significant relationships with MIS acceptance and use. This reliability has motivated 

many researchers to use TAM when dealing with technology adoption and human 

reaction to technology (Hendrickson, Massey, & Cronan, 1993). TAM has been used to 

measure people’s attitudes to and perceptions of IT/IS and MIS adoption. For example, 

studies include: e-mail and text-editors (Davis, 1986; 1989); e-mail and societal culture 

(Straub, Keil, & Brenner, 1997); software maintenance tools (Abdul-Gader, 1999); and 

email (Gefen & Straub, 1997). TAM was also used as a mediator for: assessing 

Knowledge Management System user acceptance (Money, 2004); e-mail and fax (Straub, 

1994); computer applications (Rose & Straub, 1998); and data and information retrieval 

(AMR Research Inc., 2000). 

While TAM has received significant support in the IS literature, it has limitations in its 

assumption that perceived ease of use and perceived usefulness are always the primary 

determinants of end-user acceptance. Sun (2003) examined and analysed eighteen TAM 

research articles claiming that the explanatory power of TAM is limited and at times 

contradictory. There are a number of other studies that, while providing general support 

for TAM, recommend extensions to this model through exogenous factors that provide 

richer explanations for technology acceptance. Examples of extensions include: 

External 
Variables 

Perceived 
Usefulness 

Perceived 
Ease of Use 

Attitude 
toward 

Using MIS

Behaviour 
Intention 

MIS 
Adoption 

Adapted from Davis et al. 1989 (p.985)

Figure 2.2 Technology Acceptance Model 
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individual differences (Agarwal & Prasad, 1999), gender (Gefen & Straub, 1997), and 

systems quality and performance (Lucas & Spitler, 2000). 

In his study comparing Japan and the US in the acceptance of email using TAM, Straub 

(1994) claims that TAM did not explain social culture’s influence on the adoption and 

use of new IT in the Japanese culture, whereas it had predicted the use of email in the 

US. The societal culture dimensions of Hofstede were introduced and added to TAM by 

Straub (1994), who was strongly influenced by Hofstede's (1980) work on societal 

culture dimensions of differences among countries. Straub (1994) discovered different 

relationships, which showed why there were differences in e-mail usage between 

employees in different cultures. Legris and colleagues (2003) argue that it is hard to 

increase the predictive power of TAM. Legris and colleagues (2003) claim that the 

predictive power of TAM would be increased only when TAM is included into a more 

general model that includes societal and organisational issues. This claim fits well with 

this study, looking at two well-known models for societal and organisational cultures. 

Hofstede’s (1980) societal culture dimensions are recommended by Straub (1994) to 

assess the influence of societal culture, while Cameron and Quinn’s (1999) OCAI is used 

to measure organisational culture. By combining these two models, this study draws 

conclusions, which will line up with TAM and overcome this limitation. 

Using TAM as a mediator in the current study is based on Baron’s (1986) theory for 

testing mediators. Assessing the indirect influence of societal and organisational culture 

in both Arab regions will assist in evaluating attitudes of MIS users and nonusers. It will 

also assess their reactions toward the adoption of MIS from cultural perspectives, 

indicating how users in the Arabic culture cluster would perceive and value the Western 

invented and developed technology, and evaluate whether that might have any indirect 

influence or mediation on the MIS adoption. TAM will help us to draw some conclusions 

and generalisations on the user’s beliefs, intentions, and reactions to the technology. This 

will give some normative indications on how people perceive information technology in 

general. This research will look deeply into the Arabic culture cluster using TAM to 

measure information technology acceptance and how it is perceived in the two Arab 

regions. This can be linked to those countries that are adopting/not yet adopting to find 

any variations in terms of the MIS adoption process across the sample countries in the 
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two regions. It will also measure the degree of acceptance or rejection of MIS 

innovations. Testing the perceived usefulness and perceived ease of use of such 

technology will give an indication of how the technology is perceived, and help to assess 

if societal culture is a contributing factor. 

In summary, of importance to this research is using a model such as TAM that has strong 

empirical support, which is valid, reliable, and widely cited. This would highlight the 

possibility of detecting statistically significant comparisons on MIS adoption and 

discovering any disparity of innovation variations between the two studied regions from 

a societal and organisational culture viewpoint. In order to adopt and implement MIS 

successfully the candidate had to examine it from three different adoption perceptions: 

individual, organisational, and technical (Thong, 1999; Tornatzky & Fleischer, 1990). 

2.4.1 MIS ADOPTION PERCEPTION 

The last two decades observed massive adoptions of MIS by organisations throughout the 

developed and less-developed world. Many organisations are even adapting to new ERP 

technology to gain competitive advantages (Caldeira & Ward, 2002). Organisations 

frequently assign considerable sums of money to adopt, implement, manage, and 

integrate IS with organisational activities to offer better products and/or services. 

Governments have also assigned billions of dollars to build basic infrastructure to 

support the transfer of efficient MIS and technology (The Tech Wizard, 1999). Adopting 

any technology, particularly MIS, tends to change the associated work practices, and 

frequently requires redesign of the human and organisational activity systems. 

The literature in the field showed that MIS adoption success is influenced by numerous 

factors, particularly individual users’ satisfaction or societal, organisational, and 

technological perceptions (Thong, 1999; Tornatzky & Fleischer, 1990). In this study, the 

following variables were considered as possible predictors of MIS adoption success in 

organisations in the Arab regions. 

Individual Perception: research papers have demonstrated that organisations that value, 

appreciate, and perceive technology as needed, desirable, and supportive to its functions 

are more likely to adopt MIS software. This is provided there are individuals (at all levels 
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of management) who are willing to accept and adapt to the new technology changes and 

who have the requisite personnel and technical skills to keep up with such changes 

(Abdul-Gader, 1999; Alshawaf, 2001; Chai & Pavlou, 2004; Ian, 1996). In social 

cognitive theory, Bandura (1986) developed self-efficacy as a key concept for decision-

making and job performance. Self-efficacy is the attitude that societies and organisations 

possess that they have the capability to accomplish their objective by adopting particular 

tools or means (computer-based systems). Expanding the social cognitive theory, 

Compeau and Higgins (1995) claim that computer self-efficacy is a decision of a society 

in their ability to use computer technology. Among the most important factors for 

technology adoption is the involvement and support of leaders or decision makers of the 

society and organisations alike. Thus, it is important for decision makers to have 

computer self-efficacy and satisfaction in order to accept and adopt MIS technology. 

Decision makers’ cultural values, norms, and beliefs can play a major role in adopting 

MIS. If decision makers are influenced by MIS capabilities and benefits, then they will 

adopt it. If society’s decision makers believe that MIS will improve the efficiency and 

effectiveness of the institutions or afford more control over the organisation, the decision 

makers will be more likely to accept and adopt the technology innovation (Compeau & 

Higgins, 1995; Dishaw & Strong, 1999). 

Organisational Perception: Thong (1999) argues that the organisational condition has 

become increasingly critical to an organisation’s involvement in technology innovative 

activity. Organisation size and employees’ knowledge and skills were significant 

predictors of IT adoption. Age and type of organisation (government, public, or private), 

and organisational structure (centralised or decentralised) also influence the adoption of 

MIS technological innovation. The literature also points to the influence of organisational 

culture on the adoption of MIS as important at all levels of the organisation (Abdul 

Rashid et al., 2004; Alvarez, 2004). Another important organisational factor influencing 

the adoption of MIS within organisations may be social pressures to use the technology 

or the influence of societal culture factors on the organisation. The literature suggests that 

employees with more knowledge of the technological innovation are more likely to adopt 

and use more MIS innovation (Davis, 1989; Rose & Straub, 1998; Straub et al., 1997; 

Tower, Hartman, & Sebora, 1994). 
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Technological Perception: The problem with MIS adoption is not always the technical 

part, even though that plays an important role. People will look at the ease of use and 

usefulness of MIS technology to accomplish their work before they are willing to adopt 

it. The literature has suggested that characteristics of the technology itself are important 

determinants of its adoption (Davis, 1989; Straub et al., 1997), that is, an employee 

builds up an attitude or a feeling about the MIS technology, and that feeling directs 

him/her to an adoption or rejection decision of the system. To the extent that MIS 

technology is perceived as offering a relative advantage and benefits over the 

organisation’s existing situation, then the technology is adopted and implemented. MIS 

adoption can be seen as positive from a technological perspective, but it can be negative 

when adopted and implemented in different societal and organisational cultural contexts 

(Al-Mashari & Zairi, 2000). 

2.4.2 MANAGEMENT INFORMATION SYSTEMS SOFTWARE 

The late 1990s witnessed massive adoptions of Enterprise Resource Planning (ERP) by 

many organisations worldwide. ERP is an enterprise-wide management system that is 

made possible by MIS (Palaniswamy & Frank, 2000). Ready-made or off-the-shelf 

packaged MIS applications such as ERP or Enterprise Systems (ES) are becoming a 

common function and are used in many organisations in different industry sectors. 

Experts see such systems as integrated MIS software packages that join an organisation’s 

legacy systems and business processes together (Davenport, 1998a). MIS-packaged 

software are business management systems that integrate all features of the business, 

including planning, manufacturing, sales, and finance, so that they can become more 

coordinated by sharing information using one general database. MIS packages automate 

many necessary processes, such as filling an order or scheduling a shipment, with the aim 

of sharing information across the organisation and reducing difficult, costly links 

between computer systems in various sections and locations of the business (Laudon & 

Laudon, 2002). 

2.4.2.1 CHARACTERISTICS OF MIS SOFTWARE 

MIS-packaged software connects different business processes of an organisation into a 

single, integrated MIS design, but they also indicate key challenges to organisations that 
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implement them (Laudon & Laudon, 2002). Organisations adopt MIS packages due to 

the many characteristics that they offer. In the 1980s MIS packages were designed for the 

mainframe system architecture. Nowadays, they are designed for client-server 

architectures (Markus & Tanis, 2000) (p.180). MIS packages guarantee best integration 

of all information sub-systems (legacy systems) of the organisation (Davenport, 1998a). 

On the other hand, achieving this integration depends on developing the system in 

particular ways almost certainly consistent with the vendor or the supplier of the 

package, which in many cases differ from the organisation’s way of working. 

MIS packages are business packages or software; that is, they are bought or leased from 

software vendors with two key outcomes for the organisations that adopt them. Firstly, 

the MIS development or improvement is different from that of the legacy systems. 

Instead of developing the system to meet the organisation’s characteristics, needs, and 

ways of working, MIS package adopters often adjust the organisation’s ways of working 

to fit the package, as modifying the package is costly, difficult, and has many negative 

consequences. Secondly, organisations acquiring ready-made MIS packages commit 

themselves to long-lasting agreements with the software vendors or supplier. 

Organisations acquire an MIS package with the consideration that they will adapt and 

modify it to fit the organisation’s needs. But doing so reduces their ability to benefit from 

the vendor’s continued advancements, improvements, upgrades, and enhancements of the 

packages (Markus, Axline, & Petrie, 2000). 

MIS packages are planned to fit the needs of many organisations, which may vary 

considerably one from the other in the way they do business, and are produced to support 

general business processes. (Hammer, 1990; Markus et al., 2000; Markus & Tanis, 

2000). There are problems related to best practice when it is adopted and implemented in 

diverse cultural perspectives, because differences often exist between organisations 

operating in different parts of the world and in diverse cultures (Soh et al., 2000). 

2.4.2.2 BENEFITS OF MIS SOFTWARE 

The increase in MIS package acquisitions and adoption in the late 1990s is largely 

attributed to several promised potential benefits available, for both strategic and non-

strategic reasons. The strategic reasons comprise issues of Y2K compliance (Bernroider 
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& Koch, 1999; Bingi et al., 1999; Gable, Scott, & Davenport, 1998), easier integration of 

all core functions of the organisation (Steinwachs, 1999), improvement of overall 

business practices (Bingi et al., 1999; Davenport, 1998a; 1998b), and full business 

process integration and standardisation (Bingi et al., 1999). As the year 2000 was getting 

closer, and there were predictions of significant computer crashes, many organisations 

rushed to adopt, install, and implement MIS software from different vendors such as 

SAP, Baan, and Oracle, which are Y2K compliant. The accessibility of a broad variety of 

applications in MIS packages offered users a choice of almost all the applications for 

their organisations under the same ERP system. Not only has this reduced the integration 

cost, but also the integration difficulty related with applications from multi-vendors. This 

has enhanced the overall business practices with the advantages of more power and 

improved rational communication among the organisation’s sub-units, regardless of the 

geographical distance that separates them (Esteves & Pastor, 2000). 

Moreover, from a strategic perspective, MIS adoption is also encouraged because of 

major benefits of gaining competitive advantages (Bingi et al., 1999; Markus & Tanis, 

2000; Oliver & Romm, 2000), globalisation (Holland, Light, & Gibson, 1999), e-

commerce capability (Bingi et al., 1999), increasing client responsiveness, and creating 

increased revenue. The consistent interface of MIS package modules across national 

boundaries, in spite of currency and language differences, has offered users competitive 

advantages (Bernroider & Koch, 1999). In addition, the chance to conduct business in 

multi-currencies and languages has helped many organisations to move in the direction 

of globalisation. This open solution has offered many organisations the possibility of 

moving towards globalisation, e-commerce, and e-business in a global network economy. 

as well as offering a wave of applications, such as supply-chain management (SCM), 

online procurement, and customer relationship management (Rosemann, 2001). 

It is true that MIS through its packages can deliver great rewards and benefits to the 

adopting organisations, but the possible risks they carry are equally great. When adopting 

MIS packages, organisations need to be careful that their interest in the benefits does not 

blind them to the risks of MIS packages (Davenport, 1998a). 
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2.5 BARRIERS TO MIS ADOPTION 

The main concern for many recent research studies has been the speed of adoption of 

MIS in developed and developing countries. A large amount of research has focused on 

information use rather than barriers to MIS adoption. A considerable body of the 

literature exists on the independent variables in this research study (societal and 

organisational cultures) having an influence or impact on the adoption rate of MIS at 

both the individual (social) and organisational levels (Cooper, 1994; Davis, 1989; 

Igbaria, Iivari, & Maragahh, 1995; Rogers, 2003). There is a good appraisal of success 

factors and issues that influence the development of MIS adoption and effective use, but 

there is a lack of methods to determine and consider the current situation of MIS usage 

from the societal and organisational approach. Due to the lack of evaluation and 

measurement of MIS adoption success, decision makers are incapable of acknowledging 

the value and benefits of MIS (Brynjolfsson, 1993). Consequently, there is the potential 

to make wrong decisions and judgments, which may lead to problems (Brynjolfsson, 

1993). Such problems could occur because of barriers that exist when adopting MIS from 

societal, organisational, and other factors. A barrier or resistance may be due to 

structural, managerial, end-user or technological issues, or a combination of these. 

Sharif and colleagues (2004) claim that factors and reasons exist in societies and 

organisations that delay the adoption and the effective use of MIS. Discovering barriers 

and resistance to MIS adoption is important because it helps adopters in their approach to 

the adoption process and in choosing methods. Markus (1983) identified three basic 

theories of barriers or resistance that underlie MIS adoption. People resist the adoption of 

MIS because of their own internal reason (social), because of poor or weak system 

design (technical), and because of the contradiction of specific system design features 

with organisational context of system use (organisational). Beatty and Gordon (1988) 

identified and classified barriers into three categories similar to those of Markus. First, 

they identified built-in mechanisms that prevent the adoption and successful use of 

technology, which they termed structural barriers. Second, there are human barriers, 

caused by end-users’ awareness and skills. Third, they identified the technical barriers 

preventing or delaying MIS adoption and its successful use. 
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Cultural barriers, either societal or organisational, are among the most important barriers 

to the adoption of MIS. Societies and organisations can overcome most of the technical 

barriers through different means of support, but societal and organisational cultural 

barriers are harder to deal with. MIS software was largely invented and developed in 

either North America or European countries where the culture is embedded in the 

development of the systems. MIS applications developed in Western cultures are usually 

designed to serve the purpose of that society according to its culture or way of doing 

business. Many difficulties have been encountered when adopting and using Western 

technologies, management processes, IS methods, and IS techniques in developing 

countries (Al-Mashari & Zairi, 2000; Hasan & Ditsa, 1999; Shanks et al., 2000; 

Thanasankit & Corbitt, 2000). In a recent survey of global IT research, Gallup and Tan 

(1999) found that a wide range of IS/IT issues have been studied from the perspective of 

societal and organisational cultures. The literature in the field of MIS points to cultural 

differences as being a contributing factor in the adoption of MIS, particularly in third-

world countries (Hasan & Ditsa, 1999). 

The selected two Arab regions in this research have diverse societal and organisational 

cultures from Western cultures, as well as having cultural differences between them. The 

Arab Gulf region symbolises the Arabic Islamic culture because it witnessed the birth of 

the dominant religion of the region, Islam. This region also holds the Islamic sacred 

places for all Muslims throughout the world and seen by many people as the most 

religious region of Islam. Islam has a strong influence on the people in the region through 

Islamic teachings, and this has impacted their way of life and the way things are done 

(Abdul-Gader, 1999). In addition, many countries in this region have never been 

occupied or conquered by Western countries, as have many other countries in both 

regions. Islam is also the dominant religion in the North African region, but does not 

have as strong influence on the people as in the Arab Gulf region. During the first and 

second world wars, almost all of the countries in the North African region were invaded 

and occupied by Western countries, mainly European. Those occupiers imposed their 

culture on the native people in many different ways, such as language, clothing, and 

food. 
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Another important barrier or resistance may perhaps be due to the lack of available 

sources for adopting MIS software. There are insufficient MIS assets in organisations in 

different parts of the world, which limits their ability to adopt and implement MIS. MIS 

software is known for its high cost, time-consuming demands, and high rate of failure. 

Decision makers worldwide are keen to adopt and implement MIS, but the lack of 

certainty and vagueness of successful MIS adoption reduces their enthusiasm to adopt 

MIS (Reinig & Mejias, 2003). 

According to innovation diffusion theory (Rogers, 2003), the lack of technology 

availability and awareness is another vital factor for the lack of MIS adoption that may 

affect parts of the Arab regions. Societies and organisations where MIS technology is 

known and achievable would find it easier to adopt and implement. Many organisations 

in the developing world that can economically afford to adopt MIS technology 

nonetheless lack such adoption and implementation. Those countries that are not yet 

adopting are not even in the awareness stage of the diffusion of innovation theory. 

Awareness of MIS technology is an important factor for decision makers in the less-

developed world. In many parts of less-developed countries, MIS adoption decisions 

mainly lie in the hands of leaders and senior management executives. It is very important 

for senior management to be aware and convinced of the values and benefits of the 

technology before adopting it. This necessitates senior management awareness of the 

availability of the technology, in order to gain senior management support, and ease the 

adoption of the MIS process. 

Lack of skilled personnel is another barrier to MIS adoption faced by many countries in 

Arab regions. The literature points to the availability of expertise and skilled people who 

can manage and implement the adoption process of MIS successfully as a factor helping 

societies and organisations alike to perceive the ease and value of technology adoption 

(Kelegai & Middleton, 2004). Many countries suffer the consequences of shortages of 

skilled MIS personnel, and they very much rely on foreign expertise for the adoption of 

MIS. The two studied regions suffer shortages of qualified MIS personnel. Both regions 

depend on foreign expertise for most of their work needs, from basic labourer to senior 

management positions in almost all organisations. Due to limited privileges for foreign 
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experts in some countries, many organisations are facing difficulty in recruiting the 

needed MIS skilled personnel. 

Lack of basic infrastructure is another barrier to MIS adoption. Countries lacking basic 

infrastructure would find it harder to adopt MIS software. Infrastructure such as good 

telecommunications systems, laws, internet, education, training, hardware, and software 

are essentials for widespread adoption. Modern telecommunications systems are an 

essential element for adopting MIS technology. Without a suitable telecommunications 

system and good networks, the innovation of MIS is difficult to fully achieve. Many 

countries in the third world lack the full infrastructure for effectively adopting MIS. The 

two studied Arab regions vary in terms of basic infrastructure. The Arab Gulf region is 

more advanced than the North African region in gaining and adopting MIS, because they 

have better basic infrastructure for telecommunications systems that allow their societies 

and organisations to network easily. The United Arab Emirates has the highest internet 

connection penetration and users among Arab countries, while internet services in Libya 

are still in the early growth stages. Libya has one of the lowest penetration rates and one 

of the lowest percentages of internet users in the Arab region (Internet World Stats, 

2004) (see Appendix F). 

The literature in the MIS field details many other barriers to MIS adoption, such as: [1] 

senior and middle management attitudes toward MIS; [2] worries about benefits of MIS 

software; [3] political conflicts; [4] quantifiable benefits/return on investment; [5] failure 

of MIS content to meet users' needs; and [6] lack of trust in the information service 

provider. The literature also specifically points to cultural factors and issues either 

societal or organisational as among the most important factors to be taken into account 

when adopting Western invented and developed MIS software in non-Western countries 

(Gefen, Rose, Warkentin, & Pavlou, 2005; Hwang, 2005; Jain & Kanungo, 2005; 

Karahanna, Evaristo, & Srite, 2005; Mann, 2005; Shanks et al., 2000). 

2.6 MIS ADOPTION AND CULTURE 

Bringing some of the above ideas together, culture as a concept has been shown to be 

significant in MIS adoption, and this is also borne out in international research (Abdul-
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Gader, 1997; Gefen et al., 2005; Karahanna et al., 2005; Straub, 1994). Literature points 

to culture as having an influential role on MIS adoption (Beekhuyzen, von Hellens, & 

Siedle, 2005; Ein-Dor, Segev, & Orgad, 1993; Harvey, 1997a; Palvia, 1998; Van Slyke, 

Belanger, & Comunale, 2004). Literature also suggests that MIS software packages that 

were invented and developed in one culture are not necessarily applicable to other 

countries with different cultures (Abdul-Gader & Kozar, 1995; Kaneli, 2005; Soh et al., 

2000; Van Slyke et al., 2004). Herbig and Day (1993) pointed out that certain socio-

cultural settings have to be in place for MIS innovation to occur. Various researchers 

have used different methods to assess the influential role of culture on the adoption and 

implementation of MIS. 

Societal and organisational culture provides influential attitudes towards the use of MIS. 

This influence is articulated by various ideas, assumptions, and theories. One such theory 

is self-efficacy. Compeau and Higgins (1995) discuss the role of individuals' beliefs 

about their ability to successfully use computers as computer self-efficacy. Based on the 

theory of Reasoned Action (Fishbein & Ajzen, 1975), individuals would use MIS if they 

perceived positive benefits from its use. Davis (1989) integrated two variables in TAM 

that assess the acceptance of technology, perceived usefulness and perceived ease of use. 

Baroudi and colleagues (1986) claim that satisfaction led to usage rather than usage 

causing satisfaction. Straub and colleagues (2002) proposed the use of social identity 

theory as a way of assessing people’s attitudes towards technology from a cultural 

context. 

Hofstede (1980) claims that culture has an influence people’s attitude and behaviour. He 

identified four societal culture dimensions, and claims that these dimensions account for 

variations in societal culture between clusters. In this study, we are adopting and using 

Hofstede’s four original dimensions for assessing culture: power distance, uncertainty 

avoidance, masculinity versus femininity, and individualism versus collectivism (an 

explanation of Hofstede’s dimensions will be given in Chapter three). The literature in 

the IS/MIS field reveals that many researchers have used one or more of Hofstede’s 

(1980) dimensions as bases to assess the influence of societal culture in different parts of 

the world (Myers & Tan, 2003). Hofstede’s dimensions are widely used for comparison 

between cultures in terms of MIS and other disciplines. 
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Al-Abdul-Gader (1999) studied the management of computer-based information systems 

in developing countries from a cultural perspective. He focused his study on the Arab 

Gulf region of the Arabic cluster, and concluded that the Arabic culture had an influence 

on the manager’s decision (from an Islamic perspective) about MIS. Hong and Kim 

(2001) discussed the critical success factors for MIS adoption from organisational 

perspectives and concluded that organisational fit, organisational resistance, and 

organisational culture play key roles in the success of MIS adoption in the organisation. 

Hasan and Ditsa (1999), in their study of the relationship between culture and the 

adoption of MIS in two different developing regions, West Africa and the Middle East, 

claim that of all the factors that must be considered in the adoption of information 

technology, culture is probably the most difficult to isolate, define, and measure. Their 

findings were compared along eight cultural dimensions, including Hofstede’s (1980) 

four societal culture dimensions. Sornes and colleagues (2004) in their study compared 

how workers in Norway and the United States used ICTs. They concluded that culture 

has an influence on the ICT usages between the two studied countries and matched 

Hofstede’s index findings. 

Straub (1994) assessed the consequence of culture on technology transfer, adoption, and 

use in different parts of the world, including some of the Arab countries. He studied the 

effect of culture on IT diffusion of email, fax usage as a means of communication 

between employees in Japan, and compared these findings with the use of email and fax 

by employees in the USA. He found that societal culture had an impact on the usage of 

IT and that it was of great importance in the adoption of IS. Caldeira and Ward (2002) 

studied successful adoption and use of MIS in small and medium enterprises in 

Portuguese manufacturing industries and found two determinant factors that affect MIS 

adoption from cultural perspective : (1) management attitudes toward MIS adoption, and 

(2) the development of internal MIS competencies. Al-Mashari and Zairi (2000) reported 

on the adoption of information and business process equality, in a case study of a foreign 

multi-national company operating in Saudi Arabia. They pointed out how the adoption of 

one system could be a success in one country but a disaster in another country or region 

due to cultural differences between the two societies. Shanks and colleagues (2000) 

studied the success factors of MIS adoption from cultural perspectives in both China and 
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Australia by using Hofstede’s (1980) model of societal culture, and concluded that 

societal culture played an important role on the success of MIS adoption in China. 

It is therefore vital to model societal and organisational culture accurately before 

adopting MIS to assess the influence of societal culture dimension and the types of 

organisational culture fits, and to assess the characteristics that aid the adoption of MIS, 

particularly in the Arab regions. 

2.7 MIS ADOPTION IN THE ARAB REGIONS 

The literature points specifically to culture as a factor in MIS transfer and adoption in the 

Arab regions (Abdul-Gader, 1999; Al-Busaidi & Olfman, 2005; Al-Gahtani, 2004; Hill, 

Loch, Straub, & El-Sheshai, 1998; Khalfan & Alshawaf, 2004; Straub et al., 2001). MIS 

developed in Western countries tend to embody values, attitudes, and beliefs of the West, 

which are different from those of non-Western cultures, such as Arabic cultures. 

Adopting MIS in a different cultural context will occasionally work in opposition to the 

organisation’s needs. Instead of believing these systems to be helpful and successful, 

they are deemed as failures and generate more problems (Al-Mashari & Zairi, 2000). In 

Arab regions, the characteristics, government, and lifestyles are different, and the culture 

is different from Western cultures. This may not help the adoption of MIS in the Arab 

regions (see Appendix F). 

While the literature and information about MIS adoptions in the two studied Arab 

regions is scarce, the available literature shows, in general, that there are very limited 

MIS adoptions and use in the Middle East (Ali, 2004; Danowitz et al., 1995; Rose & 

Straub, 1998). Although a limited amount of MIS software has been introduced and 

adopted in some organisations in Arab regions since the early 1990s, many organisations 

have not yet adopted MIS, even though economically they are in a position to do so. 

Goodman and Green (1992) argue that there are some differences in the use of MIS in 

the two Arab regions. United Arab Emirates (UAE) and some of the other Gulf countries 

are among the fastest growing adopters and one of the largest users of MIS in the region. 

UAE is adopting MIS rapidly in both government and non-government sectors. Egypt 

and Jordan are also embracing MIS adoption. Libya and many other countries in the 
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Middle East and North Africa, on the other hand, do not yet value the importance and 

advantages of MIS. This is due to many factors such as lack of MIS infrastructure, 

education, employee skills, type of organisations, and societal and organisational cultural 

barriers. 

Although most countries in the Arab regions need and are eager to adopt modern MIS 

technology so they can benefit from the tremendous advantages offered by such 

technologies and enjoyed by most parts of the developing world, the process of adoption 

is still slow in many organisations in the two regions. In general the present use of MIS is 

far behind that found in many industrialised countries or even in some of the developing 

countries in Eastern Europe or Asia (Ali, 2004; Al-Mashari & Zairi, 2000; Danowitz et 

al., 1995; Khalfan & Alshawaf, 2004). While finances were not a problem in many of the 

wealthy oil-producing countries in the two regions like Kuwait, Libya, and Saudi Arabia, 

generally they have used far less than their available MIS capacity and have displayed 

under-utilisation and limited use of the technology (Ali, 2004; Rose & Straub, 1998; 

Straub et al., 2001). The cultural-specific beliefs and values of the two Arab regions play 

an important role in the current state of MIS adoption (Alshawaf, 2001; Goodman & 

Green, 1992; Straub et al., 2001). 

In general, decision makers in the two Arab regions appreciate the promise of MIS 

technology. At the same time they are concerned that new MIS software technology 

might not be very appropriate for their societies and business environment (Khalfan & 

Alshawaf, 2004). Khalfan and Alshawaf (2004) also noted that “there are some barriers 

to MIS adoption from both cultural/environmental and managerial perspectives in Arab 

regions. The cultural and environmental perspectives barriers may include privacy, 

security issues, language, communication, and people’s preference for using ‘traditional’ 

means for doing things” (p.58). They concluded that cultural issues and environmental 

factors are very important and play a major role in adopting MIS in Arab regions. 

2.8 SUMMARY 

This chapter reviewed a selection of related literature on IS and MIS relevant to this 

research study. An overview of MIS, types of MIS applications and software, and MIS 
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packages were given. The innovation diffusion theory and technology acceptance model 

were discussed and the limitations of the TAM model were defined. Barriers to MIS 

from societal and organisational cultures were discussed. A brief explanation of MIS 

adoption and culture measurements were given. Finally the chapter addressed MIS 

adoption issues in the two studied regions of the Arab countries. Chapters three and four 

explore the literature review for the two major independent variables considered in this 

research, namely the societal and organisational cultures. 
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CHAPTER THREE 

RESEARCH ISSUES IN SOCIETAL CULTURE 

Chapter three provides the theoretical underpinning of this research; it reviews the 

relevant literature on societal culture issues. Social science research divides research on 

culture into societal culture and organisational culture (Hall, 1989). This chapter will 

focus on societal culture literature as the first independent variable, while chapter four 

will discuss the literature related to organisational culture, which is the second 

independent variable in this research. The conceptual model of both societal and 

organisational cultures as related to MIS adoption and technology acceptance will be 

discussed further in chapter five. 

3.1 INTRODUCTION 

The relationship between culture and the diffusion and adoption of information systems 

(IS) in general, and management information systems (MIS) in particular, has been 

suggested, but no specific investigation of this relationship has been conducted on a 

cross-national or cross-boundaries basis (Bagchi et al., 2001). The literature in the field 

of MIS clearly indicates that culture is an important moderating variable for the success 

or failure of MIS adoption. The literature also points to several key research studies, 

which support the notion that culture has an influence on MIS adoption. In a survey of 

global IT research, Gallupe and Tan (1999) found that a wide variety of IS/IT issues have 

been studied from a societal culture perspective. In a study of Group Support Systems, 

Tan and colleagues (1995) argued that culture, despite its importance to the success of 

MIS projects, has not featured prominently in the research literature. Tan and colleagues 

(1998) determined that there has not been much global research focusing on the cross-

cultural issues of MIS adoption, yet culture has been isolated as an important variable on 

MIS adoption. However, it is clear that an MIS adopted successfully in one culture, 

nation, or region, may be a disastrous failure in another (Al-Mashari & Zairi, 2000). 

Thus, adopting an MIS that has been invented and developed in one culture, country, or 

region to another diverse culture involves more than simply providing information on the 

technical features of adopting the software. 
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Hasan and Ditsa (1999) indicated that most studies on the adoption of MIS in developing 

countries fail to distinguish MIS characteristics from the technologies. They argue that, 

while there are some problems caused by unacceptable MIS transfer to developing 

countries, little is known about the cultural influence on the MIS adoption and 

implementation. However, on a positive note, they did observe successful MIS adoption 

in many of the developing countries. This shows that there is potential for wide economic 

and social benefits from the careful adoption and use of MIS in developing countries. 

The adoption of MIS software is an important concern for societies and organisations 

seeking to gain competitive advantages. Organisations in many countries worldwide can 

no longer function without such systems. Adopting the appropriate MIS software is a 

difficult and complicated task, since the acceptance and adoption of a system may be 

influenced by the societal culture of the recipient. It is, therefore, important to assess, 

measure, and define the societal culture accurately prior to selecting and installing the 

MIS software (Rugg & Krumbholz, 2000). 

How, then, do cultural factors influence the adoption of MIS across cultures, specifically 

from European (Anglo cluster) cultures to Arab regions (Arabic cluster)? The transfer of 

MIS software from the industrialised world to the unindustrialised or less developed 

world in general, and the Arab regions in particular due to it’s culture uniqueness, 

generally follows the process of bringing MIS technology of the modern or industrialised 

world and its associated methodologies into the Arab regions and other parts of the 

developing world. MIS software developed and produced in industrialised countries is, 

prima facie, likely to be culturally developed to suit the industrialised socio-cultural 

system, and so will often encounter cultural resistance during the transfer process to other 

countries with different cultures (Abdul Rashid et al., 2004; Almhdie, Iles, & Li-Hua, 

2004; Alshaya, 2002; Hill et al., 1998; Straub et al., 2001; Zain et al., 2005). 

The literature which takes into account culture and MIS software adoption in the Arab 

regions is scarce and limited. Much of the research work has focused on economic 

factors that influence the transfer of technology to the Arab regions. Some research has 

focused on issues of organisational characteristics of the organisation rather than the 

societal cultural characteristics and their relationship to MIS adoption. Alshawaf (2001), 
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Badri (1992) and Watson and colleagues (1997) stressed the importance of societal 

culture’s influence on MIS adoption in the Arab regions because of its uniqueness. These 

authors also consider other factors such as economics, political system and education 

levels to impact MIS adoption (Alshawaf, 2001; Badri, 1992; Watson et al., 1997). 

Although the literature has generally shown evidence that proves the importance of 

culture on MIS adoption, few studies have specifically examined the nature of this. 

Furthermore, to date none have considered the Arabic culture. Thus, given that societal 

culture is an important variable in MIS adoption processes, it becomes clear here that 

there is a need for a model or technique that explores and measures cultural specifics at 

the societal level. This is an important task, which has implications for the successful 

adoption of MIS across cultural boundaries (Rugg & Krumbholz, 2000). Culture, 

however, is a complex notion that has been defined in various ways. In the following 

section societal culture will be defined, followed by a review and explanation of 

appropriate models that can be utilised to measure these cultures. 

3.2 SOCIETAL CULTURE DEFINED 

The term or expression ‘culture’ is frequently used loosely in everyday language to 

explain a number of different concepts. The term is sometimes used to explain concepts 

such as societal culture or organisational culture, as well as arts and culture (Dahl, 2004). 

Definition of culture crosses many disciplines including history, linguistics, literature, 

anthropology, sociology, psychology and, more recently, economics, business, 

management science, information systems, technology, and management information 

systems. Each field has its own approaches to and methodology for dealing with the 

question of culture (Srite, Straub, Loch, Evaristo, & Karahanna, 2004). Definitions and 

analyses of the culture concept have been numerous since at least 1952 when Kroeber 

and Kluckhohn (1952) reported the presence of more than 164 definitions. Definitions 

vary from the general to the specific, depending on the discipline and the level of 

analysis. The term "culture" is a broad one, and usually includes things such as norms, 

beliefs, values, traditions, language, clothing, or art of a certain group of people. Cultures 

are by no means simple to understand and interpret. 
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The concept of culture can be applied to social systems at different levels, not only at the 

societal level but also at the sub-cultural levels of ethnic group, region, gender, 

generation, religion, profession, and organisation. Culture is the substance that holds and 

binds groups together. Hofstede (1991) suggests that there is no such thing as human 

nature independent of culture. 

What, then, are the common features in definitions of culture? Most of the major 

definitions refer to culture as a set of shared values, beliefs, and practices. These 

definitions embody specific behavioural, motivational, and other psychological aspects 

depending on the research emphasis. Generally, anthropologists tend to define culture as 

an important domain, and in anthropological terms, culture encompasses a broad range of 

material objects, behaviour patterns, and thoughts (Punnett, 1989). Anthropologists view 

individual motivation as a function of the larger society of which the individual is a 

member (Punnett, 1989). Although researchers in different disciplines have defined 

culture differently, all refer to culture in terms of shared norms, values, beliefs, and 

attitudes that differentiate one group of people or a nation from another. Beliefs are 

people's recognitions and awareness of how things are done in their groups or countries 

according to their cultures. 

Culture is also defined as “the belief systems and value orientations that influence 

customs, norms, practices, and social institutions, including psychological processes 

(language, care taking practice, media, and educational systems) and organisations 

(media, educational systems)” (American Psychological Association, 2002). 

Psychologists define culture as the main domain of motivations (Munro, Schumaker, & 

Carr, 1997). 

Researchers such as Kroeber and Kluckhohn (1963) are very well known in the field of 

anthropology and define culture thus: 

Culture consists of patterns, explicit and implicit, of and for behaviour acquired and 

transmitted by symbols, constituting the distinctive achievements of human groups, 

including their embodiments in artefacts; the essential core of culture consists of 

traditional (i.e. historically derived and selected) ideas and especially their attached 
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values; culture systems may, on the one hand, be considered as products of action, 

and on the other as conditioning elements of further action. (p. 181). 

Researchers such as Triandis (1994) defined culture as a set of human-made objective 

and subjective elements. Triandis (1994) distinguishes the objective elements of culture 

from the subjective ones. Objective aspects of culture include tools and technology, 

while subjective aspects include categorisations, associations, norms, roles, and values, 

which form some of the basic elements affecting social behaviour. Schein (1992) defines 

culture from a sociological context as a basic set of assumptions that define for people 

what they pay attention to, what things mean, how they react emotionally to what is 

going on, and what actions they should take in various kinds of situations, while 

Trompenaars (1998) defines culture from a managerial perspective as the way in which a 

group of people solve problems. 

Another well known, distinguished, widely accepted, and cited definition of culture in 

IS/MIS is Hofstede’s definition. Hofstede (2001a) defines culture “as the collective 

programming of the mind that distinguishes the members of one group or category of 

people from another” (p 9). Collective programming takes place at the societal and 

organisational levels. Hofstede further distinguishes societal culture from organisational 

culture. Societal culture distinguishes members of one nation from another, while 

organisational culture distinguishes one employee of an organisation from another. 

Societal culture refers to profound beliefs, values, and practices that are shared by the 

vast majority of people belonging to a certain nation or society. It is reflected in the ways 

people behave at school, in the family, on the job, etc., and it reinforces societal laws and 

governmental policies with respect to education, family life, and business. 

As can be seen from Figure 3.1, societal culture is different from organisational culture 

because of the different roles played by the manifestations of culture. Culture at a 

societal level is manifest mostly in values and less in practices; culture at an 

organisational level resides mostly in practices and less in values (Hofstede, 1997). 
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Research into culture illustrates that there are different clusters to classify culture, and 

point to the importance of examining, studying, and understanding culture clusters before 

attempting to investigate culture. 

 

 

 

3.3 CLUSTERS OF CULTURES 

A helpful way of discovering cultural similarities and differences between people is to 

study cultural clusters. A cultural cluster is defined as a classification of a group of 

nations, countries or regions that share many common similarities (Ronen & Shenkar, 

1985). The countries in a cluster are more like each other than other countries from 

outside the cluster. By focusing on clusters, the extent, nature, and dynamics of cultural 

similarities and differences across the entire world can be distinguished. Such an 

understanding helps researchers to understand the generalisability of various theories and 

V
al

ue
s

Practice
Low 

High 

Society 
(Family) 

Occupation 
(School) 

Organisation 
(Work place) 

High 

 

Adapted from (Choudhury, 2004) 

Figure 3.1 Cultural Differences at Societal and Organisational Levels



 51

to provide more useful information to researchers and practitioners alike (Javidan & 

House, 2002). Historically, countries have been separated based on their economic 

conditions by using indices such as GNP or GDP. There are many types of clustering 

such as industrialised, developed, newly industrialised, developing, Middle East, Arab 

regions, less developed, and undeveloped. Institutions like the United Nations 

Organisation, the World Bank, and independent researchers use these clusters. Clusters 

present important information concerning societal differences and are a helpful way to 

review intercultural similarities as well as intercultural differences. Clusters may also be 

used to direct the sampling plan for cross-cultural research to guarantee that a sufficient 

sampling of culture variability is included in the samples (Ronen & Shenkar, 1985). 

Clustering of societies is also beneficial from a managerial, IS, MIS, and practical point 

of view. While many researchers have explored differences among societies (Ashkanasy, 

Trevor-Robert, & Earnshaw, 2002; Badawy, 1979; Bakacsi, Sandor, Andras, & Viktor, 

2002; Den Hartog, House, Hanges, Dorfman, & Ruiz-Quintanila, 1999; Gupta, Hanges, 

& Dorfman, 2002a; Hofstede, 1984; House et al., 1999), it is useful to examine cultural 

similarities because multinational corporations and other organisations can better 

understand the basis for similarities and differences between countries (Al-Mashari & 

Zairi, 2000), and may find it less risky and more profitable to expand into more similar 

cultures rather than those that are drastically different. According to KPMG's (1999) 

report, the most successful cross-border mergers and acquisitions involve companies 

from countries that share some cultural similarities. KPMG (1999) pointed out that deals 

between companies in the US and the UK are 45% more likely to succeed than the 

average, while mergers between US and other European firms were 11% less successful 

than the average. This indicates that the US and the UK have similar cultures that 

smoothed the merger of the firms. On the other hand, the percentage of success between 

the US and other European firms is lower because of their differences in culture (Ehlert 

Publishing Group, 2002). 

Researchers have used many variables to cluster countries. Gupta and colleagues (2002a) 

have defined three factors to classify countries into similar clusters: (a) geographic 

nearness; (b) mass migrations and ethnic social capital; and (c) spiritual and linguistic 

commonality. Ronen and Shenkar (1985) reviewed eight of the most widely cited studies 
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in the literature of culture clustering. Ronen and Shenkar (1985) concluded by defining 

three dimensions of clustering culture: geography, language, and religion. Other 

literature on societal culture also distinguishes along broadly similar lines. For example, 

Cattell (1949) (cited in Gupta and colleagues, 2002a) defined 12 dimensions as measures 

in his sample, and identified several clusters using average Euclidean distances between 

the factors’ scores for each pair of countries. The societal clusters included (1) Catholic 

homeland, (2) Catholic Colonial (including Latin American countries), (3) Eastern 

European, (4) Nordic, (5) Islamic, (6) East Baltic, (7) Hamitic (including Arab societies), 

and (8) Oriental (India and China). In this study, the larger developed countries, such as 

France, Germany, the UK, the US, the USSR, and Japan, could not be clustered with any 

of these, and emerged as independent units in the analysis. 

In their study of 14 countries, Haire and colleagues (1966) identified societal clusters 

showing strong economic patterns and religion-language sub-patterns within each 

economic grouping. Later, Sirota (1971) (cited in Ronen and Shenkar, 1985) surveyed 25 

countries and found that economics, religion, and language patterns were still perceptible 

in the resulting clusters. Ronen and Shenkar (1985), Badawy (1979), Gupta and 

colleagues (2002a; 2002b) and Hofstede (1980) all conducted studies on cultural clusters 

on the same basis, but grouped some countries differently. 

The most popularly used contemporary basis for clustering cultures, however, comes 

from Ronen and Shenkar (1985), who undertook eight empirical studies using attitudinal 

data to cluster countries; they identified the following clusters: 

1. Arabic: countries that speak Arabic, such as Kuwait, Bahrain, and Saudi Arabia. 

(Badawy, 1979; Kambayashi & Sczrbrough, 2001; Ronen & Shenkar, 1985). 

2. Anglo:  English speaking countries. (Ashkanasy et al., 2002; Ronen & Shenkar, 

1985). 

3. Germanic: countries that speak German (Ronen & Shenkar, 1985). 

4. Nordic: all those countries in the Northern part of Europe, such as Denmark and 

Norway (Ronen & Shenkar, 1985). 

5. Latin European: countries like Spain and Portugal. (Ronen & Shenkar, 1985). 
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6. Latin American: countries that speak Spanish, such as Argentina and Chile. (Ronen 

& Shenkar, 1985). 

7. Near East: countries such as Greece, Iran, and Turkey. (Bakacsi et al., 2002; Gupta et 

al., 2002b). 

8. Far East: countries such as Indonesia and Malaysia. (Gupta et al., 2002b; Ronen & 

Shenkar, 1985). 

9. Independent: countries such as Japan, India, and Switzerland. (Ronen & Shenkar, 

1985). 

Previous studies of the Arabic cluster have concentrated only on a small sample of the 

Arab regions from a certain geographical area (namely the Arabian Peninsula or other 

Middle Eastern countries in Asia). Badawy’s (1979) study was based on six Middle 

Eastern countries specifically in the Arabian Peninsula region, and his study did not 

include any of the Middle Eastern or Northern African countries. In the GLOBE project, 

House and colleagues (1999) studied five Arab countries (Morocco, Egypt, Turkey, 

Bahrain, and Kuwait), but this does not fully represent the Arabic cluster, especially with 

the inclusion of Turkey. Turkey is different from the rest of the Arabic countries in the 

region. Geographically, Turkey is spread between Europe and Asia but it is considered 

more of a European country than an Asian country, which is a different continent. 

Turkish is the language used in Turkey, it is spoken and written completely differently 

from the Arabic language, and its roots come from northern parts of Asia while the 

Arab’s roots are Arabic (Brehier, 1999; Gandhi, 1998). There are other studies that 

include Iran as one of the Arabic cluster. However, Iran is also not within the Arabic 

cluster because of its language, history, and origin. Iran shares with the Arab countries a 

belief in the religion of Islam, as do other Muslim countries from Pakistan to Indonesia. 

Iran is not otherwise culturally connected and therefore cannot be included in the Arabic 

clusters. 

In this study of the Arabic cluster, an in-depth and more detailed analysis of the Arabic 

cluster will be undertaken by dividing it into two regions (North Africa and the Arabian 

Gulf). In addition, this study will concentrate on Arab countries that are members of the 

Arab league (see appendix F) and share the same values and beliefs, in order to 

determine if there are any differences or similarities between the countries and the 



 54

regions mentioned in terms of adoption of MIS. This research will give an in-depth look 

at each region and try to define this cluster in broad terms in order to draw 

generalisations, which will represent the true Arabic cluster as defined by the Arab 

league membership document (Arab League, 1995). Based on these cluster 

classifications, an in-depth knowledge of societal and organisational culture can be 

ascertained. 

Identifying cultural clusters will be of great importance in mapping the correct cultural 

consistently. In the next section, the dimensions of societal culture will be discussed to 

establish the theoretical framework for measuring societal culture in this research. 

3.4 SOCIETAL CULTURE DIMENSIONS 

Culture is difficult to measure and discuss because it involves shared ways of perceiving 

the world that members of a group take for granted. Culture is learnt, and can be 

considered only relative to other cultures. There is no absolute right or wrong in cultural 

performance (Hoecklin, 1995). The literature from as early as the 1960s up through to the 

late 1990s has provided us with several possible basic cultural concepts and patterns to 

measure culture. Some of these concepts and patterns will now be reviewed and the most 

relevant selected as the focus of this research study. 

Trompenaars and Hampden-Turner (1998; 2003) categorised cultures as a mix of 

behavioural and values patterns. Their study concentrates on the cultural issues from 

business and senior management executives. They identified seven value dimensions to 

compare cultures: universalism vs. particularism; communitarianism vs. individualism; 

neutral vs. emotional; diffuse vs. specific cultures; achievement vs. ascription; human-

time relationship; and human nature relationship. A different approach to finding societal 

culture differences has been taken by Schwartz. Schwartz (1992; 1994), using his 

Schwartz Value Inventory (SVI), has suggested seven cultural dimensions based on a list 

of 45 values: Collectivism; Intellectual Autonomy; Affective Individualism; Hierarchy; 

Mastery; Egalitarian Commitment; and Harmony. The study conducted by House (1999) 

may be the most recent study of societal culture. In this study, House conducted 

comprehensive research on most previous studies of culture and compared most 
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dimensions of culture by different researchers. House developed a new model consisting 

of nine dimensions to measure culture at the societal level. House’s nine dimensions of 

culture are: power distance; uncertainty avoidance; collectivism I; collectivism II; gender 

egalitarianism; assertiveness; future orientation; performance orientation; and humane 

orientation. 

The literature in the MIS field points to Hall’s (1969; 1981; 1990) concept of culture as 

one of the concepts used and cited in MIS research (Buragga, 2002; Hasan & Ditsa, 

1999). Hall developed and recommended the concept of high and low context cultures as 

a way of studying and analysing different culture orientation. The high and low context 

concepts of culture are primarily concerned with the way in which information is 

transmitted. According to Hall (1969; 1981), in a high context culture, less information is 

required in the verbal message. In low context cultures, most of the information must be 

in the transmitted message in order to make up for what is missing in the context. This 

concept deals primarily with language, and is one of the most basic concepts for any type 

of intercultural communication, or analysis thereof. For example, many business 

negotiators, particularly from the West, find it difficult to deal with business negotiators 

from other parts of the world with different cultures. Often they encounter severe 

problems with understanding their counterparts, and interpreting correctly what their 

counterparts want to convey. Although clearly it is not only the high/low context concept 

that makes communication difficult, the high/low context concept may well play an 

important role in the difficulties encountered when a person from a high context country, 

such as Arab regions, communicates with a person from a low context country, such as 

the US or Germany (Buragga, 2002; Hall & Hall, 1990). 

The most well-known and most cited work in cross-cultural research is the work of 

Dutch organisational anthropologist Hofstede (Dahl, 2004). Hofstede (1980) derived his 

cultural dimensions from examining work-related values of IBM employees during the 

1970s. He suggested four work-related values. These were: 

1. Power Distance: defined as “the extent to which the less powerful members of the 

institutions and organisations within a country expect and accept that power is 

distributed unequally” (Hofstede, 1991) (p.28). 
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2. Uncertainty Avoidance: defined as “the extent to which the members of a culture 

feel threatened by uncertain or unknown situations” (Hofstede, 1991) (p.113). 

3. Individualism versus Collectivism: defined as “individualism stands for society in 

which the ties between individuals are loose: everyone is expected to look after 

himself/herself and his/her immediate family only. Collectivism stands for a society 

in which people from birth onwards are integrated into strong, cohesive in-groups, 

which throughout people’s lifetime continue to protect them in exchange for 

unquestioning loyalty” (Hofstede, 2001a) (p.225). 

4. Masculinity versus Femininity: defined as “masculinity stands for a society in 

which social gender roles are clearly different (men are supposed to be assertive, 

tough, and focused on material success whereas women are supposed to be more 

modest, tender, and concerned with quality of life). Femininity on the other hand 

stands for a society in which social gender roles overlap (both men and women are 

supposed be modest, and concerned with the quality of life)” (Hofstede, 2001a). 

Bond (1988) added a fifth dimension to Hofstede’s dimension after conducting an 

additional international study using a survey instrument developed with Chinese 

employees and managers. This survey resulted in the addition of the Confucian 

dynamism factor. Subsequently, Hofstede described this dimension as a culture's long-

term orientation. Long-term orientation focuses on the degree the society embraces, or 

does not embrace, long-term devotion to traditional, forward-thinking values (Hofstede, 

2001a). 

As with every study, careful selection of dimensions on which to focus should include 

dimensions that intuitively bring out the greatest difference among the studied cultures. 

In the present study, dimensions that illustrate the differences between cultures within 

Arabic regions will be considered and carefully studied. While a number of simple and 

limited dimensions would be beneficial, speedily grouping together these dimensions 

may negatively impact the research. 

Today Hofstede’s four dimensions are broadly used in cross-cultural studies around the 

globe. Many management consultancy strategies in corporate and public organisations 

are based on Hofstede’s research. The terms, instruments, and interpretations are well 
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understood and validated through extensive exposure in the literature. Despite 

refinements (such as House, 1999) and the issue that aspects such as “masculinity” may 

confound or aggregate assertiveness and gender variables, differentiating beyond 

Hofstede’s formulation is not considered useful at this stage. For the purpose of this 

research, therefore, and for many specific reasons detailed further in section 3.5.4, 

Hofstede’s (1980) original four dimensions to measure the attitude of people in the two 

Arab regions will be used. After careful research and evaluation of different dimensions, 

Hofstede’s four dimensions are considered to be more reliable than those of any other 

researcher to determine the influence of values and beliefs with respect to technology in 

general and MIS in particular in the Arab regions. The fifth dimension, “long-term versus 

short-term oriented”, which was discovered later by Bond (1988), is not included because 

it was introduced to account for the missing “Eastern” perspective in the original four 

dimensions. A separate section will be devoted to the justifications of using Hofstede’s 

dimensions and discussing Hofstede critiques in detail. 

3.5 HOFSTEDE’S MODEL OF SOCIETAL CULTURE 

The lack of an accurate and generally appropriate framework for assessing and 

measuring cultural patterns has been addressed by many researchers. The pioneering 

work of Geert Hofstede (1980) is the most widely known research attempting to compare 

societal cultures in terms of broad value differences (Dahl, 2004; Hoecklin, 1995). In his 

first-round research, he used a very large sample from the IBM Company from more than 

50 countries and three regions. This work has been influential both theoretically and 

methodologically in the field of international business. Hofstede’s cultural dimensions 

and country indexing have offered helpful ways for understanding and measuring 

societal culture (Javidan & House, 2002). His findings have also produced valuable 

lessons for senior management executives struggling with such issues and also for 

multinational organisations working beyond their original culture boundaries (Hofstede, 

1997). Hofstede derived his culture dimensions from examining work-related values in 

IBM employees during the 1970s. In his original work he divided culture into four 

dimensions at the culture-level: power distance, uncertainty avoidance, individualism 

versus collectivism, and masculinity versus femininity. The following section examines 

this study in more detail. 
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3.5.1 HOFSTEDE’S IBM RESEARCH 

Hofstede defined four dimensions of culture frequently referred to as "Hofstede's 

Dimensions." that help to describe and explain how and why people from a variety of 

cultures behave as they do. Hofstede claimed that by selecting people from the same 

organisation (namely IBM) and working in the same organisational culture but in 

different countries, non-cultural variables could be controlled. The dissimilarities that 

emerge between countries can be confidently credited to differences in societal culture, 

because possible interfering factors have been controlled. The questionnaires were 

prepared in English and then translated to other languages when needed. Sixty-six 

questions represented the core of Hofstede’s cross-cultural work. There are 44 questions 

concerning personal goals and beliefs, 14 questions on awareness of the work 

environment, one satisfaction question, and the rest were demographic questions. From 

the collected and analysed data from participating countries, Hofstede developed a model 

that identifies four primary dimensions to differentiate cultures (Hofstede, 1980). 

3.5.2 HOFSTEDE’S DIMENSIONS OF CULTURAL 
DIFFERENCES 

Hofstede (1980) developed and presented a model to measure and compare societal 

culture based on his survey that hypothesised four dimensions: power distance, 

uncertainty avoidance, individualism versus collectivism, and masculinity versus 

femininity. The dimensions were measured on scale (index) and using factor analysis. 

Descriptions of the four dimensions, which follow, have been used in many MIS research 

studies. 

POWER DISTANCE 

Power distance (PD) can be defined as the unfair differences between groups of people 

within a society, whereby some have more wealth, authoritarian power, status or 

opportunities than others. It is the degree to which inequality is seen as an irreducible fact 

of life. It would condition the degree to which people in a society accept that their 

superiors have more power than they have and the extent to which they accept that their 

superior’s opinions and decisions are correct and appropriate because he/she is the 

superior and should not be questioned. In essence, PD imitates how societies deal with 
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the fact that people are unequal in power sharing. It influences the way people accept and 

confer authority. In a low PD culture there is a partial dependence by subordinates on 

superiors, and a preference for consultation. In a low PD society, people accept that their 

superiors have more power, know the best way to do something, and know the correct 

answers. In high PD cultures superiors and subordinates consider each other as unequal: 

the hierarchical system is felt to be based on some existential inequality (Hoecklin, 

1995). Subordinates are expected to be told what to do. 

In low PD cultures subordinates and superiors consider each other as more equal: the 

hierarchical system is just a parity of roles, used for convenience, which may change 

depending on the circumstances. Societies are leaning towards developing into more 

decentralised structures, with flatter hierarchies and a limited number of supervisory 

personnel (Hofstede, 2001a). Privileges for the senior ranks are essentially undesirable, 

and superiors are expected to be accessible to subordinates. Organisations in low PD 

more often have in place ways of dealing with employee complaints (Alder, 1997). 

On the other hand, in a high or large PD culture there is a substantial reliance by 

subordinates on superiors, and subordinates are unlikely to approach or question their 

superiors directly (Hofstede, 2001a). In high PD cultures superiors and subordinates 

deem each other as unequal: the hierarchical system is based on some existing inequality. 

Societies seem to centralise power more, and subordinates expect to be told what to do. 

Superiors are believed to be entitled to privileges in a high PD culture. There are more 

visible signs of status, and contacts between superiors and subordinates are assumed to 

be dictated by superiors (Hofstede, 2001a). 

According to Hofstede’s (1980; 2001a) PD index, countries with low PD include 

Australia, Ireland, and the Scandinavian countries. Countries with a high PD include the 

Arab regions, Malaysia, Mexico, and Venezuela. The US, with a score of 40, ranked 38 

out of 50 countries, suggesting moderate to low power distance (Hofstede, 2001a). 

MIS systems are in general designed to be open systems, with all authorised users able to 

access most, if not all information in the system. In a low PD culture, where employees 

are trusted to use information responsibly, this works well, but in some high PD cultures, 
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stricter control of access to information is mandated, often on a need-to-know basis. 

Changing this component of the culture is difficult (Davison, 2002). In countries having 

high levels of PD, workers prefer a high level of centralisation of authority and minimal 

sharing of information using technology. Conversely, in countries having low PD, 

workers prefer decentralisation of authority and access to information through 

technology (Katz & Townsend, 2000). 

Table 3.1 shows some characteristics of societies with high and low PD cultures which 

might have an influence on MIS adoption. High PD societies tend to favour the 

centralised system of organising societies, which means that there are fewer people in 

senior management positions, and management take decisions without consulting or 

considering the feelings of subordinates, and expect subordinates to carry out these 

decisions unquestioningly. This gives greater power to higher-ranked people in the 

society, information is classified as top secret and confidential, and only top trusted 

people are entitled to it (Straub et al., 2001). Lower ranked people are always dependent 

on their superiors to tell them what to do. This would influence the way information is 

handled within the society. In high PD cultures educated and uneducated people alike 

hold very similar values and attitudes when it comes to authority and the way power and 

privileges are handled and unequally distributed in the society. This can be seen in most 

of the Arab regions. People learn from early childhood the values of respecting and 

obeying the elderly, and helping them in every possible way. These values motivate them 

to respect their superiors and avoid clashing with them (Bagchi et al., 2001; Barakat, 

1993; Straub et al., 2001). 

The Arabic culture has inherited a few social “sayings” which have an influence on 

people’s lives and reflect the way they do things, such as “look to the people who are 

lower than you and you will be comfortable”, also “do not look what other people 

possess only mind what is yours”. These sayings influence people, reflect their attitudes 

and beliefs, and shape many of their characteristics. 

Low PD societies tend to favour less centralised systems, which in-turn treats 

information as an essential element for those people who are entitled to use it. Flatter 

organisational pyramids and higher-educated employees hold much lower authoritarian 
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values than lower-educated ones. Subordinates negatively evaluate close supervision. 

Managers like to see themselves as practical after consulting with subordinates. All these 

characteristics make information less restricted and lead to a higher acceptance and 

adoption of MIS. 

