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Abstract 

                   Human Resource Management (HRM) is a critically important function that 

contributes to organizational performance (Bowen & Ostroff, 2004; Leroy, Anseel, Gardner, 

& Sels, 2015). Its presence in an organization is influenced by the organization’s leadership 

style/s (Vermeeren, Kuipers, & Steijn, 2014). In the Middle East, the notion of leadership has 

often been associated with an authoritarian – or directive - style of control (Dorfman, Javidan, 

Hanges, Dastmalchian, & House, 2012; House, Hanges, Javidan, Dorfman, & Gupta, 2004). 

But there has been limited empirical research to establish this notion of leadership. Research 

on HRM in the developing countries of the Middle East are few and far between, especially in 

politically unstable environments like Palestine (Budhwar & Mellahi, 2016). This thesis seeks 

to address this gap in the literature by exploring the way in which HRM practices in 

organizations operating in Palestine reflect different leadership styles in different employment 

sectors. Palestine is the focus of this research because Palestine and the Middle East region 

more broadly are an important part of the global economic system in the sense that they are 

home to large multinational organizations particularly in the production and export of crude oil 

and liquid natural gas (Fesharaki & Isaak, 2016; OPEC, 2018). Additionally, researchers have 

for years been urging more studies to investigate HRM practices in the Middle East, due not 

only to the importance of this region, but also to the interesting idiosyncrasies of its socio-

cultural environment. Furthermore, this study seeks to understand whether authoritarian 

leadership is indeed the dominant style of leadership in the sampled organizations – and, if so, 

what it looks like in practice.   

                   In this thesis, I conducted studies focussing on HRM practices in two types of 

Palestinian organizations: For-Profit (Private); and Not-For-Profit (NFP) organizations. I 

compared the relationships between the practices and leadership styles in these organizations 

in order to investigate sectoral differences between them. Moreover, I explored the ways in 
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which their employees perceive the Humane Resources (HR) practices of their organizations 

(and whether employees’ perspectives align with the perspectives of their managers).  

                   The findings of my empirical research, in this project, show that HRM practices at 

Palestinian Private organizations are mostly influenced by a functional style of leadership with 

some elements of transformational leadership. In contrast to expectations based on earlier 

literature on this topic (e.g., House et. Al., 2004), there is little evidence that authoritarian 

leadership dominates HRM practices in these organizations. I hypothesise that this largely 

because the sampled organizations are significantly influenced by Western HRM practices. 

After all, my sampled organizations are large and operate in the formal labor market (cf. small 

businesses such as street venders). 

                   In NFP organizations, HRM practices are more also influenced by functional 

leadership (again, contrary to the expectation that authoritarian leadership plays a dominant 

role). But, unlike in Private organizations, elements of transformational leadership play a much 

smaller role. Moreover, some directive-leadership style of management was observed – and 

seems to be more evident in these NFP compared to Private organizations. The (lesser) 

influence of transformational leadership style on NFP organizations’ HRM functions could 

have originated from cross-cultural exchange with Western aid organizations which often 

participate in conducting development projects with NFPs in Palestine. These include USAID 

and UNDP among others: organizations that are likely to abide by Western best-practice 

standards in their dealings with personnel. 

                   A factor that adds to the complexity in my analysis is the fact that the relationships 

between HRM practices and leadership styles are often perceived differently between 

employees and managers. Employees tend to have a more cynical view of HRM, whereas 

managers perceive HRM practices as benign if not benevolent in nature. 
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                   In this thesis, I contribute to the fields theoretical understanding of the models of 

HRM that managers use in Palestine in both Private and NFP organizations and propose a 

framework for understanding these in relation to the leadership in the organizations. My 

practical contribution is to provide a better insight to the HRM practices in Palestine and the 

factors that drive these in both Private and NFP organizations. Limitations of my research and 

potential future directions for this study are discussed. 
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Chapter 1: Introduction  

 

Background 

                   According to the Global Leadership and Organizational Behavior Effectiveness 

(GLOBE) study conducted in over sixty societies around the world (House et al., 2004; Wolf, 