Table 3.1 Differences between Low and High Power Distance Index 

 Low PD  High PD 

 Less centralised  Greater centralisation 

 Flatter organisation pyramids  Steep organisation pyramids 

 Managers seen as making decisions 
after consulting with subordinate 

 Managers seen as making decisions 
autocratically and paternalistically 

 Close supervision is negatively 
evaluated by subordinates 

 Close supervision is positively 
evaluated by subordinates 

 Managers like to see themselves as 
practical and systematic; they admit a 
need for support 

 Managers like to see themselves as 
compassionate decision-makers 

 Higher-educated employees hold 
much lower authoritarian values than 
lower-educated ones 

 Higher- and lower-educated 
employees hold similar values about 
authority

Source: Adapted from (Hofstede, 2001a) (p 107). 

UNCERTAINTY AVOIDANCE 

The next dimension with a strong impact on MIS adoption in the Arab regions is 

uncertainty avoidance (UA) (Straub et al., 2001). UA is the degree to which members of 

a society feel insecure because of uncertain, ambiguous or unknown future situations and 

try to avoid these situations (Hofstede, 1991). It is also the lack of tolerance for 

ambiguity and the need for formal guided rules. They may do this by establishing more 

guided formal rules, refusing unusual ideas and behaviour, and accepting the possibility 

of absolute truths and the achievement of unchallengeable expertise (Hofstede, 1984 

;2001a). Hofstede argues that UA is based on country scores rather than individual 

correlations, hence reaction need not be found within the same persons, but only 

statistically more often in the same society. One person may react in one way, such as 

feeling more nervous, while another may be adamant that rules be respected (Hofstede, 

1984 ;2001a). 
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Hofstede argues that countries with high UA will have more people who feel under stress 

at work, who want rules to be respected, and who want to have a long-term stable career. 

Disagreements and clashes are intimidating for high UA cultures. In cultures that have 

high UA, people will look for unmistakably clear, official rules governing their 

behaviour. Hofstede sees the need for rules in a high UA country as an emotional need to 

rapidly resolve vagueness and leave as little as possible to chance. People in high UA 

cultures are more driven to keep busy, tend to like their jobs less, and are often more 

precise and punctual. In addition they can appear busy, nervous, aggressive and/or active 

(Hofstede, 1984 ;2001a). Hofstede argues that people in low UA cultures are not so 

driven, like their jobs more, and tend to be more relaxed in their work. Moreover they 

can appear quiet, easygoing, controlled and/or lazy. Numerous researchers have also 

demonstrated that different societies adapt to uncertainty in different ways. In many 

recent studies UA has been used to explain significant variance(Merritt, 1998; Shanks et 

al., 2000; Soh et al., 2000; Straub et al., 2001). This is a relevant issue for several 

countries included in this study. 

According to Hofstede’s (1980; 2001a) index, countries that are high in UA include those 

in Arab regions, Latin America, Latin Europe and the Mediterranean. Medium-high are 

the German-speaking countries with their preference for rules, and medium to low are 

Anglo and Nordic countries (Hofstede, 2001a). 

When UA is considered within MIS adoption, advantages and disadvantages are related 

to both ends of this dimension. People in low UA cultures are regarded as risk takers and 

entrepreneurs who may accept and adopt MIS software easily, while on the other hand, 

people from high UA cultures are anxious about vague, uncertain situations and an 

unforeseen future, and they would be less keen to adopt MIS (Hofstede, 2000). Table 3.2 

shows some of the characteristics of both high and low UA cultures that might have an 

influence on MIS adoption. People in high UA are characterised as worrying about the 

future and thinking of the negative consequences of decisions to adopt MIS. Moreover, 

Arabs, being in the high category of UA, tend to be resistant to change. Rules should be 

respected, not broken, even if they are for the society’s benefit. These characteristics will 

definitely have an negative influences on the adoption of MIS in many of the Arab 

regions and the third world (Abdul Rashid et al., 2004; Abdul-Gader, 1999; Shanks et al., 
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2000). While low UA cultures are characterised as having less emotional resistance to 

change, managers need not be experts in the field, optimistic for success, risk takers and 

entrepreneurs, believing that rules are not bibles that cannot be broken if they could 

benefit the organisation. 

Table 3.2 Differences between Low and High Uncertainty Avoidance Index 

 Low UA  High UA 

 Less emotional resistance to change   High emotional resistance to change 

 Less hesitation to change employers  Tendency to stay with the same 
employer 

 Loyalty to employer is not seen as 
virtue 

 Loyalty is seen as a virtue 

 Managers should be selected on 
criteria other than seniority 

 Managers should be selected on the 
basis of seniority 

 More risk-taking  Less risk-taking 

 Managers need not be expert in the 
field they manage 

 Managers must be an expert in the 
field they manages 

 Hope for success  Fear of failure 

 Rules may be broken for pragmatic 
reasons 

 Rules should not be broken 

Source: Adapted from (Hofstede, 2001a) (p 169) 

INDIVIDUALISM VERSUS COLLECTIVISM 

The next dimension with significance for the MIS adoption is Individualism versus 

Collectivism (IDV). IDV cultural dimensions have received more attention than any 

other dimension (Ben Zakour, 2004; Frotaine & Richardson, 2003; Olutimayin, 2002). 

Individualism concentrates on the extent to which the society supports individual 

accomplishment and interpersonal relationships. In contrast, collectivism concentrates on 

the group achievement and interpersonal relationships. Individualists tend to think of 

individuals as the basic element, while collectivists tend to think of groups as the basic 

element of society. Hofstede (1984; 2001a) suggested that collectivist societies are very 

tightly integrated, whereas an individualist society is loosely integrated. Social 

communication and group participation are considered conceptualised in terms of costs, 
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rewards, and outcomes. Independence and self-satisfaction are appreciated, such that 

individual achievement and recognition are preferred to group-based rewards. 

Independence is a strong point, while seeking help implies weakness, and mistakes are 

evaluated by personal standards. Under conditions of low accountability, individualists 

tend to perform better on their own than as part of a group. 

Social importance on IDV imitates the extent to which societal organisations practise 

support and reward collective sharing of resources and collective achievement. People 

from individualistic cultures tend to consider only themselves as individuals, as "I", 

distinguishing them from other people (Hofstede, 1984). They prefer simplicity in their 

discussions to communicate more successfully. People in individualistic cultures stress 

their success or achievements in jobs or private wealth and aim to gain promotion. In 

business they strive to improve their relationships and to get more value out of them. 

Employees are likely to support their own interests and to promote themselves whenever 

possible (Hofstede, 1984 ;2001a; House et al., 1999). 

People in collectivist cultures place importance on groups and believe more in terms of 

"we" (Hofstede, 1984). Agreement and faithfulness within a society is appreciated and 

must be maintained and disagreement should be avoided. Expressions or phrases used to 

illustrate a difference or a negative statement are used instead of saying “no”. Saying no 

would mean damaging the harmony in the group. The relationship between superiors and 

subordinates is based on trust and confidence and understanding of moral values 

(Hofstede, 1980; Johnson, Mohler, & Ozcan, 2000; Schwartz, 1994). Based on 

Hofstede’s (2001a) individualism index, the US is ranked first with a score of 91, 

Australia is second, and the UK is third with 89. Countries with low individualism scores 

(high collectivism) include Arab regions with a score of 38, Central and South American 

countries, and many Asian countries. 

The literature points to IDV having an influence on MIS adoption. Many researchers 

(Kankanhalli, Tan, Wei, & Holmes, 2004; Phan & Oddou, 2002; Png, Tan, & Khai-Ling, 

2001; Sornes et al., 2004; Tan et al., 1998; Veiga, Dechant, & Floyd, 2001) argue that, in 

highly individualistic societies, the usefulness of MIS adoption is likely to be based on 

how the MIS adoption influences an individual’s job performance rather than how it 
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influences group performance, because they believe in individual achievement. This may 

lead to a low perceived utility for technologies, such as group support systems. However, 

in highly collectivist cultures, the group is seen to be responsible for accomplishing 

tasks. As a result, judgments about the usefulness of MIS adoption are made based on the 

extent to which the system is seen to enhance the task performance of the group (Straub, 

1994; Veiga et al., 2001). Table 3.3 shows some of the characteristics of the IDV 

dimension that may have an influence on the adoption of MIS in the Arab regions. 

Table 3.3 Differences Between Individualist and Collectivist Societies 

 Individualist  Collectivist 

 Employer-employee relationship is 
a business deal in a labour market 

 Employer-employee relationship is 
basically moral like a family link 

 Employees perform best as 
individuals 

 Employees perform best in groups 

 Training is most effective when 
considered on an individual level 

 Training is most effective when 
focused at group levels 

 Belief in individual decisions  Belief in group or collective decisions 

 Innovation champions in 
organisation want to venture others 

 Innovation champions in organisation 
want to involve others 

 Entrepreneurs claim contribution of 
others to their results 

 Entrepreneurs claim own results 
without depending on others 

Source: Adapted from (Hofstede, 2001a) (p 236) 

MASCULINITY-FEMININITY 

The last dimension to be explained is Masculinity/Femininity (MAS), labelled as such 

because it was the only dimension on which men and women in the study scored 

consistently differently (Hofstede, 1984 ;2001a). The main social pattern explained by 

Hofstede in his MAS formation is for men to be more self-confident and self-assured 

(express opinions or needs powerfully and with self-confidence, so that people take 

notice) and for women to be more fostering (to help to develop and be successful). The 

literature from anthropology, psychology, and political science confirms this male 

assertiveness/female nurturance pattern (Hofstede, 2001a). Hofstede hypothesises that 

masculinity is at the country or national level, and associated with societies where gender 

roles are obviously separate. Men are supposed to be self-confident, strong, tough, and 
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strong-minded on material success. Women are supposed to be self-effacing, caring, and 

concerned about the quality of life. Femininity is associated with societies where social 

gender roles overlap, and there is greater concern for quality of life. 

One of the characteristics recommended by Hofstede's MAS is the attraction towards a 

money orientation in high MAS countries and on the contrary an attraction towards 

people orientation in low MAS countries. Hofstede (1994a) argued that one classifies 

societies on whether they attempt to minimise or maximise the social role separation. 

Some societies allow both men and women to take many different social roles. Other 

societies make sharp separations or distinctions between what men and women may do in 

that society. Highest role separation is associated with a masculine society, while 

minimum social role division or separation is evident in a more feminine culture. Low 

MAS is related to concern for the weak and to social levelling. 

In their study of 270 undergraduates and 56 masters students, approximately half women 

and half men, Gilroy and Desai (1986) found that female college students had 

significantly higher computer anxiety and worry than male students. These results 

suggest that differences between the sexes occur in computer-related circumstances, 

which may logically affect the acceptance and adoption of MIS. However, Sumner and 

Werner (2001) argue that MIS careers offer challenges based upon on technical competence, 

regardless of gender. The Arabic culture is categorised by Hofstede’s (2001a) index as a 

high MAS culture. Table 3.4 shows some of the characteristics of high and low MAS 

cultures that may affect the adoption of MIS in the Arab regions. The Arabic culture in 

general believes in segregation based on gender in the workplace. Females in the Arab 

regions are assigned to certain jobs that fit their conditions and situations. In the Arab 

regions fewer women are found in senior management jobs. On the other hand, low MAS 

cultures have less occupational segregation based on gender, and the qualification of the 

person is determined by their ability regardless of their gender. In low MAS cultures an 

increasing number of women are taking high-level jobs as MIS experts. 
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Table 3.4 Differences Between Masculine and Feminine Societies 

 Low MAS  High MAS 

 Less occupational segregation by 
gender 

 Some occupations are typically male, 
others female 

 Greater belief in equality of the 
sexes 

 Belief in difference between the sexes 

 Organisations should not interfere 
with people’s private lives 

 Organisational interests may 
legitimately interfere with people’s 
lives 

 More women in qualified and 
better-paid jobs 

 Fewer women in more quantifiable 
and better-paid jobs 

 Lower job stress  High job stress 

 Less industrial conflict  More industrial conflict 

 Appeal of job restructuring 
permitting group integration 

 Appeal of job restructuring permitting 
individual achievements 

Source: Adapted from (Hofstede, 2001a) (p 306). 

3.5.3 HOFSTEDE’S IMPACT ON CROSS-CULTURAL 
RESEARCH 

While Hofstede’s study is indeed not an ideal model, a number of studies provide 

supporting evidence for its dimensions (Azevedo, Dorst, & Mullen, 2002; Bagchi et al., 

2001; Ben Zakour, 2004; Bond, 1988; Frotaine & Richardson, 2003; Myers & Tan, 

2003) and use them to account for practical explanations. Hofstede’s (1980) study is 

deemed a conceptual framework that answered many cross-cultural problems and offered 

cross-cultural researchers with a configuration which could unify their various studies 

(Bond, 1994). Since the publication of Hofstede’s work in the 1980s, there has been an 

enormous volume of work carried out using one or more of the cultural dimensions 

identified by Hofstede (Ben Zakour, 2004; Buragga, 2002; Choudhury, 2004; Fey & 

Denison, 2003; Frotaine & Richardson, 2003; Gale, 2002; Myers & Tan, 2003; Shanks et 

al., 2000; Sornes et al., 2004; Straub et al., 2001). The dimension of Individualism versus 

Collectivism (IDV) has attracted the most attention (Ben Zakour, 2004; Frotaine & 

Richardson, 2003; Olutimayin, 2002). Power Distance (PD) and Uncertainty Avoidance 

(UA) have been examined more in comparative management studies and organisational 
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theory (Olutimayin, 2002; Png et al., 2001), and Masculinity versus Femininity (MAS), 

with its consequences for political science and comparative religion, remains relatively 

under-researched (Hofstede, 1994a; 2001a). 

The contribution of Hofstede’s work cannot be undervalued. His study continues to be 

the largest single research of cross-cultural work values. His motivating interdisciplinary 

method of understanding and clarifying the dimensions has offered a reliable base for 

other researchers to follow and test. His qualification of dimensions has been very useful. 

By providing scores for the countries on each of the dimensions, Hofstede created a four-

dimensional map of societal culture. Countries can be positioned in relation to one 

another on one or more of the dimensions. Researchers can also replicate his studies and 

validate their results accordingly (Hofstede, 2001b). 

At least four large studies have been conducted in the field since Hofstede’s first research 

at IBM in 1980 (Hofstede, 2001b). The first originated in Hong Kong and was entitled 

“The Chinese Culture Connection”. In 1987, a group of researchers led by Michael Bond 

(1988) at the Chinese University of Hong Kong planned a research study to examine the 

universality of Hofstede’s dimensions. Chinese researchers were requested to complete a 

set of values (reflecting an Eastern rather than a Western origin in the values), which then 

formed the basis of a questionnaire. The questionnaire was administrated to University 

students in 23 Eastern countries. Using statistical methods similar to Hofstede’s, the 

researchers were able to replicate three dimensions of Hofstede (PD, IND and MAS) 

(Bond, 1988), while finding another, which they named Confucian Dynamism to reflect a 

long-term future-oriented perspective adopted by many Asian Confucian cultures (Bond, 

1994). Hofstede acknowledged and accepted this dimension as the fifth dimension to his 

original study (Hofstede, 2001b). 

Schwartz (1994) at Hebrew University performed possibly the second largest study 

pursuing Hofstede's footsteps (Hofstede, 2001b). Schwartz (1992; 1994), using a 

worldwide value survey, tested 56 values in 40 countries questioning students and 

elementary school teachers about their basic values, and derived a total of ten distinct 

value types at an individual-level analysis using individual scores rather than country-

based means. Two dimensions summarised his findings: openness to change versus 
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conservation, and self-enhancement versus self-transcendence. These dimensions can be 

compared to Hofstede’s dimensions of IND and MAS. Schwartz defined seven culture-

level types. These value-types are: Collectivism; Intellectual Autonomy; Affective 

Individualism; Hierarchy; Mastery; Egalitarian Commitment; and Harmony. These 

culture-level value types correlate (in most cases) with Hofstede’s four dimensions. 

The third large study influenced by Hofstede’s work was that of another Dutchman, Fons 

Trompenaars. His research focuses on the cultural dimensions of business executives. 

Trompenaars (1994) administrated research questionnaires to more than 15,000 managers 

from 43 countries, including many ex-communist countries, using a questionnaire that 

dealt with seven hypothesised dimensions of cultural values. Trompenaars (1994) 

fclassified cultures along a mix of behavioural and value patterns. Some of these value 

orientations can be regarded as nearly identical to Hofstede's dimensions. Others offer a 

somewhat different perspective. Of these seven value dimensions, two reflect closely the 

Hofstede dimensions of Individualism versus Collectivism and to a lesser extent Power 

Distance. Trompenaar’s Communitarianism versus Individualism value orientation seems 

to be virtually identical to Hofstede's Individualism versus Collectivism. The 

achievement/ascription value orientation describes how positions are accorded, and 

seems to be linked to Hofstede's power distance dimension. 

Robert House (1999; 1996) conducted the fourth study called the GLOBE project. The 

GLOBE project is a multi-phase, multi-method project in which investigators from 

around the world are examining the interrelationships between societal culture, 

organisational culture, and organisational leadership. One hundred and seventy social 

scientists and management scholars from 61 cultures representing all major regions of the 

world are engaged in this long-term programmatic series of cross-cultural leadership 

studies. House was very much influenced by Hofstede’s work, and in his study of culture 

he developed nine cultural dimensions. Most of House’s societal culture dimensions were 

very similar or identical to Hofstede’s five societal culture dimensions. 

Correlations between these different studies and Hofstede’s work indicates that, although 

these new measures may have some advantages, Hofstede’s data is more dependable than 

many had thought (Peterson, 2001). Hofstede’s work has been useful not only for 
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providing a theoretical structure for hypothesis testing, but also encouraged some 

interesting theoretical and methodological debates. 

3.5.4 REASONS FOR CHOOSING HOFSTEDE’S DIMENSIONS 

In the literature, various models have been used to measure societal culture differences. 

All models are structural and therefore narrow constructs. The present study uses 

Hofstede’s (1980) model for many reasons. First, Hofstede’s study is the first to integrate 

previously fragmented concepts and ideas from the literature and present a rational 

framework for categorising different cultures. It has been shown to be stable and useful 

for numerous studies across many disciplines. The reason for widespread adoption of 

Hofstede’s classification of culture lies in the simplicity of his dimensions. Hofstede’s 

dimensions are straightforward, uncomplicated, and naturally interesting to both the 

academic researchers and business readers across numerous knowledge disciplines. 

Hofstede’s (1980) work has become important and influential because of the massive 

support of the IBM results. The IBM results were supported quantitatively and 

qualitatively by hundreds of studies and large replications in different disciplines (Dahl, 

2004; Ehlert Publishing Group, 2002). Many researchers have replicated Hofstede’s 

work in different cross-cultural studies in different disciplines and areas of interest and 

have validated his instrument and work (Bond, 1988; House et al., 1996; Schwartz, 1994; 

Trompenaars, 1994). Most of the recent research studies of cross-cultural models depend 

on Hofstede’s dimensions and use them as a basis for their studies (Bond, 1988; House et 

al., 1996; Schwartz, 1994; Trompenaars, 1994). Many researchers in the field of 

information systems have used one or more of Hofstede’s dimensions in measuring 

cross-cultural differences in the IS field (Ben Zakour, 2004; Bond, 1988; Gefen & 

Straub, 1997; Guo, Ambra, & Edmundson, 2001; Myers & Tan, 2003; Shanks et al., 

2000). His work has also been widely cited and used by numerous MIS academics and 

researchers alike (Hasan & Ditsa, 1999; Hill et al., 1998; Myers & Tan, 2003). 

Hofstede’s study was and may still be one of the first cross-cultural studies involving a 

large sample size of 116,000 participants. The popularity of Hofstede’s model comes 

from its large sample and use of empirical data to demonstrate cultural differences and 

develop societal culture dimensions (Alder, 1997; Parr, Shanks, & Darke, 1999). The 
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original four dimensions included in Hofstede model are sufficient enough for the 

purpose of this study and would be adequate and reliable for the results. 

There is a similarity between Hofstede’s study of IBM, which is an IS company dealing 

with IS technology, and our study in term of MIS software adoption. Hofstede is the first 

researcher to offer a wide-ranging data set for empirical analysis, which is significantly 

attractive to researchers. The Arabic cluster was one of the clusters included in 

Hofstede’s study, so the results of the current research can be validated in the Arabic 

cluster using his index. Hofstede’s model, research questionnaire, and countries’ indexes 

can be accessed easily, is available in the public domain (unlike House’s), is validated, 

and allows comparison with a great deal of the literature. 

Despite the criticism of Hofstede’s work, it is still widely used to explain cultural 

differences in organisations and as an effective use of information systems. As 

Sondergaard (1994) pointed out, regardless of all its limitations, Hofstede’s work is 

widely recognised and accepted, has received more than 1,063 direct references in 

journals, and has provided the basis for 61 studies. Culture in Hofstede’s context has 

been criticised as being oversimplified and too generalised (Harvey, 1997a). However, it 

remains a key starting point in any analysis of culture and its influence on MIS (Shanks 

et al., 2000). Although Hofstede’s model has been widely cited in the literature and 

replicated in many studies in different disciplines, a number of scholars have criticised 

his work and have concerns about whether Hofstede’s work is still valid in the 21st 

century. 

3.5.5 CRITIQUES OF HOFSTEDE’S WORK 

Hofstede’s framework has been considerably critiqued in cross-cultural literature 

(McSweeney, 2002; Shackleton & Ali, 1990; Sondergaard, 1994; Tayeb, 1996; Triandis, 

1982). There are some debates about the instrument that Hofstede used to measure 

culture. Researchers claim that surveys are inappropriate to measure culture 

(McSweeney, 2002; Sondergaard, 1994). Hofstede’s questionnaire is about work values. 

Questions about perfect or ideal jobs or the stresses associated with work possibly will 

not provide suitable signs about someone’s aims or interest beyond work, and may be 



 72

unrelated to those who are not working in an office (Tayeb, 1996). However, many 

cross-cultural researchers are still using Hofstede’s questionnaire as a comparative tool. 

Another problem with Hofstede's methodology, as McSweeney (2002) notes, is the 

misuse of the average or central tendency of the cultural dimensions calculated at the 

societal level. It is not necessary to take for granted that the IBM groups studied match 

the national groups. This raises the question of IBM representing societal culture on the 

national level. McSweeney (2002) points out that the sampling method followed in the 

IBM study to represent samples of national populations failed to represent well the 

profile of different countries engaged in the study. Holden (2002) criticises the absolute 

dependency on Hofstede’s dimensions in the business and management fields. In his 

view, the data is necessarily outdated, as it was collected more than thirty years ago. On 

the other hand, other research suggests remarkable stability in values. McSweeney 

(2002) challenges Hofstede’s hypothesis that it is possible to deduce societal culture from 

organisational culture. 

Triandis (1993) and House (1996) criticised the limited number of dimensions used to 

represent a culture. Both proposed that, although the dimensions themselves make sense, 

it might be better to name them differently to avoid misinterpretations and wrong ideas. 

Such terms as masculine/feminine in terms of egalitarianism should be avoided for the 

sake of gender neutrality, and a replacement label, 'communal/agenetic', proposed for this 

dimension. De Mooij (1998) suggested that the term masculine/feminine could be 

construed as politically incorrect. 

Shanks and colleagues (2000) argue that Hofstede’s model has been criticised for its 

reliance on a single organisation, IBM, that represents the culture of the IBM Company 

and cannot be generalised to other organisations, and also for suggesting that the four 

dimensions alone are sufficient for all aspects of cultural differences. Hofstede tested 

only IBM employees, to maintain consistency and ascribe any changes to societal 

culture. This is a positive point in favouring his study (the sample of his study differed 

mainly by societal culture, and held other factors constant), and it makes his results 

questionable because they may represent the expatriate culture of IBM and not the 
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societal culture of the nation or the organisation. McSweeney (2002) argues against the 

belief that there exists only one IBM culture worldwide. 

One of the widespread critiques of Hofstede's dimensions of culture is their clear 

presumption that everyone within a given societal culture fits within a simple polarity 

(Ess & Sudweeks, 2005). Hofstede’s model was also criticised for its dependency on 

unequal groups, non-representative samples, and not identifying sub-cultures (Ess & 

Sudweeks, 2005). Another criticism of Hofstede’s framework is the rating used for 

countries’ societal culture. Hofstede used two ratings –a country is either high or low in 

certain societal culture dimension – whereas there should be more than one rating to 

evaluate culture. His dimensions were also criticised for oversimplifying the concepts of 

individualism and collectivism (Schepers, 2006). 

Hofstede’s model is adopted within this study, and an attempt will be made to try to 

overcome some of the limitations of his approach by considering organisational culture 

independently from societal culture (while recognising the influence of societal culture), 

and by restricting the research to a particular cluster of countries. This research will 

differ from Hofstede’s work in the following points: 

• This research will examine the cultural impact on MIS adoption in two regions of the 

Arab countries (Arabic cluster), namely North Africa and the Arab Gulf regions. 

• In these Arab regions the major and the most important industry sectors in these 

countries (i.e. the Oil and Gas and the Banking sectors) will be used to investigate the 

influence of societal culture on MIS adoption and the acceptance of IT, and this will 

imply a better generalisation of results by using two different sectors. 

• The Hofstede approach will be used to identify any similarities and differences 

between the two Arab regions in term of MIS adoption from a societal culture point 

of view. 

• This study will concentrate only on the Arab regions that are recognised members of 

the Arab League, i.e. the true representatives of the Arabic culture, and avoiding 

other countries that are not within the Arabic cluster. 

• The sample for this research will be drawn from different organisations that are 

adopting/have not yet adopted MIS at different management levels. 
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3.6 SUMMARY 

This chapter reviewed a selection of related literature on societal culture. Culture has 

been defined as the values, beliefs, and practices of a certain society that distinguish it 

from other societies. The reviewed literature points to the important role played by 

culture in MIS adoption. Numerous studies, concepts, and dimensions measuring culture 

that are relevant to the current study were reviewed and discussed. Hofstede’s (1980) 

original four dimensions to measure and compare cultural differences that are adopted in 

this study along with their rational were explained. Hofstede dimensions namely: power 

distance, uncertainty avoidance, individualism versus collectivism, and masculinity 

versus femininity were defined and explained. The motives for adopting and using 

Hofstede’s four dimensions and their critiques were also given. Next chapter will discuss 

the literature on the second independent variable, organisational culture. 
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CHAPTER FOUR 

RESEARCH ISSUES IN ORGANISATIONAL CULTURE 

Chapter three reviewed the literature on societal culture issues, while this chapter 

discusses the relevant literature on the second independent variable, organisational 

culture. This chapter begins, in section 4.1, with an introduction to organisational culture. 

Section 4.2 defines organisational culture. Section 4.3 presents different models for 

measuring organisational culture. Section 4.4 introduces the competing value framework. 

Section 4.5 explains the organisational culture assessment instrument used to measure 

organisational culture type in the current study. Section 4.6 discusses the organisational 

culture and its relation to Management Information System (MIS) adoption. Section 4.7 

briefly discusses the readiness of Arab organisations for MIS adoption. Section 4.8 

explains the integration between societal and organisational culture. The chapter is 

summarised in section 4.9. 

4.1 INTRODUCTION 

A significant amount of research has occurred on organisational culture since the 1980s, 

and first appeared as early as the 1960s as a synonym for organisational climate (Munro 

et al., 1997). In recent years, the literature on organisational culture in business 

organisations has been prolific (Alvesson, 2002; Cameron & Quinn, 1999; Cooper & 

Quinn, 1993; Fey & Denison, 2003; Goffee & Jones, 1998; Hofstede, 1994a; Kenneth, 

1999; Martin, 2002; Schein, 1992; Trompenaars, 1994). While organisations have always 

had cultures, few managers have been able to understand how to manage them 

(Druckman, Singer, & Van Cott, 1997). Organisational culture is associated with an 

organisation’s sense of uniqueness, its aim, goals, mission, values, and main ways of 

working and establishing shared beliefs (Cameron & Quinn, 1999). All organisations 

have a basis that is not negotiable, and unquestionable beliefs that justify their goals, 

products, and services. Cultural beliefs can both permit and control what organisations 

are able to do. Normally, these cultural beliefs are taken for granted and are rarely if ever 

openly stated or discussed (Schein, 1992). 
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One of the unique characteristics that differentiates successful firms from others, is their 

organisational culture (Coopers & Lybrand, 1996). Understanding organisational culture 

is important to organisational success in the business environment and a vital task for 

leaders within organisations because it has an influence on planned growth, productivity, 

adopting new systems, and future changes of the organisation. 

The literature points to organisational culture as a moderating factor in adopting and 

implementing any successful changes in organisations (Van den Bosh, Volberda, & de 

Boer, 1999). With the rapid transformation of economies, the impact of globalisation, 

and increasing multinational business cooperation, organisational culture is more 

important today than ever before, as it has a crucial effect upon an organisation’s 

performance and ability to adopt changes (Wilkins & Ouchi, 1983). These changes 

include: fast technological changes, change in industries and market, deregulation, the 

global economy, increased organisational complexity, and new business models 

(Hagberg Consulting Group, 2004). 

Cameron and Quinn (1999) argue that organisational culture is important because plans 

for any changes adopted without including organisational culture normally would have 

unforeseen and usually negative consequences. Many studies report that one of the most 

common causes given for failure of most planned organisational changes, mergers and 

acquisitions, and adopting new technology systems such as MIS is neglect of the impact 

of organisational culture (Abdul Rashid et al., 2004; Al-Mashari & Zairi, 2000; Davison, 

1996; Davison, 2002; Fey & Denison, 2003; Frotaine & Richardson, 2003). 

Coopers & Lybrand (1996) found that 83% of the mergers studied failed to make any 

recovery in shareholder value due to the differences in organisational culture and 

management technique and practices. As many as 75% of the reengineering, total quality 

management, strategic planning, adoption of technology, and downsizing efforts have 

failed or have created problems serious enough that the survival of the organisation is 

jeopardised. This was due mainly to the neglect of organisational culture (Cameron & 

Quinn, 1999). It is clear then that organisational culture impacts upon the success of 

organisational change and as such is an important factor influencing the organisational 

performance and structure in MIS adoption and implementation. Therefore, it is 
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important to understand and define the proper organisational culture type to map and 

study the organisation’s readiness for the MIS adoption or innovations. 

4.2 ORGANISATIONAL CULTURE DEFINED 

In every organisation there are specific attitudes, symbols used, and beliefs that are 

shared within that organisation that are taken for granted (Schein, 1990). Many 

academics and researchers who have studied culture have defined culture differently, and 

have developed different definitions according to their discipline and area of interest. 

Although there are many definitions of organisational culture, nearly all definitions 

consist of a combination of values, beliefs, and important assumptions that organisational 

members consider about proper, adequate, and acceptable behaviour (1991; Hofstede, 

2001a). A generic definition also includes the notion that behaviour exists at various 

levels of management, and demonstrates itself in a limited scope of characteristics of 

organisational life (Hofstede, Neuijen, Ohayv, & Sanders, 1990). The term organisational 

culture first appeared in the English language in the 1960s as a synonym of 

‘organisational climate’ (Fey & Beamish, 2001). In recent years, the term organisational 

culture has become more popular than the term organisational climate. Cameron and 

Quinn (1999) claim that the term organisational culture became common after the 

publication of Deal and Kennedy’s (1982) book. As Denison (1996) argues, the dispute 

about the differences and similarities between organisational culture and climate is in 

various ways a typical case of differences about methodological issues. There are 

different views among researchers about organisational culture, particularly between 

those who believe culture as something an organisation has, and those who believe it as 

something an organisation is (Smircich, 1983). Alvesson (2002) claims that 

organisational culture is not something an organisation has, but organisational culture is 

the organisation itself. 

Schein (1992) indicates that basic beliefs form the main and most important feature of 

organisational culture and defines it as follows: 

A pattern of shared basic assumptions that the group learned as it solved its 
problems of external adaptation and internal integration, that has worked well 
enough to be considered valid and, therefore, to be taught to new members of 



 78

the organisation as the correct way to perceive, think, and feel in relation to 
those problems (Schein, 1992) (p. 12). 

According to Schein, culture is the most difficult organisational attribute to change, 

outlasting organisational products, services, founders and leadership and all other 

physical attributes of the organisation. His organisational model illuminates culture from 

the point of view of the observer, described by three cognitive levels of organisational 

culture. Schein (1992) divides organisational culture into three levels or layers; Artifacts: 

these “artifacts” are at the surface, those aspects (such as dress or badge) which can be 

easily distinguished, yet are hard to understand; Espoused Values: beneath artifacts are 

“espoused values” which are conscious strategies, goals, and philosophies; Basic 

Assumptions and Values: the core, or essence, of a culture is represented by the basic 

underlying assumptions and values, which are difficult to separate or discern because 

they exist at largely unconscious level. Yet they provide the key to understanding why 

things happen the way they do. These basic assumptions form around deeper dimensions 

of human existence such as the nature of human, human relationships and activity, reality 

and truth. Schein also claims that a strong organisational culture has normally been seen 

as a conservative force. Strong culture means better performance (Mallak, Lyth, Olson, 

Ulshafer, & Sardone, 2003) but may influence the aptitude of organisations to adapt to 

change. The employees of organisations may meet the introduction of MIS in a strong 

organisational culture, like the Arabic culture, with some resistance. Therefore, it is 

important to know the culture type of the organisations in the Arab regions before 

starting the adoption process of MIS. 

Cameron and Quinn (1999) argue that organisational culture is a complex, rational, 

broad, and unclear set of factors, and that it is impossible to include every applicable 

issue in analysing and measuring organisational culture. Cameron and Quinn (1999) 

define organisational culture as “the taken for granted values, underlying assumptions, 

expectations, collective memories, and definitions present in an organisation” (p.14). 

Within an organisation, “subunits such as functional departments, product groups, 

hierarchical levels, or even teams may reflect their own unique cultures” (p. 15). 

The literature also indicates that organisations are either people-oriented or task-oriented. 

Organisations that are people-oriented may adopt a wide decision-making structure. This, 
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in turn, would direct it to adopt a flat organisational structure, which is characteristic of a 

low power distance. On the other hand, organisations that are task-oriented are likely to 

adopt a more centralised decision-making process, which is likely to lead to a more 

hierarchical organisational structure, or a high power distance structure. The type of 

organisation, if it is task oriented, would aid the adoption and implementation of new 

technology such as MIS, which if they helped to accomplish tasks faster and more 

efficiently would be accepted and implemented. On the other hand, if the organisation is 

people oriented then it would accept the technology more slowly or may even resist the 

change to the new technology because it could be seen as a threat to the people. 

The other factor deals with the relation between organisational culture and technology: 

there is a difference between organisations characterised as a technology-oriented culture 

and others that are a more traditionalist culture. The technology-oriented culture 

organisations are more likely to adopt modern technologies such as MIS, than the 

traditionalist culture, which will be more conservative in adopting modern technology 

and MIS (Alvesson, 2002). The literature points to numerous researchers that have 

studied and measured organisational culture. Researchers measured culture differently 

according to their disciplines and backgrounds. 

4.3 MEASURES OF ORGANISATIONAL CULTURE 

In an attempt to summarise and better understand the concept of organisational culture, 

various studies have been examined in order to measure and map organisational culture. 

Many researchers (Cameron & Quinn, 1999; Cooke & Szumal, 2000; Hampden-Turner 

& Trompenaars, 1994; Hofstede, 1980; Schein, 1990; Trompenaars & Hampden-Turner, 

1998) have studied organisational culture according to their interest and discipline, and 

hence, all have developed differing measures and dimensions of organisational culture. 

For example, Hofstede (1991) argues that the difference between societal and 

organisational culture is brought about by the different roles played in each by the 

manifestations of culture. He developed six dimensions that emerged from his research, 

and they assist in understanding different kinds of organisational cultures. The 

dimensions are: process versus results, employee versus job oriented, parochial versus 
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professional, open versus closed system, loose versus tight control, and normative versus 

pragmatic. 

Hofstede’s organisational culture dimensions were influenced by his conceptualisation of 

societal culture. He also claims that, whereas societal culture resides more in values and 

less in practice, organisational culture lies more in practice and less in values. Therefore, 

while measuring values using those dimensions may be adequate for societal culture, 

using them to measure organisational culture that resides more in practice may be 

problematic. From this we can conclude that using Hofstede’s organisational culture 

dimensions may not provide significant indication of the differences between societal 

and organisational values and beliefs held by employees of the organisation. It is 

therefore suggested here that Hofstede’s work is more suitable for measuring societal 

culture than organisational culture. 

Trompenaars and Hampden-Turner (1994) argue that organisational culture can be 

measured on seven dimensions similar to Hofstede’s conclusions. However, 

Trompenaars and Hampden-Turners’ dimensions are similar to those of Hofstede, as they 

are a combination of measuring societal and organisational cultures. Even though they 

claimed that they were measuring organisational culture by surveying senior 

management executives, in reality they were measuring a combination of societal and 

organisational culture. The survey instrument they developed did not clearly delineate 

between the two forms of culture. This may be a key reason as to why their research 

resulted in seven dimensions of culture. 

Thus, as there are many approaches to the study and measurement of organisational 

culture, for the purposes of the current study, the researcher sought a valid and reliable 

instrument that can be adapted to measure the influence of organisational culture on the 

adoption of MIS. The Organisational Culture Assessment Instrument (OCAI), developed 

by Cameron and Quinn (1999), was considered to be the most suitable for the purpose of 

this research. The OCAI is based on a theoretical model, the "Competing Values 

Framework" by Quinn and Rohrbaugh (1981; 1983). This framework refers to whether 

an organisation has an internal or external focus and whether it favours flexibility and 

individuality or stability and control. The framework is also based on six organisational 
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culture dimensions that form four types of dominant organisational culture types: 

hierarchy, clan, adhocracy, and market. Those four culture types are used to identify the 

organisational culture profile based on the core values, assumptions, interpretations, and 

approaches that characterise organisations (Cameron & Quinn, 1999). The OCAI will be 

discussed more fully in section 4.5. The following is a discussion of the Competing 

Values Framework (CVF). 

4.4 OVERVIEW OF THE COMPETING VALUES 
FRAMEWORK 

The Competing Values Framework (CVF) of Quinn and Rohrbaugh (Quinn & 

Rohrbaugh, 1981; Rohrbaugh, 1983) is very useful in supporting, organising, and 

recognising a wide variety of organisational phenomena. Cameron and Quinn (1999) 

claim that in using the appropriate framework, it should be based on empirical evidence, 

should summarise precisely the reality being depicted (i.e. it should be valid), and should 

be able to put together and classify the majority of the dimensions being considered. It 

should also match with a known and well-recognised classification system that organises 

the way people think, their values and beliefs about what makes a good organisation, and 

the ways they deal with information. In their research, Cameron and Quinn (1999) have 

concluded that the CVF meets all of these requirements. 

The CVF theory suggests three value dimensions that inspire conceptualisations of 

organisational effectiveness, and therefore it can be used to organise the traditional and 

often contradictory models of effectiveness. Figure 4.1 demonstrates the three value 

dimensions identified by Quinn and Rohrbaugh (1981). These dimensions are 

organisational structure, organisational focus, and the means-ends range. The dimension 

of organisational structure distinguishes between those values and activities that 

emphasise an organisation’s flexibility and adaptability and those that emphasise control 

and stability. The dimension of organisational focus compares an emphasis on internal 

and integrating issues such as comfort, security and employee development, with 

external and differentiating issues, such as the development and growth of the 

organisation itself or its relations with entities outside itself. The means-ends range 

reflects emphasis on the objectives of the organisation, such as productivity or human 
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resource development, and the means by which it accomplishes these objectives, such as 

goal setting or enhancing confidence. As illustrated in Figure 4.1, Rohrbaugh and Quinn 

used these value dimensions as axes with which to organise four of the most common 

theoretical models of organisational effectiveness: the internal process model, the human 

relations model, the open systems model, and the rational goal model (Cameron & 

Quinn, 1999). 

 

The four main clusters explain the main values on which decisions about organisations 

are made. For some, motivation and what it takes to encourage inspiration are the most 

valuable. For others, productivity, efficiency or self-esteem and the ways to accomplish 

these ends may be the most important. As Cameron and Quinn (1999) clarify, what is 

notable about these four values is that they represent opposite or rival hypotheses. Each 

Flexibility and Discretion 

Open System Model Human Relations Model 

Means: Flexibility, 
readiness. 
 
Ends: Growth, resource 
acquisition 

Means: Cohesion; morals. 
 
 
Ends: Human resource 
development 

Rational Goal Model Internal Process Model 

Means: Planning; Goal 
setting. 
 
Ends: Productivity; 
efficiency 

Means: Information 
management; 
communication. 
Ends: Stability; Control 

Stability and Control 
Adapted from (Rohrbaugh, 1983) (p.267)

Organisation or 
External Focus 

and 
Differentiation 

People or 
Internal Focus 
and Integration 

Figure 4.1 Competing Values Framework 
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range points out the main value that is opposite from the value on the other end of the 

range, that is, people (internal focus on members and technologies) versus organisation 

(external focus on the organisation within an environment), and control versus flexibility. 

The significance of this framework to organisations and management is summarised here 

by Quinn and McGrath (1982): 

This framework suggests a view of organisations that is more complex than 
most of the more popular diagnostic tools in organisation development. It not 
only encapsulates more criteria than other schemas, but the criteria are 
embedded in contradictory or competing values … Each of the quadrants or 
models is important and to ignore criteria in any one of the models is to have an 
incomplete view. This suggests that an operating manager must consider all of 
these criteria in making choices and from time to time make explicit or implicit 
tradeoffs among them. (p.469) 

The dimensions, therefore, create quadrants that are also conflicting or opposing on the 

diagonal. The upper left quadrant identifies the Human Relation Model, which identifies 

values that emphasise people, whereas the lower right quadrant, the Rational Goal 

Model, identifies values that emphasise a control focus. Likewise, the upper right 

quadrant, the Open Systems Model, indicates values that emphasise flexibility focus, 

whereas the lower left quadrant, the Internal Process Model, reflects control values. 

This framework is useful in organising and understanding the four organisational culture 

types. These four culture types serve as the base for the Organisational Culture 

Assessment Instrument (OCAI) that has been widely cited in the literature and has been 

used more repeatedly in measuring an organisation’s culture. The reliability of this model 

of culture was used to develop a standardised diagnostic tool, the OCAI (Cameron & 

Quinn, 1999), used in the current study to analyse the organisational culture in the Arab 

regions in order to explore any variations in the adoption and implementation of MIS. 

The OCAI is also used to discover any similarities in organisational culture between the 

different industry sectors and regions that have adopted or have not yet adopted MIS 

4.5 THE ORGANISATIONAL CULTURE ASSESSMENT 
INSTRUMENT 

Since culture is a significant factor in the long-term success of organisations and 

moderates organisational changes, it is very important to map and to be able measure and 
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identify the key dominant organisational culture type. The Organisational Culture 

Assessment Instrument (OCAI) developed by Cameron and Quinn (1999), which is 

based on the above theoretical model (the CVF), is used to describe and categorise types 

of cultures in organisations. Cameron and Quinn (1999) identified two main dimensions, 

thus dividing the dimensions into four main quadrants (types of cultures). As can be seen 

from Figure 4.2, these four quadrants make up the characteristics of competing values. 

These dimensions relate to flexibility and discretion versus stability and control, and 

internal focus and integration versus external focus and differentiation. The resulting 

CVF is set out in Figure 4.2, each quadrant representing a different type of organisational 

culture. 

The hierarchy culture is based on a bureaucratic and official process and values tradition, 

emphasising stability, teamwork, and agreement. It focuses more on internal than 

external issues and values steadiness and control over flexibility. The hierarchy culture is 

characterised by a formalised and structured place of work. Procedures control what 

employees do and successful leaders are good coordinators and organisers (Cameron & 

Quinn, 1999). Large organisations and government agencies are generally dominated by 

this type of organisational culture (Cameron & Quinn, 1999). The objectives and aims of 

this type of organisational culture focus on efficiency, and the organisational 

environment is stable and simple; if changes are to be made they should be kept to a bare 

minimum. The hierarchy culture’s key values focus on keeping an efficient, consistent, 

speedy, steady flow of products or services (Cameron & Quinn, 1999). 

The Clan Culture is like an extended family, with shared values, beliefs, goals, unity, and 

participation (Cameron & Quinn, 1999). Instead of the rules and procedures of 

hierarchies or the competitive profit centres of market culture, typical characteristics of 

clan culture are cooperation, coordination, teamwork, employee involvement, rewards, 

fewer management levels, and harmony. It focuses on internal issues and values 

flexibility and carefulness rather than looking for stability and control. The clan culture is 

also characterised by a friendly place to work where people share a lot of themselves. 

The term market in the market culture is not the same as the marketing function, but 

rather refers to an organisation that functions as a market itself (Cameron & Quinn, 
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1999). It also values steadiness and control, but in addition focuses more on external 

environments rather than internal issues. This culture is likely to view the external 

environment as threatening, and searches to recognise threats and opportunities as it 

looks for competitive advantage and profits. It is characterised by its external orientation 

and competitive stance. The market culture’s main principles are competitiveness and 

productivity (Cameron & Quinn, 1999). 

The adhocracy culture focuses on external issues and values flexibility and carefulness 

rather than looking for stability and control. It is characterised by originality, creativity, 

risk taking, and entrepreneurial focus. Organisational charts and formal structure are not 

emphasised or non-existent. Job roles and established physical space are also considered 

to be flexible. The adhocracy culture is also characterised by a self-motivated, 

entrepreneurial and creative workplace (Cameron & Quinn, 1999). Software 

development and aerospace organisations are examples of organisations dominated by 

this type of culture, where the key challenges they face are manufacturing innovative and 

original products and/or services and adapting speedily to new opportunities. 

These four types of culture serve as the base for the OCAI. This instrument has been 

used in more than a thousand organisations and been found to accurately predict 

organisational performance. It includes six questions, each with four optional answers 

corresponding to the four cultures explained above. The OCAI helps the organisation 

determine its dominant orientation based on the four main culture types. Figure 4.2 

shows the characteristics of each type of culture as defined by Cameron and Quinn. 

Organisations on the left side of Figure 4.2 see their culture as dominated by a 

hierarchical structure and policies, as well as a direction toward establishing and 

achieving market aims. This type of organisation would rather be more active and 

flexible and more concerned about developing human resources. This may be in response 

to a dynamic and changing external environment that requires more cross-functional 

teaming, a diverse talent mix, and assurance to employees that they will be appreciated in 

the new environment. For organisations on the right hand side of Figure 4.2, the 

dominant culture profile of a high technology manufacturing organisation is weighted in 

the direction of flexibility and external focus, where effectiveness is viewed as creativity, 

originality, progressive output, and external growth and support. The four quadrants of 
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Figure 4.2 are averages based on Cameron and Quinn’s (1999) experience with more 

than 1000 organisations. 

The OCAI has been chosen to measure types of organisational cultures in the two Arab 

regions because it is an instrument that is sensitive to creative and innovative aspects of 

organisational power.  The OCAI can also generate a mutual language and attitude 

among all employees at every level of an organisation, including features that are 

associated with organisational performance. It also examines the relationship between 

organisational culture and desirable outcomes such as organisational effectiveness, 

organisational strategies, processes, and decision-making style. 

A major objective of this thesis is to explore the dominant culture type of organisations 

in the chosen industry sectors within the Arab regions. This is to determine if the 

dominant organisational culture type has any direct or indirect influential relationship on 

the MIS adoption in these regions. Issues that may explain the differences among the 

organisational culture profile in the two regions are also of interest. Using the OCAI, an 

organisational culture profile can be verified by determining the organisation's dominant 

culture type characteristics. In addition, the OCAI can be used to assess the 

organisational culture by the industry sector and region. 

It is also possible to link the organisational culture type with the MIS adoption in this 

study’s sample. Using OCAI’s model of organisational culture in this research would 

enable identification of the type of organisational culture characteristics that influence 

the organisations that have either adopted or not adopted MIS. Using the OCAI would 

also assist in explaining the variations in the adoption process between the two regions 

and industries from an organisational culture context. As well, it may be possible to find 

the type of organisational culture for those organisations that have adopted or not 

adopted MIS and distinguish if there are any variations of organisational culture type in 
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Flexibility and Discretion 

The Adhocracy Culture 
A dynamic, entrepreneurial, and 
creative place to work. People stick 
their necks out and take risks. The 
leaders are considered innovators 
and risk takers. The glue that holds 
the organisation together in 
commitment to experimentation 
and innovation, the emphasis is on 
being on the leading edge. The 
organisation’s long-term emphasis 
is on growth and acquiring new 
resources. Success means gaining 
unique and new product or service. 
Being a producer or service leader 
is important. The organisation 
encourages individual initiative and 
freedom. 

The Clan Culture 
A very friendly place to work where 
people share a lot themselves. It is 
like an extended family. The leaders, 
or the heads of the organisation, are 
considered to be mentors and perhaps 
even parent figure. The organisation is 
held together by loyalty or tradition. 
Commitment is high. The organisation 
emphasises the long-term benefit of 
human resources development and 
attaches great importance to cohesion 
and morale. Success is defined in 
terms of sensitivity to customers and 
concern for people. The organisation 
places a premium on teamwork, 
participation, and consensus. 

The Market Culture 
A results-oriented organisation 
whose major concern is with 
getting the job done. People are 
competitive and goal-oriented. The 
leaders are hard drivers, producers, 
and competitors. They are tough 
and demanding. The glue that holds 
the organisation together is an 
emphasis on wining. Reputation 
and success are common concerns. 
The long-term focus is on 
competitive actions and 
achievement of measurable goals 
and targets. Success id defined in 
terms of market share and 
penetration. Competitive pricing 
and market leadership are 
important. The organisational style 
is hard-driving competitiveness. 

The Hierarchy Culture 
A very formalised and structured 
place to work. Procedures govern 
what people do. The leaders pride 
themselves on being good 
coordinators and organisers who are 
efficiency-minded. Marinating a 
smooth-running organisation is most 
critical. Formal rules and policies hold 
the organisation together. The long-
term concern is on stability and 
performance with efficient, smooth 
operations. Success is defined in 
terms of dependable delivery, smooth 
scheduling, and low cost. The 
management of employees is 
concerned with secure employment 
and predictability. 
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Adapted from (Cameron & Quinn, 1999) (p 96) 

Figure 4.2 The Organisational Culture Profile 
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MIS adoption. Each organisation in the Arab region would be assessed according to the 

OCAI and analysed using the same techniques developed by Cameron and Quinn (1999). 

4.6 ORGANISATIONAL CULTURE AND MIS ADOPTION 

The adoption of MIS by many modern organisations often causes major changes in the 

way they are organised and planned (Davenport, 1998a). It also influences the way in 

which employees perform their tasks. Often there is uncertainty as to how the adopted 

system will work successfully within the existing organisational culture if the system 

and/or the organisation are not adapted to the organisation’s needs (Doherty & King, 

2001). MIS have a direct influence on organisational change. The main reason for these 

changes is to improve organisational effectiveness (Borell & Hedman, 2000). Many MIS 

changes fail because of the problems and difficulties of managing the organisational 

changes associated with the MIS adoption. Clegg (1997) found that up to 90% of all MIS 

projects fail to meet their purpose, over 80% are late and over-budget, and 40% are 

neglected. These facts reflect numerous reported individual cases of abandoned, or 

under-performing systems, resulting in a lowering of the operational performance of 

many organisations and indicating that adoption issues are not just technical but include 

broader organisational issues. 

Management Information Systems (MIS) worldwide are influenced by the culture of the 

developer, and are built to favour their societal and organisational systems, laws, and 

information technology infrastructure (Dasgupta, Agarwal, Ioannidis, & Gopalakrishnan, 

1999). Most of the existing MIS were invented and developed in the developed world 

with Anglo-European cultures, and therefore favour Western cultural approaches to 

business and Western values (Soh et al., 2000). The adoption of these systems has also 

faced many problems in their home-developed countries, and many have reported cases 

of failure. An example of adoption failure is FoxMeyer and Mobil Europe, who both 

tried to adopt and implement MIS systems. Due to organisational cultural differences, the 

systems were condemned as failures and abandoned (Davenport, 1998a). 

MIS research has traditionally focused on organisations in the US and Europe without 

considering how these systems work and how they can be applied to developing 
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countries with a diverse organisational culture. When these systems have been adopted 

and implemented in developing countries with a diverse organisational culture, technical 

difficulties combined with cultural based resistance within organisations have often led 

to failure of such systems. 

Therefore, it is essential to discover the nature of an organisation’s readiness for MIS 

adoption and to be able to assess the impact on the organisation and the employees at all 

levels prior to the decision of MIS adoption. MIS vendors and designers have been 

focussing more on the technical issues at the expense of the organisational issues. This is 

an uncertain approach because, as many studies reveal, the organisational issues and 

factors are considered to be more significant than the technical issues in determining the 

successful outcome of the system adoption. 

4.7 ARAB ORGANISATIONS: READINESS FOR MIS 
ADOPTION 

Researchers including Stewart et al., (2000) have argued that MIS adoption is basically 

an agent for organisational change, and that this change necessitates effective 

management practice and technical skills. Many MIS adoption issues have been widely 

studied in the industrialised world, yet there is a lack of knowledge regarding the less 

developed and in particular the Arab regions. The adoption of MIS in the Arab regions in 

comparison to other countries in North America, Europe, and other developing countries 

is still at its very early stages (Ali, 2004; Azab, 2005; Rasmy et al., 2005) (Appendix F). 

In the Arab regions, there are at least two bases of conflict about adopting MIS in the 

industry sectors: first, between the older and emerging generations, and second, between 

the perceived economic values and benefits of MIS adoption and the worry of what it 

might bring with it. Throughout these regions there are older and well tenured employees 

who are ill equipped to cope with the development in computer-based information 

technology and MIS. However, it is employees from this group who hold most of the 

decision-making positions in their organisations, and who are resisting any changes, 

including MIS adoption. On the other hand, there are some small MIS firms with modern 

technology, maintained by trained employees who were educated in the 1980s and 1990s 

and are highly skilled and conversant with the latest technology developments. The 
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former are mainly employees in public sector organisations, such as banks and 

government offices; the latter are likely to be employees of entrepreneurial companies 

catering for small business or wealthy private organisations (Hasan & Ditsa, 1999). 

The level of MIS in many of the Arab regions lags behind in comparison with other 

similar countries such as Singapore or Korea (Nour, 2003). Danowitz and colleagues 

(1995) noted that there were lower levels of IT use in the Middle East than might be 

expected, especially in comparison with other comparative developing parts of the world 

such as Eastern Europe. There are fewer software start-up projects, including some with 

in-house built systems, which fulfil the local needs of organisations and some 

implementations of modern enterprise systems (e.g. ERP). Despite the fact that Egypt has 

a prestigious university and Jordan has world-renowned government scientific research 

organisations, the use of MIS is still rather limited. However, while some parts of the 

Arab regions are still using the old manual system, others are very advanced on MIS 

adoption. 

MIS adoption in the Arab regions at this stage has not been fully researched by academia 

or practitioners in the region. Many countries in these regions are still lagging far behind 

the developed countries in terms of the adoption of MIS, and many organisations in these 

regions are not yet ready to accept it. The lack of basic infrastructure, sufficient funds, 

senior management support, lack of enthusiasm about MIS adoption, the low level of 

computer literacy, level of education, lack of skills and expertise in the field, and the 

resistance to anything which is new, unclear, and uncertain all impede the adoption of 

MIS. On the other hand, new generations are enthusiastic about adopting and changing to 

the new technology. The early introduction of the Internet and new education systems in 

the Arab Gulf region made it easier for organisations in this region to adapt to the change 

in technology. The level of exposure of people to the technology is higher than it was 

two decades ago. There is also a shift to electronic government in many countries of the 

Arab Gulf region, for example the UAE, where most of the services are done on-line 

using the latest technology. 

The readiness of Libyan organisations to adopt MIS involves many aspects of 

organisations in the country and the type of leadership that they have. In Libya, most of 
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the employees in both studied industry sectors are middle-aged with a low level of 

education, who would resist any change including the adoption of MIS. This makes it 

harder for many organisations to implement the necessary plans and strategies for MIS 

adoption. The monopoly strategy and the absence of a private sector in the Libyan 

government system also make it harder for organisations to adopt and implement modern 

technology and MIS. Even so, the country is taking positive steps toward recovery from 

rejection of technology in general and MIS in particular, with some noticeable changes 

taking place lately. For instance, there are changes in the educational systems in progress 

to instil an appreciation of and recognise the value of IS and MIS. Furthermore, Libya 

has introduced courses at the undergraduate and postgraduate levels to help build the 

human infrastructure of Information System (IS) to fill the gap of human resources in the 

field of IS. Libya has for the first time introduced the High National Diploma in MIS in 

their education curriculum. Many laws have been passed encouraging investment in and 

use of IS in all government, public and private sectors. This is a positive sign of realising 

the benefits and the importance of MIS technology in the region’s organisations. 

However, more organisations in the Arab regions are adopting and implementing very 

modern and sophisticated MIS. Some are moving to the expensive enterprise systems ES, 

or enterprise resource planning (ERP), while other countries in the region lack even the 

basics of MIS, or infrastructure for IT. 

4.8 INTEGRATING SOCIETAL AND ORGANISATIONAL 
CULTURE 

Hofstede (2001a) claimed that organisational culture relates more directly to 

‘organisational practices’, while societal culture relates more to ‘societal values’ rather 

than practices. Values refer to a general preference to support one specific situation in 

preference to another. Practices are more external or surface and are easier to change 

than values (Hofstede, 1998). The conclusion of Hofstede is that management practice 

and other organisational related factors have an impact on organisational cultures, and 

that is why organisational cultures can be managed. On the other hand, societal cultures 

are based on values and are by and large strongly embedded and rarely changed 

(Dastmalchian et al., 2000). Hofstede (1997) claimed that greater power distance at a 
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societal level points towards a more centralised management and authority at the 

organisational level. The more uncertainty avoidance on the societal level often denotes 

more official work rules and practices, less flexibility, more authoritarianism, and a low 

willingness to accept risk on an organisational level. 

Figure 4.5 illustrates the basic relationships between societal and organisational cultures 

and their influence on individual values and behaviour as generally described in the 

literature. Punnett's (1989) model suggests that individual values and organisational 

behaviour are influenced by societal, organisational, and professional culture. Within 

societies and organisations, the behaviour of people is influenced by the values and 

attitudes that they hold. The behaviour of many individuals is in turn reflected in the 

cultures of the working groups to which they belong (Punnett, 1989). 

 

From the above model the researcher can determine that societal culture comprises 

societal laws, government regulations, the economy, technology, language, religion, 

ethnic groups, and geographical area, all of which influence an individual’s values and 

beliefs and therefore have an impact on the way people act and the way they perform 

their work in the organisation (organisational culture). Professional culture as described 

by Bloor and Dawson (1994) consisted of social values, norms, and symbols that 

Societal Cultures 

(laws, government, economy, 
technology, language, ethnic, 
origin, religion, etc.) 

 
Individual values 

Professional 
Culture 

Organisational 
Culture 

Behaviour in 
organisations 

Adapted from (Punnett, 1989)(p.16)

Figure 4.3 Model of Societal and Organisational 
Culture Influence on Individual Values 
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together comprised the professions’ most distinctive aspects. This thesis is concerned 

with the influence of societal and organisational cultures on MIS adoption in the Arab 

countries regions. Professional culture is beyond the scop of this thesis. These societal 

and organisational culture variables will moderate or influence the way people perceive, 

value and accept MIS in organisations in the Arab regions. 

4.9 SUMMARY 

This chapter reviewed a selection of related literature on the second independent variable 

in this research, the organisational culture. Organisational culture has been defined as the 

values and beliefs that are shared by the majority of employees of an organisation. 

Different studies and concepts that assessed and measured organisational culture were 

discussed. The competing values framework, the basis on which the organisational 

culture assessment  instrument (OCAI) was based on was discussed. The adopted 

instrument relevant to this study the OCAI was introduced assessed, and the rationales 

for its considerations in as the most appropriate instrument for measuring organisational 

culture in the context of the current study weer also given. The Arab organisation’s 

readiness for MIS adoption was presented and discussed. This chapter concluded with a 

discussion on the integration of organisational culture and societal culture. The next 

chapter presents a conceptual model that guides this research and discusses the 

development of hypotheses to be tested. 

 

 



 94

CHAPTER FIVE 

CONCEPTUAL MODEL AND HYPOTHESES 

Chapters two, three, and four reviewed the relevant literature on the three variables that 

are central to this research study: Management Information System (MIS) adoption, 

societal culture, and organisational culture. This chapter presents the conceptual 

framework together with the hypotheses that will test the system of relationships between 

the three variables. The chapter is set out as follows. Section 5.1 briefly articulates the 

research question. Section 5.2 presents the conceptual model. Section 5.3 defines and 

describes the three variables in this study. Section 5.4 identifies the system of 

relationships within the model and presents the hypotheses that will test these 

relationships. The chapter is summarised in section 5.4. 

5.1 RESEARCH QUESTION 

As mentioned in chapter one, the aim of the study is to explore the question of the effect 

of societal and organisational culture on MIS adoption. The research questions and sub-

questions for this research study arise from gaps existing in the literature concerning the 

relationships between societal and organisational culture and MIS adoption worldwide 

and in the Arab regions in particular. Many MIS adoption projects fail or have faced 

major adoption problems when implemented in non-Western cultures (Abdul Rashid et 

al., 2004; Ali, 2004; Al-Mashari & Zairi, 2000; Straub et al., 2001). Moreover, MIS 

adoption is costly and has had a relatively low success rate (Legris et al., 2003). Most 

MIS adoption projects result in cost and schedule overruns (Standish Group, 1999 

;2003). Therefore, as MIS projects cost millions of dollars to adopt and implement and 

with the current low rates of success, it is important to research all possible factors that 

might contribute to improving the success rate. This leads us to the following research 

question: 

What influence does societal and organisational culture have on the adoption 

of management information systems in Arab countries? 
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5.2 THE CONCEPTUAL MODEL OF THE STUDY 

In order to examine this research question and describe the research problem outlined in 

chapter one, the conceptual model depicted in Figure 5.1 was developed. It is based on 

the literature in the fields of MIS, societal culture and organisational culture. Figure 5.1 

shows the overall relationship of the three variables investigated in this study. 

Specifically the researcher is examining relationships between the independent variables 

(societal and organisational culture) and the dependent variable (MIS adoption) as shown 

in Figure 5.1. 

 

Figure 5.2 shows all direct and indirect relationships between societal culture, 

organisational culture, technology acceptance, and MIS adoption. As can be depicted 

from Figure 5.2, the researcher is examining the direct and the indirect relationships of 

societal culture dimensions [Power Distance (PD), Uncertainty Avoidance (UA), 

Individualism versus Collectivism (IDV), and Masculinity versus Femininity (MAS)], 

and the Technology Acceptance Model (TAM) variables [Perceived Ease of Use (PEoU) 

and Perceived Usefulness (PU)] on the adoption of Management Information System 

(MIS). TAM is conceptualised as having a mediating role on the adoption of MIS in both 

Arab regions. In addition, Figure 5.2 shows the possible direct and indirect relationships 

of organisational culture types that constitute the variables of organisational culture, 

Figure 5.1 The Overall Conceptual Model for the Study 

Direct relationship 
Indirect relationship 

Societal Culture 

Organisational Culture 

TAM MIS Adoption 
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namely: Hierarchy Culture (HC), Clan Culture (CC), Adhocracy Culture (AC), and 

Market Culture (MC). Similar to the steps outlined in relation to societal culture, the 

model proposes the direct and indirect relationships between organisational, TAM, and 

MIS adoption. 

 

 

5.3 DEFINING THE VARIABLES 

Defining the variables is a primary objective in quantitative and qualitative research. 

Neuman (2003) defined three different types of variables: dependent, independent, and 

intervening variables. The dependent or the criterion variable is the variable to be 

explained (i.e. the effect or the object of the research). The independent or predictor 

variable is generally seen as influencing, directly or indirectly, the dependent variable. 

The third type is the intervening or the mediating variable that is postulated to be a 

predictor of the dependent variable, and simultaneously predicted by independent 

 

Societal Culture Organisational Culture 

PD UA MA IDV MCACCCHC

TAM 
Perceived Usefulness and 

Perceived ease of use

MIS Adoption 

Direct relationship 

Indirect relationship 

Figure 5.2 Model of Factors Influencing MIS Adoption 
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variables. In other words, it comes in between the dependent and independent variables 

and is used to explain relationships between the observed variables. For the purpose of 

the current study, the researcher is concentrating on the three mentioned variables, 

namely: dependent variables (MIS adoption), independent variables (societal and 

organisational culture), and intervening or mediating variables (TAM). 

5.3.1 MANAGEMENT INFORMATION SYSTEMS 

The dependent variable in this study is the MIS adoption as defined in chapter two. Most 

of the Fortune 1000 companies have adopted MIS in one form or another (SAP, 2004), 

and adopting MIS is one of the most important and challenging decisions made by 

organisations (Cooper & Quinn, 1993). There are some disadvantages involved in MIS 

adoption: organisations when trying to adopt MIS have faced problems such as costs, 

length of time of implementation, and failure of the organisation to realise the benefits 

from their MIS projects (KPMG, 1999; Standish Group, 1999; 2003). 

Moreover, many organisations in the developed and developing world face numerous 

problems when trying to adopt and implement Western-developed technology in diverse 

cultures (Al-Mashari & Zairi, 2000; Soh et al., 2000). The literature also points to 

numerous organisations that have faced problems even when the culture of the vendor or 

supplier of the MIS matches the user’s culture (Kyung-Kwon & Kim, 2002; Robbins-

Gioa LLC, 2001; Shore, 2005). Volkoff and Sawyer (2001) claim that MIS adoption is 

also notable for its negative consequences on organisational change. It has an influence 

on the organisation’s plans, business processes, and how the organisation carries out its 

business. An organisation may in the long run undertake major changes in its plans, 

strategy and culture while adopting MIS (Davenport, 1998b). Rugg and Krumbholz 

(2000) argue that most of problems are related to societal and organisational culture, 

which can play a major influencing role in the adoption of MIS. 

Technology acceptance plays an important role in the adoption of MIS in many parts of 

the world. Davis’s (1986) technology acceptance model (TAM) will be used to assess the 

mediating role played by technology acceptance in the two studied regions. Both regions 

are diverse in terms of MIS adoption. One region is adopting MIS and is conscious of the 

contemporary need for a competitive edge with the rest of the world’s MIS adopters. In 
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contrast, the other region is not even in the awareness stage of MIS. For the purpose of 

this study, TAM will be used to assess if there are any relationships between the 

independent and dependent variables in this study (see Figure 5.2). 

5.3.2 SOCIETAL CULTURE 

The first independent variable in this research is societal culture. As defined in chapter 

three, societal culture generally comprises the values, beliefs, and attitudes shared by the 

vast majority of people in a cluster, country, society, or any other ethnic group within 

recognised boundaries (Hofstede, 1980; Schein, 1992; Trompenaars, 1994). Hofstede’s 

(1980) four original dimensions are used here to measure societal culture’s influence on 

MIS adoption in the Arab regions (see chapter three). The study investigates any 

variations in MIS adoption process in these regions. Hofstede’s Values Survey Module 

1994 (VSM 94) questionnaire of societal culture was developed for comparing values of 

people from two or more countries or regions. Thus, the questionnaire is highly relevant 

to the current study. VSM 94 has been used in several cultural studies in many 

disciplines including MIS in different parts of the world (Myers & Tan, 2003). Chapter 

three described each of Hofstede’s dimensions in full. In the next sections the concept is 

reviewed briefly, particularly in relation to the possible impact of the concept on MIS 

adoption. 

5.3.2.1 POWER DISTANCE 

In summary, power distance (PD) refers to the degree to which the less powerful 

members of an organisation within a country or region accept and agree that power is 

distributed unequally (Hofstede, 1980). In organisational terms, PD relates to 

centralisation of power in the organisation and the formal power relationships between 

superiors and subordinates. Essentially, it shows how society deals with the reality that 

people are not equivalent in the issue of authority (power). As a result, researchers 

including Bagchi and colleagues (2004) claim that high PD cultures are less likely to be 

enthusiastic about adopting MIS because of the centralised decision-making and 

management style of the organisation. 
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5.3.2.2 UNCERTAINTY AVOIDANCE 

Uncertainty Avoidance (UA) refers to the level to which people feel threatened by 

uncertainty in a situation and try to avoid these situations (Hofstede, 1980). UA is 

concerned with employees' acceptance of vagueness or uncertainty in their working 

situation. Straub (1994) argues that UA is the most influential dimension in the adoption 

of technology including MIS. He also concluded that knowledge workers in high UA 

cultures perceive computer-based media to be less useful and harder to use. Several 

studies (Bagchi et al., 2004; Png et al., 2001; Shanks et al., 2000; Soh et al., 2000; Straub 

et al., 2001) have found that cultures differ in terms of the extent to which they manage 

uncertainty. Therefore, UA dimension is of great importance to the present research 

because many senior management and decision makers in the Arab regions would be 

reluctant to attempt to adopt MIS software because of their low tolerance for ambiguity. 

5.3.2.3 INDIVIDUALISM VERSUS COLLECTIVISM 

Individualism versus collectivism (IDV) is related to open flexible relationships where 

people with a dominantly personal orientation (individualist) worry about themselves and 

where people think of themselves and others as a group (collectivist). Bagchi and 

colleagues (2004) claim that MIS have provided opportunities for the complicated range 

of models of mutual dependency in individualistic cultures to be managed. MIS is 

generally used to encourage the strength and solve the restrictions of individualistic 

culture characteristics. It does so by letting users operate more separately from one 

another in the sense that they have the increased choice to keep better substantial distance 

(e.g. working from home). However, MIS can be used in collectivist cultures too. 

Modern systems such as GSS are better suited for adoption by collectivist societies 

(Bagchi et al., 2001; 2004; Davison, 1996; Hasan & Ditsa, 1999). 

The IDV dimension affects the adoption of MIS in the Arab regions because most MIS 

software are designed and developed in Western clusters and would favour individualist 

rather than collectivist cultures. According to Hofstede’s index, Western culture (e.g. US, 

UK, Canada, and Australia) is classified as an individualist culture. Hofstede (2001b) 

classified the Arabic culture as a collectivist culture. This implies that IDV would have 

an influence on how MIS is received and adopted in the Arab regions. 
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5.3.2.4 MASCULINITY VERSUS FEMININITY 

Masculinity versus femininity (MAS) refers to the desire towards task orientation in high 

MAS culture and, conversely, a desire towards people orientation in low MAS culture 

(Hofstede, 2001a). The main characteristics of the masculinity versus femininity (MAS) 

dimension are for men to be more self-confident and self-assured and for women to be 

more nurturing and fostering. This dimension compares with Cameron and Quinn’s 

(1999) index of the four types of organisational culture they studied, which is used as 

part of this research study, where some cultures are externally oriented while others are 

internally oriented (see section 5.3.3). Hofstede (2001a) suggests that cultures are 

classified according to whether one tries to minimise or maximise the social role 

division. According to Hofstede’s index, Arab regions are rated as feminine cultures. 

Researchers including Joshi and Kuhn (2005), and Kankanhalli and colleagues (2004) 

claim that masculine cultures will adapt to technology more easily than will feminine 

cultures. 

5.3.3 ORGANISATIONAL CULTURE 

The second independent variable in the current study is organisational culture. 

Organisational culture is an important variable in the MIS adoption and innovation 

process, because in any organisation, strategies, policies, and changes, including the 

adoption of MIS, undertaken without taking organisational culture into consideration 

often have unexpected outcomes, and very often negative ones (Cameron & Quinn, 1999; 

Cooper & Quinn, 1993; Iivari & Huisman, 2001; Olson, 1982; Poku & Vlosky, 2002). 

Organisational culture is generally defined as values, beliefs, attitudes, dominant 

management style, procedures, habits, and the definitions of success that characterise an 

organisation. 

Cameron and Quinn (1999) have developed an instrument called the Organisational 

Culture Assessment Instrument (OCAI) to measure the organisational culture type based 

on the competing values framework (CVF). The model identified four types of 

organisational culture: hierarchy, market, clan, and adhocracy (see chapter four). The 

main concern connected with organisational culture is its linkage with organisational 

performance. A growing body of proof supports the relationship between an 
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organisation's culture, its performance, and technology adoptions (Berrio, 2003; 

Cameron & Quinn, 1999; Cooper, 1994; Cooper & Quinn, 1993). Chapter four described 

each of these types of culture in details. In the following sections each type will be 

reviewed briefly. 

5.3.3.1 HIERARCHY CULTURE 

Organisations dominated by a hierarchy culture are characterised as a very formalised 

and structured place to work, where procedures rule what people do. A hierarchy culture 

is typical in government and well established organisations with many levels of structure 

and large numbers of employees (Cameron & Quinn, 1999). Organisations that fit this 

type of organisational culture are those that emphasise internal maintenance with the 

need for stability and control. 

In addition, hierarchy culture values tradition and consistency, and if changes need to be 

made, for example in customers relations, customer preferences, competition, and 

technology, they should be minimal (Jordan, Hage, & Mote, 2004). Changes or the 

introduction of a new system are often met with uncertainty and resistance and refusal to 

accept such changes (Cooper & Quinn, 1993). Organisations ranging from a typical US 

fast-food restaurant to major companies such as the Ford Motor Company and 

government agencies are some examples of organisations dominated by hierarchy 

culture. 

5.3.3.2 CLAN CULTURE 

Organisations dominated by a clan culture are similar to an extended family, and are 

associated with the collectivist dimension of societal culture where the notion of “we” 

rules in the organisation. The clan culture places emphasis on internal issues and values 

flexibility and discretion rather than stability and control. Its aims are to run the 

organisation through collaboration, sharing, harmony, and concern for one another 

(Cameron & Quinn, 1999). Using MIS in clan cultures would be helpful because it 

focuses on people’s capacity to enhance interpersonal communications and support 

through networked systems such as electronic mail, group support systems, and group 
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decision support (Cooper & Quinn, 1993; Davison & Jordan, 1996). An example of a 

clan type organisation is People’s Express Airlines (Cameron & Quinn, 1999). 

5.3.3.3 MARKET CULTURE 

Organisations classified as having a market culture concentrate on external maintenance 

with a need for stability and control. In particular, market culture focuses more on the 

external environment rather than internal issues. Its core values are competitiveness and 

productivity. This type of culture tends to view the external environment as threatening, 

and looks to identifying threats and opportunities as it values competitive advantage and 

profits (Cameron & Quinn, 1999). MIS and technology adoption and improvement aim 

to develop new and better products and/or services (Cooper & Quinn, 1993). An example 

of this type of organisational culture is General Electric. 

5.3.3.4 ADHOCRACY CULTURE 

Organisations referred to as having an adhocracy culture (AC) emphasise external 

matters and appreciate flexibility and discretion rather than stability and control. The 

adhocracy cultures admire flexibility, creativeness, innovation, adoptability, and risk-

taking as the most important objectives. Readiness for change is encouraged in 

adhocracy cultures. Organisational structure charts are provisional, and roles and 

physical space are also temporary (Cameron & Quinn, 1999). MIS are successful in the 

adhocracy culture because management in this type of organisational culture support 

innovations and adaptation to new technology (Cooper & Quinn, 1993). The adhocracy 

culture may be found in industries such as computer software development and MIS 

vendors. 

5.4 DEVELOPMENT OF THE HYPOTHESES 

Hofstede’s (1980) dimensions, Cameron and Quinn’s (1999) OCAI, and Davis’s (1989) 

Technology Acceptance Model (TAM) are among the well-known instruments used to 

predict the influence of culture on MIS adoption. These instruments also allow 

predictions to be made about the differences in MIS adoption between nations and 

cultures (Bagchi et al., 2004; Ben Zakour, 2004). MIS adoption varies significantly in 

each of the four societal dimensions of culture recommended by Hofstede and the four 
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types of organisational culture defined by Cameron and Quinn. The literature points to 

several studies that have used each of these instruments separately in societal studies 

(Ford, Connelly, & Meister, 2003; McSweeney, 2002; Phan & Oddou, 2002; Sornes et 

al., 2004), in organisational studies (Cooper & Quinn, 1993; Jordan & Streit, 2003; 

Ngwenyama & Nielson, 2003; Parker, 2004), and in combination of each instrument with 

TAM as the basis to predict the IT/IS adoption and usage in different parts of the world 

(Dastmalchian et al., 2000; McCoy et al., 2005; Quinn & Spreitzer, 1991; Rose & Straub, 

1998). 

Many research studies in MIS usually make some hypotheses or predictions about the 

expected outcomes of research study based on one or more of the above-mentioned 

societal culture dimensions and/or organisational culture type. There are different 

hypotheses about the association of relationships between two or more variables; some 

are positive and some are negative. This section will explain the relationships between 

the dependent and the independent variables stated above. The first set of hypotheses 

predicts the direct influence of each of the societal culture dimension on MIS adoption, 

also testing the mediation role played by the technology acceptance relationship of the 

same dimensions on MIS adoption. Then, the second set of hypotheses predicts the 

influence of the dominant organisational culture type on MIS adoption, also assessing the 

mediation’s role of technology acceptance on MIS adoption. 

5.4.1 SOCIETAL CULTURE 

The literature points to societal culture having a positive impact on the adoption of MIS 

in many parts of the world. The influence of societal culture on MIS adoption has been 

widely investigated in many countries of the developed world, mainly in North America 

and Europe. In contrast, few studies have been conducted in the developing world such 

as in the Arab regions (Agourram & Ingham, 2003; Al-Mashari & Zairi, 2000; Bagchi et 

al., 2004; Ben Zakour, 2004; Buragga, 2002; Gefen et al., 2005). 

In an era of globalisation, widespread use of modern sophisticated technology and the 

internet, one might expect that societal culture would have a positive influence on the 

acceptance, adoption, and use of modern technology in general and MIS in particular. 

Therefore, it is proposed that: 
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H 1: Societal culture will exhibit a significant positive direct relationship 
associated with MIS adoption and use. 

5.4.1.1 POWER DISTANCE 

Power distance reflects the way society distributes, shares, and enforces the power and 

authority among its members. Researchers found that MIS software were usually 

evaluated more cautiously in societies with a centralised decision structure because MIS 

might interrupt defined lines of authority (Phan & Oddou, 2002; Png et al., 2001; Shore 

& Venkatachalam, 1995; Sornes et al., 2004). In societies with a distributed decision 

structure and a decentralised social system, MIS is more willingly accepted and adopted 

because MIS could facilitate group decision among remote decision makers (Phan & 

Oddou, 2002; Png et al., 2001; Shore & Venkatachalam, 1995; Sornes et al., 2004). In 

small power distance countries there is limited dependence of subordinates on their 

superiors, with a preference for consultation. Subordinates feel more comfortable 

approaching and, if necessary, contradicting their superiors (Hofstede, 1984). On the 

contrary, in high power distance countries, there is considerable dependence of 

subordinates on superiors, and subordinates are unlikely to approach or question their 

superiors directly. Hasan and Ditsa (1999) in studying IT adoption in West Africa and 

the Middle East, concluded that a high PD culture will be less likely to adopt and use 

MIS . Therefore, it is proposed that: 

H 2: Societies with high power distance culture will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

Moreover, technology is perceived differently in different cultures (McCoy et al., 2005). 

As a result, it is proposed that technology acceptance would play a mediating role on the 

adoption of MIS in organisations dominated by a high power distance culture. Therefore, 

it is proposed that: 

H 2 (a): The effects of high power culture dimensions on MIS adoption will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 
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5.4.1.2 UNCERTAINTY AVOIDANCE 

Uncertainty Avoidance (UA) relates to a society’s outlook on the future and its interest in 

taking or avoiding risks. Researchers in the MIS discipline argue that in low UA cultures 

decision makers who are risk takers are more willing to adopt MIS. Alternatively, in high 

UA cultures, decision makers fear uncertain circumstances and unknown risks, and 

would be more cautious and less enthusiastic to adopt and implement MIS (Gefen et al., 

2005; Hwang, 2005; Irani & Love, 2001; Kankanhalli et al., 2004; Shore & 

Venkatachalam, 1995). According to Hofstede’s (1980) index, the Arab regions are high 

in UA, while the Western culture countries are low in UA. This means that people in the 

Arab regions lack trust in the future and are not risk takers, which negatively influences 

their enthusiasm and implies they would be less keen to adopt MIS. Therefore, it is 

proposed that: 

H 3: Societies with high uncertainty avoidance culture will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by high uncertainty avoidance culture. Therefore, it is 

hypothesised that: 

H 3 (a): The effects of high uncertainty avoidance culture dimensions on MIS 
adoption will be significant and positive, but will be mediated by perceived 
usefulness and perceived ease of use. 

5.4.1.3 INDIVIDUALISM VERSUS COLLECTIVISM 

Individualism/Collectivism (IDV) is considered to be two ends of a bipolar range. It 

refers to the degree to which cultures support individual dependence and achievements 

over collective (group) success and personal relationships. Hofstede recommends that 

IDV may be more relevant for research on individual behaviour and practices. Empirical 

research studies have successfully used IDV (Kankanhalli et al., 2004; Tan et al., 1998) 

to forecast human behaviour at the individual level. Most MIS applications are designed 

in favour of the individualist societies and encourage individualism. However, the Arab 

regions are classified by Hofstede’s (1980) index as collectivist. Islam is the dominant 
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religion in the Arab regions, and it values and encourages characteristics that favour 

collectivism. Therefore, it is proposed that: 

H 4: Societies dominated by collectivist culture will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by collectivist culture. Therefore, it is hypothesised that: 

H 4 (a): The effects of collectivist culture dimensions on MIS adoption will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.4.1.4 MASCULINITY VERSUS FEMININITY 

Masculinity versus Femininity (MAS) is the last dimension of Hofstede that is relevant to 

the measure of societal culture in this research study. Societal culture and MIS research 

lack references on this dimension. It is also considered as two ends of a bipolar range. 

According to Hofstede’s (1980) index the Arab countries are rated as a masculine 

culture. In masculine cultures (Western cluster), dominant values relate to assertiveness 

and material acquisition. In feminine cultures (Arabic cluster), values focus on 

relationships among people, concern for others and quality of life. One of the features 

suggested by Hofstede's MAS dimension is an affinity towards a money orientation in 

high MAS countries, and, conversely, an affinity towards a people orientation in low 

MAS countries (Hofstede, 1980). Some societies allow both men and women to take 

many different roles. Other societies make sharp distinctions between what men and 

women can do in that society. Maximum role division is associated with a masculine 

society while minimum social role division equates with a more feminine culture. 

Therefore, it is hypothesised that: 

H 5: Societies dominated by feminine cultures will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by feminine culture. Therefore, it is hypothesised that: 
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H 5 (a): The effects of feminine culture dimensions on MIS adoption will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.4.2 ORGANISATIONAL CULTURE 

The adoption, implementation, and use of MIS in organisations has been developing at a 

rapid pace. In a fast-changing world many organisations are eager to adopt and 

implement the latest technology, as many organisations depend on it for their success. 

However, many organisations have encountered difficulties in adopting and 

implementing their new MIS. Therefore, it is hypothesised that: 

H 6: Organisational culture will exhibit a significant positive direct 
relationship associated with MIS adoption and use. 

5.4.2.1 HIERARCHY CULTURE 

Hierarchy culture exists in a bureaucratic type organisation, where the organisation is 

established, where most people are helpful to one another and work as a collectivist 

culture team. Hierarchy culture is characterised by the desire to increase, improve, and 

standardise existing models, techniques, products, processes, services, and technologies 

for task- or business-related use (Jordan et al., 2004). The technological aim of this type 

of culture is to increase and differentiate the efficiency of a technology or manufacturing 

process or lower its cost. Organisations in this culture are characterised by their large 

size, large number of employees, financial support, and expenditure on facilities. Well-

organised and well-managed internal processes, good technical management, and 

adequate staff and capital resources are significant to the success of organisations 

dominated by this type of culture (Cameron & Quinn, 1999; Jordan et al., 2004). 

Therefore, it is hypothesised that: 

H 7: Organisations dominated by hierarchy culture type will exhibit a 
significant negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by hierarchal culture type. Therefore, it is proposed that: 
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H 7 (a): The effects of hierarchal culture type on the adoption of MIS will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.4.2.2 CLAN CULTURE 

Clan culture is so called because of its similarity to a family type organisation. The 

characteristics of this type of organisational culture are self-directed teamwork 

(collectivist), rewards and encouragements received on the basis of teamwork, and 

support for employees’ ideas on ways to improve the work and performance of the 

organisation (Cameron & Quinn, 1999). MIS can be active in this type of culture through 

enhancing interpersonal communication and cooperation, and cooperation through 

electronic mail and group decision systems (Cooper & Quinn, 1993). However, since this 

could work against the human-touch aspects, any technology would have to be user 

friendly. Therefore, it is hypothesised that: 

H 8: Organisations dominated by clan culture type will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by clan culture type. Therefore, it is hypothesised that: 

H 8 (a): The effects of clan culture type on the adoption of MIS will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.4.2.3 ADHOCRACY CULTURE 

The adhocracy culture profile matches organisations that focus on external issues and 

value flexibility and carefulness. Rather than looking for stability and control, they value 

creativity and risk taking. Such organisations have an informal organisational structure. 

Adhocracy culture is characterised by an active, entrepreneurial, and imaginative 

workplace. People are enthusiastic to take risks. The relationship that keeps the 

organisation together is dedication to innovation, and the emphasis is on being at the 

leading edge of new knowledge, technology, products, and/or services. Willingness for 

change and accepting new challenges are important for success (Cameron & Quinn, 

1999). Therefore, it is hypothesised that: 
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H 9: Organisations dominated by adhocracy culture type will exhibit a 
significant positive direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role in the adoption of 

MIS in organisations dominated by adhocracy culture type. Therefore, it is proposed that: 

H 9 (a): The effects of adhocracy culture type on the adoption of MIS will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.4.2.4 MARKET CULTURE 

Market culture is the type of organisational culture that fits very well with organisations 

that focus on the market, product diversity and taking advantage of opportunities in the 

market environment. It is oriented toward the external environment instead of internal 

relations. Profitability, end product, strength in market position, and protected customer 

bases are main goals of the organisation (Cameron & Quinn, 1999). Therefore, it is 

hypothesised that: 

H 10: Organisations dominated by market culture type will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

It is proposed that technology acceptance would play a mediating role on the adoption of 

MIS in organisations dominated by market culture type. Therefore, it is hypothesised 

that: 

H 10 (a): The effects of market culture type on the adoption of MIS will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

5.5 SUMMARY 
This chapter gave a brief summary of the conceptual model used in this study. Next the 

two independent variables and the dependent variables were explained in terms of their 

theoretical and conceptual support in the literature. The systems relationships in the 

model were identified and the research hypotheses derived from the literature reviewed 

in chapters two, three, and four were defined. The next chapter will discuss the 

quantitative part of this research study. 
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CHAPTER SIX 

SURVEY RESEARCH DESIGN AND METHOD 

Chapters two, three, four, and five established the study’s theoretical and conceptual 

framework. Chapters six and seven introduce the methodology and research design of the 

quantitative and qualitative parts of the research. Considering both the research method 

and the analysis in self contained chapters is best and thus their comlementarity is most 

easily seen. Hence in chapters six and seven the analysis will be covered close to the 

method that produced that data. 

The structure of the chapter is as follows: section 6.1 gives an introduction to survey 

method. Section 6.2 describes the survey objectives. Section 6.3 outlines the survey 

research design. Section 6.4 discusses the pilot study conducted prior to data collections 

phase. Section 6.5 discusses data analysis. Section 6.6 discusses organisational culture 

profile. Section 6.7 discusses the societal culture profile. Section 6.8 gives the inferential 

statistical results of the study using SPSS. Chapter six concludes with a brief summary in 

section 6.9. Later in the thesis, in chapter eight, the findings of chapter six in relation to 

the literature will be discussed. 

6.1 INTRODUCTION 

MIS research includes the study of management, development, operation, and the use 

and influence of computer-based information systems on organisations (Zmud & 

Boynton, 1991). Quantitative research methods vary according to research objectives. 

Survey research is one of the most commonly used quantitative methods in MIS research. 

Survey methods and practices, which have grown rapidly with the development of 

computers, comprise a powerful tool for collecting data from multiple units of analysis 

and cases (Vitalari & Venkatesh, 1991). It is a widely accepted and utilised research 

method among social science and IS researchers in studying cross-cultural and 

organisations issues (Babbie, 1998; Bond, 1988; Cameron & Quinn, 1999; Hofstede, 

1980; Schein, 1992; Straub et al., 1997; Thanasankit & Corbitt, 2000; Trompenaars, 

1994). Survey research is also one of the most widely used method of MIS researchers 
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(Choudrie & Dwivedi, 2005; Mingers, 2003). Researchers have also defined survey 

research according to their individual research objectives and disciplines. Fink (1995) 

defines ‘survey’ as “a system of collecting information to describe, compare, or explain 

knowledge, attitudes, and behaviour” (p.1). It is a way of collecting information about 

the characteristics, attitudes, actions, or opinions of a large sample of people, cluster, 

organisation, or other units referred to as a population. Survey research can be either 

cross-sectional or longitudinal. Kraemer and Cash (1991) identify three different 

characteristics of the survey method. Firstly, it is designed to generate quantitative 

explanations of some feature of a population. Secondly, it gathers information by asking 

people structured, predefined questions. Thirdly, the data it collects is generally gathered 

from a portion of the study population and is collected in such a way as to be able to 

generalise findings to the population. 

6.2 SURVEY OBJECTIVES 

The objective of the survey in this study is to undertake cross-sectional exploratory 

research, examining the influence of societal and organisational culture (user attitudes, 

values, and beliefs) on the adoption of MIS applications in organisations in the two Arab 

regions of the Arab Gulf and North Africa. Two industry sectors (Oil and Gas, and 

Banking) will be examined. An additional objective of the study is to examine if 

technology acceptance mediates the adoption of MIS in these two regions. 

6.3 SURVEY RESEARCH DESIGN 

A survey research design is a master plan detailing procedures for sampling and for 

choosing data gathering and analysis methods. Designing a good survey involves 

selecting the proper instrument and questions to meet the research purposes, testing them 

to make sure they can measure the intended purpose, and putting them into an easy 

format which respondents can understand and participate in effectively (Fowler, 2002). 

6.3.1 QUESTIONNAIRE VERSUS INTERVIEWS IN SURVEY 
RESEARCH 

Surveys can be divided into two broad categories: questionnaires and interviews (Fowler, 

2002). The most practical ways for survey researchers to collect data for analysis are 
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self-administrated questionnaires and in-person or telephone interviews. Researchers use 

both methods depending on the objectives of the research. There are important 

differences between conducting self-administrated questionnaires and interviews. Each 

method has its advantages and disadvantages. 

Self-administrated questionnaires are one of the most frequently used methods for 

collecting data in research studies (Babbie, 1998; Bourque & Fiedler, 2003). In self-

administrated questionnaires, the respondents are given the questionnaires and asked to 

fill them out in their own time and return them by mail, e-mail, or for collection by the 

researcher. 

There are many advantages of using self-administrated questionnaires. The greatest 

advantage is their lower cost compared to other methods such as interviews. In addition, 

they are easy to administer to a large number of people and can be the most usable form 

of data gathering in survey research (Fowler, 2002). The disadvantages of this method 

are: low response rates; using the same questions to all respondents; respondents’ ability 

to answer the questionnaire (language, literacy, competency); requirement for follow up; 

they are time consuming; they can be ignored as junk mail; and difficulty in getting 

mailing lists for respondents (Bourque & Fiedler, 2003). 

The present study examines the cultural influence of MIS adoption in the two identified 

Arab regions. The study utilises a self-administered survey instrument to collect 

quantitative data because it was found to be the most suitable method to serve the 

purposes of the study. This utilisation is based on the following considerations: the two 

regions are far apart geographically (North Africa and the Arab Gulf). The aim of the 

study is to generalise the findings, the larger the sample is, the better it relates to the 

population. It can be handed directly or mailed in regions where the researcher cannot 

have direct access to the participants; it is easy to use and administrate. It is an 

economical method of gathering data from the two diverse and distinct regions; and it is 

used and recommended by many researchers in the MIS field (Newsted, Huff, Munro, & 

Schwarz, 1998). 
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6.3.2 UNIT OF ANALYSIS 

Survey research offers methods for studying almost all researchable concepts (Babbie, 

1998). Defining the unit of analysis or the unit about which the conclusions are being 

drawn is an important component of research design (Benbasat, 1987; Yin, 1989). The 

unit of analysis must be decided before selecting cases, and must be adequate for 

answering research questions (Babbie, 1998). Unit of analysis may be an individual, a 

group, an entire organisation, an event or phenomenon, or a specific project or decision 

(Darke, Shanks, & Broadbent, 1998) (p.372). 

In this study, proposed theory testing, data collection, and analysis were conducted at the 

organisational level in the two previously mentioned industry sectors. Therefore, the unit 

of analysis for this study is the individual organisations in the two industry sectors (Oil 

and Gas and Banking) in the two Arab regions (North Africa and the Arab Gulf). The 

questionnaire in this study focuses on the adoption of MIS by organisations in the two 

regions and on measuring and discovering any variations of societal and organisational 

culture between organisations in the two regions that have adopted/have not yet adopted 

MIS. 

6.3.3 SAMPLING ISSUES 

There are many sampling issues that need to be considered when performing survey 

research. Sampling is the process of selecting a sample from a population of interest so 

that by studying the data collected from the sample, generalisations may be made about 

the population from which they were obtained. In the present study, a random 

representative sample was obtained from senior and middle management executives from 

the dominant organisations in the oil and gas and banking sectors (national and 

international) across five Arab countries, namely, Kuwait, Libya, Oman, Saudi Arabia, 

and United Arab Emirates. The sample was not selected from volunteers. Instead, it was 

carefully arranged so that each participant in each organisation had a fair chance of 

selection so that the results could be reliably projected from the sample to the larger 

population. 
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There are many reasons for choosing this sample from the population. Senior and middle 

management executives are the decision makers, and their organisations are the most 

important entities in the chosen countries, because many of these countries depend on the 

revenue from oil as their main source of income. Financial institutions are the most eager 

for technology, due to the nature of their work which requires international transactions 

and relations. A wide diversity of organisations in government, public, and private 

sectors was found, which provides different viewpoints on the adoption issues in the 

chosen countries. In addition, MIS software is costly and these organisations can afford 

and bear the costs of such systems. Most of the oil and gas organisations work on 

international bases (exporting) that involve international transactions managed by the 

banking sector. Technology is central to competitiveness in modern banking business, 

lowering functional costs and enabling efficiency improvements. Many banks worldwide 

are highly successful at using MIS in providing efficient banking services to their 

national and international customers (Technology Awards, 2004). The structure of these 

organisations is vertical with many management levels and a large number of 

management executives. Having two large organisations with many management levels 

would give a good response rate of return on the survey which is essential for the 

analysis. Both sectors are accessible in person, as in the Libyan case, or by using remote 

means of communications, as in the Arab Gulf region. The diversity of work carried out 

by each organisation in each sector would provide a diverse opinion on the adoption of 

MIS. 

Data was gathered from CEOs, MIS department managers, and other relevant senior and 

middle management levels in each of the chosen organisations in the government, public, 

and private sectors in each country. For this research, these levels of management were 

chosen because the decision-making process in many organisations in the Arab regions 

depends fully on these levels of management. The managers at these levels are either the 

decision makers in their organisations relevant to adopting MIS, or are the prospective 

MIS management users who need MIS to perform their daily tasks, and thus are aware of 

the importance of such systems. 

The above mentioned sample was surveyed using instruments adopted from the available 

existing literature on societal culture, organisational culture, and technology acceptance 
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models, which were developed by Western scientists and tested successfully in Western 

cultures, as detailed in chapters two, three, and four. 

6.3.4 RESEARCH INSTRUMENTS 

Due to the lack of validated and reliable instrument in Arabic for assessing the influence 

of societal and organisational cultures on the adoption of MIS, the current study 

translated widely-cited and used Western-developed instruments, which have been 

validated and found to be reliable. Three different types of questionnaire instruments 

from the literature were adopted for this research. Firstly, a selection of questions from 

Hofstede’s Value Survey Module (1982; 1994b) was adopted. Relevant questions to the 

present study were identified from both modules addressing political and social 

perspectives, and those deemed inappropriate to the sample were omitted. Secondly, 

questions from Cameron and Quinn’s (1999) OCAI were used to assess the current type 

of organisational culture. Thirdly, questions from Davis (1989) TAM were used to assess 

how people in the two Arab regions value and perceive technology in general and MIS in 

particular and if technology acceptance plays a mediating role in MIS adoptions. These 

three different instruments were used to gather and analyse data for the purpose of the 

present research. 

The three instruments were combined with other demographic questions in one single 

survey consisting of five sections and conducted using a cross-sectional survey design to 

measure the influence of societal and organisational culture on the acceptance and 

adoption and use of technology. The first section of the questionnaire collected 

demographic data about the participants and the participating organisations. The second 

section asked questions about the organisational culture. The third section of the 

questionnaire was about societal culture. The fourth section addressed technology 

acceptance. The last section was about MIS adoption and the technology awareness level 

of the respondents and their organisations. Each country was assigned a unique code 

number to distinguish it from other countries for the analysis phase (Appendix A). 

Survey research with a diverse culture where researchers depend on instruments from 

other cultures with a different language is a complex and challenging task facing many 

researchers (Hines, 1993). The instruments used were developed and tested in Western 
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countries using the English language. These instruments were translated into the Arabic 

language for the convenience of participants. MIS literature identifies steps and 

guidelines to be considered when translating and adapting instruments for cross-cultural 

research (Brislin, 1986; Hambleton, 1994; Karahanna, Evaristo, & Srite, 2004; Mullen, 

1995; Orlando & Law, 2000). The questionnaire was firstly translated into the Arabic 

language by the researcher and reviewed by Arab students and lecturers who are fluent in 

both English and Arabic, at Griffith University, University of Queensland, and 

Queensland University of Technology. Changes were made accordingly and a revised 

edition was used for the pilot study where the respondents were asked again to give more 

comments on the translation and the use of Arabic language vocabulary. All changes 

were then made before sending the questionnaire to the participating organisations in the 

Arab regions. Adopting and using Western developed instruments bears some 

limitations, in terms of cultural considerations, but with no indigenous instrument 

available, other options were not available. 

6.3.4.1 REPLICATING VERSUS DESIGNING QUESTIONNAIRES 

Replicating or designing a good, accurate, and appropriate survey instrument to measure 

the variables in any study is a very important issue and can add to the success of the 

research effort. Due to the wide use of survey methods in many disciplines of research 

including IS/MIS, a range of high-quality, valid, and reliable survey instruments are 

available. Zmud and Boynton (1991) developed four criteria for adopting and replicating 

a survey instrument in MIS research. Firstly, each scale must be comprised of various 

items. Secondly, scales must be measured in terms of their validity and reliability. 

Thirdly, item construction must be described. Fourthly, the instruments with which the 

scales are associated must be accepted, used, and cited in the published literature. 

Benbasat (1991) emphasises the importance of examining the instrument that MIS 

researchers are replicating before applying it to their research. Swanson (1991) also 

recommended criteria for choosing and replicating instruments in MIS research. His 

criteria comprise the subject population, date of the survey, construct, measures, and 

instruments include the questionnaires, methods and procedures, and findings. It is 
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important that these issues be investigated before adopting any instrument for MIS 

research. 

Bourque and Fiedler (2003) and Fink (1995; 1998) both encouraged adopting and 

replicating standard questionnaires that had already been developed and used. There are 

many advantages of adopting standard questionnaires. They have been used and checked 

for their validity and reliability. Replicating questionnaires gives the researcher an idea 

on what analysis methods to use. The instructions to respondents have been worked out 

and tested. Results can be verified and comparing to the findings of previous studies that 

used the same instrument. 

Based on the literature and the above-mentioned criteria and to serve the purpose of this 

research, the researcher has adopted and replicated three different types of survey 

instruments that are widely cited and used in different disciplines of research and that fit 

very well with the present study. These instruments are valid and reliable in measuring 

and predicting the intended real meaning of the concept under consideration. Our design 

entailed a combination of Hofstede’s Value Survey Module to measure societal culture 

(discussed in chapter three), the Organisational Culture Assessment Instrument (OCAI) 

to measure the organisational culture (discussed in chapter four), and TAM to measure 

the existence of any mediating role of accepting and using MIS applications in the two 

Arab regions (discussed in chapter two). 

6.3.4.2 HOFSTEDE’S VALUE SURVEY MODULE 

As discussed in the chapters three and five, based on Hofstede’s (1982; 1994b) VSM 

questionnaires, Hofstede’s (1980) original four dimensions of societal culture were used 

to investigate and measure the influence of societal culture on the adoption of MIS in the 

two Arab regions. 

Since Hofstede developed his dimensions, many researchers and practitioners have used 

them in many different ways. Myers and Tan (2003) claim that more than 70% of the 

IS/MIS literature they reviewed used one or more of Hofstede’s dimensions in their 

cross-cultural studies. Hofstede’s instrument has been validated in cross-cultural and 

MIS adoption studies (Azevedo et al., 2002; Bond, 1988; Shanks et al., 2000; Sumner & 
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Werner, 2001). These studies have confirmed their findings with Hofstede’s and found 

his instrument was valid and reliable (see chapter three). 

The candidate replicated the mixed set of questions and statements from Hofstede’s VSM 

(1982; 1994b) that were recommended by Hofstede himself to be used with any cross-

cultural issues and which have been replicated and used in many cross-cultural studies in 

other disciplines. The candidate omitted some of the items from both instruments which 

the candidate found to be not applicable to our study. For example, one item omitted 

from VSM was “A large organisations are generally a more desirable place to work than 

a small organisation; Serve your country”, which the candidate thought to be culturally 

sensitive. Also, the candidate omitted all items from the VSM that measured 

organisational culture because the candidate is using Cameron and Quinn (1999) to 

assess the organisational culture. The societal culture questionnaire was divided into four 

cultural dimensions: Power Distance, Uncertainty Avoidance, Masculinity versus 

Femininity, and Individualism versus Collectivism. The power distance questions are D2, 

D8, D11, D14, D15, and D31, uncertainty avoidance questions are D1, D5, D6, D7, D9, 

D12, and D13, masculinity versus femininity questions are D3, D10, D17, D18, D20, 

D22, D24, D27, D28, and D29, and individualism versus collectivism questions are D4, 

D16, D19, D21, D23, D25, D26, D30, and D32. In the first set of questions from D1 – 

D15 and using Likert scaling format ranging from strongly agree (coded 1) to strongly 

disagree agree (coded 5), respondents were asked to rate each statement from D1 to D15 

and answer accordingly in keeping with their own personality, values, and beliefs. In the 

second set of statements from D16 to D32, respondents were asked to rate each statement 

using the Likert scaling format ranging from of utmost important (coded 1) to of very 

little or no importance (coded 5) (see Appendix A). 

6.3.4.3 ORGANISATIONAL CULTURE ASSESSMENT INSTRUMENT 

Chapter four discussed the Organisational Culture Assessment Instrument (OCAI) in 

detail. In the context of the current study, the OCAI was used to examine aspects of 

organisational culture, and to link those aspects with the societal culture and the adoption 

of MIS in the Arab regions. The OCAI was designed to assess the current and the 

proposed organisational culture, but due to the nature of our cross-sectional study, the 
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candidate is only interested in the current organisational culture. The current 

organisational culture gave us a picture of what the organisation is like now in trying to 

link the type of organisational culture to the adoption of MIS and draw inferences on the 

adoption issue. The OCAI questions in section II of the questionnaire were supplied in 

Cameron and Quinn (1999). The OCAI section of the questionnaire consisted of six 

questions rating the organisation’s culture. Each question has four alternative answers, 

and the participants were asked to divide 100 points proportionately among the four 

alternatives depending on the extent to which each alternative fitted with their 

organisation. Giving a higher number of points to the alternative that most fits with their 

organisation and the least points to the alternatives that they think do not describe their 

organisation. 

Analysis of the questions is done by adding all scores of the first alternative of each of 

the six questions and dividing them by six to get the average score for each alternative, 

which represents the type of culture that dominates the organisation. This process is 

repeated for each of the four alternatives. The average result of each alternative 

represents the four types of culture: Hierarchy, Clan, Adhocracy, and Market cultures. 

All of the average scores were then plotted on the two-dimension graph with four 

quadrants. The dominant culture is the quadrant where the graph shifts more away from 

the centre point. The studies described in chapter four have confirmed the validity and 

reliability of the OCAI in MIS (Cooper & Quinn, 1993; Grieco, 1993; Reagan & 

Rohrbaugh, 1990). 

The candidate replicated the questions from the OCAI without any modifications or 

changes because the researcher found all questions suitable from theoretical, social, and 

political perspectives in the Arab regions. Clan culture was measured using questions 

C1A, C2A, C3A, C4A, C5A, and C6A, adhocracy culture was measured using questions 

C1B, C2B, C3B, C4B, C5B, and C6B, market culture was measured using questions 

C1C, C2C, C3C, C4C, C5C, and C6C, and hierarchy culture was measured using 

questions C1D, C2D, C3D, C4D, C5D, and C6D (see Appendix A). 
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6.3.4.4 TECHNOLOGY ACCEPTANCE MODEL 

Adoption decisions are ultimately recommended and made by individual decision makers 

in organisations. In the context of this research, Technology Acceptance Model (TAM) 

was used to test and measure the influence of the technology in the Arab regions that 

have/have not yet adopted MIS in their organisations and to assess the role of mediation 

of technology acceptance to MIS adoptions. Assessing the technology acceptance by the 

sample will give us indications about their feelings, attitudes, and behaviours toward the 

technology. The candidate can then predict their acceptance or rejection of IS in general 

and MIS in particular, as a function of both societal and organisational cultures. TAM is 

potentially relevant in this study because individual attitudes towards adopting and 

accepting or rejecting technology may influence certain cultures to adopt MIS while 

others with the same socio-economic characteristics and political systems do not. This 

will help us draw some inferences about our samples toward technology acceptance and 

the role it plays in the MIS adoptions. 

The TAM questionnaire was constructed in such a way that the candidate can predict 

how people would perceive the technology in terms of usefulness and ease of use. 

TAM’s questions are covered in section IV of the survey questionnaire. It comprises 

twelve statements (questions) adopted from Davis (1986; 1989). Six statements assess 

the perceived usefulness and six statements assess the perceived ease of use of the MIS 

in the organisation. Statements E1, E3, E5, E7, E9, and E11 measure the perceived 

usefulness, and statements E2, E4, E6, E8, E10, and E12 measure the perceived ease of 

use. The respondents were asked to rate and respond to each statement by choosing and 

writing beside each statement a number from the provided Likert scaling format. The 

scale ranged from Very likely (coded 1) to Very unlikely (coded 5) (see Appendix A). 

6.3.5 DATA COLLECTION 

There are numerous methods that can be considered to collect data in survey research. 

The selection of the data gathering method in a survey research depends mainly on the 

accessibility of samples, desired sample size, and the research objective and budget 

(Vitalari & Venkatesh, 1991). The most commonly-used data gathering method is the 

self-administrated questionnaire. 
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The first step in data collection involved the researcher using the internet and personal 

contacts in the Gulf Arab region, to identify a listing of all the potential organisations that 

could participate in the study. Emails were sent to these organisations in the Arab Gulf 

region and the researcher visited organisations in Libya. The researcher introduced 

himself and briefly described the study to the CEOs before sending or handing the 

questionnaires to each organisation that was willing to participate in the study. 

6.3.5.1 MAILING-OUT OF QUESTIONNAIRES 

Due to the nature of the research study and the geographic area, two different methods of 

distributing the questionnaires were used: directly handing questionnaires to respondents, 

and using email with an attachment. Organisations were approached in the North African 

region, where the researcher organised a meeting with the CEOs, senior, and middle  

management officials in charge of each organisation to discuss the nature of the study 

and explain the aims and purposes of the research and obtain their permission and 

approval to conduct the study in their organisations. Most of the organisations nominated 

a contact person from the department of services or public affairs to help in introducing 

the researcher to the participants and to help distributing the questionnaires. The 

researcher personally distributed the questionnaires to each participant, and participants 

were given two weeks to fill them out in their own time. The researcher personally 

collected each questionnaire from the participants in the North Africa region to ensure 

their privacy, confidentiality, and anonymity. 

In the Arab Gulf region, the researcher had to depend mostly on email or personal 

contacts who were willing to distribute and collect the questionnaires on his behalf. The 

latter method was not as effective as in the case when the researcher distributed and 

collected the questionnaire with the help of the nominated contact person. This can be 

seen in the higher response rate of the North African region, which exceeded 65.5%. On 

the other hand, in the Arab Gulf region, it was difficult to accurately determine the rate of 

return because using more than one method and more than one contact person 

complicated the distribution and collection of questionnaires. The response rate from the 

Arab Gulf region was about 25%. 
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6.3.5.2 FOLLOW-UP AND QUESTIONNAIRE COLLECTION 

The literature suggests that follow-up on survey questionnaires is strongly recommended 

for increasing the return rates. At the same time, it is crucial that participation be 

voluntary and that potential participants feel under no obligation to be involved. In the 

present study, a period of two weeks was given to each participant to answer the 

questionnaire and have it ready for collection or sending using any convenient method, 

email, fax, or regular mail to the researcher at the addresses provided in the cover sheet. 

In the North Africa region, when the researcher met participants in each of the 

participating organisations, he reminded them about the questionnaire. After a period of 

two weeks if the questionnaire was not ready, another week was given. If it was still not 

ready or if the participant had lost the questionnaire, a replacement was given and 

another two-week period was given. After five weeks, the researchers checked with the 

participants about whether they were still interested in participating in the study. If they 

were, the researcher offered to collect the questionnaire later that day from them. 

In the Arab Gulf region, reminders were sent three times, once every two weeks, using 

the organisation’s email or personal email, reminding participants of the due date of the 

questionnaire, and encouraging them to participate. Email reminders were also sent from 

time to time to the researcher’s personal contacts, who were voluntarily helping to 

distribute the surveys in the Gulf region, reminding them to follow up the questionnaire, 

if at all possible. 

6.4 PILOT-TEST 

Validity refers to the ability of an instrument to measure what it purports to measure. A 

good method of guaranteeing that the chosen instrument would address its intended 

purpose is to conduct a pilot study, which will apply through the entire study from 

sampling to reporting. Conducting a small pilot study is valuable and is generally 

inexpensive (Babbie, 1998). Using a pilot study extends to replicating the instruments 

before commencing the real study and prevents any unforeseen problems that may occur. 

It is essential that the components need to be tested in realistic situations to ensure that 

everything will work. 
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Prior to data collection in the current research, a pilot study was planned and conducted 

using a sample of 87 postgraduate students. The pilot study participants were from the 

five Arab regions covered in this study. All the participants had held middle and senior 

management positions for at least five years in their home countries before they became 

students in Australia. The participants were randomly selected from students at Griffith 

University, University of Queensland, University of Southern Queensland, Queensland 

University of Technology, and University of Wollongong in Australia during the period 

January – April 2003. A total of 87 questionnaires were distributed in both languages 

(Arabic and English) according to the preference of the participant. A total of 71 

completed questionnaires were returned of which 63 survey questionnaires were suitable 

for data analysis, a rate of return of 72.4%. Table 6.1 shows some the characteristics of 

the chosen sample respondents to the pilot study. Management experience was 

considered an important factor because the candidate is measuring the influence of 

organisational culture on the adoption of MIS and inexperienced employees are less 

likely to have a sense of the culture of the organisation. Their experience with IT in 

general and IS/MIS in particular is another important factor that gives us an indication if 

the organisations are using any type of IS and to assess the reaction of the employee 

toward the use of IS/MIS. 

Table 6.1 Profile of the Survey Respondents from the Pilot Study 

Country No of 
response 

Age Group Positions 
held 

Education 
level 

Experienc
e 

Experience 
IS/IT 

Kuwait 6 26–41 yrs Middle/Top U & P/G 6-10 yrs 2-10 yrs 
Libya 16 31-47 yrs Middle/Top P/G 9-22 yrs 0 -6 yrs 
Oman 28 24-47 yrs Middle/Top P/G 5-21 yrs 1-8 yrs 
Saudi 
Arabia 

9 24-31 yrs Middle/Top P/G 5-9 yrs 2-11 yrs 

UAE 4 29-32 yrs Middle/Top P/G 6-9 yrs 2-10 yrs 

The remaining 24 questionnaires were unusable because the respondents had less than 

five years of working experience, some did not hold middle or senior management 

positions, or because of non-responses and missing answers to some of the key questions 

in the survey. 

A reliability analysis revealed the following: 
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1. Societal culture questionnaire: the number of questions was reduced from 39 
questions to 26 and the reliability rose to 0.7473 from 0.40. 

2. MIS acceptance section of the questionnaire: started with 25 questions and the 
Cronbach alpha was 0.6835; by running the reliability test the number of 
questions were reduced to 18 with reliability result of 0.8916. 

3. Technology Acceptance section of the questionnaire: started with 14 questions 
and Cronbach alpha was 0.8341; by eliminating two questions and reducing the 
total number of questions to 12 using Cronbach Alpha, the value was raised to 
0.9108. 

The pilot study served as a useful training experience for administrating the 

questionnaire. Results and feedback from the pilot study were helpful in revising our 

questionnaire and changes were made accordingly. The candidate revised, reworded, and 

eliminated some of the questions in the questionnaire according to the results from the 

data collected, the pilot study, using the analysis of Cronbach alpha, and comments made 

by the respondents, to put the questionnaire in its final usable version. Changes included: 

1. Adjusting the wording of the Arabic version of the questionnaire to make it more 
understandable. 

2. Reducing the number of questions. 
3. Deleting questions that caused ambiguity. 
4. Analysing the data using Factor Analysis and Cronbach Alpha. 

6.5 DATA ANALYSIS 

Initially, the application of a structural equation modelling (SEM) approach to assessing 

the influence of key independent variables (societal culture, organisational culture, and 

the technology acceptance) on the adoption of MIS applications was investigated. In 

theory, the conceptual model illustrated in chapter five appeared to lend itself fairly well 

to this form of analysis since the IV’s were ultimately being adopted as measures for 

some underlying latent constructs which had been assumed in the existing literature. 

Another key benefit of structural equation modelling was that it could facilitate analysis 

of relationships not only between independent and dependent variables, but also between 

the independent variables themselves (Byrne, 2001; Peng, So, Stage, & St. John, 2002). 

In reality, however, the use of dichotomous independent variables was considered 

problematic, given that SEM is most suited to analysis of continuous data (Byrne, 2001; 

Tabachnick & Fidell, 2001). One of the assumptions of using SEM is the multivariate 
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normal distribution of the latent dependent variable. The dependent latent variable in the 

model should be normally distributed for each value. Dichotomous dependent latent 

variables violate this assumption. According to Schumacker and Lomax (1996) and 

Byrne (2001), problems can occur in structural equation modelling analysis when a 

mixture of scaled variables that are categorical (dichotomised, ordinal) and other 

variables that are interval or ratio-scaled are used. Therefore, and due to the nature of our 

dependent variable being dichotomous (either adopting or not adopting MIS), an 

alternative method that is very widely used in the literature was considered. A mixture of 

binary logistic and multiple linear regression analysis was therefore considered more 

suitable for our collected data. 

The literature points to logistic regression as the best analytical tool when dealing with a 

dichotomous dependent variable (Astin, 2003; Hosmer, 1989; Kleinbaum & Klein, 2002; 

Pallant, 2005; Pampel, 2000; Peng et al., 2002; Tabachnick & Fidell, 2001). Logistic 

regression, being one special class of regression models, is well suited to the study of 

categorical outcome dependent variables with dichotomous (0 and 1) outcomes (Peng et 

al., 2002). MIS literature also points to some studies that used logistic regression to 

analyse the adoption of MIS when the independent variable was dichotomous (Cooper & 

Zmud, 1990; Png et al., 2001). 

In the current study, data analysis was carried out using two different techniques. Firstly, 

data collected from the organisational culture questionnaire was analysed using the 

techniques outlined by Cameron and Quinn (1999). Secondly, analysing societal culture 

and testing the mediating role on the adoption of MIS. Due to the nature of our survey 

research study that comprises a dichotomous dependent variable with continuous 

independent variables, and to best fit our conceptual model Figures 5.1 and 5.2, we found 

that combinations of binary logistic regression and multiple linear regression analysis 

would best suit our research. Logistic regression is used to model the relationship 

between the independent variables (societal and organisational cultures and technology 

acceptance). Multiple linear regression was used to model the relationships between the 

societal and organisational cultures and technology acceptance to assess the mediating 

role of technology acceptance on MIS adoption. The dependent variable is coded ‘1’ for 

adopting MIS and ‘0’ otherwise. 
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Four main steps in data screening prior to the analysis process were conducted, as 

recommended by Tabachnick and Fidell (2001) and Field (2000). The data files were 

first screened for accuracy by proofreading the original data against the computerised 

data file in data window. Then, random cases were checked for accuracy using the 

descriptive statistics mode of SPSS frequencies. Missing data is one of the most 

pervasive problems in data analysis (Tabachnick & Fidell, 2001). Missing data was dealt 

with by substituting column means for each missing variable. The data was checked for 

outliers and normality and linearity was assessed, and corrected for, in order to fulfil the 

requirements of conducting logistic and linear regression analysis. Data analysis was 

carried out in two phases. First, a descriptive data of the characteristics of the sample was 

given in the following sections (6.6 and 6.7). Binary and multiple regression analysis is 

then described in sections (6.8). 

6.5.1 DESCRIPTIVE STATISTICS 

As can be seen from Figure 6.1, there were 446 usable responses in total from the two 

Arab regions. The survey gathered data based on respondents’ own identification of their 

nationality. This identification helps to distinguish the differences in terms of MIS 

adoption between the two regions of the study. The total of 446 survey respondents were 

represented by: Kuwait 2.5% (11 respondents), Libya 66% (262 respondents), Oman 

17.5% (78 respondents), Saudi Arabia 15.7% (70 respondents), and UAE 5.6% (25 

respondents). 

For the purpose of this research and due to the limited number of responses from 

countries of the Arab Gulf region (Kuwait, Oman, Saudi Arabia, and United Arab 

Emirates), these were not deemed suitable or sufficient for statistical analysis 

individually. In addition, because of their close cultural, geographical and economic 

connections, it was decided to combine the responses from each of the four Arab Gulf 

regions to form one region and call it the Arab Gulf region (Garrett & Farghaly, 1987). 

Therefore, in this study the candidate is comparing two regions: the North Africa region 

represented by Libya and the Arab Gulf region represented by Kuwait, Oman, Saudi 

Arabia, and United Arab Emirates. 
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Figure 6.1 Number of Survey Respondents According to Countries 

6.5.2 DEMOGRAPHIC STATISTICS 

Table 6.2 provides an indication of the overall gender response rate. There were 84.5% 

male and 15.5% female respondents. Thus, the majority of the respondents were male. 

This was reasonably consistent for all countries surveyed. Respondents from Libya were 

22.1% female, while in some countries in the Arab Gulf region, the respondents were 

100% male. Other countries vary in their female responses from 9.1%, to 12%. This ratio 

is consistent with cultural norms for decision makers and management. 

Table 6.3 shows that 2.2% of the respondents from the Gulf region were from lower 

management levels, 45.6% were from the middle management, and 52.2% from the 

senior level management. Libyan levels of management were 34.4% from middle and 

65.6% were from the senior management. The data of the Arab Gulf region reveals that 

48% of the respondents were in the range of 20 - 30 years old, 37% were in the range of 

31 – 40 years, 12.5% were in the range of 41 – 50 years of age, and less than 2.4% were 

over 50 years old. This shows that about 14.9% of the respondents were more than 40 

years of age. However, 65% of the Libyan respondents were more than 40 years old. This 

group dominates middle and senior management positions (decision makers). Twati and 

Gammack (2004; 2006) identify that most of the employees in this age group were 

educated in the 1960s and early 1970s, with the minimum years of education and were 

not exposed to the latest computer technologies. Such individuals now find it hard to 

learn new technologies. 
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The education level also varied between the two regions studied. Table 6.3 shows that 

more than 83% of the respondents in the Arab Gulf area hold university or post-graduate 

levels of education. Of these, 28.3% are educated in IT or related areas and 48.9% are 

educated abroad. Furthermore, 57.1% speak and read English well. This indicates the 

high level of education in the management positions in these societies, which potentially 

helps the adoption of MIS. However, in Libya, although only 41% of respondents have 

university or post-graduate level education, 24% were educated in IT areas, 50.4% speak 

and write English moderately well, and 42.4% were educated abroad. Theoretically, the 

above figures show that most of the sample countries have a good educational 

infrastructure for adopting and implementing MIS. 