2006), leadership practices in the Middle East1 are different to leadership practices in Western 

countries. The former carries more of a directive/authoritative undertone, whereas the latter is 

more liberal, transformative, and focused on employee empowerment. For example, the 

dominant leadership style in Jordan (which included a large number of Palestinians during the 

time of the GLOBE study between 1991-2004) is closer to what has been described as a 

‘Caliphate’ model of leadership. This style of leadership, as defined by House et al. (2004) and 

Wolf (2006), is an authoritative style of leadership based on Islamic teachings and Prophet 

Mohammad’s traditions in an era that extend from around 600AD until the collapse of the 

Ottoman empire in 1913 (Inalcik & Faroqhi, 1997). However, other researchers assert that the 

Caliphate leadership style is not so much an authoritative, but simply a collectivist form of 

leadership: one which emphasizes consensus between the leader and their followers (Ali, 

2009). This is because, in Islam, leadership is perceived to be the most significant instrument 

for the realization of an ideal society; and that ideal society is based on justice and compassion 

 

 

 

 

1 The term ‘Middle East’ is definable in a number of ways. For the purpose of this study, the term means a cultural area without precise 
borders, which includes the following countries: Algeria, Bahrain, Egypt, Iraq, Jordan, Kuwait, Lebanon, Libya, Morocco, Oman, Palestine, 
Qatar, Saudi Arabia, Somalia, Sudan, Syria, Turkey, Tunisia, United Arab Emirates, and Yemen, that share cultural and socio-economic 
similarities (Barakat, 1993). 
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for all. Both qualities are an integral part of modern leadership. My interpretation of Caliphate 

leadership, in this thesis, however, is based on the definition provided by GLOBE’s study and 

is, therefore, is not fully reflective of the aforesaid alternative interpretation (e.g., Ali, 2009). 

What is not disputed is that leadership and leadership styles, and cultural orientation drive 

organizational practices and employee behaviors in organizations. In this thesis, I extend our 

understanding of HRM practices in Palestine by comparing and contrasting these practices in 

both the private and public sectors. I also provide a theoretical framework for linking these 

practices to establish leadership frameworks. 

                   Cultural orientation is a concept in social science for understanding and predicting 

the results of inter-cultural encounters (Hofstede, 2011; Hofstede & Hofstede, 2005; Lauring, 

2011; Said, 1979). It acknowledges that individuals are all different, but asserts that they share 

similar experiences with those who grew up in similar surroundings. These differences and 

shared experiences can play a role in mediating the relationship between leader behavior and 

follower normative, and employee affective commitment to organizations (Avolio & Gardner, 

2005; Gardner, Cogliser, Davis, & Dickens, 2011).  

                   A construct related to the notion of ‘cultural orientation’ is ‘humane orientation’. 

Humane orientation is a cultural measure based on the characteristics of being supportive, 

considerate, compassionate, and generous. It is defined by the GLOBE study as: “The degree 

to which individuals in organizations or societies encourage and reward individuals for being 

fair, altruistic, friendly, generous, caring and kind to others” (House et al., 2004, p. 13). A 

culture characterized by a high level of the humane orientation values kindness, altruism, love, 

and generosity as motivational aspects both for leaders-to-followers relationship and vice-versa 

(Kabasakal & Bodur, 2004). Research shows that these aforementioned ‘humane’ values have 

been observed in various societies across the globe (Ali, 2009; Winston & Ryan, 2008).  
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                   Despite common and historical perceptions regarding leadership styles in the 

Middle East (House et al., 2004), there is evidence to suggest that leadership in the Middle East 

has undergone a period of change in recent times. A study of Palestinian firms by As-Sadeq 

and Khoury (2006), for example, finds that 60% of the samples adhered to a more transactional, 

rather than directive style of leadership. Transactional leadership is concerned with practicality 

and goal-attainment more so than control (as opposed to directive leadership); and this 

observation suggests that – over time in the Middle East (and Palestine in particular) - there is 

a progression from a more authoritarian approach to leadership towards one that is more 

centred on business practicality. More recent studies in Palestine suggest that leadership styles 

are moving further towards a more ‘democratic’ approach with a greater emphasis on employee 

voice and involvement in decision making – and away from the traditional top-down directive 

approach (Muna & Khoury, 2012; Muna & Zennie, 2011). 