Table 6.3 reveals that the organisations surveyed are of three types, government, public, 

and private. In the Arab Gulf region, 41.3% of the organisations were from the oil and 

gas sector and 58.7% from the banking sector of whom 59.8% were from the government 

sector, 32.1% from the public, and 8.2% were from the private sector. The organisation 

sizes in this region were as follows: 13% had less than 100 employees; 7.1% less than 

200; 8.2% less then 300; 2.7% less than 400; and 69% had more than 500 employees. In 

Libya, 56.5% of the organisations were from the oil and gas sector and 43.5% from the 

banking sector, of whom 61.1% were from the government sector, 38.9% from the 

public, and none were from the private sector, because both oil and gas and the banking 

sectors are fully owned by the government. The organisation sizes in Libya were: none of 

less than 200; 0.4% less then 300; 0.4% less than 400, and 99.2% had more than 500 

employees. 
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Table 6.2 Descriptive Statistics Data 
 

% Gender % Age Group % Education Level % English Level 
Region No of 

responses %M %F <20 <30 <40 <50 >50 H/S Dip Univ P/G 

% 
Educatio
n in IT/IS Low Ave Good 

Arab Gulf 184 94 6 1.1 47 37 12.5 2.4 8.7 8.2 51.6 31.5 38.3 9.2 33.7 57.1 
North Africa 262 77.9 22.1 0% 8.0 27 40 25 24 35 32 9 17 50.4 23.7 11.8 

 
 
 

Table 6.3 Descriptive Statistics Data 
 

% Education 
Abroad 

% Organisation 
Sector % Type of Organisation Size of Organisation % Level of Management 

Region 
Yes No Oil/Gas Bank Govt Publc Privt <100 <200 <300 <400 < 500 Low Mid  Top 

Arab Gulf 48.9 51.1 41.3 58.7 59.8 32.1 8.2 13 7.1 8.2 2.7 69 2.2 45.6 52.2 

North Africa 42.4 57.6 56.5 43.5 34.7 65.3 0% 0% 0% .4% .4% 99.2 0 34.4 65.6 

 
 
 

Table 6.4 Descriptive Statistics Data 
 

% of Personal IT Experience % # of Computers in Organisation % IT age in Organisation 
Region Use of 

MIS %  <1 yr <4y <9y <14 >15 Non <20 <60 <100 >100 <1 yr <3 yr <5 yr >6 yr 
% Need 
of MIS 

Gulf Region 100 15.2 40 24 12 8.8 1.6 14.7 15 9.4 59.2 2.7 27.2 34.8 35.3 100 
North Africa 25 41.2 24 18 9 8 27 33 19 13 8 35 27 16.5 16 78.1 

 
 
 

 



 130

6.6 ORGANISATIONAL CULTURE PROFILES 

Organisational culture was assessed using Cameron and Quinn’s Organisational Culture 

Assessment Instrument (OCAI). The instrument and the analysis is described in their 

book “Diagnosing and Changing Organizational Culture: Based on The Competing 

Values Framework” (Cameron & Quinn, 1999). The analysis was straightforward, using 

the following provided formulae: 

Clan Culture = MEAN (ClanCu1 + ClanCu2 + ClanCu3 + ClanCu4 + ClanCu5 +
 ClanCu6) 

In which ClanCu1 is the mean score for question C1A, and ClanCu2 is the mean score 

for question C2A, etc. (Appendix A). 

Adhocracy Culture = MEAN (AdhoCu1 + AdhoCu2 + AdhoCu3 + AdhoCu4 +  
 AdhoCu5 + AdhoCu6) 

In which AdhoCu1 is the mean score for question C1B, and AddhoCu2 is the mean score 

for question C2B, etc. (Appendix A). 

Market Culture = MEAN (MarkCu1 + MarkCu2 + MarkCu3 + MarkCu4 +  
  MarkCu5 + MarkCu6) 

In which MarkCu1 is the mean score for question C1C, and MarkCu2 is the mean score 

for question C2C, etc. (Appendix A). 

Hierarchy Culture = MEAN (HierCu1 + HierCu2 + HierCu3 + HierCu4 + HierCu5
    + HierCu6) 

In which HierCu1 is the mean score for question C1D, and HierCu2 is the mean score for 

question C2D, etc. (Appendix A). 

6.6.1 ARAB GULF REGION’S PROFILE 

Tables 6.5, 6.6, 6.7, 6.8, and 6.9 and Figures 6.2, 6.3, and 6.4 shows the Arab Gulf 

region’s organisational culture profile for the oil and gas and the banking sectors. Using 

the organisational culture formulae and as can be seen from Tables 6.5 and 6.6, the 

overall organisational culture type for both the oil and gas and the banking sectors in this 

region is clearly dominated by the market and adhocracy cultures. Clan and hierarchy 
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cultures are not influencing these sectors as much, although the banking sector shows 

some tendency toward the hierarchy culture. Overall, there is little difference between the 

cultures of the two sectors in the Arab Gulf region. This region values the public and 

private sectors as well as the government sector, which illustrates diverse cultural types 

between the two sectors. Additionally, this region differs from the North Africa region in 

organisational management, as can be seen clearly from the education level of senior and 

middle management and experience with IT in the region. 

Tables 6.5 and 6.6 illustrate the dominant organisational culture type for both the oil and 

gas and the banking sector, broken down according to the characteristics of the sample. 

Adhocracy and market organisational culture types are the dominating types in both 

sectors. Tables 6.5 and 6.6 reveal that all employees of all ages share the same market 

culture type, indicating that they hold similar attitudes, values, and beliefs. Tables 6.5 

and 6.6 also show that there are some differences with respect to gender on the 

organisational culture type. Females share market culture while males share adhocracy 

culture. In the banking sector, both age groups share the market culture, while the 

genders differ in the oil and gas sector. Females share the adhocracy culture and males 

share the market culture. There were differences in our studied groups in the oil and gas 

sector in education level, education abroad, and IS/MIS backgrounds where the groups 

did not share the same organisational culture. Employees in different job levels of 

management have different organisational culture types. Senior and middle management 

share a clan culture while middle and low management share market culture. 

Table 6.5 The Dominating Organisational Culture Profile for the Oil Sector 
 

Category N Mean S.D. Dominant Culture 
Age 

Less than 40 years 68 29.0 5.4 Adhocracy 
More than 40 years 8 30.1 4.9 Market 

Sex 
Male 72 29.0 5.4 Adhocracy 

Female 4 29.8 2.2 Market 
Length of Employment 

Less than 6 year 42 28.2 5.3 Adhocracy 
More than 6 years 34 29.3 5.6 Adhocracy 

Job Level 
Senior management 5 27.0 6.1 Clan 
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Category N Mean S.D. Dominant Culture 
Middle management 32 29.7 4.9 Market 

Operational management 39 29.3 5.3 Market 
Education Level 

High School/Diploma 10 28.9 4.1 Adhocracy 
University 35 29.7 4.8 Market 

Post Graduate 31 28.5 6.4 Market 
English Language level 

Below average 24 29.0 5.1 Adhocracy 
Above average 52 29.6 5.7 Market 

Education Abroad 
Yes 38 28.4 5.1 Adhocracy 
No 38 29.8 5.3 Market 

IT/IS/MIS Background 
Yes 25 29.8 5.8 Market 
No 51 28.7 5.1 Adhocracy 

Overall Oil and Gas 
Culture 

110 28.2 5.2 Market 

Table 6.6 The Dominating Organisational Culture Profile for the Banking Sector 

Category N Mean S.D. Dominant Culture 
Age 

Less than 40 years 89 28.3 5.2 Market 
More than 40 years 19 26.3 4.8 Market 

Sex 
Male 101 28.0 5.0 Adhocracy  

Female 7 26.4 6.1 Market 
Length of Employment 

Less than 6 years 52 28.6 5.4 Market 
More than 6 years 56 27.1 4.9 Market 

Job Level 
Senior management 12 28.8 5.9 Market 

Middle management 47 27.4 5.1 Market 
Operational management 49 28.0 5.2 Market 

Education Level 
High School/Diploma 21 27.8 5.3 Market 

University 60 27.3 5.5 Market 
Post Graduate 27 29.1 4.2 Market 

English Language Level 
Below average 55 27.7 5.6 Market 
Above average 53 28.0 4.7 Market 

Education Abroad 
Yes 52 27.2 5.3 Adhocracy 
No 56 28.5 5.0 Market 

IT/IS/MIS Background 
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Category N Mean S.D. Dominant Culture 
Yes 27 28.1 4.9 Market 
No 81 27.8 5.3 Market 

Overall Banking Culture 74 28.6 5.4 Market 

Table 6.7 and Figure 6.2 represent the current dominant culture type for the oil and gas 

sector in the Arab Gulf region. An analysis of the highest mean shown in Table 6.7 for 

the oil and gas represents the dominant culture of this sector. It is clearly evident that 

market culture is the dominant culture for this sector, indicating that this sector values 

external focus and differentiation, and values the importance of adopting and using 

technology and MIS. The nature of this sector, dealing with foreign organisations 

through exporting oil and gas to many parts of the world, forces it to have a marketing 

vision, which influences its dominant culture and use of MIS to gain competitive 

advantages. 

Table 6.7 Oil and Gas Sector Profile 
Culture type N Mean S. D. 
Clan Culture 184 21.1 5.6 

Adhocracy culture 184 28.6 5.1 
Market Culture 184 29.1 5.3 

Hierarchy Culture 184 21.9 4.7 
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Table 6.8 and Figure 6.3 represent the current dominant culture type for the banking 

sector in the Arab Gulf region. The figures in Table 6.8 show that the dominant 

organisational culture type for this sector is market culture. This sector values external 

focus and differentiation while maintaining stability and control. The introduction of 

privatisation in this region and the opening to foreign investors in the banking sector 

forced many organisations to face a high competitive environment. 

Table 6.8 Banking Sector Profile 
 

Culture type N Mean S. D. 
Clan Culture 184 22.2 5.5 

Adhocracy culture 184 26.6 5.2 
Market Culture 184 27.8 5.2 

Hierarchy Culture 184 24.2 4.6 
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Table 6.9 and Figure 6.4 represent the current dominant culture type for both sectors in 

the Arab Gulf region. An analysis of the highest mean shown in Table 6.9 for both 

sectors represents the dominant culture of the sector. It is clearly evident that the 

dominant culture for both sectors is market culture. Figure 6.3 shows the graphical 

representation of the highest mean scores in the four culture types for the current 

situation. It is clear from the graph that market is the dominant culture in both sectors. 

Table 6.9 Both Industry Sectors Profile 
 

Culture type N Mean S. D. 
Clan Culture 184 21.7 5.6 

Adhocracy culture 184 27.4 5.2 
Market Culture 184 28.4 5.2 
Hierarchy Culture 184 23.3 4.8 
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6.6.2 NORTH AFRICA REGION PROFILE 

Tables 6.10, 6.11, 6.12, 6.13, and 6.14 and Figures 6.5, 6.6, and 6.7 show Libya’s 

organisational culture profile for the oil and gas as well as the banking sectors. The 

average dominating organisational culture in both sectors is hierarchy. The results also 

show that market culture type influences the oil and gas sector. This is because both 

sectors are large organisations and fully owned by the government. No private sector 

ownership exists, and even the public sector’s shares are 100% government-owned. This 

results in both sectors being very much alike, sharing hierarchy culture. The only 

noticeable difference is that the oil and gas sector leans more toward a market culture, 

due to the nature of its activities. The banking sector, in accordance with the literature, 

leans toward a clan culture because more than 68% of its employees are over 40 years of 

age. The low education level and computer literacy of the senior and middle management 

in this region is likely to impact the type of organisational culture. 

Tables 6.10 and 6.11 show that oil and gas sector employees who are aged above 40 

years share hierarchy culture while younger generations share market culture. Older 

employees seem to value stability, control, and resist any changes. Tables 6.10 and 6.11 

show also that females favour market culture while males favour hierarchy culture. Other 

factors such as education level, job level, and education background all share hierarchy 

culture. 

Table 6.10 The Dominating Organisational Culture Profile For Oil and Gas Sector 
 

Category N Mean S.D. Dominant Culture 
Age 

Less than 40 years 63 28.2 5.5 Market 
More than 40 years 80 30.7 5.6 Hierarchy 

Sex 
Male 117 29.6 6.5 Hierarchy 

Female 26 25.7 5.6 Market 
Length of Employment 

Less than 6 years 2 31.7 3.5 Hierarchy 
More than 6 years 141 28.8 6.6 Hierarchy 

Job Level 
Senior management 17 30.6 5.6 Hierarchy 

Middle management 76 28.8 6.2 Hierarchy 
Operational management 50 28.2 7.4 Hierarchy 

Education Level 
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Category N Mean S.D. Dominant Culture 
High School/Diploma 81 28.5 6.8 Hierarchy 

University 49 28.5 6.3 Hierarchy 
Post Graduate 13 31.8 5.9 Hierarchy 

English Language Level 
Below average 42 30.3 6.0 Hierarchy 
Above average 101 28.2 6.7 Hierarchy 

Education Abroad 
Yes 58 28.7 6.6 Hierarchy 
No 85 28.9 6.6 Hierarchy 

IT/IS/MIS Background  
Yes 44 28.3 7.1 Hierarchy 
No 99 29.1 6.3 Hierarchy 

Overall Oil and Gas culture 143 28.8 6.6 Hierarchy  
 
Table 6.11 The Dominating Organisational Culture for the Banking Sector 
 

Category N Mean S.D. Dominant Culture 
Age 

Less than 40 years 29 29.0 7.0 Hierarchy 
More than 40 years 90 30.6 5.0 Hierarchy 

Sex 
Male 87 30.1 5.6 Hierarchy 

Female 32 30.7 5.6 Hierarchy 
Length of Employment 

Less than 6 years 1 33.3 N/A Hierarchy 
More than 6 years 118 30.2 5.6 Hierarchy 

Job Level 
Senior management 19 31.4 5.6 Hierarchy 

Middle management 60 31.2 5.0 Hierarchy 
Operational management 40 29.3 6.3 Hierarchy 

Education Level 
High School/Diploma 74 29.9 5.0 Hierarchy 

University 35 30.0 6.4 Hierarchy 
Post Graduate 10 30.0 6.4 Hierarchy 

English Language Level 
Below average 74 29.9 5.1 Hierarchy 
Above average 45 30.7 6.4 Hierarchy 

Education Abroad 
Yes 37 29.8 5.5 Hierarchy 
No 82 29.8 5.5 Hierarchy 

IT/IS/MIS Background 
Yes 19 28.3 7.1 Hierarchy 
No 100 30.67 5.2 Hierarchy 

Overall Banking Culture 119 30.2 5.6 Hierarchy 
Region’s Culture Type 262 29.5 6.2 Hierarchy  
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Table 6.12 represents the current dominant culture type for the oil and gas sector in the 

North Africa region. An analysis of the highest mean shown in Table 6.12 for the oil and 

gas sector represents the dominant culture of the sector. It is clearly evident that the 

dominant culture for this sector is hierarchy culture, indicating that this sector values 

internal focus and integration while maintaining stability and control. Figure 6.7 shows 

the graphical representation of the highest mean scores in the four culture types for the 

current situation. It is clear from the graph that both market and adhocracy cultures are 

dominant. 

Table 6.12 Oil and Gas Sector Profile 
 

Culture type N Mean S. D. 
Clan Culture 148 24.5 6.9 

Adhocracy culture 148 21.6 6.3 
Market Culture 148 25.5 5.9 

Hierarchy Culture 148 28.4 6.8 
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Table 6.13 represents the current dominant culture type for the banking sector in the 

North Africa region. An analysis of the highest mean shown in Table 6.13 for the 

banking sector represents the dominant culture of the sector. It is clearly evident that the 

dominant culture for this sector is hierarchy culture meaning that this sector values 

internal focus and integration while maintaining stability and control. Figure 6.6 shows 

the graphical representation of the highest mean scores in the four culture types for the 

current situation. It is clear from the graph that hierarchy culture is the dominant culture 

in this sector. 

Table 6.13 Banking Sector Profile 
 

Culture type N Mean S. D. 
Clan Culture 114 27.3 4.7 

Adhocracy culture 114 19.7 3.6 
Market Culture 114 23.0 4.3 

Hierarchy Culture 114 30.1 5.0 
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Table 6.14 represents the current dominant culture type for both sectors in the Arab Gulf 

region. An analysis of the highest mean shown in Table 6.14 for both sectors represents 

the dominant culture of the sector. It is clearly evident that the dominant culture for this 

sector is market culture. Figure 6.7 shows the graphical representation of the highest 

mean scores in the four culture types for the current situation. It is clear from the graph 

that hierarchy is the dominant culture in both sectors. 

Table 6.14 Both Industry Sectors Profile 
 

Culture type N Mean S. D. 
Clan Culture 262 25.7 6.2 

Adhocracy culture 262 20.8 5.4 
Market Culture 262 24.4 5.4 

Hierarchy Culture 262 29.5 6.2 

 

5 

AdhocracyClan 

Market Hierarchy 

Figure 6.7 Profile for Both Industry Sectors 

10 

15 

20 

25 

30 

35 



 141

6.7 SOCIETAL CULTURE PROFILES 

The focus of this section will be on an empirical assessment using Hofstede’s four 

dimensions of cultural variations. The sample size was collected from organisations in 

the two industry sectors (Oil and Gas and Banking) spanning the two Arab regions. 

6.7.1 ITEMS 

The items and scoring routines for the four dimensions of culture were included in 

Hofstede’s Value Survey Module (82, 94, and IBM questionnaire) along with new, 

psychometrically untested items, which Hofstede recommended as complementing and 

clarifying the existing dimensions (Hofstede, 1984). The Value Survey Module (VSM 

94)2, which was used for the collection of data, is a modified version of the original IBM 

questionnaire and of VSM 82. The researcher also included questions from VSM 82 and 

the IBM survey to allow substitution in the event that some of the questions from VSM 

94 were not answered and also for reliability analysis. VSM 94 is a 26-item questionnaire 

developed by Hofstede, and it has been widely used for research in many cross-cultural 

studies in different disciplines (see chapter three). The most important part of the societal 

culture section was the inclusion of 32 questions covering both the VSM 94, VSM 82, 

and IBM survey items, in particularly those 16 items from the VSM 94 that were used to 

derive the indexes for the four dimensions. 

The 16 items from Hofstede’s VSM 94 included four items that allow the scores to be 

calculated on the four dimensions, on the basis of four questions from each of Hofstede’s 

dimensions, namely: power distance; uncertainty avoidance; masculinity versus 

femininity; and individualism versus collectivism. The data collected using the VSM 94 

survey was used to calculate the four above-mentioned dimensions of societal culture for 

the two Arab regions of the study based on Hofstede’s formulae. The formulae for these 

calculations are based on the mean scores of responses of the sample multiplied by 

constant numbers (Hofstede, 1994b). 

 

                                                 
2 The rights to use the VSM 94 are owned by IRIC, Netherlands and permission has been granted for 
research for academic purposes and can be downloaded from their website: 
http://feweb.uvt.nl/center/hofstede/VSM.html 
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6.7.2 CALCULATIONS OF POWER DISTANCE INDEX 

Power Distance (PD) is defined as the extent to which a less powerful member of society 

expects and accepts that power is distributed unequally. The country scores on the initial 

PD dimension were based on specific questions from the VSM 94 questionnaire. Four 

questions were recommended by Hofstede to measure the PD Index. The index formula 

for measuring PD dimension is as follows: 

Power Distance (PD) = - 35 * MEAN (D 20) + 35 * MEAN (D 31) + 25 * MEAN (D 11)
  20 * MEAN (D 10) – 20 

In which mean (D 20) is the mean score for question D 20, mean (D 31) is the mean 

score of question D31, etc. The index normally has values between 0 (small or low PD) 

and 100 (high PD). 

6.7.3 CALCULATIONS OF UNCERTAINTY AVOIDANCE INDEX 

Uncertainty Avoidance (UA) is defined as the extent to which members of a society feel 

threatened by uncertain, ambiguous, unknown, or unstructured situations. The UA index 

is based on four items of Hofstede’s VSM (1994b). The index formula for measuring the 

UA dimension is as follows: 

Uncertainty Avoidance (UA) = 25 * MEAN (D 12) + 20 * MEAN (D 5) - 50 * MEAN
  (D 9) - 15 * MEAN (D 1) + 120 

In which mean (D 12) is the mean score for question D 12, mean (D 5) is the mean score 

of question D 5, etc. The index normally has values between 0 (Low UA) and 100 (High 

UA). 

6.7.4 CALCULATIONS OF MASCULINITY VERSUS 
FEMININITY INDEX 

MAS is defined as the extent to which the society supports, or does not support, the 

traditional masculine work role of male achievement. MAS index is based upon four 

items of Hofstede’s VSM (1994b). The index formula for measuring MAS dimension is 

as follows: 
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Masculinity/Femininity (MAS) = 60* MEAN (D 24) - 20* MEAN (D 17) + 20*MEAN
  (D 3) - 70* MEAN (D 7) + 100 

In which mean (D 24) is the mean score for question D 24, mean (D17) is the mean score 

of question D 17, etc. A high MAS level indicates that the societies experience a high 

degree of gender separation. A low MAS level indicates that there is a high degree of 

gender segregation. A low MAS level indicates that society has a low level of 

segregation and discrimination between genders. The index normally has values between 

0 (MAS) and 100 (FEM) 

6.7.5 CALCULATIONS OF INDIVIDUALISM VERSUS 
COLLECTIVISM 

IDV is defined as the extent to which the society reinforces individual or collective 

achievement and interpersonal relationships. IDV index is based upon four items of 

Hofstede’s VSM (1994b). The index formula for measuring IDV dimension is as 

follows: 

Individualism/Collectivism (IDV) = - 50 * MEAN (D 23) + 30 * MEAN (D 26) + 20 *
     MEAN (D 18) - 25 * MEAN (D 30) +130 

In which m (D 23) is the mean score for question D 23, m (D 26) is the mean score of 

question D 26, etc. A high individualism level indicates that individuality and individuals 

are dominant within the society. A low individualism level characterises societies of a 

more collectivist nature with close ties between individuals. The index normally has 

values between 0 (low IDV) and 100 (high IDV). 

6.7.6 SUMMARY OF SOCIETAL CULTURE RESULTS 

Table 6.15 shows a summary of the findings based on Hofstede’s VSM 94 formulae. The 

results show the index for each region and a comparison of these results with Hofstede’s 

index. Hofstede’s 1970’s index consisted of seven countries in the Middle East, namely: 

Egypt, Iraq, Kuwait, Lebanon, Libya, Saudi Arabia, and United Arab Emirates. As can 

be seen, Libya is a high power-distance country compared to the Arab Gulf region and it 

is closer to Hofstede’s 1970’s index of the Arab regions. Libya is high in UA compared 

to the Arab Gulf region and even higher than in Hofstede’s index of the 1970s. The 
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results show that Libya is a masculine culture society and the Arab Gulf region is more 

of a feminine culture. Libya is lower in the IDV than the Arab region and Hofstede’s 

predictions. For the present study, the country high and low, strong or weak culture as 

calculated by Hofstede (2001a), is that if a country score is above the mean value of all 

nations (mean = 50), then it is considered high or strong, and is considered low or weak 

if it is otherwise. 

Table 6.15 Cultural Dimensions Indexes from Arab and Selected Countries 
 

Country Power Distance Uncertainty Masculinity Individualism 
Arab Gulf 62 64 54 59 

Libya 72 71 45 18 
Arab Combined 67 68 50 35 
Hofstede Arab 

World’s Index * 
80 68 53 38 

World Average ** 55 64 50 43 
USA ** 40 46 62 91 

Norway** 31 50 8 69 
* Arab World includes Egypt, Iraq, Lebanon, Libya, Saudi Arabia, United Arab Emirates (Hofstede, 2003). 
** according to Hofstede’s Index (2001a). 

6.8 MODELLING THE FACTORS THAT INFLUENCE THE 
ADOPTION OF MIS 

The methods and procedures used in the following sections for analysing the collected 

data were the same for both regions. Since the researcher is conducting a cross-cultural 

study and comparing two regions, the researcher had to follow the same steps for 

analysing and comparing the adoption process in both regions. By doing so, the 

researcher is then able to assess if any variations exist in the adoption and if both societal 

and organisational cultures do influence MIS adoption in each region. A combination of 

logistic and linear regression was used to analyse the data in both regions. Different 

independent variables from both societal and organisational cultures were used with MIS 

adoption as the dependent variable. The technology acceptance was assessed for its 

influence on MIS adoption and also on its role as a mediator for the IV in this study. 

Table 6.16 shows the variables used to analyse the collected data with their descriptions 

and the scale used for measuring the influence of those variables. 
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Table 6.16 Variables Entered in Regression Models 
 
Variable  Variable Description  Measurement Scale 
MIS 
adoption 

Our dichotomous independent variable for assessing 
organisations’ adoption of MIS applications. As a 
response to the question: “F1 – Does your organisation 
use any of the management information systems (MIS) 
application?” 

Yes = 1, No = 0 

PD Hofstede’s first dimension of societal culture “Power 
Distance”. Response to questions: D10, D11, D20, and 
D31. 

Likert scale 1 = Strongly agree 
to 5 = Strongly disagree and 1= 
Of utmost important to 5 = Of 
very little importance. 

UA Hofstede’s second dimension of societal culture 
“Uncertainty Avoidance”. Response to questions: D1, 
D5, D9, and D12. 

Likert scale 1 = Strongly agree 
to 5 = Strongly disagree and 1 = 
Never to 5 = Always. 

MAS Hofstede’s third dimension of societal culture 
“Masculinity/Femininity”. Response to questions: D3, 
D7, D17, and D24. 

Likert scale 1=Strongly agree to 
5 = Strongly disagree and 1= Of 
utmost important to 5 = Of very 
little importance. 

IDV Hofstede’s fourth dimension of societal culture 
“Individualism / Collectivism”. Response to questions: 
C1a, C2a, C3a, C4a, C5a, and C6a. 

Scale from 1 to 100 points 

Clan Organisational Culture Assessment Instrument’s 
(OCAI) first organisational culture type is “Clan 
culture”. Response to questions: C1a, C2a, C3a, C4a, 
C5a, and C6a. 

Scale from 1 to 100 points 

Adho OCAI’s second organisational culture type is 
“Adhocracy culture”. Response to questions: C1b, C2b, 
C3b, C4b, C5b, and C6b. 

Scale from 1 to 100 points 

Mark OCAI’s third organisational culture type is “Market 
culture”. Response to question: C1c, C2c, C3c, C4c, 
C5c, and C6c. 

Scale from 1 to 100 points 

Hier OCAI’s fourth organisational culture type is “Hierarchy 
culture”. Response to questions: C1d, C2d, C3d, C4d, 
C5d, and C6d. 

Scale from 1 to 100 points 

PU Technology Acceptance Model’s (TAM) first variable 
“Perceived Usefulness”. Response to questions: E1, E3, 
E5, E7, E9, and E11. 

Likert scale 1=Strongly agree to 
5 = Strongly disagree. 

PEoU TAM’s second variable “Perceived Ease of Use” 
Response to questions: E2, E4, E6, E8, E10, and E12. 

Likert scale 1=Strongly agree to 
5 = Strongly disagree. 

Table 6.17 shows the definitions and explanations of all SPSS output used in the analysis 

and the interpretations of results in this study. 

Table 6.17 Glossary of Terms Used for the Analysis 
 

Term Description 
The Model Summary Gives us information on about the usefulness of the model. 
The Omnibus Test of Model 
Coefficients 

Gives an overall indication of how well the model performs. 

The Hosmer and Lemeshow 
Test (H-L) 

Supports the model as being worthwhile and is another name for a chi-
square goodness of fit. For H-L test poor fit is indicated by significance 
value less than 0.05, so to support the model, values greater than 0.05 
are needed.. 
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Term Description 
The Cox & Snell R Square and 
the Nagelkerke R Square 
values. “Pseudo R square” 

Provides an indication of the amount of variation in the independent 
variable explained by the model (from min. of 0 to max 1). These are 
described as pseudo R square statistics, rather than the true R square 
values that are provided in multiple regression output. 

Classification Table  This provides an indication of how well the model is able to predict the 
correct category for each case. 

Variables in the Equation 
Table (Wald test) 

Gives information about the contribution or importance of each of our 
predictor variables. The value of each predictor can be seen in the 
column labelled “Wald”.  

Wald Test Tests the significant of individual independent variables.  
The B value Provided in the second column are equivalent to B values obtained in a 

multiple regression analysis. 
Variables in the Equation table  Is provided in the Exp(B) column. These values are the odd ratios (OR) 

for each independent variable. 
Chi-square The goodness of fit test is an indicator of model appropriateness. 

6.8.1 SOCIETAL CULTURE’S INFLUENCE ON MIS ADOPTION 

A direct binary logistic regression was performed to assess the direct relationships 

between the IV societal culture using Hofstede’s four societal culture dimensions of 

power distance (PD), uncertainty avoidance (UA), masculinity/femininity (MAS), and 

individualism/collectivism (IDV) with the dependent variable of MIS adoption. 

Evaluating the Model and the Independent Variables 

The influences of the societal variables in both regions and their measurements shown in 

Tables 6.18, 6.19, and appendix B and C were assessed. All societal culture variables 

were measured on a continuous scale. The results of the initial logistic regression model 

with all societal culture variables entered are presented in Table 6.18 for the Arab Gulf 

region and Table 6.20 for the North Africa region. The results in the Arab Gulf region 

revealed that the overall model is highly significant at the (P < 0.001) level with chi-

square statistics of 114.59 (p <0.001, df 4). The chi-square value for the Hosmer-

Lemeshow Test of Goodness of fit is (12.03) with a significance level of (0.15) (see 

Table 6.17). The Cox & Snell R2 and the Nagelkerkr R2, which provides an indication of 

the amount of variation explained by logistic regression in the dependent variable, is 

explained by the model described as pseudo R2 statistics. This suggests that 46% and 

91% of the variability is explained by this set of societal variables. This provides us with 

an indication of how well the model is able to predict the correct category (adopt/ not 

adopt) for each case. The model predicts 91.1% of the responses correctly (see Appendix 

B). 
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Table 6.18 shows the results from the model indicating that PD influences the adoption 

of MIS in the Arab Gulf region negatively (B = -0.083) with significance at the (p < 

0.01) level. This means that as the PD increases, these societies are less likely willing to 

adopt MIS. The candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between 0.864 and 0.98. It also shows that UA influences the 

adoption of MIS in the Arab Gulf region negatively (B = -0.039) with significance at the 

(p < 0.015). This means that as the UA increases, these societies are less likely or willing 

to adopt MIS. The candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between 0.933 and 0.992. MAS influences the adoption of 

MIS in the Arab Gulf region positively (B = 0.031) with significance at the (p < 0.01) 

level, which means that as the MAS increases, these societies are more likely or willing 

to adopt MIS. The candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between 1.007 and 1.957. The IDV dimension was not 

significant in this region. 

Table 6.18 Logistic Regression Model Results for Societal Culture 
 

B S.E. Wald df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
       Lower Upper
PD -.083 .032 6.608 1 .010 .920 .864 .980 
UA -.039 .016 5.962 1 .015 .962 .933 .992 
MAS .031 .012 6.611 1 .010 1.032 1.007 1.057 
IDV .056 .030 3.503 1 .061 1.058 .997 1.122 
Constant 11.318 3.790 8.919 1 .003 82329   

Dependent Variable: MIS Adoption 

The results of the logistic regression model in the North Africa region with all societal 

culture variables entered are presented in Table 6.19. The results of the overall model are 

highly significant at the (p < 0.001) level with chi-square statistics of 237.932 (p < 0.001, 

df 4). The chi-square value for the Hosmer-Lemeshow Test of Goodness of fit is 1.248 

with a very high significance level of 0.996. The Cox & Snell R2 and the Nagelkerkr R2, 

described as pseudo R2 statistics, suggests that 59.7% and 88.6% of the variability is 

explained by this set of societal variables. The model predicts 96.6% of the responses 

correctly (see Appendix C). 
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Table 6.19 shows the results from the model indicating that PD influences the adoption 

of MIS in the North Africa region negatively (B = -0.018), with significance at the (p < 

0.003) level, meaning that as the PD increases, these societies are less likely or willing to 

adopt MIS. The candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between 0.971 and 0.994. It also shows that UA influences 

the adoption of MIS negatively (B = -0.057), being highly significant at the (p < 0.001) 

level, which means that as the UA increases, these societies are less likely or willing to 

adopt MIS. The candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between 0.923 and 0.967. MAS influences the adoption of 

MIS positively (B = 0.011) with significance at the (p < 0.01) level. This means that as 

the MAS increases, these societies are more likely or willing to adopt MIS. The 

candidate can be 95% confident that the actual value of OR in the population lies 

somewhere between 1.003 and 1.019. IDV influences the adoption of MIS positively (B 

= 0.015) with significance at the (p < 0.007) level, meaning that as the IDV increases, 

these societies are more likely or willing to adopt MIS. The candidate can be 95% 

confident that the actual value of OR in the population lies somewhere between 1.004 

and 1.026. 

Table 6.19 Logistic Regression Model for Societal Culture 
 

B S.E. Wald df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
        Lower Upper
PD -.018 .006 8.822 1 .003 .983 .971 .994 
UA -.057 .012 23.458 1 .000 .945 .923 .967 
MAS .011 .004 6.934 1 .008 1.011 1.003 1.019 
IDV .015 .006 7.180 1 .007 1.015 1.004 1.026 
Constant .400 .631 .403 1 .526 1.492   

Dependent Variable: MIS Adoption 

6.8.2 ORGANISATIONAL CULTURE’S INFLUENCE ON MIS 
ADOPTION 

A direct binary logistic regression was performed to assess the relationships between the 

IV organisational culture using OCAI’s four organisational culture types of Clan, 

Adhocracy, Market, and Hierarchy Cultures as our IV, and the MIS adoption as our DV. 

 



 149

Evaluating the Model and the Independent Variables 

All organisational culture variables were measured on a continuous scale. The results of 

the initial logistic regression model with all organisational culture variables entered are 

presented in Table 6.20 and 6.21. The SPSS output (Appendix B) revealed that the 

results of the overall model in the Arab Gulf region were highly significant at the (p < 

0.001) level with chi-square statistics of 108.4 (p <0.001, df 4). The Cox & Snell R2 and 

the Nagelkerkr R2 suggest that 44.5% and 87.6% of the variability are explained by this 

set of organisational variables. The model predicts 97% of the responses correctly. 

The results from the model indicate that clan culture influences the adoption of MIS 

negatively (B = -1.113). This means that as the clan culture increases, these societies are 

less likely or willing to adopt MIS applications. The coefficient on the clan culture 

variable has Wald statistics of (10.386 with df = 1), which is highly significant at the (p < 

0.001) level. The odds ratio (OR) for clan culture is Exp (B) of (0.329). This indicates 

that, all other factors being equal, for every unit of clan culture, the odds of adopting 

decrease by a factor of (0.329). Table 6.20 also shows that the confidence interval for the 

clan culture variable (OR = 0..329) ranges from (0.167) to (0.647). The candidate can, 

therefore, be 95% confident that the actual value of OR in the population lies somewhere 

between (0.167 and 0.647). Market culture influences the adoption of MIS negatively (B 

= -0.489) and is significant at the (p < 0.037) level, meaning that as the market culture 

increases, these societies are less likely or willing to adopt MIS. Hierarchy culture 

influences the adoption of MIS negatively (B = -1.31) and is significant at the (p < 0.004) 

level, meaning that as the hierarchy culture increases, these societies are less likely or 

willing to adopt MIS. 

Table 6.20 Logistic Regression Model for Organisational Culture in Arab Gulf 
 

B S.E. Wald df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
        Lower Upper
Clan Cult -1.113 .345 10.386 1 .001 .329 .167 .647 
Adho Cult -.542 .295 3.366 1 .067 .582 .326 1.038 
Mark Cult -.489 .235 4.349 1 .037 .613 .387 .971 
Hier Cult -1.310 .456 8.242 1 .004 .270 .110 .660 
Constant 92.363 30.386 9.239 1 .002 1.29E+4   

Dependent Variable: MIS Adoption 
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The results of the logistic regression model in the North Africa region with all 

organisational culture variables are presented in Table 6.21. The output (Appendix C) 

revealed that the results of the overall model were highly significant at the (p < 0.001) 

level with chi-square statistics of 150.238 (p < 0.001, df 4). The chi-square value for the 

Hosmer-Lemeshow Test of Goodness of fit is 3.41 with a high significance level of (p < 

0.906). Pseudo R2 statistics suggests that 43.6% and 64.8% of the variability is explained 

by this set of organisational variables. The model predicted 88.2% of the responses 

correctly. 

The results from the model indicate that clan culture influences the adoption of MIS 

negatively (B = -.999). This means that as the clan culture increases, these societies are 

less likely or willing to adopt MIS applications. The coefficient on clan culture variable 

has Wald statistics of (33.45 with df = 1), which is highly significant at the (p < 0.001) 

level. The odds ratio (OR) for clan culture is Exp (B) of (0.368). Table 6.21 also shows 

that the confidence interval for the clan culture variable ranges from (0.262) to (0.517), 

so we can be 95% confident that the actual value of OR in the population lies somewhere 

between (0.262 and 0.517). Adhocracy culture influences the adoption of MIS negatively 

(B = -0.633) and is highly significant at the (p < 0.001) level, meaning that as the 

adhocracy culture increases, these societies are less likely or willing to adopt MIS. 

Market culture also influences the adoption of MIS negatively with (B = -0.672) and is 

highly significant at the (p < 0.001) level. This means that as the market culture 

increases, these societies are less likely or willing to adopt MIS. Hierarchy culture 

influences the adoption of MIS negatively (B = -0.857) and is highly significant at the (p 

< 0.001) level which means that as the hierarchy culture increases, these societies are less 

likely or willing to adopt MIS. 

Table 6.21 Logistic Regression Model for Organisational Culture in North Africa 
 

B S.E. Wald df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
       Lower Upper
Clan Cult -.999 .173 33.445 1 .000 .368 .262 .517
Adho Cult -.633 .162 15.346 1 .000 .531 .387 .729
Mark Cult -.672 .156 18.466 1 .000 .511 .376 .694
Hier Cult -.857 .164 27.467 1 .000 .424 .308 .585
Constant 78.496 15.839 24.560 1 .000 1.2e34    
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6.8.3 EVALUATING THE MEDIATION ROLE OF TECHNOLOGY 
ACCEPTANCE 

Evaluating the mediating role of technology acceptance on MIS adoption is performed in 

three steps, following the steps recommended by Baron and Kenny (1986). Firstly, The 

candidate regressed the technology acceptance of two variables on MIS adoption. 

Secondly, the candidate regressed societal culture on each technology acceptance 

variable. Finally, the candidate used Sobel’s test to assess the indirect relationships to 

measure the mediating role of technology acceptance on the adoption of MIS in the two 

Arab regions. The same steps were followed to assess the organisational culture 

component. 

6.8.3.1 SOCIETAL CULTURE’S INFLUENCE AND MEDIATION’S 
ROLE 

I - Influence of Technology Acceptance on MIS adoption 

A direct binary logistic regression was performed to assess the relationship between the 

independent variables of technology acceptance, using TAM’s two variables to assess 

how people in certain cultures perceive technology: PU and PEoU are our dependent 

variables and the MIS adoption is our dependent variable. 

Evaluating the Model and the Independent Variables 

The influences of the societal variables and their measurements were assessed. Both 

technology acceptance variables were measured on a continuous scale. The results of the 

initial logistic regression model with all technology acceptance variables are presented in 

Table 6.22. The SPSS output (Appendix B) reveals that the results of the overall model 

are highly significant at the (p < 0.001) level, with chi-square statistics of 57.3 (p < 

0.005, df 2). The pseudo R2 statistics suggest that 26.8% and 52.7% of the variability are 

explained by this set of technology acceptance variables. The model predicts 91.8% of 

the responses correctly. 

The results presented in Table 6.22 reveal that both technology acceptance variables 

were significant in the model. Both technology acceptance factors significantly influence 

MIS adoption in the Arab Gulf region, with PU (p < 0.031 and PEoU (p < 0.001). The 
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results from the model indicate that PU influences the adoption of MIS negatively (B = -

1.27). This means that, as PU increases, these societies are less likely or willing to adopt 

MIS applications. The coefficient on PU variable has Wald statistics of (4.663 df = 1), 

which is significant at the (p < .031) level. The odds ratio (OR) for PU is Exp (B) of 

0.281. Table 6.22 shows that the confidence interval for the PU variable (OR = 0.281) 

ranges from 0.089 to 0.889, so the candidate can be 95% confident that the actual value 

of OR in the population lies somewhere between 0.089 and 0.889. 

The results from the model indicate that PEoU influences the adoption of MIS negatively 

(B = -2.341), meaning that as the PEoU increases, these societies are less likely or 

willing to adopt MIS applications. The coefficient on the PEoU variable has Wald 

statistics of (10.28 df = 1), which is highly significant at the (p < 0.001) level. The odds 

ratio (OR) for PEoU is Exp (B) of 0.096. Table 6.22 shows that the confidence interval 

for our PEoU variable (OR = 0.096) ranges from 0.023 to 0.0403, so the candidate can be 

95% confident that the actual value of OR in the population lies somewhere between 

0.023 and 0.403. 

Table 6.22 Logistic Regression Model for Perceived Technology in the Arab Gulf 
 

B S.E. Wald Df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
             Lower Upper
PU -1.270 .588 4.663 1 .031 .281 .089 .889
PEoU -2.341 .730 10.280 1 .001 .096 .023 .403
Constant 11.406 2.035 31.422 1 .000 89822    

Dependent Variable: MIS Adoption 

The results of the logistic regression model in the North Africa region with all 

technology acceptance variables are presented in Table 6.23. The output (Appendix C) 

shows that the results of the overall model are highly significant at the (p < 0.001) level, 

with chi-square statistics of 221.535 (p < 0.001, df 2). The chi-square value for the 

Hosmer-Lemeshow Test of Goodness of fit is 4.409, with a significance level of 0.819. 

The Cox & Snell R2 and the Nagelkerkr R2 suggest that 57.1% and 84.7% of the 

variability are explained by this set of technology acceptance variables. The model 

predicts 95.4% of the responses correctly. 
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The results presented in Table 6.23 reveal that both technology acceptance variables 

were significant in the model. Both technology acceptance factors significantly influence 

MIS adoption in the North Africa region with PU (p < 0.007) and PEoU (p < 0.001). The 

results also indicate that PU influences the adoption of MIS negatively (B = -3.018). This 

means that as the PU increases, the people in this society are less likely or willing to 

adopt MIS applications. The coefficient on PU variable has Wald statistics of (7.344 df = 

1), which is significant at the (p < 0.007) level. The odds ratio (OR) for PU is Exp (B) of 

(0.049). The confidence interval for the PU variable (OR = 0.049) ranges from (0.006) to 

(0.434), so the candidate can be 95% confident that the actual value of OR in the 

population lies somewhere between (0.006 and 0.434). 

Results from the model also indicate that PEoU influences the adoption of MIS 

negatively (B = -4.35), meaning that as the PEoU increases, the Libyan people are less 

likely or willing to adopt MIS applications. The coefficient on PEoU variable has Wald 

statistics of (30.588 df = 1), which is highly significant at the (p < 0.001) level. The odds 

ratio (OR) for PEoU is Exp (B) of (0.013). The confidence interval for the PEoU variable 

(OR = 0.013) ranges from (0.003 to 0.06), so the candidate can be 95% confident that the 

actual value of OR in the population lies somewhere between (0.003 and 0.06). 

Table 6.23 Logistic Regression Model for Perceived Technology in North Africa 
 

B S.E. Wald Df Sig. Exp(B) 
95.0% C. I. for 

EXP(B) Model 
       Lower Upper
PU -3.018 1.114 7.344 1 .007 .049 .006 .434 
PEoU -4.350 .787 30.588 1 .000 .013 .003 .060 
Constant 13.776 2.310 35.559 1 .000 961246.19   

Dependent Variable: MIS Adoption 

II - Societal Culture’s Influence on Technology Acceptance 

Regressing societal culture variables on technology acceptance is the next step for 

assessing the mediating role of technology acceptance. SPSS regression is used to 

compute a standard multiple regression between the DV perceived usefulness (PU) and 

the IV societal culture using Hofstede’s four dimensions of societal culture. 
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Evaluating the Model and the Independent Variables 

The output of the Arab Gulf region (Appendix B) contains the correlations between our 

four variables. The correlation ranges from a high of (0.377) to a low of (0.214). All are 

highly significant at the (p < 0.001) level. The regression was a very poor fit (R2
adj = 

19%), which means that the model has accounted for (19%) of the variance in the 

dependent variables. The results of the overall relationship using the enter method, 

however, indicate that the overall model is statistically significant (F 4,179 = 11.63, p < 

0.001). Furthermore, all of our predictor variables are statistically significant, except for 

the IDV variable. 

Table 6.24 reveals the results of the four independent variables and our PU as the 

dependent variable, used in this analysis for testing the influence of societal culture on 

the technology acceptance in the Arab Gulf region. The results show that three of our 

independent variables contributed significantly to the model at (0.05) level, (PD (B) = 

0.186, t = 2.45 and p < 0.015), (UA (B) = 0.164, t = 2.263 and p < 0.025), (MAS (B) = --

0.164, t = 2.187, and p < 0.03), IDV was not significant in this model. Table 6.24 shows 

that both PD and UA scores were positively related to PU in these societies. As PD and 

UA factors increase, these societies are more willing to perceive the usefulness of the 

technology. The MAS factor was negative, meaning that as MAS increases, these 

societies are less likely to see any usefulness in the technology. Looking at the 

standardised value of beta coefficients of the three independent variables, the candidate 

see that they contribute to or have almost the same impact on the dependent variable in 

our model. The tolerance values, which are a measure of the correlation between the 

predictors, are high, meaning that there are no relationships between our predictors. 

Table 6.24 Linear Regression Model for Societal Culture in Arab Gulf 
Unstandardised 

Coefficients 
Standardised 
Coefficients t Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta     

Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

(Constant) 1.820 .132  13.762 .000 1.559 2.080   
PD .002 .001 .186 2.450 .015 .000 .004 .768 1.303 
UA .002 .001 .164 2.263 .025 .000 .004 .839 1.192 
MAS -.002 .001 -.164 -2.187 .030 -.003 .000 .790 1.266 
IDV -.002 .001 -.131 -1.754 .081 -.005 .000 .790 1.265 

Dependent Variable: PU 
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Table 6.25 shows the results of the four independent variables and our PEoU. The results 

reveal that three of our independent variables contributed significantly to the model at (p 

< 0.05) level, PD (B) = 0.193, t = 2.544 and p < 0.012, MAS (B) = --0.199, t = 2.658 and 

p < 0.009, IDV (B) -0.148, t = -1.978, and p < 0.05. UA was not significant in this 

model. Table 6.25 shows that PD was positive related to PEoU in these societies. As PD 

increases, these societies are willing to see technology as being easy to use. The MAS 

and IDV factors were negative, meaning that as both MAS and IDV increase, these 

societies are less likely to see any ease of use of the technology. The three significant 

independent variables contribute to or have almost the same impact on the dependent 

variable in our model. The tolerance values are high, meaning that there are no 

relationships between our independent variables. 

Table 6.25 Linear Regression Model for Societal Culture in Arab Gulf 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients T Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta     

Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

(Constant) 2.285 .131  17.456 .000 2.027 2.543   
PD .002 .001 .193 2.544 .012 .001 .004 .768 1.303 
UA .001 .001 .098 1.351 .178 -.001 .003 .839 1.192 
MAS -.002 .001 -.199 -2.658 .009 -.004 -.001 .790 1.266 
IDV -.003 .001 -.148 -1.978 .050 -.005 .000 .790 1.265 

Dependent Variable: PEoU 

The output (Appendix C) contains the correlations between our four variables. The 

correlation ranges from a high of (0.462) to a low of (-0.017). The regression was a very 

poor fit (R2
adj = 27%), which means that the model has accounted for 27% of the 

variance in the dependent variables, but the in overall relationship using the enter 

method, the results indicate that the overall model is statistically significant (F 4,257 = 

24.54, p < 0.001). Furthermore, all of our IVs are statistically significant except for the 

IDV variable. 

Table 6.26 reveals the results from the North Africa region. The results show that three 

of our independent variables contributed highly significantly to the model at the (p < 

0.001) level, PD (B) = 0.223, t = 3.985 and p < 0.001, and the candidate is 95% confident 

that our actual value of B in the population lies somewhere between 0.00 and 0.001. UA 
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(B) = 0.324, t = 5.256 and p < 0.001, and the candidate is 95% confident that our actual 

value of B in the population lies somewhere between (0.001) and (0.003). MAS (B) = -

0.140, t = -2.386 and p < 0.018, and the candidate is 95% confident that our actual value 

of B in the population lies somewhere between (-0.001) and (0.00). IDV was not 

significant in this model. The results also show that both PD and UA scores were positive 

related to PU in this society. As PD and UA variables increase, this society is more 

willing to perceive the usefulness of technology. The MAS factor was negative, meaning 

that as MAS increases, the Libyans are less likely to see any usefulness in the 

technology. Looking at the standardised value of beta coefficients for the three IV, the 

candidate see that they contribute to or have different low impacts on the DV in our 

model. The tolerance values, which are a measure of the correlation between the 

predictors, are high, meaning that there is no correlation between our IVs. 

Table 6.26 Linear Regression Model for Societal Culture in North Africa  
 

Unstandardised 
Coefficients 

Standardised 
Coefficients T Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound 

Upper 
Bound Tolerance VIF 

(Constant) 1.722 .048  36.176 .000 1.629 1.816   
PD .001 .000 .223 3.985 .000 .000 .001 .897 1.114 
UA .002 .000 .324 5.256 .000 .001 .003 .741 1.350 
MAS -.001 .000 -.140 -2.386 .018 -.001 .000 .816 1.226 
IDV .000 .000 -.055 -1.022 .308 -.001 .000 .969 1.032 

Dependent Variable: PU 

The output (Appendix C) contains the correlations between our four variables. The 

correlation ranges from a high of (0.704) to a low of (-0.017). The regression was a very 

good fit (R2
adj = 55%). This means that the model has accounted for 55% of the variance 

in the dependent variables, while the overall relationship using the enter method indicates 

that the overall model is statistically significant (F 4,257 = 79.925, p < 0.001). 

Furthermore, all of our IVs are statistically significant except for the IDV variable. 

Table 6.27 shows that all of our IVs were highly significant at the (p < 0.001) level, with 

a PD of (B) = 0.140, t = 3.192 and p < 0.002, and the candidate is 95% confident that our 

actual value of B in the population lies somewhere between 0.00 and 0.001. (B) = 0.577, 

t = 11.916 and (p < 0.001), and the candidate is 95% confident that our actual value of B 

in the population lies somewhere between (0.005) and (0.008). MAS is (B) = -0.141, t = -
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3.05 and (p < 0.003), and the candidate is 95% confident that our actual value of B in the 

population lies somewhere between (0.00) and (0.816). IDV is (B) = -0.160, t = -3.785 

and p < 0.000, and the candidate is 95% confident that our actual value of B in the 

population lies somewhere between (-0.002) and (-0.001). The results also show that 

both PD and UA scores were positive related to PEoU in this society. As PD and UA 

variables increase, this society is more willing to perceive the ease of use of the 

technology. 

MAS and IDV factors were negative, meaning that as MAS and IDV increase, the 

Libyans are less likely to see any ease of use in the technology. Looking at the 

standardised value of beta coefficients for the IVs, the candidate see that they contribute 

to or have different impacts on the DV in our model. The tolerance values, which are a 

measure of the correlation between the predictors, are high, meaning that there is a low 

correlation between our IVs. 

Table 6.27 Linear Regression Model for Societal Culture in North Africa 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients T Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

(Constant) 2.261 .058  39.004 .000 2.147 2.375   
PD .001 .000 .140 3.192 .002 .000 .001 .897 1.114 
UA .007 .001 .577 11.916 .000 .005 .008 .741 1.350 
MAS -.001 .000 -.141 -3.050 .003 -.002 .000 .816 1.226 
IDV -.002 .000 -.160 -3.785 .000 -.002 -.001 .969 1.032 

Dependent Variable: PEoU 

III - Evaluating Technology Acceptance as a Mediating Variable 

Using the data from Tables 6.22 to 6.27, the candidate calculated all of the possible 

mediation relationships of societal culture and the adoption of MIS in both regions. The 

candidate used TAM’s two variables of PU and PEoU as mediators for MIS adoption. As 

can be seen from Table 6.28, all the possible mediations are significant. Also, as can be 

seen from Table 6.28, none of our variables are significant. This implies that there were 

no mediating relationships between our ID and DV, using TAM’s two variables PU and 

PeoU, on the adoption of MIS in the Arab Gulf region. This reveals that societal culture 

variables have a direct influence on the adoption of MIS in this region. 
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Table 6.28 Mediating Variables Significant in the Arab Gulf Region 
 

Sobel test Aroian test Goodman test Variable’s Moderating 

Path t-test p-value t-test p-value t-test p-value 

PD – PU – MIS Adoption -1.477 0.1423 -1.389 0.165 -1.560 0.119 

PD – PEoU – MIS Adoption -1.697 0.0897 -1.641 0.1001 -1.7597 0.07845 

UA – PU – MIS Adoption -1.477 0.1423 -1.389 0.165 -1.560 0.119 

UA – PEoU – MIS Adoption -0.9546 0.3397 -0.915 0.360 -1.000 0.3173 

MAS – PU – MIS Adoption 1.477 0.1423 1.389 0.165 1.560 0.119 

MAS – PEoU – MIS Adoption 1.6970 0.08969 1.641 0.10088 1.7597 0.07845 

IDV – PU – MIS Adoption 1.477 0.1423 1.389 0.165 1.560 0.119 

IDV – PEoU – MIS Adoption 2.1901 0.0285 2.130 0.0327 2.2499 0.02446 

Using the data from Tables 6.23, 6.26, and 6.27, the candidate calculated all the possible 

mediation paths of societal culture and the adoption of MIS using technology 

acceptance’s PU and PEoU as mediators. Table 6.29 shows the results of the three 

different tests used for all the possible mediation paths and their significance. The data 

collected from the North Africa region shows that there are significant mediated 

relationships between societal culture variables and TAM variables, with indirect 

relationships existing between the two variables. This implies that TAM plays a 

mediating role on the adoption of MIS in this region from a societal culture point of 

view. The relationship between PD, UA, MAS, and IDV and MIS adoption was mediated 

by how people perceive the ease of use and the usefulness of the technology. 

Table 6.29 Mediating Variables Significant in North Africa 
 

Sobel test Aroian test Goodman test Variable’s Moderating Path 

t-test p-value t-test p-value t-test p-value 

PD – PU – MIS Adoption -2.7092 0.0067 -2.709 0.0067 -2.7092 0.0067 

PD – PEoU – MIS Adoption -5.5273 .000000 -5.527 .000000 -5.527 .00000 

UA – PU – MIS Adption -2.7092 0.0067 -2.709 0.0067 -2.7092 0.0067 

UA – PEoU – MIS Adption -4.338 0.00001 -4.311 0.00001 -4.366 0.00001 

MAS – PU – MIS Adoption 2.7092 0.0067 2.709 0.0067 2.7092 0.0067 

MAS – PEoU – MIS Adoption 5.5273 .000000. 5.527 .000000 5.5273 .000000 

IDV – PU – MIS Adoption N/A N/A N/A N/A N/A N/A 

IDV – PEoU – MIS Adoption 5.5273 .000000 5.527 .000000 5.5273 .000000 
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6.8.3.2 ORGANISATIONAL CULTURE’S INFLUENCE AND 
MEDIATION’S ROLE 

In this section the researcher is assessing the mediation relationships between 

organisational culture and MIS adoption using TAM as a mediator, following the same 

procedures used with societal culture. 

I - Organisational Culture’s Influence on Technology Acceptance 

Regressing organisational culture variables on technology acceptance is the next step for 

assessing the mediating role of technology acceptance. SPSS regression is used to 

compute a standard multiple regression between the DV perceived usefulness (PU) and 

the IV of the four organisational culture types revealed by the OCAI. 

Table 6.30 and 6.31 reveal the results of the four independent variables and our PU 

PEoU as the dependent variable used in this analysis for testing the influence of 

organisational culture on technology acceptance in the Arab Gulf region. The results 

show that none of our organisational culture variables have any significant meaning and 

that there are no indirect relationships and TAM did not play any mediation role on MIS 

adoption in this region. 

Table 6.30 Linear Regression Model for Organisational Culture in Arab Gulf 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients t Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound

Upper 
Bound Tolerance VIF 

(Constant) .724 2.095  .346 .730 -3.410 4.859   
ClanCult .024 .022 .196 1.103 .271 -.019 .068 .155 6.441 
AdhoCult -.009 .023 -.071 -.414 .679 -.054 .035 .169 5.911 
MarkCult .008 .023 .062 .350 .727 -.038 .054 .158 6.318 
HierCult .028 .024 .190 1.158 .248 -.019 .075 .181 5.516 

Dependent Variable: PU 
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Table 6.31 Linear Regression Model for Organisational Culture in the Arab Gulf 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients t Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound

Upper 
Bound Tolerance VIF 

(Constant) .765 2.013  .380 .704 -3.208 4.738   
ClanCult .022 .021 .181 1.049 .296 -.020 .064 .155 6.441 
AdhoCult -.013 .022 -.097 -.586 .558 -.055 .030 .169 5.911 
MarkCult .014 .022 .108 .631 .529 -.030 .058 .158 6.318 
HierCult .041 .023 .287 1.797 .074 -.004 .086 .181 5.516 

Dependent Variable: PEoU 

Table 6.32 reveals the results of the four IVs and PU in the North Africa region. The 

results show that three of our IVs contributed significantly to the model. The Clan culture 

is (B) = 0735, t = 3.483 and p < 0.001, and the candidate is 95% confident that our actual 

value of B in the population lies somewhere between (0.026) and (0.092). Market 

culture, (B) = 0.463, t = 2.376 and p < 0.018, and the candidate is 95% confident that our 

actual value of B in the population lies somewhere between (0.007) and (0.078). 

Hierarchy culture is (B) = 0.613, t = 2.902 and p < 0.004, and the candidate is 95% 

confident that our actual value of B in the population lies somewhere between (0.016) 

and (0.083). Adhocracy culture was not significant in this model. The results also show 

that all of our significant variables were positively related to PU in this society. As these 

variables increase, this society is more willing to perceive the usefulness of technology 

and adopt MIS. Looking at the standardised value of beta coefficients for the three IVs, 

the candidate see that they contribute to or have different impacts on the DV in our 

model. The tolerance values, which are a measure of the correlation between the 

predictors, are low, indicating that there might be some correlation between our IVs. 

Table 6.32 Linear Regression Model for Organisational Culture in North Africa 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients t Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

(Constant) -2.706 1.669  -1.621 .106 -5.992 .580   
ClanCult .059 .017 .735 3.483 .001 .026 .092 .074 13.572
AdhoCult .030 .017 .323 1.703 .090 -.005 .064 .091 10.936
MarkCult .042 .018 .463 2.376 .018 .007 .078 .086 11.604
HierCult .049 .017 .613 2.902 .004 .016 .083 .074 13.601

Dependent Variable: PU 
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The results show that all of our IVs contributed significantly to the model. The Clan 

culture, (B) = 0.904, t = 5.195 and p < 0.000, and the candidate is 95% confident that our 

actual value of B in the population lies somewhere between (0.07) and (0.155). The 

Adhocracy culture is (B) = 0.382, t = 2.446 and p < 0.015, and the candidate is 95% 

confident that our actual value of B in the population lies somewhere between (0.011) 

and (0.098). Market culture is (B) = 0.410, t = -2.548 and p < 0.011, and the candidate is 

95% confident that our actual value of B in the population lies somewhere between 

(0.013) and (0.103). Hierarchy culture is (B) = 0.808, t = 4.64 and p < 0.000, and the 

candidate is 95% confident that our actual value of B in the population lies somewhere 

between (0.058) and (0.144). The results also showed that all of our significant variables 

were positively related to PEoU in this society. As these variables increase, this society is 

more willing to perceive the ease of use of technology and adopt MIS. 

Table 6.33 Linear Regression Model for Organisational Culture in North Africa 
 

Unstandardised 
Coefficients 

Standardised 
Coefficients t Sig. 

95% Confidence 
Interval for B 

Collinearity 
Statistics 

Model 
 B 

Std. 
Error Beta   

Lower 
Bound 

Upper 
Bound 

Toleranc
e VIF 

(Constant) -5.709 2.135  -2.673 .008 -9.914 -1.504   
ClanCult .112 .022 .904 5.195 .000 .070 .155 .074 13.572
AdhoCult .054 .022 .382 2.446 .015 .011 .098 .091 10.936
MarkCult .058 .023 .410 2.548 .011 .013 .103 .086 11.604
HierCult .101 .022 .808 4.640 .000 .058 .144 .074 13.601

Dependent Variable: PEoU 

Evaluating Technology Acceptance as a Mediating Variable 

Using the data from Tables 6.23, 6.32, and 6.33, the candidate calculated all the possible 

mediation paths of organisational culture and the adoption of MIS using technology 

acceptance’s PU and PEoU as mediators. Table 6.34 shows the results of the three 

different tests used for all the possible mediation paths and their significance. The data 

collected from the North Africa region shows that there are significant mediated 

relationships between societal culture variables and PEoU. The relationship between PD, 

UA, MAS, and IDV and MIS adoption was mediated by how people perceive the ease of 

use of the technology. Overall, the mediation of technology plays a significant role in the 

adoption of MIS. 
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Table 6.34 Mediation Variables Significant in North Africa 
 

Sobel test Aroian test Goodman test Variable’s Moderating Path 

t-test p-value t-test p-value t-test p-value 

Clan – PU – MIS Adoption -2.1355 0.03271 -2.083 0.0373 -2.1929 0.02832 

Clan – PEoU – MIS Adoption -3.745 0.00018 -3.711 0.0003 -3.778 0.00016 

Adoc – PU – MIS Adoption -1.4787 0.1392 -1.413 0.1578 -1.5549 0.12 

Adoc – PEoU – MIS Adoption -2.2433 0.02488 -2.213 0.02688 -2.2746 0.02293 

Mark – PU – MIS Adoption -1.76799 0.0771 -1.703 0.0886 -1.8415 0.0656 

Mark – PEoU – MIS Adoption -2.294 0.0218 -2.264 0.02359 -2.3260 0.02002 

Hier – PU – MIS Adoption -1.974 0.04838 -1.914 0.0556 -2.0403 0.04132 

Hier – PEoU – MIS Adoption -3.5316 0.00041 -3.498 0.00046 -3.56631 0.00036 

6.9 SUMMARY 

This chapter has described the survey research method and procedures used in collecting 

the data for this thesis. The data was analysed using SPSS. A descriptive analysis for 

both regions was analysed. The inferential statistics and the final results of the findings 

were presented. The next chapter covers the qualitative aspect of the study. 
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CHAPTER SEVEN 

CASE STUDY DESIGN AND METHOD 

This chapter discusses the methodology and the research design appropriate for the 

qualitative part of this study and proceeds as follows. Section 7.1 gives an overview of 

the qualitative research study. Section 7.2 presents the case study objectives. Section 7.3 

discusses briefly the different qualitative research methods used in MIS. Section 7.4 

presents the case study research method. Section 7.5 explains the case study design. 

Section 7.6 discusses the thematic analysis followed to analyse the interviews. The 

chapter concludes with a brief summary. 

7.1 INTRODUCTION 

This qualitative study complements and affirms the quantitative component in the 

previous chapter. The qualitative analysis presented here is used as a follow up for 

further clarification of the results of the survey and also as a tool used for data 

triangulation purposes. It aids the interpretation and confirms the results of the survey 

findings. The goal of the qualitative study is to bring up issues related to the topic but 

which had not been covered in the survey. It also aims to extend the theory of societal 

and organisational influence on the adoption of management information systems (MIS) 

to highlight new themes or issues that might be of interest from the findings of the survey 

data. 

Qualitative research methods were developed in the social sciences to facilitate 

researchers studying social and cultural phenomena (Sornes et al., 2004). Gable (1994) 

claims that it is possible for researchers to use the case study approach after the survey 

when the researcher is replicating another study or testing an existing phenomenon. 

There are many different methods of qualitative research such as action research, case 

study research, and ethnography. Qualitative research uses qualitative data and 

qualitative data resources, which include observation and participant observation 

(fieldwork), interviews and questionnaires, documents and texts, and the researcher’s 

impressions and reactions (Sornes et al., 2004). Numerous researchers in the field of 

IS/MIS have used qualitative methods such as case study research as a basis for their 
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research findings (Alshawi et al., 2004; Ian, 1996; Lee, 1989; Markus, 1983; Murray & 

Coffin, 2001). Case study research remains an important method for gathering and 

analysing data from a social science point of view (Yin, 2003). 

A number of categorisations of MIS research have been considered over the last four 

decades. Yin (2003) claims that MIS research can be either positivist, interpretive, 

critical, or a mixture of more than one approach depending on the study’s objectives and 

the basics of the research. Orlikowski and Baroudi (1991) found that 96.8% of the 

articles they viewed from 1983 to 1988 used the positivist approach, of which 23.9% 

were descriptive and 72.9% were theoretically grounded; they also found that 3.2% of 

the articles for the same period were interpretive, and none using the critical approach. 

This means that most MIS researchers favour the positivist approach in undertaking 

research. Burrell and Morgan (1979) defined positivist research as an “epistemology 

which seeks to explain and predict what happens in the social world by searching for 

regularities and causal relationship between its constituent elements” (p.5). Boland 

(1985) argues that positivist research starts with theory and proceeds through empirical 

tests designed to disconfirm the theory (p.194). Positivist research usually takes for 

granted that reality is neutrally given and can be described by measurable propositions, 

which are independent of the observer and the instruments. Positivist studies generally 

challenge or test theory in an attempt to increase the predictive understanding of 

phenomenon (Straub, Gefen, & Marie-Claude, 2004). The nature of our research is to 

measure the influence of societal and organisational cultures on the adoption of MIS in 

Arab regions; therefore the current study can be viewed as positivist in its approach. The 

researcher is looking for a cause-effect relationship between our dependent and 

independent variables. 

From a positivist point of view, it is proposed that, in accepting or rejecting the 

innovation of MIS, human actions with respect to MIS software adoptions are purposeful 

and motivationally based. In addition, from a positivist perspective, our belief is 

concerned with the experimental testability of theories’ assumptions in finding 

connections between the practice and the reality about MIS adoption, and either 

confirming or rejecting those assumptions about MIS adoption in Arab regions from a 

cultural point of view. 
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7.2 CASE STUDY OBJECTIVES 

The main objective of the current study is to investigate the influence of societal and 

organisational culture on the adoption of MIS in the two Arab regions, verifying the 

mediating role of technology acceptance, and assessing if technology acceptance plays 

any mediating role in MIS adoption. In this research, the researcher is aiming to 

investigate the influential role played by societal culture as stated in the literature, and 

the dominant organisational culture in the two studied industry sectors, distinguishing 

any differences in terms of accepting and adopting the technology in general, and MIS in 

particular, by these regions to confirm the cultural differences. Moreover, the researcher 

is interested in studying issues that may explain the differences existing in the 

organisational and societal culture in these two regions that were not covered in the 

quantitative part of this research. 

7.3 QUALITATIVE RESEARCH METHODS 

The literature points to numerous qualitative research methods used by IS/MIS 

researchers. Methods such as action research, ethnography, grounded theory, and case 

study research are among the various research methods used by numerous researchers in 

the MIS discipline (Boudreau, Gefen, & Straub, 2001; Myers, 1997; 1999a; Straub et al., 

2004). It is very important that the researcher thoroughly understand any approach to be 

adopted and why it is the most appropriate approach for the researcher’s problem 

(Hunter, 2005). Table 7.1 summarises characteristics of some of the qualitative research 

methods that are suitable for this research study: each method’s research purpose, 

primary data collection method, and data analysis approach are briefly explained. A brief 

discussion of each of these research methods is given in the following section. 

Table 7.1 Characteristics of Qualitative Research Methods 

Method Research Purpose Primary data 
collection method  

Data Analysis 
approach 

 

Ethnography 

To describe the 
cultural and 
contextual 
characteristics of a 
group of people. 

Participant observation 
over an extended 
period of time (usually 
about one year) and 
interviews with 
informants. 

Holistic description 
and search for cultural 
or contextual themes. 
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Method Research Purpose Primary data 
collection method  

Data Analysis 
approach 

 

Grounded 
Theory 

To inductively 
generate a 
grounded theory 
describing and 
explaining a 
phenomenon. 

Interviews with more 
than 30 people 
observations are also 
frequently used. 

Constant comparative 
method (open, axial 
and selective coding). 

 

Case Study 

To describe case/s 
in depth and 
address the research 
questions. 

Multiple methods are 
used (interviews, 
observations). 

Holistic description 
and search for themes 
shedding light on 
case/s. 

Adopted from (Johnson & Christensen, 2004)(p.363) 

7.3.1 RESEARCH METHODS IN MIS 

Ethnographic research is where the researcher spends some time studying the problem in 

its real life context and uses an interpretive approach for presenting the findings (Harvey, 

1997b; Hunter, 2005). Ethnography was not appropriate for our current research study 

for many reasons. Firstly, in this study the researcher had limited time to complete the 

research, which makes it difficult to use ethnography as a method of collecting data. 

Secondly, in MIS research most leading MIS researchers are using case study methods 

more than any other in their research studies (Al-Mashari & Zairi, 2000; Alshawi et al., 

2004; Laudon, 1989; Markus, 1983; Phan & Oddou, 2002; Yin, 1989). Thirdly, 

positivism favours case study over ethnography in terms of data collection (Yin, 1989). 

Fourth, studying an observable fact for a long period of time is not a typical strategy in 

studying MIS systems (Yin, 1989). 

Grounded theory seeks to generate and develop a theory from the collected data. The 

grounded theory method is not suitable for our research for a number of reasons. Since 

generating or building a theory is the main theme of grounded theory, in this research the 

researcher is not generating or building a new theory from the collected data; rather the 

researcher is testing hypotheses. In addition, the researcher is testing and validating a 

well established societal and organisational cultures’ phenomenon that had been tested 

and replicated in other parts of the world and different cultures and had not yet been 

tested collectively in the Arabic culture. Therefore, the theory that the researcher is 

testing exists and does not need to be developed or generated from the collected data. 
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Action research is a type of case study research where the researcher or the investigator 

is at the same time a participant of the MIS adoption or development process. Action 

research is not a suitable method for our research for various reasons. Firstly, the 

researcher is studying phenomena that exist in organisations, which the researcher does 

not have the authority to change. Secondly, the researcher is not present when those 

organisations adopted MIS. Thirdly, the researcher does not have the authority and the 

ability to change the process as it is part of the action research. Lastly, our research is 

concerned with the adoption of MIS applications in the Arab regions and in assessing 

how societal and organisational culture influences the adoption process 

7.3.2 CASE STUDY 

The case study is one of several methods of conducting MIS qualitative research, and is 

the most common and widely used qualitative method in MIS in the real world context 

(Avison & Myers, 2005; Choudrie & Dwivedi, 2005; Galliers, 1990; Galliers & Land, 

1987; Mingers, 2003; Sornes et al., 2004; Yin, 2003). Case study is the favoured 

approach for answering questions of how or why (Yin, 1994). It refers to a group of 

qualitative methods that emphasise qualitative collections and analysis of data. Data are 

collected from a small number of interviewees (unit of analysis) through methods such as 

participant-observation, in-depth interviews, and longitudinal studies (Gable, 1991). 

When researchers are seeking to answer how and why type questions, they are often in 

exploratory mode, which would suggest a case study research method. It is the preferred 

strategy when “how” or “why” questions are being researched; when the researcher has 

little control over the events; and when the focus is on contemporary phenomena (Yin, 

2003). For the purpose of this research study, the researcher used the case study method 

as a follow up for further clarification of the results of the survey and also as a tool used 

for data triangulation purposes. Choudrie and Dwivedi (2005) argue that the case study is 

the best approach to study organisational elements of adoption of IS technology. The 

next sections will fully describe the case study as it relates to our research. 
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7.4 CASE STUDY RESEARCH METHOD 

Case study as a research method has been growing in the MIS discipline for the last three 

decades (Benbasat, 1987; Lee, 1989; Orlikowski & Baroudi, 1991; Yin, 2003), and its 

use by researchers in this field is increasing. Although there is no specific definition of 

case study, researchers define it according to their discipline and field of interest. There 

are many definitions of case study, but the most well-known is by Yin (2003), who 

defines it as “an empirical inquiry that investigates a contemporary phenomenon within 

its real-life context, especially when the boundaries between phenomenon and context 

are not clearly evident” (p.13). Other researchers such as Zikmund (2003), Benbasat 

(1987), and Johnson and Christensen (2004)] have defined case study research according 

to their area of interest. 

The literature points to the advantages and disadvantages of both quantitative and 

qualitative methods. As both are commonly used by numerous researchers to investigate 

the adoption, implementation, and use of MIS in organisations, no one method is more 

suitable and reliable than another for all research purposes (Benbasat, 1987). The case 

study method has both strengths and weaknesses. Its strength lies in capturing the reality 

from its source and is the best method to use when studying a phenomenon in its natural 

settings. Case studies present data in a simple, approachable way. It allows 

generalisations to theorise about the issues or phenomenon studied that are hypothetically 

applicable to similar cases. It may better reflect respondents’ thoughts, opinions, and/or 

beliefs, has the potential to obtain unanticipated answers related to the research issue, 

and. is a well-known and common method used by MIS researchers. In addition, case 

study findings are often easier to analyse and interpret. 

The disadvantages of case studies are, firstly, it relies on analytical generalisations, 

whereas survey research relies on statistical generalisations, making them stronger and 

more reliable (Yin, 2003). Many researchers argue that a single case is not adequate from 

which to generalise theory or findings. Secondly, case studies can take a longer time than 

expected, and thirdly, coding and analysing interview responses could be difficult with 

hard inflexible responses. 
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There are many reasons why the current study has adopted the case study method. 

Firstly, as mentioned above, it is the preferred method of many leading MIS scholars and 

researchers (Hamilton & Ives, 1992). Secondly, it captures the reality in detail and 

analyses more variables. Thirdly, using the case study method helps us capture any issues 

not covered by our quantitative survey research that might have an influence on our 

research results. Another reason is that case study methodology is obviously useful when 

a natural setting or a focus on up-to-date events is essential (Benbasat, 1987). Recording 

actual words and expressions of the interviewees is a reliable way of gathering data, and 

as our research is related to human attitudes and behaviour toward the adoption of 

technology, this gives the interviewees a chance to express their feelings more freely. 

Lastly, the researcher is attempting to describe the relationships between the independent 

and dependent variables in the real life context within the organisation. The case study 

approach is a suitable way to research an area in which, prior to this research, few 

previous studies have been carried out (Benbasat, 1987). Thus, for the above-mentioned 

reasons, the case study approach is the most suitable and favoured method of the 

available research methods for the current study. It is a valuable method, and serves the 

purpose of this study, especially in confirming our quantitative analysis to obtain in-

depth insights into the adoption process of MIS applications in organisations being 

studied. 

Yin (1989) and Benbasat (1984; 1987) from their review of the case studies used in 

major IS journal articles and conferences, found numerous problems that are widespread 

among IS/MIS  researchers. For example, some researchers are unclear as to data 

collection methodology, whether they are using single-case or multiple-case designs, as 

well as single and multiple case designs. In addition, some are using single-embedded 

case studies. Some do not clearly state the unit of analysis for the case study research; 

researchers use one source of data and if they have used any additional data sources for 

triangulation and validation, they are not mentioned; researchers provide little 

information about research objectives; the choice of case sites is not tied to the design. 

To the extent that was possible in this research, these and other potential pitfalls, and 

weaknesses of the case study approach were addressed. Yin (1989; 2003) and Benbasat 

(1984; 1987) also provided general principles and guidelines for conducting an 
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exemplary case study. For example, they advise that researchers should have clear 

descriptions of where their topic fits into the knowledge building process, they should 

have detailed case study selection criteria, should know whether a single or multiple case 

will be selected, and should provide detailed information about the data collection 

process. For the purpose of this study’s case research, the researcher addressed and 

followed these guidelines, as described in the next sections. 

7.5 THE CASE STUDY DESIGN 

Research design refers to the strategy used to explore the research problem from its 

preliminary set of questions, to the data collection and analysis of the findings, and to 

drawing conclusions. Nachmias and Nachmias (1996) define research design as follows: 

“it guides the investigator in the process of collecting, analysing, and interpreting 

observations. Case study is a rational model that permits researchers to draw conclusions 

relating to the underlying relationships between the variables under investigation” (p.77). 

Case studies are designed to reveal the details from the interviewees’ point of view using 

many sources of data gathering. Yin (2003) (p.21) and Benbasat (1987) (p.372-374) 

provide checklists for case study research design. These include the questions posed by 

the case study; its propositions if any; a case study’s unit(s) of analysis; the logic linking 

the data to the propositions; and the criteria for interpreting the findings. 

Yin (1989) recommends that, before embarking on a case study, researchers should do 

some basic design preparations. A good design preparation includes defining the case 

study, whether they will be single or multiple case studies, identifying what the 

researcher seeks to prove from the case or cases, choosing the interviewees to interview 

and how long the interview should take, how to deal with other sources of evidence, and 

finally what to do with the notes and other materials during the writing up. The 

researcher has therefore considered such issues before embarking on the case study. 

7.5.1 SELECTION OF CASES 

Another key part of the case study design is the selection of cases or organisations for the 

case study (Benbasat, 1987; Eisenhardt, 1989; Pettigrew, 1989). One of the most difficult 

aspects of collecting data can be gaining access to organisations. Getting access to 
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organisations in Arab regions was not an easy task because it depends on the official 

connection the researcher has with these organisations. The choice of organisations or 

sites was based on their ability and need for MIS adoption and their willingness to 

cooperate with the researcher. Another selection criterion was to have a mixture from 

industry sectors in government, public, and private organisations in each region that have 

or have not yet implemented MIS to see any issues or variations that differ in terms of 

MIS adoption from a cultural point view. In addition, the two industry sectors chosen for 

this study were among the most important sectors in each region. 

The choice of the oil and gas sector was based on its importance as a main source of 

income for many countries covered in this study. It is also the main exporting commodity 

of many countries in this region. The oil and gas sector deals and trades with foreign 

organisations worldwide, many of whom use the latest MIS technologies, and to keep up 

with these organisations the oil and gas sector in the two regions must also implement the 

latest MIS technology. Therefore, computerisation in this industry sector would help it to 

stay competitive in global markets. 

The banking sector is another important sector. It plays a vital role in automating the oil 

and gas sector and mediates in all national and international transactions. Without good 

modern banking systems oil and gas organisations would miss many advantages, 

especially since they are dealing with many other technologically up-to-date 

organisations. These two sectors complement each other in terms of financial transaction 

systems along with other sectors such as telecommunications. 

There are many reasons for choosing the two Arab regions (Arab Gulf and North Africa 

regions). The literature has previously treated these two regions as having the same 

societal and organisational cultures. It is true that the two have or share some common 

characteristics such as religion, language, and wealth, but this does not necessarily imply 

homogeneity in all aspects. This study will assess if the two studied regions are 

homogeneous as suggested in the literature, or if they are different by testing the 

influence of societal and organisational cultures on the adoption of MIS. Differences 

occur between groups and sectors within countries, but the researcher will ask whether it 

occurs in these two specific regions and, if so, why. 
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7.5.2 SINGLE VERSUS MULTIPLE CASE-STUDY DESIGN 

Case study can be designed as either single or multiple-cases. Yin (2003) claims that a 

necessary component of the case study research design is deciding between conducting 

single or multiple case studies. Yin considered five underlying principles to justify 

conducting a single case study (p.40). If it is testing a well-formulated theory, the case is 

indicative of an extreme or a distinctive case; whether it is representative of a typical 

project or situation; whether it is a revelatory case, meaning that the researcher is able to 

observe and analyse a phenomenon that was inaccessible to prior researchers. Yin (2003) 

also encourages doing multiple case study whenever possible. Multiple case study 

research is preferred and desirable when the intent of the research is description, theory 

building, or theory testing. Multiple case design allow for cross-case analysis and the 

extension of theory and yields more general research results (Benbasat, 1987; Dyer & 

Wilkins, 1991; Lee, 1989; Yin, 2003). 

Case study research may include one single case (Markus, 1983) or multiple-case studies 

(Sambamurthy & Zmud, 1999), depending on the design criteria and the level of analysis 

sought. There is a great deal of dispute between researchers about using single or 

multiple case studies. Some researchers claim that single case study is sufficient for 

research study (Eisenhardt, 1989), whereas others even question the number of multiple 

case studies. The latter claim that multiple case studies should include at least 4 – 10 

cases to be considered sufficient for a study (Yin, 2003). The multiple case studies are a 

collection of single cases, and involve collecting and analysing data from several single 

case studies. A single case will have data, often large, from a diversity of sources such as 

interviews, field observations, and documents, and this data may be contradictory. A 

multiple case study requires two stages of analysis. First, each case is analysed within the 

case itself as an independent unit; second, a cross-case analysis from the data of each 

case then seeks to build a theory across the cases. The multiple case study design is more 

favoured than the single case study method, providing that the researcher has the choice 

and resources for conducting multiple case studies. 

The nature of this research problem involves cross-cultural research in more than one 

country and in two different regions. In addition, it involves more than one industry 
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sector, and suggests some generalisation of findings to other organisations in the region. 

In accordance with Yin (2003) and Benbasat (1987), the holistic multiple case study 

approach has been chosen, where the unit of analysis across all cases is the individual 

organisations. The cases were divided into two main regions. The first was in the North 

Africa region where the two case studies were conducted with in-depth interviews of four 

of the senior managers in three different types of organisations in the Oil and Gas sector. 

Two interviews were in the government sector and two in the public sector. The second 

case study was in the Banking sector with another four interviews with senior 

management personnel in three different leading public banks in the region. In the Arab 

Gulf region, seven interviewees who had work experience of at least 12 years were 

interviewed – three from the oil and gas sector in two different countries in the Gulf 

region, two in the banking sector, one in the communications sector, and one in tourism. 

These interviewees had held senior management level jobs with a high level of 

experience (see Table 7.2). 

7.5.3 CASE STUDY PROTOCOL 

As recommended by Yin (2003), Benbasat (1987), and Gillham (2000) and others, and 

because the study used the multiple case study approach, it was an essential first step to 

develop the case study protocol before starting the data collection phase (Appendix E). A 

case study protocol is not a tool but rather an outline used to structure the interviewing 

process. Yin (2003) claims that it is very important to have a case study protocol before 

the data collection phase to guarantee and increase the reliability of the case study. 

Reliability is considered a vital issue at the data collection stage (Yin, 2003), its objective 

being to reduce errors and biases in the study. One of the ways of ensuring reliability is 

to perform the research so that other researchers may replicate it and obtain the same 

results. An essential step for allowing other researchers to replicate earlier case studies is 

the need to document the procedures used in the earlier cases. One of the approaches 

defined by Yin (2003) to guarantee reliability is the use of case study protocol. 

Case study protocols will define the structure of the overall case study effort (Chai & 

Pavlou, 2004). A case study protocol involves more than the interview questions; it 

includes the procedures and rules followed in utilising the tools, and developed before 
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the data collection phase. It is essential in multiple case studies to maintain consistency 

throughout all cases, and it is desirable in a single case study. 

A case study protocol is especially advantageous for investigative studies such as this 

research, for the following reasons: 

• it forces the researcher to consider in advance the objectives and goals of the study; 
• it helps the researcher avoid redundant effort, and any potential omissions of data 

collection; and. 
• it supports communication and documentation efforts. 

7.5.4 UNIT OF ANALYSIS 

Yin (2003) claims that the unit of analysis defines what the case is about and what 

constitutes a case: a complete collection of data for one study unit of analysis forms a 

single case. In this research, the unit of analysis was the individual organisations in the 

two most important industry sectors (Oil and Gas and Banking) spanning the two Arab 

regions (North Africa and the Arabian Gulf). The case studies focus on the adoption of 

MIS applications by organisations in the two Arab regions and seek to discover any 

variations of societal and organisational culture between different organisations in 

different industry sectors that have/have not yet adopted MIS. Participating senior and 

middle management personnel who completed the questionnaires of this study were 

invited to participate in the qualitative component of the study, being a one-to-one 

interview with the researcher. The interview consisted of questions geared to better 

understanding how societal and organisational cultures influence the adoption of MIS in 

the participating organisations in the two regions. 

7.5.5 DATA COLLECTION METHODS 

Planning for data collection can be a challenging and complex procedure. Multiple data 

collection methods or a triangulation approach, where the researcher looks for varieties 

of data sources, are typically utilised in case study research (Johnson & Christensen, 

2004). Yin (2003) defined the necessary steps for researchers to consider during the data 

collection phase. These steps enhance the quality of data collection and avoid the 

unnecessary pitfalls that many researchers fall into. Steps include having skills in data 
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collection, training in the development of case study protocols, screening of case study 

nominations, and conducting the pilot case study. 

For the purpose of this study the researcher has utilised various data collections methods, 

according to available resources. Since the research involves two Arab regions, three 

different data collection methods were adopted depending on the region and the relative 

access to information in those two regions. For the current study, the above-mentioned 

steps were considered before attempting the data collection phase. First, comprehensive 

research was conducted using the Internet to gather as much information and 

documentation as possible on organisations likely to participate in the study. In the Arab 

Gulf region, the Internet provided plenty of information about the organisations targeted, 

information on the organisation itself, its contact details, annual reports and balance 

sheets, and names and contact details of key senior and middle management and heads of 

departments. In the case of Libya, due to the lack of availability of information on the 

Internet on the targeted organisations, the researcher went in person and contacted 

potential organisations and gathered the limited information available. In each region, 

information on the current adoption stage of MIS in the organisation and key personal 

and contact details of IS/MIS department heads and senior and middle management 

executives were sought. In many cases it was necessary to rely on many different sources 

for information about these organisations. Sources included international journals, 

government web sites, and private independent sources (Arab League, 1995; ArabNet, 

2002; Baan Company, 2002; CIA Report, 2004; CIA World Factbook, 2004; Network 

Wizards, 2004; Olutimayin, 2002; SAP, 2004; SAP Arabia, 2001; The Tech Wizard, 

1999; World Bank Report, 2001). The reliability of these sources varies and so care was 

taken in verifying and selecting the most reliable sources. 

Using organisational documents whenever possible gave the researcher an inside view of 

the organisation, its position in the market and how it is being managed. This type of 

information gathering was not an easy task in many of the studied sample countries 

because information is perceived by many organisations as secret, and dispensing it a 

violation of their privacy. 
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7.5.5.1 IN-DEPTH INTERVIEWS 

One major way of collecting qualitative data is by conducting in-depth interviews. The 

advantage of conducting face-to-face interviews is that the researcher is able to use 

follow-up questions to clarify a response or obtain further information while still on the 

point. In addition, the researcher can note the feelings and emotions expressed by the 

interviewee. 

For this research thesis, the researcher conducted face-to-face interviews with CEOs, 

middle managers, and other key personnel in organisations in the two industry sectors 

spanning the Arab regions. The advantage of having in-depth interviews is in obtaining a 

detailed picture of the respondent’s beliefs about the technology acceptance in general 

and MIS adoption in particular. In addition, the researcher was able to follow up with any 

precise interesting related points that emerged in the interview in order to capture the full 

story. The interview guide was composed of questions adapted from Hofstede’s model 

VSM 94, Cameron and Quinn’s OCAI, and Davis’ TAM. 

As can be seen from the case study protocol, the questionnaire consisted of three parts. 

The researcher prepared questions using instruments previously mentioned for 

organisations that are adopting and implementing MIS applications and other questions 

for those that are not adopting MIS applications to synthesise any differences in the 

adoption process from a societal and organisational point of view. The first part was for 

all interviewees participating in the case study process. The questions were in a general 

form that fitted both organisations that are adopting or are not yet adopting MIS 

applications. The second part was for the organisations that are adopting MIS 

applications. The third part was for those organisations that are not adopting MIS 

applications (see Appendix E). 

7.5.5.2 QUANTITATIVE DATA 

Combination of data types can be highly synergetic (Choudrie & Dwivedi, 2005; 

Eisenhardt, 1989; Mingers, 2001 ;2003; Yin, 2003). The advantages of combining the 

quantitative evidence from the survey with the qualitative data are that it reveals 

relationships that may not be salient to the researcher. It also prevents the researcher 
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from losing control of the situation and receiving mistaken impressions from the 

interviewee in qualitative data, and can improve the findings where they are confirmed 

from the qualitative evidence (Gillham, 2000). 

7.5.6 IN-DEPTH INTERVIEWS PROCESS FOR DATA 
COLLECTIONS 

The interview process followed in collecting data in the two Arab regions took different 

settings. This was due to the nature of the study and getting access to interviewees. Each 

region was unique in terms of data collection. In the North Africa region, it was possible 

to conduct the interviews directly with interviewees who hold senior and middle 

management positions. However in the Arab Gulf region, and due to the unforeseen 

problems of travelling expenses, tedious visa processes, and the wide geographic 

distance between countries covered in this research, the researcher had to rely on 

personal contacts who had held senior or middle management positions for at least 12 

years in their home countries. The interviews in both regions started with the researcher 

introducing himself to the interviewee, stating his position, the research aim, objectives, 

and ethics of the research, and provisions for protecting the interviewee’s privacy. This 

was done in a friendly unstructured manner before starting the interviews. This informal 

start gave the interviewee confidence and trust to freely answer the questions. Fifteen 

interviews were held in the two regions, eight of which were held in the North Africa 

region. Four of these were in the oil and gas sector and four in the banking sector. For the 

Arab Gulf region, seven interviews were conducted, three in oil and gas, two in banking, 

one in tourism, and one in the communications field because of the availability of 

interviewees in the two studied industry sectors. 

Table 7.2 illustrates some of the demographic characteristics of the interviewees of both 

regions. A code number was assigned to each interviewee depending on his region. For 

example, N1, N2, etc. refer to interviewees from the North Africa region while G1, G2 

etc. refer to interviewees from the Arab Gulf region. 
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Table 7.2 Demographic Characteristics of Interviewees 
 

ID 
No. 

Gende
r 

Industry 
Sector 

Type of 
Organisation 

Position Held Education level Experience with 
Tech. & MIS 

Age 

N - 1 Male Oil and Gas Public Head of MIS B. Sc in MIS 15 yrs < 45 
N - 2 Male Oil and Gas Public Head of R & D & T High School 1 yrs > 55 
N - 3 Male Oil and Gas Government CEO Diploma in HR 2 yrs > 55 
N - 4 Male Oil and Gas Government Head of DBMS B. Sc in IT 18 yrs > 55 
N - 5 Female Banking Public CEO PhD Economic 6 yrs < 45 
N - 6 Male Banking Public Head of HR High School 1 yrs > 55 
N - 7 Male Banking Public Branch Manager High Diploma 3 yrs < 35 
N - 8 Male Banking Public Head of R & D & T High School 1 yrs > 55 
G - 1 Male Tourism Government CEO MBA Management 4 yrs < 45 
G - 2 Male Oil and Gas Public Head of R & D MBA Management 9 yrs < 40 
G - 3 Male Communication Public Head of IT M. Sc IT 8 yrs < 40 
G - 4 Male Oil and Gas Private Head of Planing M.Sc. Engineering. 10 yrs < 40 
G - 5 Male Oil and Gas Government Head of Environment MBA Management 11 yrs < 45 
G - 6 Male Banking Government Head of Information MBA MIS 7 yrs < 50 
G - 7 Male Banking Public General Manager  MBA Finance 5 yrs < 45 
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7.5.6.1 THE INTERVIEW PROCESS: NORTH AFRICA REGION 

The first setting of interviews covered the North Africa region, where the researcher 

carried out the interviews with CEOs and senior and middle management officials of the 

participating organisations in the two industry sectors. A few CEOs, senior, and middle 

management level personnel willingly agreed to participate in the qualitative part. The 

interview process in the North Africa region was a little lengthy and tedious and 

encountered many problems. Prior to the interview the researcher contacted all interested 

organisations to discuss the interview and scheduled a one-hour meeting with the 

interviewees. Then the researcher’s sponsor sent a formal letter (appendix D) to the 

CEOs of the organisations asking for their possible assistance and permission for the 

researcher to gather the required information about the organisation and the MIS 

adoption process. The researcher, through the CEO’s secretary, arranged for a short 

preliminary meeting with the CEO to explain the research aims and objectives and the 

proposed questions for the interview. The process of making appointments is a lengthy 

one and needed numerous follow-ups to set the initial appointment. 

The researcher held a short meeting with the CEO or his representative. During this 

meeting the researcher explained the aims and objectives of the research and assured the 

CEO that the information would be treated in a very confidential manner, and would be 

used for research purposes only. All information would de-identify names of companies 

and individuals associated with those companies. Several CEOs requested a copy of the 

questions to be used before agreeing to participate in the interviews. 

Setting a time for the interviews was another lengthy process. Even with the permission 

of the CEO or the senior management, the interviewees had to discuss the matter with 

their superiors and obtain their permission before the interviews. Many superiors set 

guidelines and boundaries of the discussion. In many cases, the interviewees missed the 

scheduled interviews and the researcher had to reschedule the meeting. Even though they 

willingly agreed to participate in the interview it seemed they were trying to avoid it if 

possible. 

To make interviewees feel comfortable, especially since most of them had never been 

exposed to such an interview process, and were afraid of giving answers and statements 
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that their superiors would not appreciate, the meeting started very casually and in a very 

relaxed atmosphere. Before starting the interview the researcher explained fully the aims 

and objectives of the research, how the interview would be conducted, and gave the 

interviewee a chance to ask any questions concerning the ethics or conduct of the 

interview. The researcher assured the interviewees that no one would have access to their 

answers, comments, and statements. A few open-ended structured questions were 

prepared as part of the case study protocol (Appendix E) to start the interview. The 

interviews started as a semi-structured interviews and some times it followed 

unstructured process depending on the answers given by the interviewees, keeping in 

mind the objectives of the study and the interview. There were some guided questions, 

but many arose during the interview according to the direction of the answers. Each 

interview lasted about forty-five minutes. The questions mainly focused on how societal 

and organisational cultural factors influence the adoption of MIS, and how acceptance of 

technology plays a role in the adoption process of MIS. Most people interviewed had a 

positive work experience in their jobs that they had held for more than fifteen years 

(Table 7.2). Furthermore, their experience in dealing with computer programs and MIS 

applications (if any) was elicited to ascertain how they acted in response to the 

technology and MIS questions. 

At the beginning of each interview the researcher asked for permission to use a tape 

recorder to record the interview for future reference and data analysis. The interviewees 

refused permission to tape the interviews, even though they were guaranteed 

confidentiality and were offered an exact copy of the recorded conversation tape. They 

did agree to the interviewer taking notes while they talked. This task of simultaneously 

being listener, note taker, and asking questions and follow up questions was a 

challenging one for the researcher. 

After each interview, the researcher wrote the whole script of the interview in the Arabic 

language. Then the researcher gave interviewees a written draft of the interview, 

discussed any conflicting issues, and made changes accordingly. Most of the 

interviewees agreed to the draft and approved it. The researcher then wrote the final copy 

of the interview and handed a copy to the participant. 
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7.5.6.2 THE INTERVIEW PROCESS: ARAB GULF REGION 

In the Arab Gulf region, the process was different. The interviewees were experienced 

managers currently living in Australia. Interviewees had been employed in their home 

countries before moving to Australia. They were highly educated, did not have a problem 

in answering questions, and were very relaxed and confident. As can be seen from Table 

7.2, most of the interviewees had held senior or middle management positions in their 

organisations. The process was very simple, flexible, and convenient to both the 

interviewees and the researcher in terms of time and place. 

The researcher arranged a convenient time and place with each participant and the 

interviewees were giving the option of holding the interview in either Arabic or English. 

All interviewees preferred to have the interview in Arabic because it was easier and more 

convenient for them to answer freely and comprehensively. Each interview lasted 

between 35 and 45 minutes. Most of the interviewees did not oppose recording of the 

interview. 

The researcher transcribed each interview after its completion and before the start of the 

next interview. The text of each interview was then discussed with each interviewee 

separately and they were each given a copy of the text and the taped interview. After 

completion of all interviews, the researcher arranged for a small open informal group 

discussion on the topic with all the interviewees to expand the issues of how the culture 

in these societies had been positively or negatively affected by the introduction of the 

new technology and MIS. The main purpose of this was to gather as many views, ideas, 

and issues not covered in either the personal interviews or the survey. The gathering was 

helpful as it raised new issues and ideas that had not been discussed during the individual 

interviews. 

The researcher did not encounter any problems conducting the interviews with the 

interviewees from this region since most of the interviewees are highly educated and 

technologically literate, and most technologies, such as the Internet, IS, and MIS, have 

been available in the region for some time. 
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7.5.7 DATA ANALYSIS 

There are numerous modes of data analysis in qualitative research. According to Myers 

(1997; 1999a), the most commonly used modes of analysis in IS/MIS are hermeneutics, 

semiotics, narrative and metaphor, and grounded theory. Scholars in IS/MIS have used 

different techniques to analyse qualitative data. Yin (2003) defined five specific 

techniques for analysing case studies: pattern matching, explanation building, time-series 

analysis, logic models, and cross-case synthesis. Klein and Truex III (1995) have used a 

semiotic approach to the investigate organisational emergence. Lee (1994) used 

hermeneutic interpretation to study electronic mail as a medium for rich communication, 

Myers (1994) used critical hermeneutics, as an integrative theoretical framework, 

combining both interpretive and critical elements to study key factors in the successful 

implementation of information systems. Choudrie and Dwivedi (2005) used content 

analysis to examine the range of methods used for studying technology adoption issues at 

both the organisational and user level. 

As most of the interviewees were inexperienced with the interview process and were in 

positions of high power, most of the answers were conservative. This resulted in short 

interviews with many questions, especially follow-up questions, used to elicit as much 

information as possible. In analysing short interviews, the research did not consider there 

to be a need for computerised analysing tools such as NUD*IST or Nvivo, and it was 

found that a content or thematic analysis approach (a form of semiotic approach widely 

accepted and used in IS/MIS research) was appropriate to analyse our data (Gillham, 

2000; Klein & Truex III, 1995 ;1996; Myers, 1999a). Content analysis is defined by 

Krippendorf (1980) as “a research technique for making replicable and valid inferences 

from data to their context” (p. 21). Berelson (1952) defines content analysis as “a 

research technique for the objective, systematic and quantitative description of the 

manifest content of communication” (p.18). 

The steps defined by Gillham (2000) in analysing interviews using the content analysis 

approach were adopted by the researcher. Gillham argues that a researcher cannot 

analyse interviews by just listening to them, as each interview must be in written form 

before it can be analysed. The researcher wrote up each interview fully in Arabic, then 
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followed the procedure specified in chapter six for translating these interviews from 

Arabic to English. The researcher used the English translated versions for analysing the 

data, referring to the Arabic version as needed. The steps followed for analysing data 

were: 

1. Each interview was translated separately from Arabic to English. 

2. The researcher went through each translated interview highlighting 

substantive themes, themes that make a point and ignoring replications. 

3. If the themes were similar and the researcher felt they added something, then 

they were highlighted with a different colour. 

4. The researcher went through and read all the transcripts again. This step 

ensured that all the important statements were highlighted. 

5. After all transcripts were highlighted and reread to make sure nothing was 

omitted, the researcher devised a set of categories for the responses to each 

question and assigned a heading to each category. 

6. All categories were then re-evaluated and checked for similarities and 

possible combinations of categories. 

7. All translated transcripts, with the list of categories and substantive 

(highlighted) theme were checked against the category list to see if they fitted 

the correct category and whether they needed any changes. 

8. All categories were entered in the analysis grid and each cell was checked to 

denote the presence of this category in the participant’s answer. 

9. The researcher went through all transcripts and assigned each theme to a 

category. Themes that did not fit any category but were considered important 

were dealt with separately as ‘unclassified issues’, and entered in the 

transcript as UC. The researcher dealt with these themes separately as new 

issues. All undealt with themes were assessed for their contribution to the 

current study and if so, a new category was created. Unclassified factors that 

did not contribute to our current study were recommended for further 

investigation in future research studies. 

10. The researcher ticked the relevant cell every time a participant made a 

statement related to a specific theme that fitted the category. Then a count 

analysis of the number of ticks in each cell was done to see how many 
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interviewees made the same statements on a specific theme, thus revealing its 

importance. 

11. Having all interviews’ transcripts analysed in this fashion provided the 

material for the final analysis and writing up in conjunction with findings 

from other sources such as documents, the internet, and the quantitative 

element. 

12. The cross-case analysis was achieved by comparing the categories of the two 

Arab regions and drawing inferences on similarities and differences. 

In summary, the analysis of the transcripts from both regions following the above-

mentioned steps of content or thematic analysis is illustrated in the top-level categories 

shown in Table 7.3. These categories emerged directly from the answers to all questions 

and comments made by the interviewees. 

Table 7.3 Categories and their Description as Revealed by Interviewees 

Category Description 

1 Societal culture issues: power distance, (high/low), uncertainty avoidance 
(strong/weak), masculinity/femininity, and individualism/collectivism. 

2 Organisational culture issues: clan, adhocracy, market, and hierarchy 
culture types and their influence on the adoption of IS/MIS applications. 

3 Technology acceptance issues: perceived ease of use and perceived 
usefulness. 

4 Organisational readiness. 

5 Senior management influence and involvement. 

UC Financial capability, infrastructure, national political system, educational 
level of the population, UN sanctions and restrictions in North Africa 
region, employees’ skills, lack of expertise in the field. 

7.6 MODES OF ANALYSIS 

The focal point of drawing compelling conclusions from the in-depth interviews is both 

the hardest and the least codified part of the process (Eisenhardt, 1989; Yin, 2003). 

Having collected the data, the candidate is then faced with the decision of how to analyse 

it. There are numerous methods of analysing interviewees’ reporting of their experience 

of certain issues, such as the influence of culture on the adoption of MIS (Aronson, 1994; 

Taylor & Bogdan, 1984; Webb, 2003). Thematic analysis is one approach used to 
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analyse qualitative data. Thematic analysis, or content analysis as defined in the previous 

section, concentrates on individual themes or subjects and patterns. The fifteen 

interviews produced insightful descriptions of themes that affect the adoption of MIS in 

the two Arab regions. These interviews served both as a method of obtaining qualitative 

data about the culture of the two regions and confirmed issues resulting from the 

questionnaire. The thematic analysis was conducted as defined by Aronson (1994). 

Throughout the interviews, the interviewees identified several themes or issues that they 

considered influenced the adoption of MIS in these regions. The interview section used 

Hofstede’s four societal culture dimensions, Cameron and Quinn’s OCAI, and Davis’ 

TAM. 

7.6.1 SOCIETAL CULTURAL THEMES 

Societal culture is an important factor in the adoption of MIS (Abdul-Gader, 1999; Gefen 

et al., 2005; Hill et al., 1998; Straub, 1994; Straub et al., 1997; Straub et al., 2001). Many 

cultures such as the two regions studied have variations in the adoption process of MIS 

that are influenced by their own societal culture. Analysing each region’s interviews 

based on Hofstede (1980), four dimensions of societal culture revealed that each region 

differs in the adoption process of MIS. 

7.6.1.1 POWER DISTANCE THEMES 

CEOs, senior, and middle management executives were interviewed in both of the Arab 

regions to gain understanding of their experience of the adoption process of MIS. With 

the use of Hofstede’s power distance dimension as a basis for questioning, the 

interviewees revealed the following. 

The Arabic culture in general dictates that younger generations should respect and obey 

their elders. This has positively influenced their relationships with their superiors in the 

workforce. Some middle and senior management interviewees were able to confront or to 

express disagreement with their senior executives. One participant commented: 

We have to respect, never confront, question, or criticise the superior’s ability to 
manage the organisation and if we are asked for our views on any matters related 
to our jobs and of concern to the organisation, we give it and if not we will not 
criticise or condemn his decisions. (G - 7) 
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In addition, a few middle management employees went further and stated: 

Our superiors listen to our views and discuss work matters of concern about 
strategic decisions such as adopting MIS in the organisation, and many of us 
were among the MIS decision team with the CEOs and senior executives. (G – 1) 

Adopting and implementing MIS is an advantage to the adopting organisation. In a fast-

moving world economy, many organisations are adopting and implementing MIS for its 

tremendous benefits. One interviewee stated: 

Adopting and implementing MIS gave our organisation many competitive 
advantages, our superiors took a wise decision after consultation with various 
senior management levels executives in the organisation, and we are happy with 
our adopted system. (G – 3) 

Cultures with lower power distance are more eager to adopt MIS (Phan & Oddou, 2002; 

Sornes et al., 2004; Steinwachs, 1999; Straub et al., 2001). One senior executive stated: 

Even though our superiors are some times less qualified, they encourage the use 
of the latest modern technology; without their courage we would not be using 
these advanced information systems. (G - 3) 

The societal culture influence on the low adoption rate of MIS in the North Africa region 

emerges clearly from these interviews. For example, interviewees were always cautious 

in their answers. During the interviews, executives and senior management identified a 

number of factors that they considered influenced the linkage between societal culture 

and adoption of MIS in the region. 

Some interviewees indicated that they were afraid to disagree with their superiors, and 

described their superiors as having an autocratic decision making style, believing that 

subordinates preferred this style of management. For example, a middle level manager 

stated: 

In most cases, we cannot question our superiors’ orders … nor we can give our 
opinions or views on matters of concern to technology in the organisations that 
we understand more than our superiors can … we are expected to obey and 
follow instructions faithfully. (N – 5) 
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On many occasions, interviewees were more likely to praise the efforts of their superiors. 

They described their superiors as deserving of full respect, and could not be publicly 

contradicted or criticised. As one of our interviewees from senior management stated: 

Senior management deserve all the privileges of authority that they have because 
of the vital role and the responsibilities they are carrying on their shoulders, and 
if something goes wrong in the organisation, they are the ones who are 
responsible for it. (G – 2)1 

Another participant confirmed that he could not confront or criticise his superiors, as they 

were always telling him what to do, even in matters where they had no understanding or 

experience: 

The superior takes any disagreement with superior’s orders and decisions as 
personal criticism and if I raise my voice against what he wants even in my area 
of expertise [MIS] I will be on the boss’ mind and bear the consequences and lose 
many privileges … so it is better to agree not to disagree. (G – 6) 

7.6.1.2 UNCERTAINTY AVOIDANCE THEMES 

Interviewees from the Arab Gulf region discussed many themes and issues of concern to 

the adoption of MIS with regard to uncertainty. The future of many organisations lies in 

the use of modern computer-based technology, and many organisations are taking the 

risk of adopting and implementing MIS in their organisations. As one senior 

management who was educated abroad stated: 

SAP, PeopleSoft and Oracle vendor’s software are widely used in this region. 
Many organisations are using different systems to facilitate their needs. If we did 
not take the step to implement we would have been behind many countries. (G – 
4) 

Another senior management executive said: 

The future is uncertain and no one can predict the future correctly, and the 
adoption of MIS is a risk that we had to take and we succeeded and we were 
aware of the problems encountered in other parts of the world but we did not 
have a choice. (G – 1) 

                                                 
1other respondents (G6) made similar points 
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Due to the unforeseen risks associated with MIS adoption, many high uncertainty 

avoidance cultures are inflexible in relation to the adoption of MIS. In a culture with a 

low tolerance, decisions that are vague or uncertain are avoidable by the decision makers. 

Laws and regulation limit the decision makers’ choices to take any risk to implement 

unguaranteed systems. As stated by one CEO: 

We are different; we have more specific laws and regulations than most parts of 
the world, which makes it harder to adopt MIS systems that are not guaranteed to 
work successfully. Our superiors stick to regulation and are not persuaded by the 
technology so we do not expect them to favour any decision on MIS adoption. (N -
5) 

Interviews also revealed that people in this region are not future oriented. They believe 

that the future is vague and full of risks. As one management executive indicated: 

The future is uncertain, unclear, and no one can predict the future correctly, so 
trusting that adopting MIS will be successful is not known until we implement it 
and by then it is too late. So why risk all the resources in uncertain adoption. (N - 
3) 

AND  

We are doing OK with our current manual system and we only trust the paper 
and pencil. This technology was invented in Western countries and who knows if 
it will work in our culture or not and if it would even serve our purpose. So why 
go through the trouble of adopting this technology. (N – 2) 

7.6.1.3 MASCULINITY VERSUS FEMININITY THEMES 

Shanks and colleagues (2000) and Tan and colleagues (1998) indicate that masculine 

cultures more easily and are more willing to adopt and implement technology, while 

feminine culture societies are less willing to adopt and implement modern complicated 

MIS. One interviewee stated: 

The gender role in our organisations is restricted to males especially in high-
level management jobs, and very few women would be willing to take high-level 
management or technical jobs. Women are soft and tender and are not risk takers 
like me. (G – 6) 
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Another participant stated: 

Most of our senior management and decision makers who took part in deciding 
on the adoption of MIS were males, because they value the importance and use 
technology more than women. In this culture, we see males always like to update 
themselves on the latest technology in all fields, whereas the opposite is the case 
with women, which may influence the adoption of MIS in this region. (G – 5) 

Interviews revealed that North Africans stress equality, qualification, and eligibility as 

the measures for achieving high-level management jobs. One participant commented: 

In our organisation, we do not have gender segregations on jobs ... male and 
females … both could take any job at any level as long as he/she is qualified for it 
and males do not dominate technology. (N - 5) 

7.6.1.4 COLLECTIVISM VERSUS INDIVIDUALISM THEMES 

The interviews revealed that individualist cultures are more eager to adopt MIS than are 

collectivist cultures. As revealed by one participant: 

To help others is a nice issue but each one has to do what is needed from him 
according to the organisation’s rules. Friendship is outside work environment. 
(G – 7) 

Interviewees in some countries pointed out that adopting and implementing any 

computer-based information systems including MIS would result in increased 

redundancy and unemployment, as one manager stated:  

Any information systems that would reduce the number of people and make them 
lose their jobs will be resisted, because we are here to help each other, we are 
like an extended family in this organisation. (N – 2) 

In a collectivist culture, people look after one another, and place a high value on respect 

for colleagues or neighbours. Respect in the sense of helping and taking the weight off 

your neighbour or colleague at work is an acceptable act, as described by the following 

quote: 

We are all one family in this organisation and we have to offer our help to any 
one who needs it in the organisation. This means, even if we have to do part of 
their work if we have to. We work as a team where we look after one another. 
When I am in the group our tradition and principles dictate that we have to share 
everything. (N – 2) 
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AND  

We have to have fixed rules, precision, and punctuality. These are very important 
for us to feel comfortable in the organisation and we would know exactly what is 
wanted from us. (N – 8) 

7.6.2 ORGANISATIONAL CULTURE THEMES 

Most organisations in this region in both sectors are characterised as large organisations 

in terms of the number of employees and mostly government-owned organisations. 

Transcribing interviews from the oil and gas sector in this region revealed comments 

affirming that most of these organisations share the hierarchy culture type. One executive 

stated: 

The organisation is a highly structured place and respect is shared among all 
employees in the organisation. It is like a structured family (Clan) type 
organisation. (N – 3) 

Another senior executive commented: 

The organisation places a great emphasis on results and the final product is the 
most important. The customers are highly valued and services should target the 
market niche and be competitive in the market. (N – 5) 

The banking sector in this region is mostly publicly owned. The main emphasis in using 

technology in these organisations is to be competitive in the marketplace and targeting 

the market niche. Leaders of the organisations encourage the use of the latest modern 

technology to offer better goods/services to their customers. One participant stated: 

We work in a highly competitive environment and this dictates that we be the 
market leader, so we are very much working in a highly competitive market. 
Adopting technology and MIS is a key to our success and being competitive in the 
market. MIS plays an important role in the organisation’s daily tasks such as 
decision making especially in uncertain situations. (G – 7) 

Many organisations use MIS for promoting dialogue with employees, for example, group 

support systems. MIS in these types of organisations enhances interpersonal 

communication and cooperation using systems such as email and user-friendly software. 

A senior management executive revealed: 



 191

E-mail and user friendly MIS software are used excessively in many 
organisations in this region. We depend on email for most of our internal and 
external communications. MIS are user-friendly types of systems that enhance 
communications between employees because we work as a team and one family. 
(G – 2) 

Many organisations emphasise internal maintenance with a need for stability and control, 

and they value reliable, fast, smooth-flowing productions or services. One interviewee 

said: 

Our organisational culture is characterised by its highly structured, formal 
relationships; official procedures are followed, and the hierarchy structure is 
respected. (N – 2) 

Another senior management executive in the same sector commented: 

The organisation values and encourages teamwork, stresses punctuality, control, 
values tradition, stability, and agreement. (N – 6) 

Interviews also revealed that people were mainly concerned about the stability of 

employment. One interviewee stated: 

We are happy with the way we are now and the stability of our jobs comes first (N – 6 

7.6.3 TECHNOLOGY ACCEPTANCE THEMES 

The literature points to technology acceptance as an influencing factor for MIS adoption 

(Abdul-Gader & Kozar, 1995; Straub et al., 2001; Teo, Wei, & Benbasat, 2003; 

Venkatesh & Davis, 2000; Yi & Hwang, 2003; Yu, Ha, Choi, & Rho, 2005). People in 

different cultures perceive technology differently according to its usefulness and ease of 

use. 

7.6.3.1 TECHNOLOGY EASE OF USE THEMES 

Technology is well developed in many parts of the world. Perceiving the value of 

technology such as MIS depends very much on its ease of use. Many people adopt and 

implement technology if they believe it is easy to use and helps accomplish their work 

tasks effectively. People in the two Arab regions perceived the ease of use of technology 

differently. As one participant said: 
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We have been dealing with computers for some time so it is not a new issue to us. 
We perceive that most of computer-based information technology is easy to use. 
Computers were introduced here a long time ago and we have been keeping up 
with technology. (N – 3) 

Another participant stated: 

Computers were introduced in the early 1960s, so the new generation grew up 
using computers and became familiar with its technology and its benefits, so it 
was easy to use and this helped many organisations to recruit the needed 
personnel. (G – 5) 

Having widely available user-friendly computer systems and software assists in the 

acceptance and adoption of computer-based information systems in many organisations. 

One senior management interviewee illustrates this: 

When I find the software easy to use and deal with or user friendly, I will not 
hesitate to use it and recommend it to other colleagues. (G – 3) 

Another interviewee said: 

The usage of systems depends on the ease of its use by the employees and how 
friendly it is; if the system is easy then it is perceived useful and vice-versa. (G – 
5) 

7.6.3.2 TECHNOLOGY USEFULNESS THEMES 

Organisations in this region perceive computers to be a useful tool to gain competitive 

advantages and speed up the work process. A senior management executive said: 

Adopting the latest MIS technology in this sector was an advantage and useful to 
our organisation to keep up with organisations worldwide that we do business 
with. (G – 2) 

Another interviewee stated: 

Using the technology was very useful. We can use it for many services such as to 
pay our bills, renew our car registration, and apply for passports and other 
government documents. It also helped our organisation to accomplish its 
objectives efficiently, so it saved us time and effort and I am sure of its usefulness. 
(G – 4) 
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Almost all interviewees interviewed in the two regions, whether from a technical or a 

non-technical background, were fully convinced that technology is useful. Interestingly, 

although some perceived technology to be useful, they were not yet convinced of 

adopting it in their organisations. As one CEO remarked: 

Even though we aren’t adopting and implementing the modern technology, no 
one could deny its usefulness to the adopting organisations. (N – 5) 

Moreover, another senior management executive said: 

Organisations are much better off adopting and implementing computer-based 
information technology, and they will gain competitive advantages over  their 
rivals, but our senior executives are not yet fully convinced of accepting the 
modern technology. (N – 1)  

Technology is very useful regardless of its ease of use because we can always 
import the technology and the expertise with it while we are developing and 
training the employees for the technology. (N – 4) 

7.6.4 TOP MANAGEMENT INVOLVEMENT THEMES 

The literature points to the importance of senior management involvement and support in 

MIS adoption and implementation (Al-Gahtani, 2004; Del Rosario, 2000; Thong, Yap, & 

Rama, 1993). CEOs, senior management executives, and decision makers who are aware 

of and are convinced of the modern technology are involved in, support, and speed the 

adoption process (Rogers, 2003). The impact of senior management support in MIS 

adoption and implementation has been emphasised by many interviewees in both regions. 

As agreed amongst a group of interviewees: 

Without the support of our senior superiors, this organisation would not be 
adopting the latest MIS technology. (G 7)2 

Another interviewee added: 

The role of our senior management executives and support of the adoption and 
implementation of MIS was well known. They encouraged the use of the latest 
MIS technology in the field. The organisation with their support designed many 
good training programs for the employees to use and be up to date with the 
technology. (G – 5) 

                                                 
2 other respondents (G3 and G5) made similar points 
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The leaders’ awareness and experience with computer-based information technology 

played an important role in their support for adoption of the technology. Education level 

and background of the senior executives were also contributing factors. A middle 

management interviewee noted: 

The technology education level of the senior executives is the key issue in the 
adoption of MIS. Taking into consideration the role of senior executives is a very 
important issue when talking about the barriers to MIS. I consider senior 
executive support is the key to successful adoption. (N – 1)3 

Another MIS department head educated in a Western country stated: 

I headed the MIS department for the last 15 years; my superior is not technically 
qualified and not experienced with the basics of computer-based technology. I am 
working under the authority of a person who does not believe in any computer-
based technology and does not support it. This killed and limited my ability to 
innovate and improve the MIS department. (N – 4) 

7.6.5 ORGANISATIONAL READINESS THEMES 

Lack of an organisation’s readiness for adopting and implementing MIS is another factor 

revealed by some interviewees from both regions. Some governments in the two regions 

are forcing organisations in all sectors to be efficient in their services by importing and 

adopting the latest technology. A group of interviewees stated: 

Our governments are supporting organisations to change and adopt the latest 
technology available in the market and provide all the necessarily basic 
infrastructure needed for its adoption. (G – 3)4 

AND 

The government shares the costs of importing hardware, software, and expertise 
from all over the world to promote and encourage the use of MIS in many 
organisations that cannot afford such costs. (G – 4) 

AND 

We did not have any problem adopting MIS because our organisations were 
ready for such adoption and it has been planned for many years. (G – 1) 

                                                 
3 other respondents (G4) made similar points 
4 other respondents (G6) made similar points 
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Many organisations in the North Africa region are not yet ready to adopt MIS and 

convert to computer-based information technology. Lack of organisational readiness is 

marked in terms of such factors as financial, educational levels of employees, know-how, 

training, and lack of expertise. Many organisations in the region lack even the basic 

infrastructure for adopting modern technology. Some of Libya’s organisations especially 

in the studied sectors are financially able to adopt MIS but the lack of national adoption 

plans, strategies, and government support limits the chances of adoption in these 

organisations. 

We do not have a national strategic plan for the adoption of technology in 
general and MIS in particular because senior officials of the government have not 
yet realised the value of MIS and it is not seen as a priority of the government yet. 
(N – 4) 

AND 

Lack of and restrictions on Internet access make it difficult to post information 
about the organisation and its activities on the Web as can be seen in many 
organisations in neighbouring countries. (N – 1) 

Another participant with a computing technology background commented: 

We have the basic skills needed to adopt some computer-based information 
systems and MIS and we can always start with the simple systems then build up, 
all we need is just to start. (N – 1) 

7.6.6 UNCLASSIFIED FACTORS THEMES 

The interviewees in the two Arab regions pointed out numerous non-cultural themes that 

may influence the adoption of MIS in the two regions that are beyond the research scope 

of this study. Most of the themes are important and may be taken in consideration for 

further research to assess their influence on the adoption of MIS in the two regions. 