                   Meanwhile, research in the field of Human Resource Management (HRM) more 

broadly has been dominated by Western scholarship theories and practices, which have strong 

links to the style of leadership that has become more dominant in the West over the course of 

the 21st Century - namely transformational leadership (Avolio & Gardner, 2005; Bass & 

Riggio, 2006; Gardner et al., 2011; Leroy et al., 2015; Purcell & Hutchinson, 2007; Vermeeren 

et al., 2014). Transformational leadership, in the context of HRM, is a way to influence and 

inspire – an approach which aids leaders and managers to convey an organization’s message 

of HRM (i.e., policies, practices, and processes) in an a motivational and effective manner to 

their followers/employees (Berman et al., 2013; Kellner, Townsend, Wilkinson, Greenfield, & 

Lawrence, 2016; Vermeeren et al., 2014). The aim of this approach, according to its 

proponents, is to increase employees’ sense of fulfilment and, through this, increase 

organizational performance (Bowen & Ostroff, 2004; Leroy et al., 2015).  
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                   Kellner and colleagues define “HRM messages” as a mechanism through which 

HRM philosophy is communicated within the hierarchies of an organization (Kellner et al., 

2016). Their study expands upon Bowen and Ostroff's (2004) emphasis on the strength of the 

HRM system in improving the two-way communication channel that captures employees’ 

shared views of expected and rewarded behaviors and, at the same time, communicate 

employer expectations (also see Haggerty & Wright, 2009; Neal, West, & Patterson, 2005). 

                   Monks et al. (2013) acknowledge the pervading role of HRM philosophy on 

employees’ attitudes and behaviors and explain how the operation of the HR system - through 

its formation of HR processes and practices - impact on employees’ behavior and attitude. 

Further, leadership style was demonstrated to have an impact on the type of HR practices used 

in organizations (Noe, Hollenbeck, Gerhart, & Wright, 2017; Vermeeren et al., 2014). Berman 

et al. (2013) argue that leadership style is associated with HR practices affecting recruitment 

and selection, training and development, rewards management, performance management, and 

employees’ job satisfaction (see also Alonderiene & Majauskaite, 2016; Bhatti, Maitlo, Shaikh, 

Hashmi, & Shaikh, 2012).  

       As noted earlier, however, HRM has been mainly researched in Western countries 

and consequently been strongly influenced by Western thoughts and practices and norms.  

Purcell and Hutchinson (2007), and Vermeeren et al. (2014) have called for greater diversity 

in HRM research so as to broaden the current body of literature to encompass insights from 

other cultures and geographical locations. For this thesis, therefore, a central question is what 

HRM practices are enacted in Palestine – given recent developments in the leadership 

paradigms of its organizations - and whether these practices influence employees’ behavior for 

better self-actualization and performance, as a result of the dominant transactional style of 

leadership adopted by organizations in the region.  
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Current research 

                   This section briefly outlines contemporary research conducted about leadership, 

leadership in the Middle East, HRM, and HRM specifically in the Middle East to establish the 

gap in the literature my thesis will address. These issues will be dealt with in greater detail in 

my literature review chapter. 

Leadership 

                   The concept of leadership and the research that is associated with understanding 

leadership continues to change and evolve. While authors have presented us with their 

interpretations of various styles of leadership, there is very little agreement about what 

constitutes leadership itself (Avolio & Gardner, 2005; Gardner et al., 2011). The GLOBE 

project (House et al., 2004) defines leadership as: “The ability of an individual to influence, 

motivate, and enable others to contribute towards the effectiveness and success of the 

organizations of which they are members” (p. 15).   