Considering these issues might contribute to solving some of the problems many 

countries that have not yet adopted MIS are facing. Interestingly, various issues pointed 

out by the interviewees in the two regions are conflicting, which supports our 

assumptions that there exist differences in terms of the MIS adoption process in the two 

studied regions. 
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One of themes pointed out in this region was the lack of native expertise in MIS. The 

scarcity of trained and skilled local professionals in the advanced modern technology 

makes this region rely fully on expensive foreign expertise. Adopting MIS in many 

organisations in the region relies fully on foreign expertise to fill the void in MIS 

personnel. As the next two quotes suggest: 

This region lacks the expertise in many MIS applications, which makes our 
organisations depend fully on expensive foreign expertise, which is considered a 
financial load on many organisations. (G – 7) 

AND  

I graduated from a local University and have never done any computing course 
and in fact, I have never used computers at all during my studies, so using 
computers on my job is a shocking experience. (N – 3) 

Another issue pointed out by some interviewees is language. The literature points to 

language as an influencing factor on the adoption of any non-local computer-based 

information technology (Kaneli, 2005; Sherif, 1997). The dominant language in these 

regions is Arabic, which many advanced MIS software systems do not support. This will 

not encourage organisations to adopt and change to new modern systems, and is the 

reason that many organisations do not favour updating their systems. 

Interviewees indicated that language is a barrier to MIS adoption in many organisations 

in this region. One participant stated: 

Language is a one of the barriers to the adoption of MIS in many organisations. 
Organisations are trying to minimise the language barriers by introducing 
English language training programs but it still a problem facing organisations. 
(N - 2) 

Another issue brought up by some interviewees was the lack of suitable education and 

training using MIS. Libya depends mostly on local trainers who were educated in 

computer-based information technology abroad in the 1980s and 1990s and are not up-to-

date with the latest technology. Besides, most of those trainers hold advanced 

management positions that occupy most of their attention and time. Most of the training 

programs were basic introductions to computer usage. As one interviewee said: 
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I had some training in computing but it was very basic and I did not learn much 
from it that could contribute to the efficiency of doing my work tasks. (N – 2) 

The fact that Libya has been cut off from the rest of the modernised world since 1988 

due to UN sanctions impacted negatively on the adoption and use of technology in 

general and MIS in particular in many industry sectors. Organisations in the oil industry 

were using some basic systems that were developed and used prior to the sanctions. The 

UN sanctions prohibited Libyan organisations from importing any form of computer-

based information technology. Interviewees from both studied industry sectors pointed 

out that the imposition of sanctions affected imports and the adoption of IS/MIS 

technology. 

The UN sanctions prevented the Libyan organisations from acquiring and 
developing the technology in many sectors in the country. (N – 4) 

Infrastructure is a vital issue raised by many middle management interviewees in both 

regions. Adopting technology successfully depends on good infrastructure, such as a 

good telecommunications system. As elsewhere, modern telecommunications systems are 

an essential element for many organisations to be able to adopt and use the technology. 

Without suitable telecommunications systems and good networks, MIS adoption is very 

difficult to achieve. The telecommunication systems in both studied industry sectors and 

many other sectors in this region use old, poor, and unreliable technologies. Interviews 

revealed that some countries need a good telecommunication system before embarking 

on the adoption process of the technology. As quotes from a group of interviewees 

suggest: 

We suffer from the telecommunication systems in our organisation and our head 
office and other branches throughout the country and this stops us from 
transmitting the needed information to the right person at the right time. (N- 1)5 

AND 

There is no competition on telecommunication services in Libya. All services are 
monopolised by one company and the service offered is not up to the level that 
supports computer-based information technology. (N- 6)6 

                                                 
5 other respondents (N4 and G3) made similar points 
6 other respondents (N1) made similar points 
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Organisations in Libya are missing out on the countless benefits of adopting computer-

based information technology. Many organisations are only using computers as a 

substitute for typewriters, where computers are seen as a typing tool rather than a tool to 

benefit the decision making process. As stated by an interviewee: 

Computers are used as a replacement for typewriters to save money on paper by 
editing letters and memos before we print them. We know that computers are not 
invented for this but this is what is happening with many organisations around 
here. (N – 1) 

The overall political strategy of the government does not favour the use and spread of 

computerised technology. The governments in this region are not keen to use modern 

computer-based technology and do not enforce the use of any technology in the 

organisations. One interviewee said: 

The government’s laws and regulations are issues to be considered when 
adopting the technology. The senior officials can force the adoption of MIS if they 
see value in it. Similar to other neighbouring countries, their governments are 
enforcing the use of the latest modern technology. (N – 5 

7.7 SUMMARY 

This chapter explored the different qualitative research approaches suitable in analysing 

the current research study. The justification for using the case study approach was 

discussed. The findings of the fifteen interviews collected from interviewees from two 

Arab regions were analysed using thematic analysis. These findings produced insightful 

description of the regions’ societal and organisational cultures, technology acceptance, 

and other factors that emerged during the interviews that may be considered for future 

research. The next chapter will discuss the findings and results of both the quantitative 

and qualitative parts of this research study. 
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CHAPTER EIGHT 

SYNTHESIS OF THE RESEARCH FINDINGS 

This chapter will summarise, interpret, evaluate, and discuss the findings of chapters six 

and seven in relation to the problem presented in chapter one, the hypotheses presented 

in chapter five, and the theories presented in chapters three, four, and five. Both the 

quantitative and qualitative parts of the study explored how societal and organisational 

cultural variables influence the adoption of MIS applications, and discussed the 

mediating role of technology acceptance on these two variables in the two Arab regions. 

Results and discussion were divided into two sets: the first set discussed the Arab Gulf 

region’s findings, and the second set discussed the North Africa region’s findings. The 

discussion of this chapter proceeds as follows. Firstly, in section 8.1, the descriptive 

analysis of the survey and in-depth interviews will be discussed with their implications 

on MIS adoption in the two Arab regions. Secondly, the hypotheses presented in chapter 

five are discussed sequentially in accordance with the framework presented in that 

chapter, and focussing on the direct relationships identified in chapters six and seven. 

Section 8.3 discusses the indirect relationships relating to the hypotheses on societal and 

organisational cultures and the mediating role of technology acceptance. Section 8.4 

gives a summary of the hypotheses testing. Section 8.5 relates the findings of this 

research to other studies and findings in regard to the available literature. The chapter 

concludes with a summary in section 8.8. 

8.1 DESCRIPTIVE STATISTICS 

As mentioned previously, the researcher collected 446 usable survey responses and 

conducted 15 in-depth interviews in the two Arab regions. These responses and 

interviews gave an insight into the societal and organisational cultures in both regions. 

8.1.1 ARAB GULF REGION 

The survey statistics from this region showed that more than 94% of the respondents 

were male, and less than 6% were female (Table 6.2). In addition, 100% of those 

interviewed were male. This was not considered unrepresentative, but rather reflects that 
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these are male-dominated societies where gender roles are distinct. The literature points 

to different perceptions on technology acceptance and usage between genders in different 

cultures (Ahuja & Thatcher, 2005; Simon, 2001; Van Slyke et al., 2004; Venkatesh & 

Morris, 2000). The findings of this study in the Gulf region revealed that gender 

differences exist. The findings also revealed that the dominant organisational culture type 

in this region is adhocracy (Table 6.5 and Table 6.6). 

These preferences imply that men’s attitudes are characterised by their flexibility and 

discretion, external focus and differentiation, while stability and control are valued. In 

addition, males are enthusiastic about the use and adoption of modern technology, and 

are risk takers. Traditionally, men are dominant in these cultures, which classifies them 

as representative of the masculine culture that facilitates the adoption and use of MIS. 

Interviewees in this region revealed that the majority of females prefer working in the 

educational sector where there is a distinct role separation between men and women. In 

addition, people in these societies are highly influenced by the Islamic teachings, which 

prohibit males and females working together, except under very limited circumstances. 

This has minimised the opportunities for females to take senior management positions or 

be decision makers in many organisations. This in turn reflected positively on MIS 

adoption and use in this region. This can be seen clearly in that many organisations in the 

Gulf region are adopting and using the modern technology and highly sophisticated MIS 

applications. 

The literature indicates that the age of the end-users of the technology is another factor 

affecting the adoption of technology and MIS (Fife & Pereira, 2005; Morgado, Bastos, 

Ramos, & Bulas-Cruz, 2004; Venkatesh, Morris, Davis, & Davis, 2003). Age influences 

the adoption of MIS negatively, in that as the age of the user increases the adoption of 

MIS decreases. Results from both quantitative and qualitative parts of this research show 

that more than 85% of the employees in this region are under 40 years of age (Table 6.2) 

and share adhocracy type organisational cultures (Table 6.5 and Table 6.6). The 

combination of younger employees, risk taking, and adhocracy culture with its emphasis 

on stability and control, as well as the focus on external environment and competition, 

contributed positively to smooth adaptations and adoption of MIS in societies and 

organisations within this region. 
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Another vital issue that influences the adoption of MIS is the education level of the end-

users. The education levels of the end-users in general, and in the computer-based 

technology area in particular, play an important role in accepting, adopting, and using 

MIS. The literature has revealed that education level and training of the end-users had a 

significant positive affect on the adoption of MIS (Abdul-Gader, 1990; Gilroy & Desai, 

1986; Mahmood, Hall, & Leonard, 2001; Morgado et al., 2004). The findings from both 

the survey and the interviews revealed that more than 83% of employees hold university 

level degrees, of whom more than 31% have postgraduate level education, and more than 

38% are educated in IS/MIS fields. Both survey respondents and interviewees share the 

adhocracy organisational culture type, which is associated positively with the success of 

MIS adoptions. As the education level, and thus awareness, increases, the end-user could 

be expected to perceive the benefits, usefulness, and ease of use of the technology, and 

thus help increase the adoption of MIS. 

Most of computer-based information systems were invented and developed in Western 

countries where English is the most widely-used language. Transferring these systems to 

a non-English speaking country may cause problems to the users if they do not have the 

basics of English to deal with the computer’s commands. The English language 

proficiency level of the user is a factor in how systems are perceived as being easy to use, 

and that also influences their perceived usefulness. The literature confirms that 

familiarity with the English language would ease the use and spread of technology and 

would influence MIS adoption (Cadili & Whitley, 2005; Ford & Chan, 2002; Lai & 

Chung, 2002). Statistics from the current study show that most participants speak and 

read English, and their English proficiency level is good. Interestingly, more than 49% of 

participants had been educated abroad, and with an IT/IS background that enables them 

to use, understand, and perceive the ease and usefulness of computer-based technology 

more freely. In addition, the observed preference for adhocracy organisational culture 

reflected positively on the adoption of MIS because that organisational culture type 

values technology and views the adoption of MIS positively. 

The literature points to the lack of expertise in information systems as a barrier to 

successful adoption of MIS (Kelegai & Middleton, 2004; Powell & Dent-Micallef, 1999; 

Sumner, 1999; Thong, 2001). The Gulf region lacks native skilled IS/MIS professionals 
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and expertise. As a result, organisations in the region depend almost completely on 

foreign expertise to adopt MIS. Countries in the region have invested in importing the 

technical expertise and they have offered many incentives and privileges to build the 

basic technology infrastructure necessary to adopt MIS. While the organisations in this 

region have depended on foreign expertise, governments have invested in improving and 

building the human infrastructure of the local organisations. Implementing many 

different training and education programs at University level, and investing in human 

resource development in the technology fields, education abroad, and otherwise building 

the basic infrastructure for adopting the different types of technologies. Interviewees 

pointed to the important roles played by foreign experts in adopting IS/MIS in this 

region. This combination has helped organisations in this region to adopt MIS 

applications more rapidly than in many other regions. 

All of the above factors combined contributed positively to the successful adoption of 

MIS in the Arab Gulf region. 

8.1.2 NORTH AFRICA REGION 

The data collected and analysed from this region showed that more than 22% of the 

respondents were females, and just under 78% were males. In addition, 12.5% of the 

interviewees were female. Although an artefact of the sampling, this is consistent with 

Libya being a less masculine culture and having less segregation between genders, 

compared to the Arab Gulf region. Unlike the Gulf countries, Libya has ratified the 

United Nation’s Convention on the Elimination of All Forms of Discrimination Against 

Women (CEDAW), indicating a willingness to shape policy along the lines of the 

convention’s ideals, yet with due regard for existing Shari’a laws on guaranteeing 

women’s rights and inheritance provisions (Hijab, 1998). Interviewees affirmed that 

segregation based on gender is not acceptable. Significantly, in the current study, one of 

the interviewees was a female holding a senior management executive position and was 

also a member of the Board of Directors in her employing organisation. The findings of 

this study revealed that males share the hierarchy organisational culture type, while 

females tend more toward the clan culture type. The hierarchical organisational culture 

type in this region is characterised, according to Cameron and Quinn (1999), by a 
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formalised and structured place to work, with laws and procedures that hold the 

organisation together and rule what people do. Senior management executives and 

decision makers are seen as good coordinators and organisers. Maintaining a smooth-

running organisation is important. The long-term interests of the organisation are 

stability, consistency, and efficiency. All of these characteristics imply that a society 

where the majority of end-users share the hierarchy organisational culture type, which 

emphasises internal focus and integration while maintaining stability and control, would 

be less enthusiastic to adopt MIS, and therefore this would impact negatively on the 

adoption process. 

As mentioned previously, the literature points to age as factor in the adoption of MIS. 

The younger generation are usually more enthusiastic and flexible to adaptations of 

computer-based technology than are the older generation. Demographic data from both 

the survey and interviews shows that more than 65% of the participants who are decision 

makers were above 40 years of age, with more than 25% being above 50 years. In 

addition, they preferred the hierarchical organisational culture type. In other words, 

decision makers in this region are older and less enthusiastic about MIS adoption. 

Analysis showed that most of them are nearly at retiring age from their jobs, and their 

age negatively influences their values, beliefs, eagerness, and perceptions regarding 

regrading technology. In addition, due to high uncertainty avoidance among the older 

senior management executives and fear of the negative consequences of high power 

distance, many did not favour the adoption of MIS. In this region, only 35% of the 

employees were below 40 years of age and held lower management or operational 

positions. Thus, they were not in a position to take strategic decisions such as adopting 

MIS. 

In addition, the results illustrated that less than 41% of senior and middle management 

executives and decision makers held a university degree level of education and only 9% 

of the group had a postgraduate qualification. Even though the data show that 17% of the 

senior management were educated in IS/MIS areas, there is still a very low adoption rate 

of MIS. More than 59% of senior management executives held either a high school 

degree or national diploma. No IS/MIS mangers held senior management level positions. 

Therefore, low education levels, hierarchical organisational culture type, and lack of 
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IS/MIS managers among decision makers contributed negatively to the adoption of MIS 

and technology. As mentioned previously, the literature shows that the lower the level of 

education of the decision maker, the less likely he/she will perceive the benefits of 

technology in general and MIS in particular. The low education level and relative lack of 

technology education among senior executives in this region has an influence on the 

adoption of MIS and triggers the resistance to MIS technology adoption among many 

decision makers. 

Again, using computer-based technology that does not support the native language of the 

end-user is a problem. Computer-based technology such as MIS, which was imported 

from another culture with a different language from the end-user, is less likely to be 

acceptable, and people are likely to resist its use. The findings showed that the English 

proficiency level of participants in this region is problematic. The level of English 

language proficiency among participants is low, with more than 74% of the participants 

not being able to speak, read, or understand English. People with limited English 

language levels would find it very hard to perceive the ease of use of the technology. The 

combination of a collectivist societal culture with a dominant hierarchy organisational 

culture and low English proficiency contribute negatively to the adoption of MIS in this 

region. 

Data also showed that few respondents in the region were educated abroad in non-Arabic 

speaking countries. Most of them held low to middle management positions, which 

minimises their decision-making role in the MIS adoption process. Where high power 

distance and high uncertainty avoidance leadership style combine with hierarchy 

organisational culture, limited education, and no IS/MIS background, decision makers 

rarely favour the adoption of MIS. Many of the senior executives and decision makers 

share the same values and beliefs on technology, and are not convinced about the 

adoption and use of MIS. They have not yet perceived its benefits. Decisions are taken at 

the highest levels of management and subordinates are usually expected to follow 

without questioning. This phenomenon impacts negatively on the use of technology and 

MIS adoption. 
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8.2 TESTING HYPOTHESES AND THEORETICAL 
DISCUSSION 

The hypotheses presented in chapter five are discussed in this section in light of the 

empirical findings presented in chapters six and seven. The findings of chapters six and 

seven related to the conceptual model, Figures 5.1 and 5.2 and all possible direct and 

indirect relationships between the independent and the dependent variables were tested. 

Analysis of the hypotheses was performed in two steps. Firstly, the relationship between 

societal culture dimensions (combined) and the adoption of MIS was tested. Next, the 

influence of each dimension was independently assessed to see which dimension had the 

most influence on MIS adoption in both regions. Following this, the mediating role of 

technology acceptance on the adoption of MIS using TAM’s two variables (perceived 

usefulness and perceived ease of use) was tested. Secondly, the influence of 

organisational culture on the adoption of MIS was examined, following the same steps as 

just described for societal culture. 

8.2.1 SOCIETAL CULTURE INFLUENCE PROFILE 

Current literature presents findings and arguments that contribute to expectations of 

positive as well as negative relationships between a societal culture and MIS adoption 

(Agourram & Ingham, 2003; Bagchi et al., 2004; Ein-Dor et al., 1993; Sornes et al., 

2004; Tan et al., 1995). Based on Hofstede’s (1980) four dimensions of societal culture 

indexes, a society is considered high on a dimension if it scored above 50 on the scale of 

100, and considered low on a dimension if it scored below 50 (see Table 6.15). 

H.1: Societal culture will exhibit a significant positive direct relationship 
associated with MIS adoption and use. 

The findings of this research on societal culture’s influence on the adoption of MIS in the 

two Arab regions partially supported the above-mentioned hypothesis. Both of the Arab 

regions are characterised as collectivist and feminine cultures with a high negative power 

distance, and a high negative uncertainty avoidance (see Table 6.15). The findings of this 

research support the hypothesis of low or non-adoption of MIS in the North Africa region 

but this contrast with the expectation in the Arab Gulf region with high MIS adoption 

rate. In fact, the Arab Gulf region is very advanced in adopting and using modern MIS 
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technology even compared to other countries of the developed world. This is due to 

numerous factors. One of the successful adoption factors was the importance of the 

involvement of foreign expertise on MIS adoption in the region. In the Arab Gulf region, 

as with many other regions, the IS/MIS industry has continually suffered from shortages 

of skilled personnel and has depended on foreign expertise to fill the shortages. Foreign 

expertise contributed positively to the adoption of MIS. In addition, the commitment and 

the encouragement of the local governments in importing and adopting the latest modern 

computer-based hardware and software was seen as another positive factor contributing 

to the success of MIS adoption in the region. Another factor is the promotion and 

opening of borders to foreign investors in the IT sector and facilitating all local laws to 

attract the investment of many leading, well-known global organisations in the 

technology fields. All of these factors overcome the societal cultural gap on the adoption 

of MIS in this region. 

In contrast, the findings in the North Africa region mirror Hofstede’s (1980) findings of 

the Arabic culture of the 1970s which displayed high power distance, high uncertainty 

avoidance, collectivism and feminine culture. All these factors together have contributed 

negatively to the adoption of MIS in this region. Most of the appointed senior 

management executives in this region rate high power distance and uncertainty 

avoidance highly, and they are neither aware of nor convinced about the adoption and 

use of IT. Moreover, they do not accept persuasion in this regard. Culturally, they 

consider accepting advice, opinions, and feedback from subordinates a negative sign to 

their way of ruling the organisations. Cultural characteristics of this region prohibit the 

feedback of qualified subordinates to advise or update their superiors in the latest modern 

technology in the market. This impacts negatively on the awareness of IT issues by 

senior management executives, and keeps them unaware of the great benefits of MIS. 

Due to high uncertainty avoidance most of the senior management executives were not 

risk takers and they mistrusted the future use of MIS in their organisations, which is 

another negative factor contributing to its adoption. Being a collectivist and feminine 

culture promotes a particular interpretation of the value and benefits of MIS, in that many 

senior management believe that adopting MIS is replacing people with computers, which 

would create job insecurity. Many resisted the adoption in order to maintain the harmony 
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with their fellow employees and themselves. Most of these factors contributed negatively 

on the adoption of MIS in this region. 

A comparative analysis of data from both regions revealed that both regions are different 

in terms of adopting and implementing MIS. Differences in societal culture 

characteristics in both regions played an important role that influenced the adoption of 

MIS. Although both regions share the same language, religion, and are members of the 

Arab League, there are dissimilarities between them from a societal culture point of 

view. Treating the Arab regions as a single region, therefore, as has been done in studies 

since Hofstede (1980), is inappropriate. 

8.2.1.1 SOCIETAL CULTURE’S INFLUENCE ON ORGANISATIONAL 
CULTURE 

As mentioned in chapter one, societal culture may be expected to have an influence on 

organisational culture, and in line with the literature (Newman & Nollen, 1996), the 

findings of this research revealed that societal culture influences organisational culture 

differently in both Arab regions. The Arab Gulf region, being advanced in technology 

and MIS adoption, is characterised by either a market or adhocracy culture that 

encourages and values the adoption and use of technology and MIS. In contrast, the 

North African region being low in adopting and implementing modern technology such 

as MIS, is dominated by the hierarchy culture that is characterised by a centralised 

management style and flat organisational structure. 

8.2.1.2 POWER DISTANCE 

The literature points to the high power distance dimension of societal culture having 

direct negative influence on the adoption of MIS (Bagchi et al., 2004; Png et al., 2001; 

Sornes et al., 2004; Srnka, 2004; Straub, 1994). 

H.2: Societies with high power distance culture will exhibit a significant 
negative direct relationship associated with MIS adoption and use. 

The findings from both of the Arabic regions partially supported the above-mentioned 

hypothesis. Arabic culture by nature expects and accepts that power and authority are 

distributed unequally between members of the society, characterised by the lack of 
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questioning of superiors. This has influenced their behaviour, and means that employees 

generally accept decisions made by superiors. Senior management executives in both 

regions were found to exhibit differences that could be related to cultural issues, norms, 

values and beliefs, education level, and technical backgrounds. 

Most of the senior management executives in the Arab Gulf region were highly qualified 

and with IS/MIS backgrounds. In this region, the support given to senior management 

executives by foreign expertise and expatriates influenced their behaviours one way or 

another. For example, it influenced their perceptions of power and authority distribution 

in the organisation. They were no longer insistent on power differences and they were 

open to having qualified staff take part in strategic decision-making. In addition, working 

with foreign expertise, organisations adopted the flat structure creation of organisations 

in this region that has contributed positively to the adoption of MIS. People also value 

the advantages and benefits of modern technology and any means that may help them to 

adopt it. Even with the high power distance index of this region, there exists advanced 

adoption and use of MIS in most organisations. The findings from the qualitative part of 

this study for this region revealed that this region is now moderate to low in power 

distance. In addition, in accordance with the literature, the findings from the Arab Gulf 

region revealed that the education level and technical backgrounds of most senior 

management executives are university level or above, impacting negatively on their 

perceptions of power distribution and positively on the adoption of MIS. 

Moreover, values and beliefs of the leaderships of the local governments support and 

encourage organisations to adopt and implement modern MIS software. These 

governments have adopted and implemented a reduced control policy on the adoption 

and use of MIS by encouraging senior management executives to develop and improve 

their technical skills through many different intensive training programs, both locally and 

abroad. Senior management executives do not feel humiliated about enrolling in training 

programs that improve and develop their technical skills, and indeed they often feel it is 

part of their job to acquire higher training and qualifications to improve their 

management skills in the organisation. Saving face is becoming an issue for senior 

management, who feel that they will lose face if they are seen to need to improve 

themselves through enrolling in IT training programs. Other measures have assigned 
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senior management jobs to very qualified personnel with modern technical vision, even if 

they do not have the necessary technical backgrounds, and have encouraged senior 

management executives to train and develop technical skills. Taken together, these 

strategies have improved the ability of senior management executives to manage in 

organisations with an emerging technical atmosphere, which has positively affected the 

adoption of MIS in the Arab Gulf region. 

The North Africa region’s senior management executives, however, consider sharing 

authority or power in a society or organisation to be unacceptable and a sign of weakness 

of the decision maker. The decisions of the senior management executives are influenced 

strongly by their values, beliefs, age, education level, and technology literacy. Many 

senior management executives in this region, similar to other third world regions, were 

not selected on the basis of their qualifications, but rather on their personal relationships 

with key important figures in the society, government party, or tribe (Burn, Saxena, Ma, 

& Cheung, 1993). As a result, very few organisations have MIS expertise at senior 

management levels. None of the senior management executives involved in developing 

MIS strategies was a qualified MIS professional. This impacted negatively on the 

adoption of MIS in this region. 

Another issue was that the majority of decision makers are older entrenched employees, 

with a low education level in general and a very limited knowledge of computer-based 

information systems. They were educated in the early 1960s when computer use was 

rare. Many are close to retiring age and are not willing or ready to adapt and change to 

new modern technology systems and give up the old manual systems. The senior 

management executives in this region are wary of any challenge to their power and 

authority and are distrustful of Western culture and what it might bring. Among senior 

executives with high power distance, many see the adoption of technology such as the 

internet and MIS as a threat to the authoritarian structure of their society. Organisations 

in this region are more centralised with a directive management style, which may not 

favour the adoption of such systems. MIS is seen as a threat to the hierarchy, which 

reflects the existing inequality between superiors and subordinates. These characteristics 

result in decision makers being autocratic and contribute negatively to the adoption of 

MIS. Effective relationships between superiors and subordinates based on trust and 
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openness to the value of educational qualifications may help ease the tensions and 

promote MIS adoption in this region. 

8.2.1.3 UNCERTAINTY AVOIDANCE 

The literature shows that high uncertainty avoidance has the most direct negative 

influence on the adoption of MIS in many parts of the world with diverse societal culture 

settings from the technology developer (Bagchi et al., 2004; Ben Zakour, 2004; Hasan & 

Ditsa, 1999; Png et al., 2001; Shore & Venkatachalam, 1995; Sornes et al., 2004; Straub, 

1994). 

H. 3: Societies with high uncertainty avoidance cultures will exhibit a 
significant negative direct relationship associated with MIS adoption and use. 

The findings from data analysed from Arab Gulf regions supported this hypothesis, and 

indicated that this region is high in uncertainty avoidance. Again, the current adoption 

rate of MIS in the Arab Gulf region is supported by the findings from the qualitative part 

of the study but at odds with the findings from the quantitative part of this study. As 

mentioned previously, this region has been adopting MIS for more than two decades. 

Many senior management executives who participated in the quantitative part of this 

study were from older generations who may now be convinced about the use and benefits 

of technology but are still influenced by high uncertainty avoidance, which they have 

inherited through their cultural upbringing. In the past, there have been few MIS 

adoptions or innovation due to high uncertainty avoidance among senior management 

who are very low risk takers. They were afraid of what technology and MIS might bring 

to the society and organisations, but this has slowly changed in many countries in the 

region. Many senior managers now feel that they are more at risk if they do not adopt 

MIS and technology because they may be left out of the global economy. Many countries 

in the region started shifting from large public sector organisations to forming small 

private organisations. The formation of numerous small private organisations managed 

by a new enthusiastic entrepreneurial generation who are willing to ride the wave and 

take up the challenges and the risks of IS/MIS has contributed positively to the success of 

MIS adoption in the region. This region is now changing to become a lower uncertainty 

avoidance culture through the extensive use of technology and MIS. 
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The findings from the North Africa region also supported the above hypothesis. The 

North Africa region was high in uncertainty avoidance, higher than the Arab Gulf region. 

By nature, people in the North Africa region are not future-oriented and they see the 

future as vague with high uncertainty. The cultural characteristic reveals the extent to 

which they sense threat in situations and try to avoid them. Organisations are more 

structured, employing less qualified employees with many rules and restrictions on the 

organisations. The nature and the responsibility of the decision-making process, and 

fearing the negative consequences of wrong decisions, negatively influenced the senior 

management executives in this region to be non-risk takers and cautious. People worry 

about the security of their jobs and resist any changes that might risk their jobs and affect 

their status. The low computer literacy in this society is not an encouraging sign for the 

adoption of MIS. All of these, added to the level of uncertainty avoidance, these factors 

contribute negatively to the adoption of MIS in this region. An increased willingness to 

accept uncertainty would open the door for this culture to adopt and use MIS technology 

effectively and positively. 

8.2.1.4 INDIVIDUALISM VERSUS COLLECTIVISM 

The literature reveals that individualist cultures are more inclined to adopt MIS than 

collectivist cultures. 

H.4: Collectivist culture societies will exhibit a significant negative direct 
relationship associated with MIS adoption and use. 

The data from the Arab Gulf region support the above hypothesis. In contrast to the 

previous Hofstede ratings characterising the Arab regions as collectivistic. In this study 

the Arab Gulf region is found to be highly individualistic culture, and it also had a high 

adoption rate of MIS. Being individualistic, this region had no problems in adopting 

technology developed in Western societies. This is again due to high interactions with 

foreign experts working and living in the region for many years. Several other native 

characteristics also contributed positively to MIS adoption. Senior management 

executives value technology, display keenness to acquire the latest technology, enjoy 

high living standards and have helped the spread and use of technology in these societies. 
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These characteristics lean more toward being an individualistic culture and contribute 

positively to the adoption of MIS in this region. 

The findings from the North Africa region also supported the above-mentioned 

hypotheses. The adoption rate of MIS in this region is at its lowest rate. People still lean 

toward a collectivist culture where they look after one another, and senior management 

personnel seem to be highly influenced by this dimension of societal culture. They look 

after their employees’ feelings and working conditions and try to resist any issue that 

might cause a threat to loss of jobs or unemployment. Interviewees in this region valued 

the collectivist efforts of their community and shared a lot of themselves. 

Hofstede’s index of the 1970s rated the Arab countries as having a low individualist 

culture. This study found that the Arab Gulf region was more individualist than Hofstede 

predicted four decades ago, while the North Africa region was found to be more 

collectivist than Hofstede predicted. This indicates that the Arab Gulf region is becoming 

more individualistic, more open to the world, more accepting of technology, and in line 

with the literature it is adopting MIS. The North Africa region was found to be more of a 

collectivist culture than Hofstede had predicted in the late 1970s for the Arab countries. 

This indicates that the North Africa region is still exhibiting the old Arabic culture that 

represents the collectivist notion of “we”. People in the North Africa region are different 

from those in the Arab Gulf region in the sense of valuing the stability of work, the 

loyalty and solidarity between employees, and prioritising job security. This had a 

negative impact on the adoption of MIS in the region. 

8.2.1.5 MASCULINITY VERSUS FEMININITY 

The literature suggests that masculine societies are more technically focused, with an 

interest in technology and MIS adoption to accomplish tasks because of their society’s 

task orientation. In contrast, feminine societies are more people oriented and interested in 

what technology can do to support that focus (Gefen & Straub, 1997; Hasan & Ditsa, 

1999; Joshi & Kuhn, 2005; Van Slyke, Comunale, & Belanger, 2002). 

H.5: Feminine culture societies will exhibit a significant negative direct 
relationship associated with MIS adoption and use. 
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The findings from both regions weakly supported the above-mentioned hypothesis. The 

data from the Arab Gulf region shows that this region displays a masculine culture, while 

the North African region is more of a feminine culture. This can be seen clearly in the 

gap of adoption of modern technology hardware, software, and MIS applications 

between the two regions. People in the Arab Gulf region value, appreciate, and are 

concerned with the quality of life through the use of modern technology. They value 

assertiveness and focus on material success. Senior management are characterised by 

their focus on accomplishment, achievements, and success. They are aggressive and have 

the appearance of success. In these cultures, males significantly dominate senior 

management jobs and power structure, with females’ roles in management at a minimum. 

This contributed positively to the adaptation to technology and the adoption of MIS. 

The North Africa region displays a feminine culture and the adoption rate of MIS was 

low. North Africa’s feminine culture characteristics do not limit their need for quality of 

life to the needs of the individual, but widen it into the workplace as well. Senior 

management are characterised by their caring attitude to employees, emphasising quality 

of life, networking, and relationships as social values. Another factor is the occupation of 

this region by Italians, French, or British, which has influenced norms and beliefs to 

foster low levels of segregation and discrimination between genders. Interviewees 

demonstrated that in these cultures, females are treated equally, based on their 

qualifications. Qualified females hold many senior-level management positions. Islam is 

also the dominant religion in this region but it is considered to have a lesser effect on the 

values and beliefs of the people and the management than in the Arab Gulf region. Even 

though Islam is the dominant religion in this region too, there is less segregation based on 

gender as has been revealed by many interviewees in this region. The low rating of this 

region on the masculine values contributed negatively to the adoption of MIS in this 

region. 

8.2.2 ORGANISATIONAL CULTURE INFLUENCE PROFILE 

In a world where most organisations world-wide are adopting MIS, the literature 

suggests that there are specific relationships between organisational cultural and MIS 

adoption (Cooper & Quinn, 1993). Cooper and Quinn (1993), in their study based on 
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Competing Value Framework for MIS effectiveness, argue that MIS evaluations will 

vary with each type of organisational culture and be contingent on its environmental 

context. Positive relations are to be expected between specific styles and MIS 

effectiveness evaluations. 

H.6: A particular dominating organisational culture type will exhibit a 
significant positive direct relationship associated with MIS adoption and use. 

The findings of this research in the Arab Gulf region supported the above hypothesis. 

The dominating organisational culture type in both industry sectors was either market 

and/or adhocracy. The literature indicates that both market and adhocracy types of 

organisational culture are the strongest supporters, adopters, and users of MIS (Cameron 

& Quinn, 1999). In addition, the literature reveals that there is a positive relationship 

between these two types of organisational cultures and the adoption of MIS. The findings 

of this research study contradicted the literature in that they showed negative 

relationships between the two organisational culture types and the adoption of MIS in 

this region. Based on figures from the ITU’s Digital Access Index,7 this region is in fact 

among the most active adopters and users of modern MIS technology worldwide. 

Several factors could be surmised from these findings that affect the current results, and 

which are borne out or supported by specific comments made in chapter seven. This 

region has a strategic importance in the global economy because it holds 40% of world 

oil reserves and therefore affects the trends of the oil supply and market (Energy 

Information Administration, 2005; Nour, 2005). While the serious reliance on oil has 

contributed to the improvement of economic development in the region, it has also led to 

major challenges now facing the Arab Gulf region. For example, oil is a diminishing 

resource, and because of the instability of oil prices, the revenue from oil is uncertain and 

unstable. Many countries in the Arab Gulf region have started looking for a substitute or 

alternative source of income. This has influenced and changed the organisational culture 

of numerous organisations in the region to become dynamic, entrepreneurial, risk takers, 

who value technology, and who have increased the focus on the external environment. 

With marketing vision influenced by adhocracy culture, many countries in the region 

                                                 
7 http://www.itu.int/newsarchive_releases/2003/30.html 



 215

have invested in diverse sources of income such as technology. This vision influenced 

the organisational culture of many firms to shift from the traditional hierarchy and clan 

cultures to market and adhocracy cultures. 

The Arab Gulf region is trying to be among the world leaders in technology adoption and 

use by adopting the most recent modern technology. Various private, public, and 

government offices are becoming fully dependent on computer-based information 

systems in their daily work processes. They use the latest information and 

communications technology for their businesses. As a result of increasing the 

privatisation programs in the region and forming new private organisations, many 

organisations in the region faced high market competition in a non-subsidised market that 

forced many organisations to shift to either the market and/or adhocracy cultures that 

value technology innovation and take advantage of the benefits offered by the technology 

to survive the highly competitive market. Organisations were forced to shift and ride the 

wave of technology and accept the adoption of MIS. This shift was a result of the diverse 

high competitive market in the region and worldwide. 

Senior government leaders, management executives, and decision makers with future 

oriented vision contributed positively to the state of adoption where most of these 

countries are now situated. Changing the economy of this region from a consumer to a 

producer and manufacturer of technology is another contributing factor to the success of 

MIS in the society and in many organisations. Having leaders with a marketing and 

adhocracy culture vision means that many countries in the region are starting to diversify 

towards exporting technology. The introduction of relevant laws that support investment` 

in technology sectors and attracts many of world’s leading technology organisation 

producers has also contributed positively to this stage of technology. 

Another issue faced by many organisations in this region relates to the lack of domestic, 

skilled MIS personnel. Many organisations depend fully on foreign expertise for their 

MIS adoption. Foreign expertise with cultures that in many cases differ from the local 

culture has impacted on the organisational culture in the region. This study is concerned 

with the native senior management executives and decision makers, who have had mixed 

relationships with foreign experts. Several of the senior management executives 
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interviewed admitted that they admired and were influenced by the management style of 

foreign experts working with them. They were influenced by their ways of thinking and 

doing business, and this in turn filters through to affect their norms, values, and beliefs in 

the workplace. 

The literature (Cooper & Quinn, 1993; Obenchain, Johnson, & Dion, 2003; Smart & St. 

John, 1996) points to the existence of positive relationships between market and 

adhocracy types of organisational culture. The findings of this research study, however, 

are at odds with this literature. The findings show a negative relationship between the 

two dominating culture types in this region and MIS adoption. This difference from the 

existing literature is most likely because of the influence of foreign expertise. Local 

decision makers who have interacted with foreign experts and personnel, who manage 

the adoption process of MIS, have been influenced in many ways. Foreign expertise has 

affected the natives in the way they carry out their daily tasks. Foreign experts, especially 

from Western countries, are influencing natives in Western behaviours that differ in 

many ways from the Arabic culture. Interviews revealed that native managers are 

changing and are now becoming risk takers and entrepreneurs, who perce technology 

positively and fit well with the adhocracy culture type. Analysis of the survey data 

showed differences in organisational style, which supports the likely influence of foreign 

expertise involvements and influences. 

Although the literature revealed that there is a positive relationship between MIS 

adoption and hierarchy culture (Cooper & Quinn, 1993), the findings from the North 

Africa region did not support the above-mentioned hypothesis. The current study showed 

that hierarchy culture was the dominant organisational culture type for both sectors in 

this region, but the low adoption rate demonstrate that a hierarchical culture is not 

sufficient to ensure adoption. 

This low rate of adoption is seen as a result of many organisational culture barriers in this 

region. Most organisations in both studied industry sectors are characterised by their 

hierarchy organisational culture type, and this correlates positively with the high power 

distance dimension of societal culture. Organisations treat information with high 

confidentiality and only a few employees in the organisations have the right to use this 
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information. This in turn minimises the benefits of sharing information among various 

levels of management in the organisation. Organisations favour structure and control and 

stress order, standardisation, efficiency, certainty, and stability, reflecting internally-

oriented and formalised values. Therefore, most organisations in this region will not be 

enthusiastic to adopt MIS, which can be seen as disruptive. Furthermore, the inflexibility 

of the hierarchy culture and reduced credence given to subordinates may deter the 

adoption of sophisticated modern technologies. 

Organisation’s rules in this region are well respected and they resist any changes that 

might affect the structure and hierarchy of the organisation. This also contributes 

negatively on the adoption of MIS in the region. The fear of security of the organisation’s 

information affected many organisations in the region to act as a closed system to the 

outside world. Many organisations do not share information. This acts to keep them in 

the dark with regard to technology innovations and they are not even in the awareness 

stage of diffusion of innovation theory. Thus many organisations are missing out the 

tremendous benefits of MIS technology. 

The literature has demonstrated the link between an organisation’s culture, its 

performance, and its leaders. Schein (1992) argues that leaders of the organisations 

enforce and create the organisational culture. A vast majority of senior management 

executives who are the culture creators impose and favour a hierarchy culture in many 

organisations in this region. Hierarchy culture provides them with the authority and 

formal relationships over their subordinates. Those senior management executives, many 

of whom are not yet convinced and do not yet accept technology, would resist the 

adoption of any type of computerised technology, and this negatively affected the 

adoption of MIS. In addition, they negatively influence the norms, values, and beliefs 

shared by the vast majority of employees in the organisation. 

Tied to this is organisational readiness, another factor that affects the adoption of MIS. A 

large number of organisations in this region are not yet ready for MIS adoption because 

they lack the basic MIS infrastructure. Basics including the internet, email, hardware and 

software are scarce. The lack of a good basic telecommunications system, essential for 

networking, is another problem faced by many organisations in this region. In addition, 
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organisations have a mistaken view of computer use, sometimes using computers as a 

replacement for the old manual or electric typewriters. Computers are rarely used for 

tasks such as generating reports, the collection of information for senior management 

decisions, and saving, and retrieving data. 

The literature also points to organisations’ resistance to change as an important factor in 

the adoption of MIS (Markus, 1983; Mejias, Shepherd, Vogel, & Lazaneo, 1997; Schein, 

1990; Scupola, 2003). Resistance to change may not always be only due only to human 

factors but may be linked to the existing organisation’s infrastructure (both human and 

physical). MIS adoption in this region faces resistance from people, as well as lacking the 

basic infrastructure needed for the adoption. This region suffers from the scarce IS/MIS 

personnel and expertise needed to manage and implement MIS successfully. Many senior 

management executives and decision makers lack the experience and IS/MIS 

backgrounds, which limits their understanding and enthusiasm for adopting MIS. In 

addition, they lack the necessary knowledge and appropriate basic computer skills for 

using and implementing MIS. Low rates of computer literacy at the senior management 

executive level limit their ability to use computers for their daily tasks. Most employees 

including senior management executives resist the use of computers to generate the 

needed information. Many senior management executives prefer and trust old manual 

systems rather than the computerised systems. Thus, a systemic link between literacy, 

experience, and attitudes entrenches a slow rate of adoption. 

Additionally, the age of decision makers in this region plays a vital role. The majority of 

senior management executives are above 50 years of age, and while they may appreciate 

and value MIS, due to their lack of technical and educational backgrounds, they resist the 

adoption of MIS. They are not keen to develop and improve their technical background 

to use the computer-based technology because of the fear of technology and to save face 

and to avoid being humiliated by their subordinates. Many senior management 

executives pointed out that not knowing something is a weak point in a leader. It is 

expected that leaders know almost everything in the organisation, and certainly better 

than any one else in the organisation. This attitude of senior management also negatively 

affects the adoption of MIS. 
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Organisations in North Africa (such as the two studied industry sectors) that trade and 

conduct business outside their country’s boundaries will face external pressure from 

competitors and trading partners to adopt and implement MIS. North African 

organisations have to solve the MIS adoption problem and narrow the technology gap by 

starting to adopt modern technology. If they fail to do this, they will miss out on the 

benefits of implementing MIS and they will be left behind in a fast-moving world 

economy. 

8.3 THE MEDIATING ROLE OF TECHNOLOGY 
ACCEPTANCE ON MIS ADOPTION 

The Technology Acceptance Model (TAM) literature points to perceptions of the ease of 

use and the usefulness of the systems as helping to mediate the adoption of MIS both in 

societies and organisations. 

8.3.1 SOCIETAL CULTURE 

In chapter five, it was proposed hypotheses to assess the mediating role of technology 

acceptance in each region. This was based on Davis’ (1986) TAM, on Baron and Kenny 

(1986), and MacKinnon and colleagues’ (2002) work in assessing the mediating role of 

technology acceptance and societal culture as independent variables on MIS adoption. 

To assess the mediating role of technology acceptance on the adoption of MIS in the two 

Arab regions, the researcher assessed each societal culture dimension hypothesis 

individually to determine all possible mediating relationships between the independent 

and the dependent variables, using technology acceptance as the mediator. The following 

societal culture hypothesis was assessed for its mediating role using TAM’s variables, 

perceived usefulness, and perceived ease of use: 

H.2. (a): The effects of societal culture dimensions on MIS adoption will be 
significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 
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8.3.1.1 POWER DISTANCE 

The findings of this research in the Arab Gulf region clearly did not support the above-

mentioned hypothesis. This indicates that power distance had a direct influential 

relationship on the adoption of MIS. This means that technology acceptance does not 

play any mediating role on predicting the adoption of MIS in this region. There are many 

factors and reasons that may explain the non-significant role of technology acceptance as 

a mediator in MIS adoption in this region. This region has been adopting and using 

technology and MIS for more than two decades which has influenced their way of life 

and changed positively their perception of MIS and technology. People in this region 

perceive technology as part of their daily life and consider it useful and easy to use. 

The findings across the power distance dimension from the North Africa region did 

support the above-mentioned hypothesis. This indicates the existence of a mediating 

relationship between the IV (power distance) and our mediating variable (technology 

acceptance) and our dependent variable (MIS adoption). The low rate of MIS adoption 

indicates that the region has not yet accepted and implemented MIS. In contradiction to 

the findings of this study, most of the management executives and decision makers who 

were surveyed or interviewed were fully supportive of the utility of computer-based 

technology and perceive the usefulness and the ease of use of MIS. However, MIS was 

not adopted in their organisations. The low rate or failure to adopt MIS while nonetheless 

perceiving its usefulness and ease of use may perhaps be explained by high power 

distance values and beliefs of the senior management executives in this region. 

8.3.1.2 UNCERTAINTY AVOIDANCE 

The results indicate that there exists a direct relationship between uncertainty avoidance 

and the adoption of MIS in the Arab Gulf region. TAM did not predict any indirect 

relationship on the adoption of MIS. This implies that there is no mediating relationship 

in this region for mostly the same reasons as given above in relation to the power 

distance dimension. The findings from the survey results of this study showed that the 

Arab Gulf region is high on the uncertainty avoidance dimension, but the interviews 

showed that this region is relatively low on the uncertainty avoidance dimension. This 

contradiction requires further consideration. The researcher believes, in line with the 
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current literature (Alshaya, 2002), that this region is actually lower in uncertainty 

avoidance than was found in the quantitative aspect of this study. This is due to several 

factors pertinent to the region. In particular the people in this region have been using 

technology and MIS for a long period, so its ease of use and usefulness would be obvious 

to them. Other important factors are the influence of age, education level, and IS/MIS 

backgrounds, which reduces the uncertainty of adopting MIS in this region. 

Another issue of concern was the instruments used for assessing the mediating role and 

how technology is perceived in this region. The researcher used the TAM by Davis 

(1986) to assess the mediating role of technology on the adoption of MIS. TAM was 

developed almost two decades ago. It was developed, assessed, and used when MIS 

technology was still at its early development stages and many senior management 

executives worldwide were in the early awareness stages of adopting modern technology 

and were not fully experienced with the adoption process and of MIS. Therefore, this 

might have affected the findings of this research and interfered with the study results in 

this region. Therefore, the researcher believes that technology acceptance did not play a 

significant mediating role on the adoption of MIS in this region. This supports the 

existence of a direct positive relationship between uncertainty avoidance and the 

adoption of MIS in this region, as shown earlier in this thesis. 

The findings in the North Africa region, however, supported the hypothesis indicating the 

existence of influential indirect relationships between uncertainty avoidance and MIS 

adoption. This region is known for its instability and high control, which affects the 

uncertainty level of the people. Many senior management executives fear the unknown 

consequences of uncertain adoptions of MIS. Organisational leaders with limited 

knowledge and background in computer-based information systems would not encourage 

their organisations to ride the wave of technology. The results showed the existence of 

indirect relationships of adopting MIS, which implies that TAM does play a mediating 

role in the adoption process. Therefore, it is assumed that people in this region would 

accept and adopt MIS once they perceived its ease of use and usefulness. 
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8.3.1.3 MASCULINITY VERSUS FEMININITY 

The findings of both the quantitative and qualitative studies of this research showed that 

the Arab Gulf region rates more highly on the masculine dimension of culture. Moreover, 

assessing the mediating role of technology acceptance did not show any significance, 

implying that the masculinity dimension of societal culture directly influences MIS 

adoption. In accordance with the literature (Joshi & Kuhn, 2005; Olutimayin, 2002) 

masculine cultures are considered more willing to adopt MIS. 

The findings in the North Africa region also support this hypothesis. There is an indirect 

influence mediated by TAM on the adoption of MIS in this region. In line with the 

literature, low masculine cultures are less dedicated to the adoption of MIS (Joshi & 

Kuhn, 2005; Olutimayin, 2002; Tan et al., 1998). A possible explanation comes from the 

researcher’s own experience of the people in this region. The people share a lot of 

themselves and are characterised by their nurturing, sensitive, intuitive, and cooperative 

nature. People are obedient to government laws that govern all relationships within the 

society and organisations. People in this region do not value technology and time is not a 

factor in their lives. They are not keen to acquire material gain, and they do not subscribe 

to the notion of gaining everything that is modern and sophisticated. Life is simple, and 

people seem not to be concerned with modern sophisticated technology. People in this 

region do not differentiate or segregate based on gender. All of these characteristics are 

likely to contribute negatively to the adoption of MIS in the region, although this 

explanation is anecdotal and would require further testing. 

8.3.1.4 COLLECTIVISM VERSUS INDIVIDUALISM 

The analysed data from the Arab Gulf region did not support the above hypothesis for the 

same reasons as for the other dimensions: there are no indirect relationships and TAM 

did not play any significant role in the adoption of MIS with respect to this dimension. 

The North Africa region did not support hypothesis H2a, and the existence of indirect 

relationships between collectivism and the adoption of MIS in this region was evident. 

Overall, the findings of this research study in the two Arab regions support the existence 

of differences in the adoption of MIS from a societal culture point of view. The results 
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showed that in the Arab Gulf region, societal culture dimensions have direct influential 

relationships on the adoption of MIS. In contrast, in the North Africa region, TAM 

mediates the relationships between the societal culture dimensions and the adoption of 

MIS. 

8.3.2 ORGANISATIONAL CULTURE 

The literature has pointed to the existence of a relationship between the organisational 

culture type and the adoption of MIS (Abdul Rashid et al., 2004; Al-Khalifa & 

Aspinwall, 2001; Cooper & Quinn, 1993; Cooper & Zmud, 1990; Poku & Vlosky, 2003). 

It influences the structure, market strategy, individual behaviour, and other factors as 

discussed in chapter three. Organisational culture type may play a vital role in MIS 

adoption. 

H.3 (a): The effects of organisational culture type on the adoption of MIS will 
be significant and positive, but will be mediated by perceived usefulness and 
perceived ease of use. 

The results from the Arab Gulf region did not support this hypothesis. The dominant 

organisational culture types in the Arab Gulf region’s two industry sectors are market 

and/or hierarchy cultures. The results from the Arab Gulf region showed no significant 

indirect relationships between these types of organisational culture and the adoption of 

MIS. This implies that TAM did not have a mediating role on the adoption, and the direct 

relationship was the influential factor on the adoption of MIS in this region. 

The overall results from the North Africa region did support the hypothesis. The two 

studied industry sectors in this region are dominated by a hierarchy culture type. This 

means that TAM played a mediating but negative role in the adoption of MIS in this 

region. There were no direct relationships found between the hierarchal organisational 

culture type and the adoption of MIS. The literature, however, points to the existence of 

positive relationships between the hierarchy culture and the adoption of MIS (Cooper & 

Quinn, 1993). This could be explained by many factors, as mentioned above, particularly 

senior management support. The hierarchy type of organisation culture correlates well 

with high power distances, which has a negative effect on emergent adoption of MIS. In 
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addition, this region is known for its high uncertainty avoidance, which also affects the 

adoption negatively. 

8.4 SUMMARY OF HYPOTHESIS TESTING 

In summary, chapters six and seven and the above sections have presented the data 

analysis and discussion for the hypothesis testing of the specified relationships between 

the variables in the conceptual model shown in Figure 5.1 (societal culture, 

organisational culture, and technology acceptance mediation’s role). The hypotheses are 

summarised in the Table 8.1. 

 

Table 8.1 Summary of the Hypotheses Testing 

 

HYPOTHESES RESULTS 

H.1: Societal culture will exhibit a significant positive 
direct relationship associated with the adoption and use of 
MIS software. 

Supported in Arab Gulf 
region but not in North 
Africa region. 

H.2: Societies with high power distance culture will exhibit 
a significant negative direct relationship associated with 
the adoption and use of MIS applications. 

H.2 (a): The effects of power distance culture on the 
adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in North 
Africa region only. 

 
Supported in North 
Africa region only. 

H. 3: Societies with high uncertainty avoidance culture will 
exhibit a significant negative direct relationship associated 
with adoption and use of MIS applications. 

H.3 (a): The effects of high uncertainty avoidance culture 
on the adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in both 
regions. 

 
Supported in North 
Africa region only. 

H.4: Collectivist culture societies will exhibit a significant 
negative direct relationship associated with adoption and 
use of MIS applications. 

H.4 (a): The effects of collectivist culture societies on the 
adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in both 
regions. 
 
 
Supported in North 
Africa region only. 
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HYPOTHESES RESULTS 

H.5: Feminine culture societies will exhibit a significant 
negative direct relationship associated with adoption and 
use of MIS applications. 

H.5 (a): The effects of feminine culture on the adoption of 
MIS will be significant and positive, but mediated by 
perceived usefulness and perceived ease of use. 

Supported in North 
Africa region but not in 
Arab Gulf Region. 

Supported in North 
Africa region only. 

  

H.6: Organisational culture will exhibit a significant 
positive direct relationship associated with adoption and 
use of MIS applications. 

Supported in Arab Gulf 
region only. 

H.7: Organisations dominated by hierarchy culture type 
will exhibit a significant negative direct relationship 
associated with adoption and use of MIS applications. 

H.7 (a): The effects of hierarchy culture type on the 
adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in North 
Africa region but not in 
Arab Gulf Region. 

Supported in North 
Africa region only. 

H.8: Organisations dominated by clan culture type will 
exhibit a significant positive direct relationship associated 
with adoption and use of MIS applications. 

H.8 (a): The effects of clan culture type on the adoption of 
MIS will be significant and positive, but mediated by 
perceived usefulness and perceived ease of use. 

Not supported in either 
region. 
 
 
Not supported in either 
region. 

H.9: Organisations dominated by an adhocracy culture type 
will exhibit a significant positive direct relationship 
associated with adoption and use of MIS applications. 

H.9 (a): The effects of adhocracy culture type on the 
adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in Arab Gulf 
region only. 
 

Not supported in Arab 
Gulf region and not 
applicable for North 
Africa 

H.10: Organisations dominated by market culture type will 
exhibit a significant positive direct relationship associated 
with adoption and use of MIS applications. 

H.10 (a): The effects of market culture type on the 
adoption of MIS will be significant and positive, but 
mediated by perceived usefulness and perceived ease of 
use. 

Supported in Arab Gulf 
region only. 
 

Not supported in Arab 
Gulf region and not 
applicable for North 
Africa 
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8.5 RELATIONSHIP OF THE RESEARCH FINDINGS TO 
LITERATURE 

The above findings were largely, but not entirely, consistent with prior research on the 

two Arab regions. The findings from the survey and from the in-depth interviews support 

much of the previous general literature regarding the effects of societal and 

organisational cultures and the mediating role of technology acceptance on the adoption 

of MIS. These empirical findings are consistent with some prior studies done in both 

regions and others that were done in other similar cultures. The following are some 

examples of these studies. 

In one study of computer technology acceptance success factors in Saudi Arabia, Al-

Gahtani (2004) concluded that as most information technologies are designed and 

produced in developed societies with their cultural values in mind, therefore it is 

expected that there would be a social and cultural gap with less technologically 

developed societies. Failing to put the IT implementation process into the proper social 

context and cultural dimensions can slow down the success of the process and increase 

the risks of failure. 

The results from the current study recognise that high power-distance in the context of 

the two Arab regions creates tall organisational structures in most organisations of the 

Arab region. The authority in many of these organisations typically tends to create 

respect for the organisation leaders as the “Parent” figure of the organisation. Rohitratana 

(1998) claimed that “Due to paternalism and dependence, the concept of a flat structure 

in an organisation, which entails speedy decision, cannot effectively take place”. The 

justification is that only those at the senior level of management can make decisions, and 

they have an obligation to operate as “Parent” for the organisation. The senior 

management executives’ roles in the organisation are like those in a family. The results 

also compare with the findings of the Almhdie and colleagues’ (2004) study, that Libya 

is a high power distance culture. In their study of the oil industry sector in Libya, 

Almhdie and colleagues (2004) found that high power distance means respect for 

authority that might influence a manager’s perception towards technology and MIS 

adoptions. 
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The findings of this research study also support the findings from Agnaia’s (1996) study 

about a lack of training in Libyan organisations. He claims that decision makers, leaders, 

and senior management level executives in Libyan organisations are not enthusiastic 

about training, and they consider that training is humiliating to senior management. In 

order to save face with subordinates, senior management executives in Libya avoid any 

training that might help them develop and improve their work skills, including technical 

skills about using technology in general and MIS in particular. 

In addition, the findings from this study are in line with Al-Busaidi and Olfman’s (2005) 

study of the determinants of knowledge management systems success in Omani 

organisations. They concluded that senior management involvement and support is 

important in the adoption process of any information systems in the Arab regions. Senior 

management involvement and support is regarded as one of the main success factors for 

the adoption of such systems. 

The societal culture findings of this research study also reflect the findings of Alshaya’s 

(2002) study of Saudi Arabia’s relationship between Saudi Arabian societal culture and 

the roles of public school leaders. He concluded that Saudi school leaders are high in 

both power distance and uncertainty avoidance. 

A range of studies has affirmed the existence of a relationship between organisational 

culture type and organisational innovation. The findings of this study are in line with the 

findings from Obenchain and colleagues’ (2004) study affirming that organisational 

culture correlates with organisational innovation. Their study suggested that both cultural 

types of adhocracy and market are associated with innovation and the adoption of 

technology and MIS, affirming these findings for the Arab Gulf region. Also the findings 

are in line with Srinivasan and colleagues’ (2001) findings that organisations dominated 

by hierarchy culture are less enthusiastic about the adoption of technology and MIS, 

which is the case of North Africa. 

The findings from this study are also in line with Hofstede’s (1980) study of the Arab 

regions. The current study confirms Hofstede’s findings for North Africa and partially 
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contradicts his findings from the Arab Gulf region. This confirms the proposition that the 

two Arab regions are not homogeneous regardless of some similarities between them. 

The current study is also consistent with Straub’s (1994), and Straub and colleagues’ 

(2001) findings that societal culture influences the adoption of technology and MIS 

differently in diverse cultures. Their studies concluded that cultures with low power 

distance and high uncertainty avoidance would adapt and adopt technology slower than 

cultures with low power distance and low uncertainty avoidance. Their findings support 

the current research findings for the North Africa region, which is characterised by both 

high power distance and uncertainty avoidance. 

Overall, the findings of this research are in line with many other research studies on the 

impact of societal and organisational culture on the adoption and the implementation of 

technology and MIS in numerous countries and cultures (Beekhuyzen et al., 2005; Gefen 

et al., 2005; Hwang, 2005; McCoy et al., 2005; Png et al., 2001; Rasmy et al., 2005; 

Veiga, Lubatkin, Calori, & Very, 2000; Zain et al., 2005). 

8.6 SUMMARY 
The quantitative and qualitative results of this study have been discussed in this chapter 

in relation to the literature. It was demonstrated that societal and organisational cultures 

and the role played by technology acceptance have affected the adoption of MIS in the 

two Arab regions. From discussions in this chapter, it is concluded that both societal and 

organisational culture play a vital role in the adoption of MIS in the two Arab regions. 

Most of the findings of this research support the existing literature on the two Arab 

regions, but some specific differences have also been found. The next chapter presents 

the conclusions from these findings, their future implications, and their contribution to 

theory and practice. 
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CHAPTER NINE 

CONCLUSIONS AND FUTURE IMPLICATIONS 

9.1 OVERVIEW OF RESEARCH 

The purpose of this research study was to describe and explain the influence of societal 

and organisational cultures on the adoption of MIS software and to consider the 

mediating role of technology acceptance in the adoption of such systems in the two Arab 

regions, namely North Africa and the Arab Gulf regions. Specifically, the study 

described the influence of societal and organisational culture on the adoption of MIS in 

organisations that have or have not yet adopted MIS. The instruments that were used 

were recognised, widely-cited instruments for assessing the impact of culture on the 

adoption of MIS. 

The preceding chapters began with a comprehensive review of the literature on the 

variables considered for this study: MIS adoption and acceptance; societal culture; and 

organisational culture. This research focused on the diversity of societal and 

organisational cultures in the two Arab regions and how cultural norms, values, attitudes, 

and behaviours influence the adoption of MIS in the two studied regions. In addition, this 

research discussed the mediating role of technology acceptance and how it might 

influence MIS adoption in these regions. The preceding chapters also discussed a way to 

understand the situation through the development of a conceptual framework and 

hypotheses. Prior chapters also explained the multi-method research methodology 

followed in this research study, the analysis and the findings which emerged from the 

data using well established survey instruments (Hofstede’s VSM 94, Cameron and 

Quinn’s (OCAI), and Davis’ TAM), and also the in-depth interviews with CEO’s and 

senior management executives in both regions. The researcher concentrated on the two 

most important industry sectors in the region in relation to MIS adoption. The sectors 

were oil and gas, and the banking sectors in three different types of organisations, 

government, public, and private, spanning the two Arab regions. These industry sectors 

were chosen for this research study because the two sectors complement each other and 

they can meet the expense of MIS adoption. Finally, the study discussed the findings 

from empirical investigations showing the relationship between societal and 
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organisational culture variables and the adoption of MIS and also relating the adoption to 

technology acceptance. 

9.2 SUMMARY OF THE RESEARCH METHOD 

This section presents a summary of the research method. Discussion is organised around 

the research model, the unit of analysis, the research methodology, and data collection 

methods. 

9.2.1 THE RESEARCH MODEL 

The research questions addressed the ongoing research problem. A conceptual model 

presented in Figure 5.1 was designed to show all the possible relations between the 

dependent and independent variables in this study. Firstly, the direct influence of both 

societal and organisational culture on the adoption of MIS was assessed. Secondly, the 

technology acceptance model was used to assess the indirect influence of both societal 

and organisational cultures through the mediating role of technology acceptance. The 

research has empirically tested the propositions derived from the model. The results 

obtained largely support the influences hypothesised in the proposed model. 

9.2.2 RESEARCH METHODOLOGY 

A multi-methodological approach combining a survey and in-depth interviews was 

adopted and applied. Using a combination of methods can provide more perspective on 

the phenomenon being studied (Cooper & Schindler, 2003; Neuman, 2003; Qureshi, 

Vogel, & de Vreede, 2005; Straub et al., 2004; Zikmund, 2003). A survey method was 

used to validate the framework empirically and refine the protocols required by the in-

depth interviews. Both the survey and the in-depth interviews helped to assess the culture 

of both regions and its influence on MIS adoption. As well as achieving a practical 

balance between quality and cost, the complementary strengths of each data collection 

method provided triangulation and a richer understanding (Creswell, 1994; Gable, 1994). 

Survey research has long been the dominant method in MIS research for exploration, 

description, or explanation purposes (Pinsonneault & Kraemer, 1993). Using a 
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combination of three established survey instruments, 446 usable questionnaires were 

collected and analysed using a combination of multiple and logistic regression. 

Interviews broaden and formalise discussion and are also widely used in information 

systems research (Bellotti & Smith, 2000; Myers, 1999b; Walsham & Waema, 1994). A 

total of 15 interviews were conducted to verify individuals’ views and opinions, facts, 

and reactions to MIS adoption. Interviews were conducted with eight senior management 

executives in North Africa, and seven with participants from the Arab Gulf region who 

had held senior management positions for at least 12 years. The interviews were analysed 

using thematic or content analysis to identify structures and themes in the text from 

which inferences were made. 

9.3 SUMMARY OF THE MAIN FINDINGS 

This study analysed the influence of societal culture and organisational culture on MIS 

adoption in two Arab regions. The independent variable of societal culture was measured 

using Hofstede’s (1980) four dimensions, and the independent variable of organisational 

culture was measured using Cameron and Quinn’s (1999) four types of organisational 

culture. In addition, Davis’ (1986; 1989) Technology Acceptance Model (TAM) was 

used to identify whether technology acceptance played a mediating role in the 

relationship between the independent variables and the dependent variable of MIS 

adoption. The following sections summarise the main findings of this research study for 

these variables. 

9.3.1 SOCIETAL CULTURE 

Hofstede’s four dimensions of societal culture generated the following results. 

Surprisingly, both regions were similar on two of Hofstede’s dimensions (power distance 

and uncertainty avoidance), but the adoption rate of MIS varied greatly between them. 

The Arab Gulf region is among the world leaders in MIS adoption, while the North 

Africa region lags behind in adopting MIS software. 
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9.3.1.1 POWER DISTANCE 

This study revealed that both regions are high (i.e. above 50) on the power distance 

dimension: specifically, the Arab Gulf region was 62 and the North Africa region index 

was 72. Hofstede’s index for a group of Arab countries during the 1970s was 67 and the 

world average is 55. The literature (Phan & Oddou, 2002; Png et al., 2001) points to 

cultures with high power distance as less enthusiastic to adopt MIS. The results for North 

Africa supported this but the findings from the Arab Gulf region are at odds with this 

expectation. This was attributed to factors such as government support for adoption, the 

influence and involvement of foreign expertise, the education levels of the decision 

makers, the role of senior management executives, age of employees, and early 

technology transfer. 

9.3.1.2 UNCERTAINTY AVOIDANCE 

Both regions rated high on uncertainty avoidance. The Arab Gulf region index of 

uncertainty avoidance was 64 and the North Africa region was 71. Hofstede’s index of 

the Arab countries was 68, with the world average being 64. The literature suggested that 

higher uncertainty avoidance would influence the adoption of MIS negatively, and thus 

North Africa was expected to be lower in MIS adoption. Although the Arab Gulf region 

is also high on uncertainty avoidance, there is extensive MIS adoption. This may be 

attributed to factors such as the influence of foreign expertise impacting senior 

management executives to be greater risk takers or entrepreneurs, and education showing 

the competitive advantages of MIS adoption the risks of not adopting MIS, suggesting 

that MIS software would reduce uncertainty. 

9.3.1.3 MASCULINITY VERSUS FEMININITY 

According to Hofstede’s original indexes analysis, the Arab Gulf region is slightly above 

average on the masculinity dimension, but in this study the Arab Gulf region rated 54 on 

this dimension. The technology literature suggests IT has been male-dominated, with a 

focus on technology for its own sake (Gefen & Straub, 1997; Kankanhalli et al., 2004). 

In other words, a masculine culture would find it easier to accept and adopt MIS 

software. This region, however, is known for its distinct gender roles and segregation, 

which, in conjunction with foreign technological expertise has positively influenced MIS 
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software adoption. In contrast, with an index of 45, the North Africa region is 

characterised by a feminine culture. A feminine culture attitude is people-oriented and 

focuses on the end-user of MIS. This region is known for its less occupational 

segregation by gender with more women holding qualifications and having better-paid 

jobs. 

9.3.1.4 INDIVIDUALISM VERSUS COLLECTIVISM 

With an index score of 59, the Arab Gulf region results show a highly individualistic 

culture, characterised by its belief in individual decisions, and promoting individual 

achievements. The literature suggests MIS adoption would be more acceptable in 

individualist cultures than collectivist cultures, reflected positively in the adoption of 

MIS in this region. In contrast, with an index score of 18, the North Africa region is 

characterised by its organisational commitment to members’ well-being and loyalty. 

Lower adoption in this region is consistent with the literature’s suggestion of lesser 

enthusiasm about MIS adoption (Kankanhalli et al., 2004). 

9.3.2 ORGANISATIONAL CULTURE 

The two dominating organisational cultures in the Arab Gulf region were the adhocracy 

and the market cultures. Carrillat and colleagues (2004) argue that senior management 

executives must create an adhocracy type of culture in their organisations during the 

creation or formation phase of MIS software, followed by a market type of culture during 

the implementation phase. Since the current study covers two industry sectors and three 

different types of organisations at varying implementation phases, the observed 

dominance of these types may be expected. Both adhocracy and market culture types 

have a positive influence on the adoption of MIS in this region, with literature showing 

both types as promoting and encouraging MIS software and technology adoption and 

use. Organisations dominated by adhocracy culture are characterised by an emphasis on 

flexibility, creativity, entrepreneurship, and adaptability, characteristics highly coherent 

with MIS adoption. Organisations in this region typically have a future focus, and 

support from senior management for technology acquisition. Organisations also value the 

importance of MIS and are more likely to invest in new technologies such as enterprise 

resource planning (ERP) and enterprise system (ES) to support their employees' 
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accomplishing their tasks efficiently and effectively. Organisations that are dominated by 

market culture type in this region also value MIS software’s competitive advantages and 

are ready and enthusiastic to adopt it. 

Market type culture is focused on the achievement of well-defined goals and aims as well 

as toward increasing productivity and efficiency (Deshpandé, Farley, & Webster, 1993). 

Market type cultures allow for successful communication of innovations and 

coordination of tasks between and within organisations. The procedure of 

communications and inter-functional coordination ease the implementation of 

innovations of MIS software in this type of culture (Zaltman, Duncan, & Holbek, 1973). 

Conversely, the hierarchy culture type dominates organisations in the North Africa 

region. Most organisations in this region emphasise an internal focus and value stability 

and control. Organisations are often large, well established, or government-owned, where 

most employees have limited education and a low English proficiency level. The 

literature indicates that such organisations are less enthusiastic about technology 

adoption in general and MIS in particular. The adoption rate of MIS in this region is very 

low, due to factors such as the organisations’ high bureaucracy level and organisation by 

rules, laws, regulations, and hierarchy type of management. Employees resist and reject 

changes that might affect their job stability, and in general they resist any changes to the 

organisation’s systems. They prefer the smooth running of the organisation without 

questioning the ability and qualification of the senior management. These factors 

contribute positively to the low adoption rate of MIS in this region. Hierarchy culture 

type is ineffective when tasks, such as adopting MIS, become more complex (O'Neill, 

Beauvais, & Scholl, 2001). 

9.3.3 THE MEDIATING ROLE OF TECHNOLOGY ACCEPTANCE 

The effect of mediating variables was tested using Baron and Kenny’s (1986) theory and 

using Preacher and colleagues’ (2004; 2001) methods for calculating the three different 

tests: the Sobel test, the Aroian test, and the Goodman test. The findings for the Arab 

Gulf region did not show any indirect relationships between the dependent variables 

societal and organisational culture and the dependent variable of MIS adoption. This 

means that technology acceptance did not play any mediating role on the adoption and 
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implementation of MIS either from a societal or an organisational culture point of view. 

The results show that there are direct influences between societal and organisational 

culture variables and the adoption of MIS in this region. The region is well known for its 

high adoption of technology and MIS, and therefore , technology is accepted, 

implemented, and taken for granted as a necessity of their life and business. 

The data from the North Africa region, however, show that both societal and 

organisational cultures have indirect relationships, and thus technology acceptance plays 

a mediating role in the adoption of MIS. Both of TAM’s variables show that there are 

significant indirect relationships in this region between MIS adoption and the dimensions 

of societal culture and the organisational culture types. This region does perceive 

technology as useful and easy to use, but as yet has not accepted and adopted MIS. This 

implies that the adoption of MIS in this region may be negotiated through the 

introduction of technology gradually until people on both societal and organisational 

levels become aware and familiar with different types of technology in general, and MIS 

software in particular, before they adopt and implement it. 

9.4 CONCLUSION ABOUT THE RESEARCH PROBLEM 

The current study aimed to examine the associations and influence of societal and 

organisational culture on the adoption of MIS and whether technology acceptance played 

a mediating role in this adoption. The general findings of this research study show that 

our two independent variables do influence the adoption of MIS. It also highlighted the 

important direct and indirect roles played by these two variables for successful adoption 

and implementation of Western-invented and developed MIS software in the two Arab 

regions. Both qualitative and quantitative data analysis revealed that the societal culture 

dimensions of power distance and uncertainty avoidance have the most influential role on 

the adoption of MIS in the two Arab regions. The other two dimensions, masculinity-

femininity and collectivism-individualism, also have a partial influence. Most 

organisations that are not yet adopting MIS are high in power distance and high in 

uncertainty avoidance with a bureaucratic type of management where official procedures, 

formalities, rules, and regulations control the relationships of the organisation. 
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This study also revealed that organisational culture type plays an important role in the 

adoption and implementation of MIS in these two regions. The analysis showed that 

organisations dominated by either adhocracy or market cultures are more willing and 

flexible about the adoption of MIS, while organisations dominated by hierarchy type 

culture are less keen to adopt MIS software invented and developed in a different cultural 

setting. Technology acceptance has an indirect relationship in countries that have not yet 

adopted or are not aware of technology. Overall, the findings of this research study 

confirmed the hypothesis that societal and organisational cultures have either direct or 

indirect influences on MIS adoption in both of the Arab regions. 

In the four decades since Hofstede’s (1980) study, conducted in the 1972, reported in 

Hofstede’s (1980), both of the Arabic regions have changed dramatically. Both regions 

have witnessed tremendous change and shift of power toward the technology. However, 

the changes have followed very different patterns. The Arab Gulf region, as a leading 

technology industry centre in the Middle East, is a region increasingly dependent on its 

information technology infrastructure. An inhibiting factor to growth, however, would 

appear to be the lack of trained MIS personnel. This problem, which is shared with other 

Arab countries in the region and many other countries in the world, has affected MIS 

adoption in the area (Burn et al., 1993). 

The North Africa region, however, is still behind in the adoption of MIS and other 

computer-based technology. Lately, the country has begun to value the technology and 

has started some programs that might bring the country to the standard of other countries 

in the region. Both regions have many developing countries that are struggling 

economically and have an unstable political history. Although countries of these two 

regions are disparate, there are some commonalities of culture, language, and religion 

between the two regions. The research has shown in finer detail that the Arab world is 

heterogeneous and, despite such deep cultural similarities, it cannot be treated 

analytically as a single unit. 
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9.5 CONTRIBUTIONS TO THEORY AND PRACTICE 

Research on cultural influences on MIS adoption to date has been very limited for Arab 

regions. Moreover, no general studies were found that incorporate societal culture, 

organisational culture, and technology acceptance. Therefore, this thesis contributes to 

the literature of MIS adoption in general and for the Arab regions in particular. While the 

investigative effort in this thesis suggests further studies, it does make distinct 

contributions for theory and practice. In the area of cultural influence on the adoption of 

MIS, the thesis contributes to knowledge and the literature in the following ways. Firstly, 

due to the scarcity of the literature and studies on MIS adoption throughout the Arab 

world, the present study attempts to fill some of this gap by identifying different regions 

within the Arab world either neglected or conflated in previous studies. Secondly, the 

work describes a single conceptual model that integrates both societal and organisational 

culture in measuring influences on the MIS adoption process. Thirdly, this study is 

perhaps the first to compare two Arab regions on technology acceptance, and on societal 

and organisational culture variables. Fourthly, it may be the first to administer three 

major Western instruments (Hofstede’s VSM 94 model, Cameron and Quinn’s OCAI, 

and Davis TAM) in this region. 

In general, much the literature points to the Arab culture as homogeneous throughout the 

Arab countries, including our two studied regions. This research offers an insight into the 

cultural similarities and differences between the two regions that have been treated as 

one region in the literature (e.g. by Hofstede, 1980). This research uncovers the existence 

of differences in both societal and organisational cultures and how technology is 

perceived in both regions, factors that may be of interest to many MIS adopters, 

developers, consultants, and MIS vendors in these two regions and comparable parts of 

the world. Further, technology transfer, acceptance, and adoption from a cultural 

perspective are becoming more and more important in a fast-growing economy and a 

context of globalisation. Yet, our theoretical awareness of technology and MIS 

acceptance and adoption has been largely restricted within the boundaries of the Anglo 

cluster. This research offers a theoretical framework to improve the knowledge and the 

background of MIS and technology adoption, usage, and infusion in a diverse culture that 
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may be applicable in other cultures and developing nations. This represents a theoretical 

extension in the field of MIS and technology acceptance and adoption. 

Finally, this research study may draw attention to the effect of MIS on cultures. Culture, 

regardless of how powerfully it may be established, it is not stable or fixed, but may be 

changed and affected by its environment. MIS and technology have the potential to 

change a people and a nation’s culture. Based on this, those senior management 

executives who are responsible for adopting and implementing MIS and technology in a 

country or region must be aware of its societal and organisational cultural impacts. MIS 

and technology may possibly be perceived and seen as cultural artefacts that can trigger 

unexpected long-term societal and organisational cultural alteration as many other 

technologies have done. Understanding the cultural values is as important as 

understanding the technological benefits. 

9.6 REFLECTION ON PROBLEMS FACED IN 
CONDUCTING RESEARCH IN THE ARAB 
REGIONS 

There are many common difficulties and challenges faced by researchers, but different 

researchers face different problems depending on, for example, the culture they are 

working with, the level of education, and the political systems. Conducting research in 

such a diverse cultural environment, where research is not really valued and accessing 

information is hard if not impossible. It usually takes a longer time and in many cases it 

is difficult to obtain the vital, needed, correct, information. Many problems and 

difficulties were faced in gathering the needed data and information for this study in both 

regions. These problems are shared and are probably common to many third world 

countries and other regions. 

We live in an era of modern technology and the world of the internet, world, vast 

amounts of information are available on line using new, sophisticated technology and 

powerful search engines. Yet, information is still dominated and restricted by the 

governments in many parts of the developing third-world countries. Survey research with 

diverse cultural clusters is a difficult and challenging task to accomplish (Hines, 1993). 

Research in many parts of the developing world has not yet been taken seriously. In these 



 239

countries accessing any data or information even for research purposes is considered a 

sensitive and high security issue. Only few certain trusted people have the authority to 

access organisations’ data and files. As a result, many scholars and researchers struggle 

in getting vital data and information relevant to their research. Accessing any type of 

information about the organisation and its work-related matters (figures, charts, numbers, 

etc.) is considered a violation of the organisation’s privacy. A special permit and tedious 

and lengthy processes are needed in some cases to get access to the needed information. 

Researchers have to go through many different bureaucratic channels before permissions 

are granted, and when permissions are granted, only general basic information is 

typically made available to the researcher. In many of these countries, research is not yet 

valued and not yet seriously promoted by their governments. 

One of the main challenges faced by researchers using the survey method to gather data 

was the low response rate as reported in the literature, (Cui, 2003; Draugalis, 2005; 

Krosnick, 1999; Trochim, 2002). In the context of this research study the low response 

rate of some countries included in this study was a problem. In the Arab Gulf region the 

response rate varied from 5.6% in some countries to 17% in others. This was perhaps due 

to the means and medium used for collecting the data. Due to lack of contacts in the Arab 

Gulf region, the researcher had to rely on email as a means of sending the survey 

questionnaires. The culture in that part of the world values face-to-face meetings highly. 

Sending survey questionnaires as an email attachment will not be valued as much as if 

the questionnaire is handed out in person. A delimitation of the research was the decision 

to combine the four Arab Gulf region countries and treat them as one region for survey 

purposes. On the other hand, the researcher distributed and collected the surveys in 

person in the North Africa region. In the latter case, the response was higher, with almost 

66% response rate. 

The security issue was another problem faced by the researcher when administering 

questionnaires in the North Africa region. Many of the participants in the North Africa 

region refused to fill out the questionnaire, even though every possible assurance was 

made to them that the confidentiality of the participants was guaranteed and neither the 

participant nor the organisation’s names formed part of the questionnaire. They were also 

assured that no other people would have access to the questionnaire besides the 
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researcher. The final assurance to motivate participants suggested that to complete the 

questionnaire they only needed to tick the answers and not add any comments. This was 

said to reassure them that the questionnaire could not be traced by anyone, not even the 

researcher himself. Many respondents who agreed to participate were not fully 

cooperative and appeared to fear giving their own personal opinions. In a high power 

distance culture, a fear of the unknown and the consequences is characteristic of people 

in these societies. Therefore, the cooperation of participants was one of the problems 

faced in conducting this research. As a consequence, the questionnaire was handed to 

some participants more than four times before a final copy was collected. This is a time-

consuming and expensive process. However, it was important to ensure that participation 

was voluntary, and that participants were not placed under duress at any time. 

The low education level of many senior management executives in the North Africa 

region, who were a main target of this research, led to some senior executives not filling 

out the questionnaire on time as specified by the researcher. In addition, some senior 

managers apparently assigned someone else to fill out the questionnaire on their behalf. 

As this did not give the true opinion of the senior manager targeted in this study, when 

these questionnaires were identified they were cancelled for research purposes. 

Given the low computer literacy among many participants in the North Africa region, a 

misunderstanding of the definition of MIS became evident and clarification of terms was 

required. There was some confusion between the MIS software and the other computer 

programs such as Microsoft Word, which is heavily used in the North Africa region. To 

help participants see the overall aims of the research, i.e. the adoption or non-adoption of 

MIS software, a simple definition of MIS software and its capabilities was explained to 

those participants who were not familiar with it. Many interviewees froze up when they 

were asked for permission to tape the interview. Most interviewees refused taping of the 

interviews, fearing it would be valid and authentic evidence that could be used against 

them. Even with the assurance of the confidentiality of the interview they were not 

willing to take any risks in that regard. The candidate had to rely on note taking and 

asking questions at the same time. This by itself was a challenging task, to ask questions, 

follow-up questions which emerged during the interview, and write up all the 

interviewee’s answers and comments. 
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These problems also related to some delimitations of this research study that need to be 

taken into account. 

9.7 LIMITATIONS 

This section examines limitations of the current study and considers the impact they have 

on the research conclusions. There are a number of intrinsic limitations related to a 

research study of this nature. First, in cultural studies, the use of self-reported data is 

often confused with a number of biases such as social-desirability bias. In some 

situations, respondents may be tempted to give the socially desirable response rather than 

describe what they actually think, believe or do (Hebert, Ma, Clemow, Ockene, Saperia, 

Stanek, Merriam, & Ockene, 1997; Nancarrow & Brace, 2000). A second limitation 

might be the industry boundaries; this research involved only large organisations in two 

industry sectors spanning the two Arab regions. Thus, the results may not apply to small 

or medium-sized organisations in the same industry sector, other large organisations in 

other industry sectors, or other Arab countries not covered in the research study. A third 

limitation might be the sampling method employed in this research. On the one hand, 

collecting data of an acceptable quality from respondents in both regions was a 

considerable challenge. On the other hand, it can be claimed that the representative 

character of the respondents for each region or country relative to the entire population 

could be increased (Fowler, 2002; Perry, 1998). Another limitation in this research is 

perhaps the use of cross-sectional research design in a fast-moving and developing IT 

field. Cross-sectional designs may be attractive for their advantages of saving on time 

and cost, however the design strictly limits the researcher’s capability to address 

changing or developmental issues or recommend fundamental interpretations (Esterling, 

Lazer, & Neblo, 2004; King, 2001). Although the regions were matched to ensure 

affordability and availability were not the reason for non-adoption, there may be 

particular or internal reasons other than cultural factors that apply. Finally, a further issue 

relating to the sample such as educational level, industry sector, type of organisation, 

economic statutes, and regions, may have played a role in each individual respondent’s 

answer. 
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Recognising these limitations, some of the results should be perhaps regarded as more 

suggestive than conclusive. Having shown that the Arab world is not culturally 

homogeneous, and that various influences either predicted by, or contradicting the 

literature apply, the results do, however, justify future research into societal and 

organisational culture and the role of technology acceptance on MIS adoption 

perceptions and outcomes. As stated earlier, they also propose the need for further 

research work on the influence of culture on MIS in the two Arab regions. 

9.8 IMPLICATION FOR FURTHER RESEARCH 

The implications of this research study are important and significant for MIS adopters, 

practitioners, MIS software developers, vendors, and academics who have an interest in 

MIS adoption in the Arab regions or other countries of similar cultures in other regions 

of the world. Acknowledging the scarcity of prior research into the influence of societal 

and organisational culture on the adoption of MIS in the two Arab regions, the potential 

for further research is considerable. 

A clear direction for future research efforts within this field in the two studied regions is 

needed to further investigate the findings of this thesis. This will enable a better 

understanding of the societal and organisational cultures in the two Arab regions. An 

interesting avenue of further research that has not been addressed in the scope of this 

thesis is to explore the interrelationships between the set of independent variables and the 

MIS adoption and how they interact in determining how extensively and significantly the 

MIS adoption process is implemented in different industry sectors and across various 

sized organisations. This research study could be replicated in different industry sectors 

incorporating small and medium-sized organisations, including other Arab countries, and 

comparing that to other third-world countries with similar economical conditions but 

with different societal and organisational culture, such as South East Asia or South 

America, is another avenue for future research.. 

In light of the current thesis, another extension of this work would be to adopt different 

instruments and models for assessing societal and organisational culture, for example, 

House’s (1999) proprietary model to assess the influence of societal culture, and use of 
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one of the organisational culture instruments, such as: the Organisational Culture 

Inventory (Cooke & Lafferty, 1983); the Organisational Culture Instrument (Van der 

Post, de Coning, & Smit, 1997); or the Organisational Culture Profile (O'Reilly, 

Chatman, & Caldwell, 1991). Using different instruments and models would validate or 

reject the results revealed by the current research study and also would validate the used 

instruments and models. 

Further research on Hofstede’s societal culture dimensions and their significance and 

validity, generally and in the two Arab regions, is needed. Hofstede’s dimensions were 

developed in the 1970s when most of the countries in the two Arab regions were not 

exposed to any form of technology. It is now the 21st century and things have changed: 

the attitudes, values, and beliefs of the people in this region can be expected to have 

changed dramatically, especially with the introduction of the internet, the changing 

economic world, and globalisation. The values and beliefs held in the 1970s when people 

had little or no education are different from those in the 21st century where people are 

more educated and open to the outside world. The validity of these dimensions in the two 

regions would be of interest to researchers to go beyond Hofstede’s dimensions. 

An interesting implication for further research is needed on Hofstede’s scaling. Hofstede 

used two scales (high and low) for assessing his societal culture dimensions. He rated 

cultures either high or low in all of his dimensions. More research is needed on 

expanding the range to include more ranges in between, such as very high, high, 

moderate, low, and very low. Many societies that vary in their societal culture attitudes 

and beliefs were rated as similar on this particular dimension. 

This thesis has provided some significant insights into the understanding of societal and 

organisational culture influence on the adoption of MIS in two Arab regions. 

Furthermore it has provided a solid understanding of how cultural variables influence 

their adoption process. There are many pieces to the puzzle regarding how these two 

variables are measured and the validity of instruments used that need to be addressed 

through future research to expand the knowledge of why countries with the same 

socioeconomic features adopt technology in general and MIS in particular differently. 
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Finally, I have learned a great deal about my own, the Arab Gulf, and Anglo societal and 

organisational cultures from this research. Comparing the North African region’s culture 

with the Arab Gulf region’s culture and reading vast amounts of the literature on other 

cultures from MIS perspective has opened many ways and thoughts for me where I hope 

to contribute to future knowledge in this research context. 
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Societal and Organisational Culture and the Adoption of 
Management Information Systems in Arab regions Questionnaire 

A survey conducted by 
Mr. Jamal Twati 

Department of Management, Griffith University 
 

 
 
To Whom It May Concern: 
 
I am a full-time Ph.D. student at the Department of Management, Griffith University, Australia. 
 
The purpose of this survey is to collect information on your experience with using MIS to 
determine the impact of the Arabic culture on the adoption of these systems. The final results of 
this study will be available to all those interested who participated in the study upon request. 
 
This questionnaire is aimed for senior management and decision makers who are using/not using 
or think they will be using MIS in their organisations. Your assistance in completing the attached 
questionnaire would be greatly appreciated. Please remember that it is important to complete the 
survey according to the instructions provided for each part. 
 
This is a confidential, anonymous survey. Detailed results of the survey will be confidential to 
the researcher only. No names will be entered to the study database. No individual feedback will 
be given to any party. Responses will be assigned a sequential number and only the aggregated 
results will be reported. 
 
Completion of the questionnaire will take about < 45 min.>. Please return the completed 
questionnaire as soon as possible to email (j.twati@griffith.edu.au) or by fax + 61-7- 3875 3887 
or by postal address shown below, whichever is convenient to you. 
 
Your reply to this questionnaire is very essential to my study. 
 
Thank you for your assistance in this project. 
 
Yours sincerely, 
 
 
Jamal Twati 
 
 
Mr. Jamal Twati     Professor John Gammack 
Ph.D. Candidate      Professor Michelle Barker 
Department of Management    Dr. Maree Boyle 
Griffith Business School     Department of Management 
Griffith University     Griffith Business School 
Nathan 4111      Griffith University 
Australia      Nathan 4111 
E-mail: j.twati@griffith.edu.au    E-mail:   j.gammack@griffith.edu.au 
        m.barker@griffith.edu.au 
        m.boyle@griffith.edu.au 

 
 

 

mailto:j.twati@griffith.edu.au
mailto:j.twati@griffith.edu.au
mailto:j.gammack@griffith.edu.au
mailto:m.barker@griffith.edu.au
mailto:m.boyle@griffith.edu.au
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Societal and Organisational Culture and the Adoption of  
Management Information Systems in Arab Regions Questionnaire 

A survey conducted by 
Mr. Jamal M. Twati 

School of Management, Griffith University 
General Instructions 

 
There are 5 main parts to the questionnaire: 

I. General demographic and organisation questions. 
II. Organisational culture questions. 

III. Societal cultural questions. 
IV. Technology acceptance questions, and 
V. Management information systems technology questions. 

 
• Please, answer all questions as appropriate according to the instructions provided. 
• If you are not native of one of following countries listed below, there is no need to complete 

the questionnaire please accept my apologies, and pass this to the appropriate people in your 
organisation, thank you. 

• Please don’t think hard about answer just put the first answer that comes to your mind. 
• Try to complete the questionnaire in one setting. 
• Read the instructions at the start of each part carefully. 
• Always mark only one answer per question.  
• If you feel any question does not apply to you or for any reason you don’t want to answer it, 

just go to the next question. 
• It is essential that we distinguish the answers of different countries in the concentrated study, 

for this purpose, we need you to fill out code number which represent your country from 
below on the top corner of each page: 
1 – Kuwait     2 – Libya      3 – Oman        4 – Saudi Arabia      5 – United Arab Emirates  

• We would like to have your written comments (if any) or explanations on any issue, whether 
or not this is covered in the questionnaire. Please use the comments sheet for this purpose. 

• Often in the questionnaire you are requested to circle a number from 1 to 5, which describes 
your view on a question. Do not circle more than one answer if appropriate. The meanings of 
the numbers (1 to 5) as indicated by labelling the number at two ends. 

• If you have any doubts or have a question or you require any assistance concerning the 
questionnaire, please do not hesitate to contact: Mr. Jamal Twati, Department of 
Management, Griffith University, Brisbane QLD 4111, Australia +61 7 3875 7671 or +61 4 
31604143, E-mail: j.twati@griffith.edu.au. For convenience you may also use our Fax. +61 7 
3875 3887. 

• Griffith University conducts research in accordance with the National Statement on Ethical 
Conduct in Research Involving Humans. If you have any concerns or complaints about the 
ethical conduct of the research project you should contact the Manager, Research Ethics on 
3875 5585 or research-ethics@griffith.edu.au. 

• If you would like to participate please read and sign below. Thank you. 
 
I have read the information sheet and the consent form. I agree to participate in the study and give my 
consent freely. I understand that the study will be out as described in the information statement, a copy of 
which I have retained. I realise that whether or not I decided to participate is my decision. I also realise that 
I can withdraw from the study at any time and that I do not have to give any reasons for withdrawing. I 
have all questions answered to my satisfaction. 
 
Signatures: ……………………………………………….   ………………. 

Participant     Date 

 

mailto:j.twati@griffith.edu.au
mailto:research-ethics@griffith.edu.au
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Part I – Personal and Organisational Information 
  
This part is general information about yourself and the organisation that you work for. 
 
Personal:  
 
A1 – What is your gender? 

  Male       Female 
 
A2 – How old are you? 

1 2 3 4 5 
< 20 21 – 30 31 – 40 41 –50 > 50 

 
A3 – What is your educational level? 

1 2 3 4 5 
Secondary 

school 
High school High Institute 

level 
University level Post graduate 

level 
 
A4 – Have you had any education abroad (outside your native country)? 

   Yes        No 
 
A5 – Was your education in English? 

  Yes        No 
 
A6 – Was your education in Information Technology (IT) or related area of IT?  

  Yes, in. …………………   No, in………………… 
 
A7 – What is the proficiency of your English language? 

1 2 3 4 5 
None Poor Average Good Fluent 

 
 
 
Organisation: 
  
B1 – Which of the following industry sectors your organisation is in? 

  Oil and Gas  Banking     Health  
 
B2 – What type of organisation do you work for? 

  Government   Public    Private 
B3 – What is the total number of staff at your organisation (Approximate )?  

1 2 3 4 5 
< 100 101 – 200 201 – 300 301 – 400 > 400 
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B4 – Is your organisation multi-national? 

  Yes  No, go to questions B6 
 
B5 – Where is the Corporate Headquarter (main office of your organisation)? 
 The main office is in (Country) ………………………………………………… 

 
B6 – What percentage of the total number of staff are native of the country (Arabic)? 

1 2 3 4 5 
>10% > 20% > 30% > 40% > 50% 

 
B7 – How long have you been working with this organisation? 

1 2 3 4 5 
< 2 year  < 4 years < 6 years < 8 years > 8 years 

 
B8 – What kind of work do you do?       (Please circle one) 

1. I am a manager (that is, I have at least one hierarchical subordinates) – go to 6 
2. I am not a manager and I work most of the time in an office – go to 5. 
3. I am not a manager and I do not work most of the time in an office – go to 4. 
4. If you are not a manager and you don’t work most of the time in an office, what do 

you do?  
a. Work for which normally no vocational training, other than on-the-job 

training is required (unskilled or semi-skilled work). 
b. Work for which normally up to four years of vocational training is required 

(skilled worker, technician, administration). 
c. Work for which normally a higher-level professional training is required 

(graduate degree). 
5. If you are not a manager and you work most of the time in an office, what do you 

do? 
a. Work for which normally no higher-level professional training is required 

(clerk, typist, secretary, non-graduate accountant). 
b. Work for which normally a higher-level professional training is required 

(graduate administrator, accountant, lawyer, etc.). 
6. If you are a manager you are: 

a. A manager of people who are not managers themselves (that is, a first line 
manager). 

b. A manager of other managers.  
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Part II –The Organisational Culture 
 
In this section we are going to characterise your organisation’s culture. This part consists 
of 6 questions that you are asked to rate your organisation. Each question has four 
alternatives. Divide 100 points among the four alternatives depending on the extent to 
which each alternative fit to your own organisation. Give a higher number of points to 
the alternative that is most fit to your organisation. (For example, in question 1, if you 
think alternative A is very similar to your organisation, alternative B and C are somewhat 
similar, and alternative D is hardly similar at all, you might give 50 points to A, 25 points 
to B and 20 points C, and give 5 points to D. Be sure that your total equals 100 for each 
question). 
 
Note that the response column labelled “Now”. These responses mean that you are rating 
your organisation as it is currently. 
 
 
C1.  Dominant Characteristics Score 
A The organisation is a very personal place. It is like an extended family. 

People seem to share a lot of themselves. 
 

B The organisation is a very dynamic and entrepreneurial place. People 
are willing to stick their necks out and take risks. 

 

C The organisation is very results oriented. A major concern is with 
getting the job done. People are very competitive and achievement 
oriented.  

 

D The organisation is very controlled and structured place. Formal 
procedures generally govern what people do. 

 

Total 100 
C2.  Organisational Leadership Score 
A The leadership in the organisation is generally considered to exemplify 

mentoring, facilitating, or nurturing. 
 

B The leadership in the organisation is generally considered to exemplify 
entrepreneurship, innovating, or risk taking.  

 

C The leadership in the organisation is generally considered to exemplify 
a no-nonsense, aggressive, results-oriented focus. 

 

D The leadership in the organisation is generally considered to exemplify 
coordinating, organising, or smooth-running efficiency.  

 

Total 100 
C3.  Management of Employees Score 
A The management style in the organisation is characterised by teamwork, 

consensus, and participation. 
 

B The management style in the organisation is characterised by individual 
risk-taking, innovation, freedom, and uniqueness. 

 

C The management style in the organisation is characterised by hard-
driving competitiveness, high demands, and achievement.  

 

D The management style in the organisation is characterised by security of 
employment, conformity, predictability, and stability in relationships. 

 

Total 100 



 251

C4.  Organisation Glue Score 
A The glue that holds the organisation together is loyalty and mutual trust. 

Commitment to this organisation runs high.  
 

B The glue that holds the organisation together is commitment to innovation and 
development. There is an emphasis on being on the cutting edge. 

 

C The glue that holds the organisation together is the emphasis on achievement 
and goal accomplishment. Aggressiveness and winning are common themes.  

 

D The glue that holds the organisation together is formal rules and policies. 
Maintaining a smooth-running organisation is important.   

 

Total 100 
C5.  Strategic Emphases Score 
A The organisation emphasises human development. High trust, openness, and 

participation persist.  
 

B The organisation emphasises acquiring new resources and creating new 
challenges. Trying new things and prospecting for opportunities are valued.   

 

C The organisation emphasises competitive actions and achievement. Hitting 
stretch targets and winning in the marketplace are dominant.  

 

D The organisation emphasises permanence and stability. Efficiency, control and 
smooth operations are important. 

 

Total 100 
C6.  Criteria of Success  Score 
A The organisation defines success on the basis of the development of human 

resources, teamwork, employee commitment, and concern for people.  
 

B The organisation defines success on the basis of having the most unique or 
newest products. It is a product leader and innovator.  

 

C The organisation defines success on the basis of the winning in the 
marketplace and outpacing the competition. Competitive market leadership is 
key. 

 

D The organisation defines success on the basis of efficiency. Dependable 
delivery, smooth scheduling, and low-cost production are critical.   

 

Total 100 
 
Part III – Societal Culture  
 
Listed below are a number of statements. These statements are not about the organisation 
as such, but rather about general issues in industry. Please indicate the extent to which 
you personally agree or disagree with each of these statements. 
 
Remember we want your own opinion (even though it may be different from that of 
others or your fellow workers in your country). Please answer by writing beside each 
item a letter from the scale below. 
 

1 2 3 4 5 

Strongly Agree Agree Neutral or not Sure Disagree Strongly Disagree 
 
D1 The organisation’s rule should not be broken – even when the employees think it 
 is in the best of the organisation’s interest.     (       ) 
D2 I expect to be consulted on matters that affect the performance  
 of my duties.         (       ) 
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D3 Most people can be trusted.        (       ) 
D4 It is better to agree with fellow employees than to voice a different opinion.(       ) 
D5 One can be a good manager without having precise answers to most questions that 

subordinates may raise about their work.      (       ) 
D6 Written procedures are necessary for all work matters situation.   (       ) 
D7 When people have failed in life it is often their own fault.    (       ) 
D8 Subordinate staff should not question their superior’s decision.   (       ) 
D9 Competition between employees usually does more harm than good.  (       ) 
D10 An organisation structure in which certain subordinates have two bosses or 

superiors should be avoided at all cost.      (       ) 
D11 How frequently, in your work organisation, are subordinates are afraid to 
 express disagreement with their superiors? 

1. Very seldom. 
2. Seldom. 
3. Sometimes. 
4. Frequently. 
5. Very frequently 

D12 How often do you feel nervous or tense at work? 
1. Never. 
2. Seldom. 
3. Sometimes. 
4. Usually. 
5. Always. 

D13 How long do you think you will continue working for this Organisation? 
1. Two years at the most. 
2. From two to four years. 
3. More than five years (but I probably will leave before retire). 
4. Until I retire. 

Please read the following descriptions of four different leadership styles, and answer the 
questions that follow. 
 

1. Usually makes his/her decisions promptly and communicates them to his/her 
subordinates clearly and firmly. Expects them to carry out the decisions loyally 
and without raising difficulties. 

2. Usually makes his/her decisions promptly, but before going ahead, tries to 
explain them fully to his subordinates. Give them the reasons for the decision and 
answer whatever questions they may have. 

3. Usually consult with his/her subordinates before he/she reaches his/her decisions. 
Listen to their advice, considers it, and then announces his/her decision. He/she 
then expects all to work loyally to implement it whether or not it is in accordance 
with the advice they gave. 

4. Usually calls meeting of his/her subordinates when there is an important decision 
to be made. Puts the problem before the group and invites discussion. Accepts the 
majority viewpoint as the decision 

 
 
 
 



 253

D14 Which one of the above four styles of leadership you would most prefer to work 
 under? (Circle one answer only) 

A. Style 1 
B. Style 2 
C. Style 3 
D. Style 4 

D15 In your organisation, which one of the above four styles of leadership do you find 
 yourself most often working under? (Circle one answer only) 

A. Style 1 
B. Style 2 
C. Style 3 
D. Style 4 

 
Please answer the following items by writing beside each item a number from the scale 
below. In answering the following items, think of “how important is it to you to ....” in 
your ideal job. (Choose one answer for each item)  
 

1 2 3 4 5 
Of utmost 
important 

Very Important Of Moderate 
importance 

Of little 
importance 

Of very little 
importance 

 
D16 Have challenging work to do, work from which you can get a personal sense  
 of accomplishment.?        ( ) 
D17 Have an opportunity for advancement to higher-level jobs?  ( ) 
D18 Have the security that you will be able to work for your organisation as  
 long as you want to?       ( ) 
D19 Live in an area desirable to you and your family?   ( ) 
D20 Have a good working relationship with your manager?  ( ) 
D21 Have considerable freedom to adopt your own approach to the job. ( ) 
D22 Have opportunity for higher earnings?    ( ) 
D23 Have a job which leaves you sufficient time for your personal or family 
 life?         ( ) 
D24 Work with people who cooperate well with one another?  ( ) 
D25 Get the recognition you deserve when you do a good job.   ( ) 
D26 Have a good physical working conditions (good ventilation and lighting, 
 adequate working space, etc.)?     ( ) 
D27 Have a training opportunity to improve your skills and knowledge or to 

 learn new skills and knowledge?  ( ) 
D28 Fully use your skills and abilities on the job?  ( ) 
D29 Have good fringe benefits?  ( ) 
D30 Have an element of variety and adventure in the job?  ( ) 
D31 Be consulted by your direct superior in his/her decisions?   ( ) 
D32 Work in an environment where the group’s achievements are valued over your
 individual success?        ( ) 
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Part IV - Technology Acceptance 
 
Please answer the items below by writing beside each item a number from the scale below. 
Please write your answer numbers clearly and if you want to correct your answer, erase the 
wrong answer carefully first. 
 

1 2 3 4 5 
Strongly agree agree Neutral disagree Strongly disagree 

 
E1 Using MIS in my job would enable me to accomplish tasks more quickly. (      ) 
E2 Learning to operate MIS would be easy.      (      ) 
E3 Using MIS technology would improve my job performance.   (      ) 
E4 I would find MIS technology easy to use.     (      ) 
E5 Using MIS would enhance my effectiveness on the job.    (      ) 
E6 I would find it easy to get MIS to do what I want it to do.   (      ) 
E7 I would find MIS useful in my job.      (      ) 
E8 My interaction with MIS would be clear and understandable.   (      ) 
E9 Using MIS would make it easier to do my job.     (      ) 
E10 It would be easy for me to become skilful at using MIS.    (      ) 
E11 Using MIS in my job would increase my productivity.    (      ) 
E12 I would find MIS to be flexible to interact with.     (      ) 
 
 
Part V – Management Information Systems (MIS) 
 
This part is concerned with the adoption and the satisfaction with the Management 
Information Systems (MIS) or Computer Information Systems Technology (CIS) that 
your organisation is using. 
 
F1 - Do you use any of the following information systems in your organisation? 
 (check all that apply)  

1. Accounting Information Systems.        
2. Financial Information Systems.      
3. Human Resource Information Systems.      
4. Manufacturing Information Systems.      
5. Marketing Information Systems.       
6. Management Information Systems.      
7. Decision Support System DSS.      
8. Enterprise Resource Planning (ERP).      
9. Any other form of Computer Information Systems.     

 
 
Please note that: 

 * If you ticked yes to any of the above systems, then go to F 4. 
 *If you did not tick any of the above systems then answer the next three 
 questions only and then stop. 
 



 255

F2 - Do you think that your organisation is in need for computer information systems 
technology? 
   Yes       No 
 
F3 – What keeps your organisation from acquiring, or making better use of computer 
 information systems or management information systems? (Check one) 

1. Lack of skills & expertise.         
2. Lack of technology.         
3. Resistance to change.        
4. Yet not in need.         
5. Others (specify).............…………………………………………. 

F4 – How much prior experience have you personally had with IT? 

1 2 3 4 5 
None  1 - 4 years 5 – 9 years 10 – 14 years More than 15 yrs

 
Answer each question by choosing the right answer or as instructed. 
 
F5 – What is the total number of personal computers in your organisation? (Check one) 

1 2 3 4 5 
None 1 – 30 31 – 60 61 – 100 More than 100 

 
F6 – Overall, what is the average age of computing equipment at your organisation? 
 

1 2 3 4 5 
Lees than a Year 1 – 3 years 3 – 5 years More than 5 years Don’t know 

 
F7 – Approximately how long has your organisation used computers’ systems other than 

 personal productivity tool (e.g., word processing)? 

1 2 3 4 5 
None  1 – 2 years 3 – 5 years 6 – 10 years More than 10 years 

 
F8 – Does your organisation have access to: (check all that apply) 
  The Internet for electronic mail? 
  The Internet for data searching and/or file transfer? 
  A network to connect computers within your immediate vicinity. 
  A network to connect computers across multiple sites within your organisation? 
 
F9 – Does your organisation make use of any database packages?  
     Yes       No 
 
F10 and F11 Please answer the items below by writing besides each item a number 

 from the scale below. 

1 2 3 4 5 
0 – 10% 11 – 20% 21 – 40% 41 – 60% More than 60% 
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F10 - Please estimate the percentage of time computers are used on: 
F 10.1 - Organisation/Program administration (e.g., bookkeeping, financial 
 management, data entry, or transaction processing).   (     ) 
F 10.2 - Report generation (on sales, manufacturing, accounting)  (     ) 
F 10.3 - Strategic decisions.  (     ) 
 

F 11 – What percentage of the staff working in your organisation: 
 F11.1 - Have some basic or computer training?  (      ) 

F11.2 - Are average with computers?      (      ) 
F11.3 - Are expert in computers?       (      ) 
 
 

F12 – Why this systems in particular? (Refer to question F1 for all the following questions) 
 

1 2 3 4 5 
Only system 

available 
Met our demand 
& fit our needs 

Recommended 
by vendor or 

consultant  

Senior 
management’s 

decision 

Cheapest in the 
market 

 
F13 – Are you happy with this system? 
 

1 2 3 4 5 
Very satisfied Satisfied Neither  Dissatisfied Very dissatisfied 

 
F14 – Did you encounter any problems in adopting the information system in general?  
 

1 2 3 4 5 
Yes major  Moderate  Very minor 

 
F15 – Do you think those problems are related to?  
 

1 2 3 4 5 
Technical  Education & training Management Culture Other 

 
Any comments: 
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
...............................................................................................................................................
          Thank you 
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Logistic Regression 
Model Summary

16.070a .464 .912
Step
1

-2 Log
likelihood

Cox & Snell
R Square

Nagelkerke
R Square

Estimation terminated at iteration number 10 because
parameter estimates changed by less than .001.

a. 

Hosmer and Lemeshow Test

12.032 8 .150
Step
1

Chi-square df Sig.

Classification Tablea

20 1 95.2
0 163 100.0

99.5

Observed
No
Yes

Use of MIS in Firm

Overall Percentage

Step 1
No Yes

Use of MIS in Firm Percentage
Correct

Predicted

The cut value is .500a. 
 

Variables in the Equation

-.083 .032 6.608 1 .010 .920 .864 .980
-.039 .016 5.962 1 .015 .962 .933 .992
.031 .012 6.611 1 .010 1.032 1.007 1.057
.056 .030 3.503 1 .061 1.058 .997 1.122

11.318 3.790 8.919 1 .003 2329.064

PD
UA
MAS
IDV
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: PD, UA, MAS, IDV.a. 
 

Logistic Regression 
Omnibus Tests of Model Coefficients

108.402 4 .000
108.402 4 .000
108.402 4 .000

Step
Block
Model

Step 1
Chi-square df Sig.
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Hosmer and Lemeshow Test

.186 8 1.000
Step
1

Chi-square df Sig.

Classification Tablea

19 2 90.5
2 161 98.8

97.8

Observed
No
Yes

Use of MIS in Firm

Overall Percentage

Step 1
No Yes

Use of MIS in Firm Percentage
Correct

Predicted

The cut value is .500a. 
 

Variables in the Equation

-1.113 .345 10.386 1 .001 .329 .167 .647
-.542 .295 3.366 1 .067 .582 .326 1.038
-.489 .235 4.349 1 .037 .613 .387 .971

-1.310 .456 8.242 1 .004 .270 .110 .660
92.363 30.386 9.239 1 .002 1.30E+40

ClanCult
AdhoCult
MarkCult
HierCult
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: ClanCult, AdhoCult, MarkCult, HierCult.a. 
 

 
Logistic Regression 

Model Summary

73.331a .268 .527
Step
1

-2 Log
likelihood

Cox & Snell
R Square

Nagelkerke
R Square

Estimation terminated at iteration number 7 because
parameter estimates changed by less than .001.

a. 

Hosmer and Lemeshow Test

21.860 8 .005
Step
1

Chi-square df Sig.

 
 



 260

Variables in the Equation

-1.270 .588 4.663 1 .031 .281 .089 .889
-2.341 .730 10.280 1 .001 .096 .023 .403
11.406 2.035 31.422 1 .000 9822.247

PU
PEoU
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: PU, PEoU.a. 
 

Regression 
 

Model Summary

.454a .206 .189 .62328 .206 11.628 4 179 .000
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

R Square
Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), IDV, UA, MAS, PDa. 
 

ANOVAb

18.069 4 4.517 11.628 .000a

69.539 179 .388
87.607 183

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), IDV, UA, MAS, PDa. 

Dependent Variable: PUb. 
 

Coefficientsa

1.820 .132 13.762 .000 1.559 2.080
.002 .001 .186 2.450 .015 .000 .004 .347 .180 .163 .768 1.303
.002 .001 .164 2.263 .025 .000 .004 .304 .167 .151 .839 1.192

-.002 .001 -.164 -2.187 .030 -.003 .000 -.317 -.161 -.146 .790 1.266
-.002 .001 -.131 -1.754 .081 -.005 .000 -.302 -.130 -.117 .790 1.265

(Consta
PD
UA
MAS
IDV

Mod
1

B td. Erro

Unstandardized
Coefficients

Beta

tandardize
Coefficients

t Sig. ower Bounpper Boun
Confidence Interva

ero-ordePartial Part
Correlations

oleranc VIF
linearity Statist

Dependent Variable: PUa. 
 

 
Regression 
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Model Summary

.350a .122 .103 .65542 .122 6.235 4 179 .000
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

R Square
Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), HierCult, ClanCult, AdhoCult, MarkCulta. 
 

 
ANOVAb

10.714 4 2.678 6.235 .000a

76.894 179 .430
87.607 183

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), HierCult, ClanCult, AdhoCult, MarkCulta. 

Dependent Variable: PUb. 
 

Coefficientsa

.724 2.095 .346 .730 -3.410 4.859

.024 .022 .196 1.103 .271 -.019 .068 .290 .082 .077 .155 6.441
-.009 .023 -.071 -.414 .679 -.054 .035 -.316 -.031 -.029 .169 5.911
.008 .023 .062 .350 .727 -.038 .054 -.242 .026 .025 .158 6.318
.028 .024 .190 1.158 .248 -.019 .075 .305 .086 .081 .181 5.516

(Consta
ClanCu
AdhoC
MarkCu
HierCu

Mod
1

B td. Erro

Unstandardized
Coefficients

Beta

tandardize
Coefficients

t Sig. ower Bounpper Boun
Confidence Interva

ero-ordePartial Part
Correlations

oleranc VIF
linearity Statist

Dependent Variable: PUa. 
 

Regression 
Model Summary

.456a .208 .190 .61714 .208 11.730 4 179 .000
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

R Square
Change F Change df1 df2 Sig. F Change

Change Statistics

Predictors: (Constant), IDV, UA, MAS, PDa. 
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ANOVAb

17.871 4 4.468 11.730 .000a

68.175 179 .381
86.046 183

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), IDV, UA, MAS, PDa. 

Dependent Variable: PEoUb. 
 

Coefficientsa

2.285 .131 17.456 .000 2.027 2.543
.002 .001 .193 2.544 .012 .001 .004 .349 .187 .169 .768 1.303
.001 .001 .098 1.351 .178 -.001 .003 .252 .100 .090 .839 1.192

-.002 .001 -.199 -2.658 .009 -.004 -.001 -.347 -.195 -.177 .790 1.266
-.003 .001 -.148 -1.978 .050 -.005 .000 -.315 -.146 -.132 .790 1.265

(Consta
PD
UA
MAS
IDV

Mod
1

B td. Erro

Unstandardized
Coefficients

Beta

tandardize
Coefficients

t Sig. ower Bounpper Boun
Confidence Interva

ero-ordePartial Part
Correlations

oleranc VIF
linearity Statist

Dependent Variable: PEoUa. 
 

Regression 
ANOVAb

15.053 4 3.763 9.489 .000a

70.992 179 .397
86.046 183

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), HierCult, ClanCult, AdhoCult, MarkCulta. 

Dependent Variable: PEoUb. 
 

Coefficientsa

.765 2.013 .380 .704 -3.208 4.738

.022 .021 .181 1.049 .296 -.020 .064 .304 .078 .071 .155 6.441
-.013 .022 -.097 -.586 .558 -.055 .030 -.386 -.044 -.040 .169 5.911
.014 .022 .108 .631 .529 -.030 .058 -.256 .047 .043 .158 6.318
.041 .023 .287 1.797 .074 -.004 .086 .384 .133 .122 .181 5.516

(Consta
ClanCu
AdhoC
MarkCu
HierCu

Mod
1

B td. Erro

Unstandardized
Coefficients

Beta

tandardize
Coefficients

t Sig. ower Bounpper Boun
Confidence Interva

ero-ordePartial Part
Correlations

oleranc VIF
linearity Statist

Dependent Variable: PEoUa. 
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Appendix C 
 
 

North Africa Region SPSS Output 
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Logistic Regression 
 

Model Summary

55.628a .597 .886
Step
1

-2 Log
likelihood

Cox & Snell
R Square

Nagelkerke
R Square

Estimation terminated at iteration number 8 because
parameter estimates changed by less than .001.

a. 

 
Hosmer and Lemeshow Test

1.248 8 .996
Step
1

Chi-square df Sig.

 
Classification Tablea

193 4 98.0
5 60 92.3

96.6

Observed
No
Yes

Use of MIS in Firm

Overall Percentage

Step 1
No Yes

Use of MIS in Firm Percentage
Correct

Predicted

The cut value is .500a. 
 

Variables in the Equation

-.018 .006 8.822 1 .003 .983 .971 .994
-.057 .012 23.458 1 .000 .945 .923 .967
.011 .004 6.934 1 .008 1.011 1.003 1.019
.015 .006 7.180 1 .007 1.015 1.004 1.026
.400 .631 .403 1 .526 1.492

PD
UA
MAS
IDV
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: PD, UA, MAS, IDV.a. 
 

 
Logistic Regression 

Model Summary

143.322a .436 .648
Step
1

-2 Log
likelihood

Cox & Snell
R Square

Nagelkerke
R Square

Estimation terminated at iteration number 7 because
parameter estimates changed by less than .001.

a. 
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Hosmer and Lemeshow Test

3.409 8 .906
Step
1

Chi-square df Sig.

 
Classification Tablea

187 10 94.9
21 44 67.7

88.2

Observed
No
Yes

Use of MIS in Firm

Overall Percentage

Step 1
No Yes

Use of MIS in Firm Percentage
Correct

Predicted

The cut value is .500a. 
 

Variables in the Equation

-.999 .173 33.445 1 .000 .368 .262 .517
-.633 .162 15.346 1 .000 .531 .387 .729
-.672 .156 18.466 1 .000 .511 .376 .694
-.857 .164 27.467 1 .000 .424 .308 .585

78.496 15.839 24.560 1 .000 1.2E+34

ClanCult
AdhoCult
MarkCult
HierCult
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: ClanCult, AdhoCult, MarkCult, HierCult.a. 
 

 
Logistic Regression 

Model Summary

72.025a .571 .847
Step
1

-2 Log
likelihood

Cox & Snell
R Square

Nagelkerke
R Square

Estimation terminated at iteration number 8 because
parameter estimates changed by less than .001.

a. 

 
Hosmer and Lemeshow Test

4.409 8 .819
Step
1

Chi-square df Sig.
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Classification Tablea

191 6 97.0
6 59 90.8

95.4

Observed
No
Yes

Use of MIS in Firm

Overall Percentage

Step 1
No Yes

Use of MIS in Firm Percentage
Correct

Predicted

The cut value is .500a. 
 

Variables in the Equation

-3.018 1.114 7.344 1 .007 .049 .006 .434
-4.350 .787 30.588 1 .000 .013 .003 .060
13.776 2.310 35.559 1 .000 961246.2

PU
PEoU
Constant

Step
1

a

B S.E. Wald df Sig. Exp(B) Lower Upper
95.0% C.I.for EXP(B)

Variable(s) entered on step 1: PU, PEoU.a. 
 

 
Regression 
 

Model Summary

.526a .276 .265 .42532
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

Predictors: (Constant), IDV, PD, MAS, UAa. 
 

 
Coefficientsa

1.722 .048 36.176 .000
.001 .000 .223 3.985 .000
.002 .000 .324 5.256 .000

-.001 .000 -.140 -2.386 .018
.000 .000 -.055 -1.022 .308

(Constant)
PD
UA
MAS
IDV

Model
1

B Std. Error

Unstandardized
Coefficients

Beta

Standardized
Coefficients

t Sig.

Dependent Variable: PUa. 
 

 
Regression 
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Model Summary

.397a .157 .144 .45894
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

Predictors: (Constant), HierCult, ClanCult, AdhoCult,
MarkCult

a. 

 
ANOVAb

10.115 4 2.529 12.005 .000a

54.131 257 .211
64.246 261

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), HierCult, ClanCult, AdhoCult, MarkCulta. 

Dependent Variable: PUb. 

Coefficientsa

-2.706 1.669 -1.621 .106
.059 .017 .735 3.483 .001
.030 .017 .323 1.703 .090
.042 .018 .463 2.376 .018
.049 .017 .613 2.902 .004

(Constant)
ClanCult
AdhoCult
MarkCult
HierCult

Model
1

B Std. Error

Unstandardized
Coefficients

Beta

Standardized
Coefficients

t Sig.

Dependent Variable: PUa. 
 

Regression 
Model Summary

.745a .554 .547 .51789
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

Predictors: (Constant), IDV, PD, MAS, UAa. 
 

 
ANOVAb

85.745 4 21.436 79.925 .000a

68.929 257 .268
154.674 261

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), IDV, PD, MAS, UAa. 

Dependent Variable: PEoUb. 
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Coefficientsa

2.261 .058 39.004 .000
.001 .000 .140 3.192 .002
.007 .001 .577 11.916 .000

-.001 .000 -.141 -3.050 .003
-.002 .000 -.160 -3.785 .000

(Constant)
PD
UA
MAS
IDV

Model
1

B Std. Error

Unstandardized
Coefficients

Beta

Standardized
Coefficients

t Sig.

Dependent Variable: PEoUa. 
 

Regression 
Model Summary

.653a .427 .418 .58730
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

Predictors: (Constant), HierCult, ClanCult, AdhoCult,
MarkCult

a. 

ANOVAb

66.028 4 16.507 47.857 .000a

88.646 257 .345
154.674 261

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), HierCult, ClanCult, AdhoCult, MarkCulta. 

Dependent Variable: PEoUb. 

Coefficientsa

-5.709 2.135 -2.673 .008
.112 .022 .904 5.195 .000
.054 .022 .382 2.446 .015
.058 .023 .410 2.548 .011
.101 .022 .808 4.640 .000

(Constant)
ClanCult
AdhoCult
MarkCult
HierCult

Model
1

B Std. Error

Unstandardized
Coefficients

Beta

Standardized
Coefficients

t Sig.

Dependent Variable: PEoUa. 
 

 
Regression 
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Model Summary

.606a .367 .365 .39548
Model
1

R R Square
Adjusted
R Square

Std. Error of
the Estimate

Predictors: (Constant), PEoUa. 

ANOVAb

23.580 1 23.580 150.762 .000a

40.666 260 .156
64.246 261

Regression
Residual
Total

Model
1

Sum of
Squares df Mean Square F Sig.

Predictors: (Constant), PEoUa. 

Dependent Variable: PUb. 
 

Coefficientsa

.854 .089 9.566 .000

.390 .032 .606 12.279 .000
(Constant)
PEoU

Model
1

B Std. Error

Unstandardized
Coefficients

Beta

Standardized
Coefficients

t Sig.

Dependent Variable: PUa. 
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Appendix D 
 
 

Letter of Support for Research 
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Appendix E 
 
 

Case Study Protocol 
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The case study protocol describes the general structure of the plan and steps to be 

followed in conducting the interviews. A case study protocol was initially prepared to 

guide the researcher in conducting reliable interviews. Yin (2003) argues that the case 

study protocol increases the reliability of case study research and keeps the researcher 

targeted on the subject of the case study. As the case studies were conducted as follow up 

for further clarification to our findings from the survey, the protocol is general in its 

needs and requirements. 

To ensure that participants gave their own opinions, the questions created were left open-

ended. The interview questions relied on the four dimensions of Hofstede’s societal 

culture, the Cameron and Quinn OCAI, and Davis’ TAM, described in the previous 

chapter (survey). The interview section will explain two things: first, the direct influence 

of societal and organisational cultures on the adoption of MIS applications and second, 

the role that the variables of technology acceptance play in influencing the adoption of 

MIS. 

TARGETED PARTICIPANTS 

Generally interviews were held with the following key personnel: 

• CEO of the organisations, 

• Senior Executive in IS/MIS department, 

• Other relevant department managers, and 

• Middle managers of IS/MIS departments. 

The interview questions were developed and finalised after the implementation of the 

survey questionnaire. Key questions of societal and organisational culture dimensions 

and technology acceptance were asked, addressing: 

• Societal culture dimensions: Power Distance, Uncertainty Avoidance, 

Masculinity/Femininity, and Individualism/Collectivism. 

• Organisational culture type: clan, adhocracy, market, and hierarchy cultures. 

• Technology acceptance variables: perceived usefulness and perceived ease of use. 
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Each of these dimensions may have different effects on the adoption process of MIS. The 

interviews aimed to assess the degree of effect and detect any variation due to societal 

and organisational cultures. 

GENERAL STEPS FOR INTRODUCING THE INTERVIEW 

a. The researcher introduces himself. 
b. Talk about more general issues before starting the formal interview, thank the 

participants for their time and the willingness to be involved in the research 
process. 

c. Explain to the participant the purpose of the interview. 
d. Make sure that the participant is happy to permit the use of a tape recorder to 

record the interview if possible and an assurance that a copy of the transcript will 
be forwarded to him. 

e. Promise that their anonymity will be protected. 
f. Finally, give the participant a chance to ask questions about points they are unsure 

of and, if necessary, clarify points to ensure full understanding. 
g. Define terms such as: 

1. Information Systems IS, 
2. Management Information Systems MIS, 
3. Technology acceptance, 
4. Societal culture, and 
5. Organisational culture. 

PROVIDE AN OVERVIEW OF THE CASE STUDY PROJECT 

1. The overall study aims and objectives 
2. The purpose of the study 
3. The ethical issues of the case study research. 

INTERVIEWEE BACKGROUND 

1. Position in the organisation and for how long held 
2. Level of education 
3. Age category 
4. Experience with computer-based technology if any 
5. Experience with MIS if any. 

ORGANISATION’S BACKGROUND 

1. Name of organisation 
2. Major industry sector (Oil and gas, Banking, or other) 
3. Type of organisation (Government, Public, or Private) 
4. National or international organisation 
5. Size in terms of employees 
6. Organisation experience with computing if any 
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7. Any information technology used if any. 
8. MIS usage if any. 
9. How the organisation has been using IT, IS, and MIS if any. 

CASE STUDY INTERVIEW QUESTIONS 

Yin (2003) pointed out when using the case study as confirmatory to another quantitative 

approach such as a survey, the case study questions should be very closely coordinated 

and related to the questions from the quantitative survey. Most of our questions were 

open-ended, aiming to bring to the surface the embedded societal and organisational 

cultures and the respondents’ overall reactions to computer technology issues. The main 

emphases of our questions were to assess the influential role of societal and 

organisational cultures on the adoption of MIS. The interview questions relied on 

Hofstede’s (VSM 94) four societal culture dimensions, Cameron and Quinn’s four types 

of organisational culture, and two main variables of TAM as defined by Davis. The case 

study questions were arranged in three different sets. The first set of questions was 

conducted to all participants in the two Arab regions whether adopting computer-based 

information systems or not. Of the next two sets, one set of questions was for those 

organisations that were adopting computer-based information systems and the other set 

was for those organisations that were not adopting computer-based information systems. 

1 General questions for both adopting and non-adopting organisations 
a. First, does your organisation have any policy towards using computer-

based information systems? 
b. How much computing experience do you personally have? 
c. Has your organisation adopted any types of computer-based information 

systems? If so, please describe them; for what purposes are they used? 
d. Do you think that computer-based information systems are easy to use in 

your daily job? Why? 
e. Do you think that computer-based information systems are useful to your 

organisation? Why? 
f. Do you believe that senior management play a role in the adoption of 

computer-based information systems in your organisation? Explain. 
g. Do you think that norms, beliefs, and attitudes of the people in the 

organisation would make the adoption of computer-based information 
systems easier? If so, how? 

h. How would you react if one of your colleagues at work asked for your 
help in his work matters? 

i. How would you behave in uncertain and vague work situations that need 
quick decisions? 
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j. How do you feel opposing your superiors in work matters by giving your 
own opinion, which might be contradictory to your superiors’ opinion? 

k. Can you describe the environment or the organisational culture of your 
organisation as you see it? And how do you think it might affect the 
adoption of computer-based information systems? 

l. What were the barriers or factors, if any, preventing your organisation 
from acquiring, adopting and implementing computer-based information 
systems and obtaining the numerous benefits they offer? 

2 Questions for organisations that are adopting and using Computer-
based Information Systems 

a. Can you tell me a bit more about the role of the computer-based 
information systems in your organisation, and what sort of uses you are 
making of them? 

b. How long has your organisation been using computers? 
c. Do you think culture (societal or organisational) would influence the 

adoption of computer-based information systems in organisations? Why? 
d. Do you think that computer-based information systems will allow better 

use to be made of your organisation’s resources? 
e. So, if you were to give advice to a manager from another organisation in a 

different industry sector with the same societal culture, who was thinking 
of adopting computer-based information systems, what advice would you 
give him/her about the adoption of such systems? 

f. Finally, I would like to ask if you have anything to add or any last 
comments? 

3 Questions for organisations that are not adopting or using any 
Computer-based Information Systems 

a. Why precisely do you think your organisation is not implementing or 
using any type of the modern computer-based information systems? 

b. But eventually things will change, and in the near future your organisation 
may find itself needing to adopt and implement computer-based 
information systems. Could you explain how your organisation would 
keep up with changes when the time comes? 

c. How would either societal or organisational culture influence the adoption 
of computer-based information systems in your organisation? 

d. Do you think that your organisation will benefit if it adopts computer-
based information systems applications and why? 

e. What would happen if you proposed to your superiors your belief that 
adopting computer-based information systems and networking would 
improve the efficiency and effectiveness of your work? 

f. What technical skills do your employees have, and are computer technical 
skills a prerequisite for new employees? 

g. Do you think senior management in your organisation would support the 
adoption of computer-based information systems and why? 

h. Your organisation handles a lot of foreign transactions, and the 
organisations that you are dealing with probably use computer-based 
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information systems, so how does your organisation deal with them 
without having a good reliable computerised system? 

i. (Banks only) Banks throughout the world use ATMs (Automatic Teller 
Machines), and yet none of your banks use them. Could you explain why 
you do not have ATMs and how your customers can access their funds 
after hours if they needed to? 

j. (Banking only) You are in banking business and you deal with different 
types of transactions. I understand that the El-Madre Mobile Company’s 
customers can pay their mobile bills here or through one of your branches 
in Libya. Could you please explain how that process is done without the 
use of computer technology networking? 

k. (Banking only) People complain about this tedious, lengthy, ineffective 
process with customers having to wait for some time before their paid 
bills appear in the company’s records. Do you not agree that if you used 
computer information systems and data networking the process would be 
faster, eliminating delays to the customer and thus keeping everyone 
happy? 

l. Finally, I would like to ask if you have anything to add or any last 
comments? 

CASE STUDY REPORTING 

Reporting case study results is one of the most challenging aspects of doing case studies 

(Yin, 2003). Reporting case studies entails bringing its results and findings to a 

conclusion. The researcher anticipated the case study report writing before embarking on 

the real case study interviews and decided on the main structure points to be included in 

the case study report. Doing this prevented many traps and problems that many 

researchers fall into by not having a clear vision on how to report the findings and 

conclusions of the case study. Yin (2003) highlighted five aspects of composition and 

reporting case studies (p 142):  

1. targeting case study reports, 
2. case study reports as part of larger, multi-method studies, 
3. illustrative structures for case study compositions, 
4. procedures to be followed in doing a case study report, and 
5. Characteristics of an exemplary case study. 

All of the above mentioned aspects of case study report writing were taken into 
consideration before the final writing up of the report. 
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ARAB REGIONS OVERVIEW 

This appendix aims to give the reader a brief overview of the Arab regions and their 

culture and discusses briefly their readiness to adopt MIS. Section 1 is an introduction to 

the countries that are recognised members of the Arab league. Section 2 gives a 

demographic description of the countries in the region in terms of their resources and 

relevant data. Section 3 briefly explains some of the Arab regions characteristics. Section 

4 presents the level of technology in the Arab regions. Section 5 gives a closer look at the 

technology level in the sample covered in this study. 

SECTION 1 - THE ARAB LEAGUE 

The Arab League is an organisation of independent countries whose peoples are mainly 

Arabic speaking. Its goals are to increase ties among the member countries, coordinate 

their policies, and support their shared interests. Figure AF-1 shows the geographic area 

of the 22 Arab regions, beginning at the Atlantic Ocean and extending from North-West 

Africa (Mauritania, Morocco, Algeria, and Tunisia), to North Africa (Libya and Egypt), 

to the north-east of the continent (Comoros, Djibouti, Somalia, and Sudan) and to the 

Middle East (Iraq, Lebanon, Jordan, Palestine, and Syria), and the Arabian Peninsula 

(Bahrain, Kuwait, Qatar, Oman, Saudi Arabia, United Arab Emirates, and Yemen). 

The Arab League was formed and established by Egypt, Iraq, Lebanon, Saudi Arabia, 

Syria, Jordan, and Yemen in Cairo in 1945 (Arab League, 1995). It engages in political, 

economic, cultural, and social programs for the intention of promoting the interests of 

member countries. It has served as a sponsor organisation for the setting-up and 

finalising of almost all of the economic and technology integration among member 

countries, such as the creation of the Joint Arab Economic Action Charter, which set out 

the basis for economic activities of the member countries. It has played a vital role in 

designing study curricula, and protects manuscripts and Arabic cultural traditions. It has 

introduced literacy encouragement programs, and has translated modern technical 

terminology for the use of member countries (Arab League, 1995). 
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Figure AF-1 Maps of the Arab Regions 

 

Adapted from the Arab League Web sit (Arab League, 1995) 

SECTION 2 - DEMOGRAPHIC AND ECONOMIC OF THE ARAB REGIONS 

These countries are regionally situated near each other in the Middle East, where a major 

portion of the land lies in south-west Asia and North Africa. The region has been a 

crucial  meeting-point between Africa and Eurasia since the beginning of history (Arab 

League, 1995). 

Table AF-1 shows important demographic and economic statistics for the Arab Gulf 

region, the Middle East and North Africa (MENA), comparing it with other developing 

countries and world figures. About 296 million people live in an area of approximately 

11 million square kilometres. Oil and Gas are the main export commodities in many 

countries in the region and the main source of income. Literacy is high in many countries 

in the region, ranging from 5.2% in Jordan to greater than 62% in Mauritania, with an 

average of 35%. This compares with a rate of 25% in other developing countries and a 

world average of 24%, which indicates that the literacy rate is high. Imports in the Arab 

regions exceed exports. The Arab regions are economically diverse, including both the 

oil-rich countries of the Arab Gulf region and some of North Africa, and countries with 

very limited resources in relation to population, such as Egypt, Morocco, and Sudan. 

Table AF-2 shows the Arab regions, their locations, and the main industries in each 

country. 
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Table AF-1 Economic and Demographic Profile of the Arabic Regions 
 

Country 
 

Area 1000's sq 
.km 

Population 
Millions 

GDP US $ 
Billion 

GNP / 
Cap. US $ 

Illiteracy 
% .>15 yr 

Agriculture 
.%GDP 

Industry 
.%GDP 

Services 
.%GDP 

Imports % 
GDP 

Exports % 
GDP 

Algeria 2,400.00 30.6 53.8 1,590 32 10 69 21.1 21.8 40.9 
Bahrain 0.69 0.689 7.2 7,64 12 0.9* 45.7* 53.3* 81.4 112.2 
Comoros 2.23 .692 * 20.2 380 45 39.4 * 13.1 * 47.5 * 34.8* 22.3 
Djibouti 23.2 0.66 5.56 840 35 3.7 * 20.4 * 76.1 * 56.9* 40.4 * 
Egypt 1,001.00 65 103.5 1,670 45 16..8 33.3 49.9 22.8 16.1 
Iraq 438 23.3 57 2500 44 6 * 13 * 81 * N/A N/A 
Jordan 89 4.9 8.3 1,680 5.2 2.5 25.9 71.6 63.1 44.4 
Kuwait** 18 2 43.1 19020 * 17 N/A N/A N/A 36.9* 46.9 
Lebanon 10.4 4.3 16.6 3,750 14 11.8 20.8 67.4 36 6.4 
Libya** 1,775 5.7 45.4 8900 20 N/A N/A N/A N/A N/A 
Mauritania 1025.5 2.7 0.94 370 62 25.2 * 29.3 * 45.5 * 49.2* 38.6 
Morocco 446.6 28.7 33.4 1,180 51 12.6 33.4 54 37.5 31.2 
Oman** 212.5 2.4 18.3 7700 28 N/A N/A N/A N/A N/A 
Palestine 5.997 2.9 15 1610 N/A 8.9 * 28.9 * 62.2 * 74.8* 17.1 
Qatar 11 0.58 9.1 12500 19 N/A N/A N/A 39.8* 43.7 
Saudi Arabia**  2,150.00 20.7 163.2 6900* 23 6.1* 55.7 38.2* 27.9* 39.8 
Somalia 638 9.7 N/A N/A N/A N/A N/A N/A N/A N/A 
Sudan 2,506.00 29.7 11.2 320 42 37.9 * 15.9 * 46.2 * N/A N/A 
Syria 185 16.1 16.5 990 26 N/A N/A N/A 31.6 30.9 
Tunisia 163.6 9.6 19.5 2,090 29 12.2 28.5 59.4 43.8 46.3 
UAE** 83.6 2.9 62.1 20830 * 24 N/A N/A N/A N/A N/A 
Yemen 528 17.5 8.7 380 54 17.5 * 40.5 * 42. * 45.4* 38.6 
MENA 11 million 295.6 610 2040 35 13.2 * 42.4 * 44.4 * 27.2* 29.2 
Develop Countries N/A 5152 6568 1230 25 N/A N/A N/A 29.7 31.6 
World Total 133.5 M 6054 31337 5150 24 5.432.3 62.3 26.6 26.6 26.6 

Source: (World Bank Report, 2001); (Middle East Monitor, Vol 1, July 2001); (* figures prior to year 2000) 
** Countries covered in the current study. 
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Table AF-2 Country Locations and Major Industries 
 

Country Region Major Industry 
Algeria West Africa Petroleum, natural gas, light industries, mining, electrical, petrochemical. 
Bahrain Gulf Petroleum processing, refining, aluminium smelting, offshore banking. 
Comoros South Africa Tourism, perfume distillation, furniture, construction materials. 
Djibouti Southern Africa Dairy products and mineral-water bottling. 
Egypt Northern Africa Textiles, food processing, tourism, chemicals, construction, metals. 
Iraq Middle East Petroleum, chemicals, textiles, food processing construction materials. 
Jordan Middle East Phosphate mining, petroleum refining, potash, tourism. 
Kuwait** Gulf Crude oil production and refining, natural gas, petrochemicals. 
Lebanon Middle East Banking; food processing, textiles, chemical products, furniture. 
Libya** North Africa Crude oil production and refining, natural gas, petrochemicals. 
Mauritania West Africa Fish processing, mining of iron ore and gypsum. 
Morocco West Africa Phosphate rock mining and processing, leather goods, textiles, tourism.  
Oman** Gulf Crude oil production and refining, natural gas. 
Palestine Middle East Textiles, olive-wood carvings, pearl souvenirs. 
Qatar Gulf Crude oil production and refining, petrochemicals, steel reinforcing bars. 
Saudi Arabia**  Gulf Crude oil production and refining, natural gas, basic petrochemicals, cement, plastics. 
Somalia South Africa Sugar refining, petroleum refining. 
Sudan South Africa Cotton ginning, edible oils, sugar, agricultural products. 
Syria Middle East Textiles, tobacco, phosphate rock mining. 
Tunisia West Africa Tourism, mining, footwear, food. 
UAE** Gulf Crude oil production and refining, natural gas, petrochemicals. 
Yemen Gulf Oil refinery, handicrafts, cement. 

(Arab League, 1995; CIA Report, 2004; CIA World Factbook, 2004) 
** Countries covered in the current study. 
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SECTION 3 - CHARACTERISTICS OF ARABIC CULTURE 

The social cultural characteristics of the Arab regions are unique because of their 

geographic location extending between two continents, and the dominant religion, 

which is Islam. Historical literature points to the area as a place of ancient cultures 

throughout history. It is an area of many ancient religions, Islam, Christianity, 

Judaism, and others. These different religions influenced and shaped the social 

characteristics of the region and have an impact on the attitudes and behaviour of the 

people. 

As opposed to Western countries, the Arab regions symbolise the ancient world at the 

meeting-point of two continents, Asia and Africa. Although the countries of this 

region are widely diverse, there are some consistencies of culture, language, and 

religion between countries in Northern Africa and Asia. This region contains both 

developing or less developed countries, which are struggling economically and have a 

turbulent political history, and the oil rich countries. 

Barakat (1993) describe some of the characteristics of Arabic culture and society, 

such as: social diversity, the pyramidal (vertical) societal and organisational structure 

(high power distance), social complementarity, change and renaissance, male 

dominated society, primary group relations (collectivism), naturalness and self-

expression in social interactions, continuing dependency and underdevelopment. All 

of these characteristics shapes the Arabic culture and increases the disparities 

between the rich and poor, creates marginal ruling families and classes, and a 

distorted development directed toward consumption rather than production. 

These clashing value orientations are a key pointer to the difficult and inconsistent 

nature of Arabic culture. While the leading culture tends, under certain conditions, to 

put greater emphasis on fatalism, which is influenced by religion, accepting the rules 

of society, obedience, kindness, collectivism, and vertical values, counteracting forces 

place greater significance on free will, creativity, open-mindedness, justice and 

horizontal values. Barakat (1993) argues that these conflicts are what make Arabic 

culture what it is today. 

Two other characteristics of the Arabic culture received a great deal of attention in the 

literature: gender relations and the dominant religion, Islam. The literature on gender 
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roles was mainly focused on gender segregation in private and public lives. 

Furthermore, there is little agreement concerning the impact of segregation (Hill et 

al., 1998). Islam can be considered as the most influential factor on Arabic culture 

and society. However, while Islam is the dominant religion for all social groups and 

is used to identify restrictions for much of what comprises the norms, values, beliefs, 

and actions in Arab societies, followers of Islam are advised not to use it as a major 

organising principle for Arabic thought and action(Abdul-Gader, 1999). 

SECTION 4 - TECHNOLOGY LEVEL IN THE ARAB REGIONS 

IT, or the worldwide system of information and communication, is perceived as the 

most single significant technology of the future (Kirchner, 2001). Information is one 

of the important resources, along with the three other critical economic factors, 

labour, capital, and natural resources (World Bank Report, 2001). International 

organisations such as the World Bank UNESCO therefore recommend that third-

world countries, or the least developed countries (LDC), invest in up-to-date IT in 

order to improve and develop their people’s standards of living. The number of host 

computers linked permanently to the internet worldwide has increased over the past 

decade (Internet World Stats, 2004). Whereas there were only 500 hosts in 1983, their 

number had risen to five million in 1995 (Kirchner, 2001). However, the picture is 

different when looking at the Arab regions in terms of internet connections. 

The rate of expansion cannot be seen to be stable or consistent, as individual 

countries in the region vary greatly in educational criteria, financial capabilities, and 

readiness to change and accept the new technology. As a result, some comparatively 

rich countries with a large technology potential have only a few internet ports, 

whereas in others, the number of users is growing much faster. Another reason for the 

disparity among the Arab regions lies in the differences of the infrastructure essential 

for data communication. Table AF-3 shows the number of telephone lines in a 

selected sample of Arab regions. In 1995, the number of telephone connections per 

100 people in the Arab regions averaged four, one-tenth the number in most 

industrialised countries (World Bank Report, 2001). Oman and Libya have the lowest 

number of connections compared to other countries in the region. 
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Table AF-3: Telephone Lines in Selected Arab Regions 
Internet Usage Statistics for Selected Countries in the Arab Regions 

Country Population 2004(Est.) Telephone lines 2003 % of population with lines 
Kuwait 2.04 M 486,000 23.8 % 
Libya 6.00 M 750,000 9.9 % 
Oman 3.23 M 233,900 7.2 % 

Saudi Arabia 23.33 M 3,200,000 13.7 % 
UAE 3.34 M 1,350,000 40.4 % 

Source: (ITU, 2004) 

Based on the differences in infrastructure and political system, the Arab countries can 

be divided into three regions, with differing degrees of development: North Africa 

(Morocco, Algeria, Tunisia, Libya, and Egypt), the Middle East (Jordan, Syria, 

Lebanon, Palestine, and Iraq), and the Arab Gulf (Kuwait, Oman, Qatar, Saudi 

Arabia, United Arab Emirates, and Yemen). As can be seen from Table AF-4, the 

communication technology infrastructure varies among the sample countries in the 

Arab regions. In mid-1998, Libya was the only country in the North African region 

that was not connected to the internet and did not even register its domain (Davison, 

Vogel, Harris, & Jones, 2000), while other countries in the region had registered their 

internet domain by the early 1990s (Internet World Stats, 2004). Table AF-4 also 

shows the technology infrastructure in the selected Arab regions. Internet use began 

in Libya in the year 2000 with only 10,000 users, 0.17% of the population, in Kuwait 

with 150,000 users, 7.3% of the population, in Oman with 90,000 users, 2.7% of the 

population, in Saudi Arabia with 200,000 users 9%, and UAE had 735,000 users, 

22% of the population in the same year. Table AF-4 also shows the number of land-

line and mobile telephone connections in the year 2000: Libya had only 115,000 

connections out of a population of about 6 million, while UAE had 939,000 

connections from a population of about 3.34 million, even though both countries are 

oil producers and in the same wealth category. In addition, Table AF-4 illustrates the 

number of personal computers in the region for the years 1997 and 2000. Libya has 

the least number of personal computers in 2000, while UAE has the most in the same 

year. Comparing countries in the two regions gave some indication of the standard of 

technology infrastructure and communication systems that may have an effect on the 

adoption of IT and MIS in the two studied regions. 
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Table AF-4: Technology Infrastructure in the Arab Regions 

Internet Users Tele. & Mobile Personal Computers 
Country 1997 2000 1997 2000 1997 2000 
Kuwait 40,000 150,000 349 492.5 84.2 130.6 
Libya N/A 10,000 73.8 115 N/A N/A 
Oman 10,000 90,000 111.1 153.6 14.9 31.5 
Saudi Arabia 10,000 200,000 113.2 209.9 43.6 60.2 
UAE 90,000 735,000 480.8 939.4 84 153.5 
Total 150,000 1,185,000 225.58 382.08 226.7 93.95 
World 95.8 M 366.5 M 173.6 286.3 53.8 78.3 
Source: (World Bank Report, 2001) 

SECTION 5 - TECHNOLOGY LEVEL IN THE STUDIED SAMPLE 

The technology level in the two studied regions varies greatly according to the 

industry sector and region. Nour (2003) claims that both the Arab Gulf and North 

Africa regions are lagging behind the advanced world and developing countries in 

terms of both basic and high infrastructure. Further, she claims that, on average, the 

Arab Gulf region’s basic technology infrastructure is better than that of the North 

Africa region. 

ARAB GULF REGION 

Technology in most of the industry sectors is advancing in the countries of the Arab 

Gulf countries. Many countries in the region have implemented electronic transaction 

laws, being aware of the reliability of electronic communication and the benefits of 

adopting modern technology. In an effort to encourage the use of the new technology, 

many countries in the region have implemented electronic government services and 

electronic banking, and most organisations now accept electronic transactions such as 

bill payments. Some countries even went further and established IT parks. Others are 

converting to electronic government services, and in some places, immigration 

services are now available online. Countries such as Saudi Arabia and UAE are 

studying various options to incorporate electronic commerce into government and 

private industry. A proposed national information technology plan includes 

infrastructure, industry, electronic government, and electronic learning. UAE was the 

pioneer in establishing the Dubai Technology, Electronic Commerce, and Media Free 

Zone (TECOM), which contains Dubai Internet City and Dubai Media City. In 

October 2003, Oman officially installed Knowledge Oasis Muscat (KOM), an 

information technology park (Anonymous, 2004). Many of the leading MIS vendors 
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and consultants have established branches and offices in the region. Vendors such as 

SAP, Oracle, and PeopleSoft are well established organisations in the region. 

The oil and gas sector in this region realised the benefits of adopting MIS software 

more than two decades ago, and are currently in the process of adopting and using the 

latest MIS applications such as ERP. Many oil and gas organisations use modern IT 

applications such as SAP and Oracle software, and most organisations in the region 

have implemented and use MIS in their daily transactions. The banking and finance 

sector is also rapidly advancing in adopting the new technology. 

NORTH AFRICA REGION 

The literature on Libya’s level of IT is scarce and mostly generalised. This research, 

therefore, depends largely on information gathered using surveys, in-depth interviews 

conducted in the region, and the experience of the researcher. The technology level in 

Libya is still in its early stages. The use of IT in Libya is at present very minimal, 

despite is the fact that Libya is one of the wealthiest countries in Africa. The 

technology adoption rate between the two studied sectors in this region varies 

accordingly. Libya lacks the basic technology infrastructure for adopting and 

implementing computer-based technology in general and MIS in particular. 

Libya is Africa’s major oil producer and one of Europe’s biggest North African oil 

suppliers (Anonymous, 2005). Since 1970, Libya's oil and gas industry has been run 

by the state-owned National Oil Corporation (NOC), which is responsible for the oil 

sector operations which, in combination with its 33 subsidiary companies, accounts 

for more than half of the country's oil output (Anonymous, 2005; Twati & Gammack, 

2004). The Oil and Gas sector in Libya is divided into three sub-sectors. The 

government sector, which is operated by the National Oil Corporation (NOC), the 

public sector, which is operated by companies owned by NOC, and the private sector, 

which operates on the basis of partnership with foreign international companies. The 

Libyan economy relies mainly on revenues from the oil and gas sector, which make 

up nearly all of its export earnings and about 25% of its GDP (CIA Report, 2004). 

These oil revenues give Libya one of the highest per capita GDP’s in Africa. Libya 

still imports more than 75% of its needs (commodity and technology) (CIA Report, 

2004; CIA World Factbook, 2004; East-West Debt, 2004). 
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Technology adoption differences can be seen clearly in the use of the computer 

technology in the three different sectors (Twati & Gammack, 2006). International oil 

exploring/production companies introduced computers during the early 1960s. 

Initially, computers were used for processing financial transactions, but gradually 

other systems were developed to encompass all other activities. Currently, some 

public organisations have several on-line systems working with databases. PCs in 

those companies are widely used in all their locations. However, American and 

United Nations sanctions have severely restricted investment in Libya's oil and 

technology industry over the last 18 years. As a consequence, these industries are 

now lagging behind and in extreme need of new technology, MIS, management 

techniques, and equipment to build their infrastructure. Overall, the technology in the 

oil and gas sector is better than the banking sector but is still not using updated and 

modern ICT as yet (Twati & Gammack, 2004). 

The development of reliable public banking facilities is essential for Libya’s 

economic reform. Amongst the Arab nations, Libya has a reputation for having “the 

finest bankers but the worst banking systems” (Libyan Investment, 2004). 

Technology is central to competitiveness in modern banking business, lowering 

functional costs and enabling efficiency improvements (Technology Awards, 2004), 

and many banks worldwide are highly successful at using IT to provide efficient 

banking services to their customers. Conversely, the new technology has not yet 

found its way to Libya’s banking sector, which still relies on manual banking 

methods, with unproductive and inefficient customer relations practices. Basic 

computerised transactions, such as accounts balances or simple payroll systems, are 

available to customers, but, as of mid 2005, automatic teller machines (ATMs) are not 

yet available in Libya and, more interestingly, there is no kind of networking between 

the banks and their branches. Customers have to wait in queues to cash a cheque from 

their accounts, and chequebooks are only used when withdrawing money from their 

bank accounts (Twati & Gammack, 2006). 

Recently, to keep up with the rest of the world, Libya has been trying to introduce the 

SWIFT system of transferring money through the use of technology worldwide, and 

this can only be done by the use of technical infrastructure, modern technology, and a 

good communications systems. Libya also plans to introduce private banking 

ownership, to promote the use of efficient services to customers, for banks to be 
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competitive, and to encourage foreign investors to develop the banking system in 

Libya (Libyan Investment, 2004). 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 291

 
 
 
 
 
 
 
 
 
 

Appendix G 
 
 

Survey Instrument Questionnaire 
“Arabic Version” 
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 إلى من يهمه األمر ،،،
 

 حمة اهللا و برآاته ، تحية طيبة و بعد ،،،السالم عليكم ور
تبيانا  ا لالس ية     تلم وث الدراس ات  للبح ات و المعلوم ع البيان ي تجمي ة ف ة بالغ ن أهمي  م

ن             ي م زًا أساس ر ج ا ويعتب ية العلي شهادات الدراس ل ال دم لني يم المتق ل التعل صوصًا بمراح وخ
دة    . رمن التخصصات   في آثي ) الدآتوراه  ( األطروحة لنيل درجة  اإلجازة الدقيقة        ولما يعود بالفائ

على الدول التي ُتجرى بها البحوث من إيجاد بعض الحلول و معالجة بعض  المشاآل  و الخروج                  
 .ببعض التوصيات والتي قد تساهم في الدفع بهده الدول ألي األمام 

ها و ومن هذا المنطلق ومن مبدأ المساهمة في رفع مستوى بلداننا العربية حتى تأخذ مكان
فأنني ُمقدم على إجراء استبيان دراسي حول المؤثرات الثقافية . دورها خفاقة بين األمم المتقدمة  

والبيئية في العالم العربي و أثرها في  تبنى تكنولوجيا نظم المعلومات اإلدارية ومحاولة دراسة 
 المعلومات والتي سباب التي تحول دون تبنى وتنفيذ التكنولوجيا الحديثة لنظمالالمعوقات و ا

أصبحت من أساسيات البنية التحتية لدول العالم أجمع ويقاس تقدم األمم بمستوى تقدم التكنولوجيا 
الثقافة  أو الُتراث االجتماعي وبيئة المنظمة  " و نظم المعلومات بها ، وعنوان دراستي هو 

 . "آمتغيرين لتبني تكنولوجيا نظم المعلومات اإلدارية 
ر                  ، أتقد  عليه ا يعب م إليكم بطلبي هذا أمًال فيه منكم المساعدة في تعبئة هذا االستبيان ، وبم

عن رأيكم الشخصي ، ونود التأآيد لكم بأن المعلومات التي تكتبونها أو تقترحونها  ستكون سرية                  
ر الباحت االطالع             جدًا وال يمكن ألى احد اإلطالع عليها أو معرفتها ، وال يخول إلي شخص غي

ة  ، وال            عليها   سرية البالغ ان وال  ، وإن شخصية معبئ  االستبيان أو جهة عمله هي في طي الكتم
 . يمكن معرفتها أو التنويه عنها بأي شكل من االشكال 

 
 والسالم عليكم ورحمة اهللا و برآاته،،،،    

 
 
 
 
 
 
 
 
 
 
 

 الثقافة أو الُتراث االجتماعي وبيئة المنظمة
نظم المعلومات اإلداريةآمتغيرين لتبني تكنولوجيا   
جمال محمد التواتي: استبيان مقدم من الطالب   

  قسم إدارة األعمال–" دآتوراه " طالب دراسات عليا 
  استراليا–جامعة جرفث 

 معلومات عامة حول االستبيان
 :يتكون هذا االستبيان من خمسة أقسام رئيسية 

 .قسم معلومات عامة عنك وعن المنظمة التي تعمل بها  -1
 .قسم بيئة المنظمة  -2
 .قسم الثقافة أو الُتراث االجتماعي  -3
 .قسم قبول التكنولوجيا  -4
 .قسم تكنولوجيا نظم المعلومات اإلدارية  -5
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 .األسئلة التاليه وفق المعلومات المتاحة جميع أرجو اإلجابة على 

 . يجب أن تكون من مواطني هذا البلد  - 1
 ).مدير عام ، مدير ، رئيس قسم ( ف القيادية  يشترط أن تكون من شاغلي أحد الوظائ - 2
  . ب ال يشترط أن تكون أنت و منظمتكم من مستخدمي التكنولوجيا أو ألحوا سي - 3
 .  أرجو أن ال تفكر آثيرًا في اإلجابة ، فقط أجب عن األسئلة وليس هناك إجابة خاطئة - 4
 . حاول أن تستكمل هذا االستبيان دفعة واحدة  - 5
 .رأ التعليمات المصاحبة في بداية آل سؤال  اق - 6
 . سؤال إجابة واحدة فقط إال إذا طلب منك غير ذلك  إن لكل - 7
 .أرجو آتابة مالحظاتكم ومقترحاتكم وآرائكم في الصفحة الخاصة بذلك    -  8
ا      ,  إنه من المهم إن نميز اإلجابات لكل دولة عربية       - 9 رقم الخ ه أرجو منك أن تكتب ال ص علي

 :بدولتك من قائمة الدول المدرجة أدناه في أعلى الصفحة 
 ليبيا - 5           ُعمان-4  اإلمارات       -3       السعودية  -2 الكويت      -1    
ا          ,  نظرًا ألهمية الوقت الخاص بالدراسة        - 10 نكم مشكورين إرس ه  نأمل م تبيان     لعلي ذا االس  ه

 .و البريد اإللكتروني أو البريد المصور وفي أسرع وقت فور تعبئته ألي عنوان الجامعة أ
 .  يمكنكم االتصال بي في حالة وجود أي  استفسار أو إيضاح حول هذا االستبيان  - 11
 .لو أردت المشارآة في هذه الدراسة ، أرجو منك التوقيع على الفقرة التالية وشكرًا  - 12

 
افق على المشارآة في هذه الدراسة  وإن من حقي االنسحاب  من قرأُت المعلومات السابعة و ُاقر  بأنني مو

 .الدراسة في  أي وقت شئت  
 
 

 2004:        /          /   التاريخ     .............................:   التوقيع  
 

 .ة المقصود بالمنظمة في هذا االستبيان هي أي مؤسسة أو شرآة أو منشأة ذات صفة اعتباري : مالحظة
 
 

 القسم األول : المعلومات العامة :
  . هذا القسم هو عبارة عن معلومات عامة عنك وعن المنظمة التي تعمل بها 

  :األسئلة الشخصية
 (    )أنثى   (    )ذآر  : الجنس  -أ. 1
 
 :السن  -أ. 2
 

1 2 3 4 5 
نة  س50أآبر من   سنة50-41من   سنة40-31من   سنة30-20من   سنة20أقل من 

 
 ما هو مستواك التعليمي ؟ -أ. 3

1 2 3 4 5 
 دراسات عليا جامعي معهد عالي ثانوي إعدادي

 
 هل درست خارج بلدك ؟ -أ. 4

  ال 1   نعم 1  
 هل آان تعليمك في بلد ناطق باللغة العربية ؟ -أ. 5

 ال 1   نعم 1  
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    ؟هل آانت دراستك في مجال الحاسوب أو تكنولوجيا المعلومات  -أ. 6
 ال 1...............            ........ ................. في نعم1  

 :مستوى اللغة اإلنجليزية  -أ. 7
1 2 3 4 5 

 ممتاًز جيد متوسط ضعيف ضعيف جدًا
 

   :أسئلة حول المنظمة
  ما هو نشاط المنظمة التي تعمل بها ؟–ب .1

 ..........................) حدد(  أخرى 1      المصرفي1      النفط و الغاز  1        
    هل المنظمة أو المؤسسة التي تعمل بها ؟ -ب.2

 خاصة 1  عامة  1  حكومية 1 
  ؟)تقريبًا(ما هو إجمالي عدد العاملين بهذه المنظمة  -ب.3
 

1 2 3 4 5 
 400أآثر من  400-301من  300-201من  200-101من   100أقل من 

 ذه  دولية أو عالمية ؟ هل منظمتكم ه-ب.4
 ب. 7أذهب إلى السؤال : ال 1   نعم 1  

؟ أين يوجد المقر الرئيسي لهذه المنظمة -ب.5  
 ......................................................) البلد ( المقر الرئيسي في   

  ما هي نسبة الموظفين الوطنيين في هذه المنظمة ؟-ب.6
1 2 3 4 5 
  %50أآثر من   %40أآثر من   %30أآثر من   %20أآثر من    %10أآثر من 

  آم لك تعمل في هذه المنظمة ؟ -ب.7
1 2 3 4 5 

  سنوات8أآثر من   سنوات8أقل من   سنوات6أقل من   سنوات4أقل من  أقل من  سنتين
 )ية اختر إجابة واحدة فقط من اإلجابات التال(  ما هو نوع العمل الذي تقوم به ؟ -ب.8

ستواك اإلداري              ( أنا مدير    -1  -) قيادي ، بمعنى أن معك مستوى إداري أقل من م
  .6اذهب إلى  

  .5 اذهب إلى  –أنا لست مديرًا ولكني أعمل في المكتب طيلة الوقت  -2
  .4 اذهب إلى –أنا لست مديرًا وال أعمل في المكتب طيلة الوقت  -3
 األوقات ، إذًا ماذا تعمل ؟بما أنك لست مديراًَ وال تعمل في المكتب معظم  -4

شغلها               .  أ ي وال مؤهالت دراسية ل دريب مهن ى ت اج إل أعمل بوظيفة ال تحت
 . (   )غير المؤهالت الوظيفية والتدريبية الخاصة بها 

 .(  )أعمل بوظيفة تحتاج إلى مؤهالت تدريبية أو دراسة متخصصة  .  ب
در      .  ج ا وت ارات علي ية ومه ؤهالت دراس ى م اج إل ة تحت ل بوظيف يب أعم

 . (   )متخصص 
 بما أنك لست مديراًَ و تعمل في المكتب معظم األوقات ، إذًا ماذا تعمل ؟ -5

أعمل بوظيفة ال تحتاج إلى مؤهالت أو تدريبات أو مهارات عليا لشغلها             .  أ
(    )  . 

. أعمل بوظيفة تحتاج إلى مؤهالت  أو تدريبات أو مهارات عليا لشغلها              .  ب
(    ) 

 : بما أنك مديرًا  -6
 (    ) أنفسهم ؟ ءت رئيس لموظفين هم ليسو مد راهل أن .  أ
 (    ) ؟ ءهل أنت رئيس لمد را .  ب
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  :بيئة المنظمـة: القسم الثاني 
 

 .في هذا القسم سوف نقوم بوصف البيئة الخاصة بالمنظمة التي تعمل بها 
 

ة        6 على   يحتوي هذا القسم   يم المنظم ئلة لتقي ات            .   أس ة إجاب ى أربع وي عل آل سؤال يحت
ذه      100تيارية ؛  والمطلوب منك توزيع       اخ الي له  نقطة على هذه اإلجابات ، وبحيث يصبح اإلجم

السؤال األول ، لو إنك ترى أن الخيار األول قريب جدًا من             : مثال. (  نقطة 100اإلجابات مساويًا   
تكم ؛  ع                  دًا من منظم ع بعي ه يمكن    منظمتكم والخيارين الثاني والثالث قريبين قليًال والخيار الراب لي

 نقطة   25 نقطة للخيار الثاني و    20 نقطة للخيار األول و      50.. أن تقسم الدرجات على النحو التالي     
الي يصبح المجموع             5أي  ..  للخيار الثالث ، ثم باقي النقاط للخيار الرابع          اط فقط ، وبالت  100 نق

اط بطر        ع النق ا    نقطة ؛  هذا على سبيل المثال فقط ، وفي إجابتك يمكنك توزي ة وحسب م ق مختلف
 ) .تراه مناسبًا 

 
 . نقطة لكل سؤال100أرجو التأآد من إن إجمالي النقاط لإلجابات يكون مساويًا لـ  

 
 
 
 النقاط : الصفات المهيمنة على المنظمة -ج.1
اونون                   1 ا متع راد فيه ل األسرة الواحدة واألف المنظمة يسودها الطابع الشخصي ، وهي مث

 .  الصفات العامة بينهم ومشترآون في آثير من
 

اطر    2 ي المخ امرة والخوض ف ستعدون للمغ ا م ون به ة، والموظف شطة وحرآي ة ن المنظم
 .والمنافسات في مجال العمل 

 

و   3 ة ه سي داخل المنظم ق الرئي ائج ، والقل ى النت ز عل ذي يرآ وع ال ة هي من الن المنظم
 .إنجاز األعمال والموظفون متنافسون جدًا 

 

ة  4 راءات      المنظم ون اإلج ون يتبع دًا ، والموظف نظم ج وم وم ز محك ن مرآ ارة ع ي عب ه
 .الرسمية دائمًا وتحكم اإلجراءات الرسمية ما يعمله الموظفون بوجه عام 

 

 100اإلجمالي
 النقاط : نوعية القيادة داخل المنظمة -ج.2
  .لالقيادات في المنظمة تعتبر بوجه عام تميل إلى سياسة اإلرشاد والتسهي 1
وير         2 تحداث والتط ر واالس ل الح ى العم ل إل ام تمي ه ع ر بوج ة تعتب ي المنظم ادات ف القي

 .وتحمل المخاطرة 
 

ابع جدي ،   3 ل وذات ط ي العم ة ف ى الجدي ل إل ام تمي ر بوجه ع ة تعتب ي المنظم ادات ف القي
 .وتهتم بالنتائج في العمل 

 

ى الت         4 ل إل ر بوجه عام تمي أداء      القيادات في المنظمة تعتب ام ب اون وتنظيم العمل واالهتم ع
 .العمل بكفاءة وفّعالية 

 

 100اإلجمالي
 
 
 
 
 النقاط  : إدارة الموظفين داخل المنظمة-ج.3
  .أسلوب اإلدارة في المنظمة يتميز بعمل الفريق واإلجماع والمشارآة  1
  .ة والتميز أسلوب اإلدارة في المنظمة يتميز بالمخاطرة الفردية واالبتكار والحري 2
  .أسلوب اإلدارة في المنظمة يتميز بمنافسة صارمة ، الطلبات المتكررة والنجاح  3
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ي      4 تقرار ف ؤ ، االس زام ، التنب ة ، االلت أمين الوظيف ز بت ة يتمي ي المنظم لوب اإلدارة ف أس
 .العالقة

 

 100اإلجمالي
 النقاط  :  الرابطة داخل المنظمة-ج.4
ًا هي اإلخالص                    الرابطة التي تميز   1 ا مع ساهم في ترابطه ة والتي ت ذه المنظم  وتسيطر به

 . والصدق المتبادل يرتقي بهذه المنظمة إلى األعلى 
 

زام   2 ًا هي االلت ا مع ي ترابطه ساهم ف ي ت ة والت ذه المنظم سيطر به ز وت ي تمي الرابطة الت
 .ة باالبتكار والتطوير ،  وهناك التشديد على المنافسة والتحديات  الجدي

 

ى       3 الرابطة التي تميز وتسيطر بهذه المنظمة والتي تساهم في ترابطها معًا هي التشديد عل
 .إنجاز األعمال ، والوصول للهدف بجدية وصرامة تامة والفوز 

 

ًا هي القواعد                      4 ا مع ساهم في ترابطه ة والتي ت ذه المنظم سيطر به ز وت الرابطة التي تتمي
 .والمحافظة على دوران انسيابي مهم والسياسات والعالقات الرسمية 

 

 100اإلجمالي
 النقاط :  االهتمام االستراتيجي داخل المنظمة -ج.5
  .تهتم وتشدد المنظمة على العنصر البشري والوديعة العالية واالنفتاح والمشارآة  1
ن           2 ب ع ديات والتنقي ق تح ة وخل دة والحديث وارد الجدي ى الم ة عل شدد المنظم تم وت ته

 .فرصال
 

وز   3 داد والف داف االمت ع أه از وتلمي سية واإلنج ال التناف ى األعم ة عل شدد المنظم تم وت ته
 .بمكان مهيمن في السوق 

 

سيطة                     4 ات الب سيطرة والعملي ة ، ال دوام واالستقرار والفعالي ى ال ة عل شدد المنظم تهتم وت
 .المهمة 

 

 100اإلجمالي
 اطالنق  :  معايير النجاح في المنظمة-ج.6
زام           1 ق والت ل الفري شرية وعم وارد الب وير الم اس تط ى أس اح عل ة النج رف المنظم ُتع

 .الموظف ، وتهتم بموظفي المنظمة 
 

داع                      2 ا سباقة لإلب دة ، وإنه دة وجدي ك منتجات فري ُتعرف المنظمة النجاح على أساس تمل
 .واإلنتاج 

 

سوق وسبق                 3 وز في ال ى أساس الف ادة      ُتعرف المنظمة النجاح عل سة وسياسة وقي المناف
 .التسويق و التحديات التنافسية أساسية 

 

سيابي                 4 ة والتخطيط االن سليم الجدير بالثق ُتعرف المنظمة النجاح على أساس الفعالية والت
 .وانتقاد إنتاج التكلفة المنخفضة 

 

 100اإلجمالي
  :الثقافة أو الُتراث االجتماعي: القسم الثالث 

 
د من التصريحات ، والمطلوب هو معرفة مدى موافقتك أو عدم موافقتك               مدرج أدناه عد   

 .أرجو منك وضع الرقم المناسب أمام العبارة المدونة  أدناه . على هذه التصريحات 
 
 .تذآر أننا نريد إجابتك الخاصة حتى وإن آانت مختلفة عن زمالئك في المنظمة .. 
 

1 2 3 4 5 
 غير موافق آليًا  موافقغير معتدل موافق موافق تماماًً

 
(    . المنظمةقواعد ولوائح المنظمة ال يجب أن ُتكسر حتى عندما يعتقد الموظفون إنه األفضل لمصلحة   -د.1
( 
 . (    )أتوقع أن ُأستشار في المسائل التي تؤثر على أداء واجباتي  -د.2
  ) (   يمكن منح الثقة لجميع الناس و الموظفين    -د.3
  ) (   ه من األفضل أن تتفق مع الموظفين أو الزمالء اآلخرين بدًال من االختالف معهم في الرأيأن -د.4
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يمكن ان يكون المسؤل ناجحًا فى عمله دون االهتمام والخوض بالرد الدقيق والمفصل على الكثير من  د  5
 (   )االسئلة التى ترفع اليه من المرؤسين  

 . (    )ة لكل حاالت العمل اإلجراءات المكتوبة ضروري -د.6
 )    (  عدم نجاح البشر فى حياتهم يكون بسبب اخطائهم الشخصية    د  7
 . (    )ال ينبغي أن يسأل الموظفون المرؤوسون قرار رئيسهم أو مديرهم  -د.8
 (     )التنافس بين الموظفين عادًة ما يكون ضارًا اآثر مما يكون نافعًا   -د.9

 (     ) و الغاء ازدواج الرئاسة للموظف داخل الهيكلية التنظمية مها آان السبب  يجب تجنب -د.10
 :في بيئة عملك ، هل يكون المرؤوسون خائفون من التعبير عن الخالف مع رؤسائهم  -د.11

  آثيرًا1        إلى حداٌٍ ما1  أحيانًا1    نادرًا1     نادرًا جدًا1

  العمل ؟آم مرة تشعر بأنك متوتر في -د.12
1 ال أشعر بأنني متوتر  1   عادة1   أحيانا     1    نادرا1  بأنني متوتر أشعر  دائما  

  ؟آم تتوقع ان تبقي تعمل بهده المؤسسة -د.13
1  سنوات 5آتر من  ا ا سنوات        5أآتر من    1    أقل من سنة 1 سنوات       4 – 2 

 

ظمة ثم أجب عن يب القيادة المختلفة في المنمن فضلك  اقرأ األوصاف األربعة التالية ألسال

 األسئلة التي تتبع

 
عادة يتخذ قراراته فورًا ، ويوصلهم إلى مرؤسيه بوضوح وبدقة ويتوقع من المرؤسين تنفيذ هذه  )1

 .القرارات بوالء وبدون تردد وال مشاآل 
 
امًا إلى المرؤسين ، ويبرر عادة يتخذ قراراته فورًا ، ولكن قبل الشروع في القرار يحاول شرحه تم )2

 .لمرؤسيه األسباب للقرار ويجيب عن أي أسئلة قد ُتطرح 
 
عادة يتشاور مع مرؤسيه قبل أن يصل إلى قراره ، يستمع إلى آرائهم ونصائحهم وقد يأخذها في  )3

 .االعتبار ثم يعلن عن قراره ، ويتوقع من الجميع العمل بوالء 
 
عندما يكون هناك قرار مهم  فيما يخص العمل ويعرض المشكلة  عادة يدعو مرؤسيه لالجتماع  )4

 .عليهم  وُيناقش القرار من قبل المرؤسين مع الرئيس ، ويقبل برأي األغلبية
 

 أي األساليب القيادية من الخيارات السابقة تفضل أنت أن تعمل معه آمرؤس ؟ -د.14
 4أسلوب  ) 4        3أسلوب ) 3     2أسلوب ) 2         1أسلوب ) 1
 

  توجد في المنظمة التي تعمل بها ؟أي األساليب القيادية من الخيارات السابقة -د.15
 4أسلوب ) 4   3أسلوب ) 3     2أسلوب ) 2        1أسلوب ) 1

  .(    )ن تجلب لك شرف واعتراف من قبل اآلخريأو مهنة ةأن يكون لديك وظيف -د.16
 . (     )الوظيفة الي وظيئفة أعلى أو أآبر وجود فرصة للترقية في سلم  -د.17
 . (    )االستقرار أو الثبات في وظيفتك  ما دمت قادرًا على أداء عملك  -د.18
 . (    )العيشة في منطقة أو بيئة مفضلة لك ولعائلتك  -د.19
 . (    )تكون هناك عالقة ودودة بينك وبين رئيسك  -د.20
 . (    ) الستخدام  وتبنى أسلوبك الخاص في الوظيفة  تكون لديك الحرية الكاملة -د.21
 . (    )تكون لديك فرصة إليراد مالي أعلى أو أآثر  -د.22
 . (    )ُيترك لك الوقت  الكافي لحياتك وحياة أسرتك  -د.23
 . (    )تعمل مع أناس يتعاونون جيدًا مع بعضهم البعض  -د.24
 (    )ق علي القيام بعملك       تتحصل علي االعتراف الذي تستح -د.25
 ...)   (    )من إٌضاة ؛ تهويه ؛ حيز ممتاز ؛ الخ(مكان عمل جيد من آافة النواحي  -د.26
 (    )تتجصل علي تدريبات لرفع مهارتك الوظيفية       -د.27
 (    )تستخدم مهاراتك الشخصية في الوظيفة         -د.28
 (    )من الوظيفية       تتحصل علي ميزات و فوائد  -د.29
 . (    )تغيير روتين العمل بمهام جديدة مثيرة و غير مألوفة لك  -د.30
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 (       )يكون لك رئيس عادة  يتشاور مع مرؤسيه قبل أن يتخد قراره    -د.31
 تعمل في بيئة حيث تقدر فيها اإلنجازات والمجهودات الجماعية بدًال من المجهودات الشخصية أو -د.32

 . (    )الفردية 
 

  :قبول التكنولوجيا: القسم الرابع 
 

من فضلك أرجو آتابة الرقم المناسب من الجدول التالي أمام آل  إجابة من اإلجابات 
أآتب الرقم الدال على اإلجابة الصحيحة ،  وإذا أردت تغيير إجابتك أمحو اإلجابة . التالية 

 .السابقة بعناية أوًال ثم استبدلها 
 

1 2 3 4 5 
 مستبعد جدًا  مستبعد  معتدل ً غالبا ً  في األغلب

 
. (   )استخدام تكنولوجيا نظم المعلومات اإلدارية في عملي سيمكنني من إنجاز المهام بسرعة وآفاءة أآثر   

. (    )تعلم  وتشغيل تكنولوجيا نظم المعلومات سيكون سهًال .2  
. (    ) من أدائي لعملي استخدام تكنولوجيا نظم المعلومات ستحسن .3  
. (    )سأجد تكنولوجيا نظم المعلومات سهلة االستخدام .4  
. (    )استخدام تكنولوجيا نظم المعلومات سيحسن فعاليتي أثناء العمل .5  
. (    )سأجد تكنولوجيا نظم المعلومات سهلة لعمل ما أريدها أن تعمله 6  
. (    )عملي سأجد تكنولوجيا نظم المعلومات مفيدة في 7  
. (    )تفاعلي مع تكنولوجيا نظم المعلومات سيكون واضح ومفهوم .8  
. (    )استخدام تكنولوجيا نظم المعلومات سيجعل عملي سهًال  -9  

. (     )سيكون من السهل علي  أن أصبح بارعًا في تكنولوجيا نظم المعلومات .10  
. (    ) سوف يزيد من إنتاجيتي استخدام تكنولوجيا نظم المعلومات في عملي -11  
. (    )سأجد تكنولوجيا نظم المعلومات مرنة للتفاعل معها  -.12  
 

  :تقنية المعلومات: القسم الخامس 
يعنى هذا القسم باختيارآم و تبنيكم و تنفيذآم ورضاآم بتكنولوجيا نظم المعلومات اإلدارية التي 

 .تستخدمونها في منظمتكم 
 )يمكن االختيار أآثر من إجابة ( منظمتكم أي من نظم المعلومات التالية ؟ هل ُتستخدم  -و.1

 .نظم المعلومات المحاسبية   
 .نظم المعلومات المالية   
 .نظم معلومات الموارد البشرية   
 .نظم معلومات التصنيع   
 .نظم المعلومات التسويقية   
 .نظم المعلومات اإلدارية   
 .ار نظم دعم القر  
 Enterprise Resource Planning ( ERP( نظم تخطيط موارد المنظمة   
  ............................................................) حدد ( أخرى   

 
 :مالحظة

 .  أالن 4لو قمت باختيار أي من اإلجابات السابقة اذهب إلى السؤال  .1
أرجو منك اإلجابة على األسئلة الثالثة التالية فقط . ابقة لو لم تقم باختيار أي من اإلجابات الس .2

  .ثم توقف  ) 4 ، 3 ، 2(
 
هل تعتقد أن منظمتكم في حاجة إلى تكنولوجيا نظم المعلومات ؟-و.2  

  ال  1            نعم 1 
المعلومات ؟ا هو السبب الذي يعيق منظمتكم من الحصول أو اقتناء واالستخدام األفضل لتكنولوجيا نظم ما-و.3  
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 .نقص في التكنولوجيا ) 2  .نقص في المهارات والخبراء ) 1
 .ليس في حاجة لها اآلن ) 4    .مقاومة التغيير ) 3
 .......................................................) : حدد( أمور أخرى ) 5

 

  الصحيحة أو آما هو مطلوب أجب األسئلة التالية واختار اإلجابة) و.1 (إذا أجبت على السؤال
 آم لديك أنت شخصيًا خبرة سابقة مع تقنية نظم المعلومات أو تكنولوجيا الحاسوب ؟ -و.4

1 2 3 4 5 
  سنة15أآثر من   سنوات14 –10  سنوات9-5  سنوات4 - 2من  أقل من سنة واحدة

 

 ما هو إجمالي عدد الحواسيب الشخصية في منظمتكم ؟ -و.5
1 2 3 4 5 
وجدال ي جهاز100-61من  جهاز60 – 21من   جهاز20 – 1من   جهاز100أآثر من    

 

إجماًال ، ما هو متوسط العمر معدات الميكنة في منظمتكم ؟-و.6  
1 2 3 4 5 
 ال أعلم  سنوات5أآثر من   سنوات5-3من   سنوات3-1من أقل من سنة

 
معالجة الكلمات أو (امج العادية  تستخدم منظمتكم نظم الحاسوب بخالف البرىتقريبًا منذ مت -و.7

 ؟) النصوص
1 2 3 4 5 

  سنوات10أآثر من سنوات10  -6من سنوات5-3من   سنه2-1من أقل من سنه
 

 )يمكن أن تختار أآثر من إجابة ( هل منظمتكم لها ربط مع ؟  -و.8
  ) .Email( اإلنترنت للبريد اإللكتروني  (    )
 .أو انتقال الملفات / نات و اإلنترنت للبحث عن البيا (    )
 .شبكة الربط المحلية للحواسيب الموجودة داخل المنظمة في نفس المبنى  (    )
 .شبكة ربط لمواقع متعددة ومترامية لفروع المنظمة البعيدة  (    )
 ) : .............................................حدد(أي استخدامات أخرى  (    )

 
 
 خدم منظمتكم أي من برامج قواعد البيانات ؟هل تست -و.9

 :  ال 1           : نعم 1 
 : و آتابة الرقم المناسب لكل اجابةباستخدام النسب التاليةين التاليوالين سلارجو منك اجابة ا

1 2 3 4 5 
%10-0من  %20-11من   %40-21من   %60-41من   %60أآثر من    

 
 ي منظمتكم لألغراض التالية ؟ما هي نسبة استخدام الحواسيب ف -و.10

محاسبة ، اإلدارة المالية ، إدخال البيانات ، معالجة : على سبيل المثال( في برامج إدارة المنظمة -و.10.1
               (     ))الخ ... البيانات ، 

                             )الخ...سبة،  ، المشتريات ، اإلنتاج ، المحاتتقارير المبيعا: على سبيل المثال( إعداد التقارير -و.10.2
(          ). 

          (      ) القرارات االستراتيجية-و.10.3
 ما هي نسبة الموظفين في منظمتكم ؟ -و.11

      (    ). يحتاجون إلى تدريبات أساسية في الحاسوب -و.11.1
 .   (     )للحاسوب  يوجد لديهم بعض التدريبات او اإلمكانيات األساسية -و.11.2
 . ذوي مهارة عالية باستخدام الحاسوب -و.11.3

  )1. اجب على األسئلة التالية بالرجوع إلى السؤال و ( لماذا هذا النظام بالتحديد ؟  -و.12
1 2 3 4 5 
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الوحيد المتاح 
 في السوق

مناسب الحتياجاتنا 
 ورغباتنا

أوصي به من قبل البائع أو 
 المستشار المختص

 رخص الثمن  اإلدارة العلياقرار

 
  هل أنتم سعداء بهذا النظام ؟-و.13

1 2 3 4 5 
 غير راضي آليًا غير راضي معتدل راضي رضًا تامًا

 
 هل واجهتم أي مشاآل في تبنى و استخدام نظم المعلومات بشكل عام ؟ -و.14

1 2 3 4 5 
 بسيطة جدًا  متوسطة  نعم رئيسية

 
 لمشاآل متعلقة بأي من األمور التالية ؟هل تعتقد أن تلك ا -و.15

1 2 3 4 5 
 أخرى ثقافية أو تراثية إدارية تعليم وتدريب تقنية

 
 
 
 
 
 

  :التعليمات والمقترحات
 

في هذه الصفحة نحن نرحب بمقترحاتكم وآرائكم وإيضاحاتكم بخصوص هذا االستبيان بشكل عام  
 .والدراسة بشكل خاص 
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.........................................................................................................................................
...................................................................  

 نشكرآم على حسن تعاونكم معنا ، والسالم عليكم
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