                   A common theme in the discussion about leadership styles, broadly distinguishes 

two polar-opposite approaches. On the one hand is an authoritarian or a directive approach to 

leadership (such as the Caliphate style of leadership); on the other is a humanistic or people 

focussed approach, which provides the foundation for the contemporary Western leadership 

theories (see House et al., 2004; Wolf, 2006). Following this theme of two juxtaposing styles 

of leadership, Bass (1997) argues that there are two ways to influence followers. There is a 

broad style of persuasive leadership in which leaders are diplomatic and sometimes democratic 

(which has strong links to transformational leadership); and then there is coercive leadership, 

which focusses on the power of the leader who uses their position to dominate followers (which 

has strong links to authoritarian or Caliphate leadership). AlSarhi, Salleh, Mohamed, and 

Amini (2014) state that leadership can also be perceived differently in the context of different 
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religious, regional, political, cultural, and economic environments. Nonetheless, proponents of 

the convergence hypothesis (Jeong, Lim & Park, 2016; Park, Jeong, Jang, Yoon & Lim, 2018) 

suggest that these contextual factors are becoming less and less relevant. As noted earlier, 

organizational leaders in the Middle East are increasingly moving away from a more coercive 

form of leadership (in favour of something resembling a more humanistic approach) as a result 

of an increasingly greater influence of Western business practices in light of globalization. 

       Building on the GLOBE extended study, three schools of thought on leadership 

have been identified: (a) Implicit leadership theory (Lord & Maher, 1991) and the value-belief 

theory of culture (Hofstede, 1980; Triandis, 1996), (b) Implicit motivation theory (McClelland, 

1987), and (c) Structural contingency theory of organizational form and effectiveness 

(Donaldson, 1993; Hickson, Hinings, McMillan, & Schwitter, 1974). Most leadership research 

relating to cultural differences in leadership in the last 50 years has focussed on individual-

level attributes and been conducted in the West (Yukl, 2013), where the cultural orientation is 

quiet individualistic in nature (Hofstede & Hofstede, 2005). In contrast, there are fewer studies 

within collectivistic cultures like those in the Middle East (Hofstede & Hofstede, 2005; House 

et al., 2004). In this thesis, I draw on these broad cultural assumptions about the difference 

between Western and Middle Eastern leadership styles (authoritarian and humanistic) to 

examine HRM practices in two different industry sectors [i.e., Private and Not For Profit 

(NFP)] and to assess if there is a link between leadership style and HRM practices.   

       Private organizations are typically focused towards maximizing profit (Doyle & 

Stern, 2006; Maudos et al., 2002; Raharjo & Eriksson, 2017). Researchers argue under this 

regime leadership prioritize expenditure on employees’ recruitment, development, pay and 

benefits, with the aim of increasing the organization’s competitive edge and maximize profit 

(Lester et al., 1992; Pfeffer & Veiga, 1999; Shkarlet, Dubyna, Shtyrkhun, & Verbivska, 2020; 

Thach & Thompson, 2007). In comparison, NFP organizations are motivated by the betterment 
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of society (Moore, 2000; Ramsundarsingh & Falkenberg, 2017; Weil, 1996), help to achieve 

justice (Brahm, 2006), do not aim to achieve profit (Brass, Longhofer, Robinson, & Schnable, 

2018; Karajah, 2006), and have less formal relationships in their managerial practices than do 

private organizations (Grimalda & Sacconi, 2005; Gwin, 1990; Raharjo & Eriksson, 2017). On 

this basis, NFP organisations can be expected to have greater willingness to incorporate 

humane/transformational leadership practices as this would allow them to not just improve 

their external but also internal environment, thus staying true to their mission. 

Leadership in the Middle East and Palestine 

                   As noted earlier, leadership research has primarily conformed to the dominant 

Western framework for leadership. This framework has also been evident in many studies in 

the Middle East. Contemporary studies about leadership in the Middle East include: leadership 

behaviors that affect organizational performance in Dubai (Behery, 2008); leadership 

development and the influences of socio-cultural, economic, political and religious 

backgrounds on leadership practices in the Middle East (Metcalfe, 2012; Yeo, 2012); the 

impact of culture and gender on leadership (Rajasekar, Beh, & Palgrave, 2013; Şahin, Gürbüz, 

& Şeşen, 2017); transformational leadership and job involvement in the Middle East and the 

moderating role of individually held cultural values (Sheikh, Newman, & Al Azzeh, 2013); 

leadership in Arabic and Muslim cultures (Kabasakal & Bodur, 2002); and leadership and 

psychological capital (Şeşen, Sürücü, & Maşlakcı, 2019). Again, most of these studies have 

broadly used the dominant Western framework of leadership in framing their arguments, 

despite assertions that there may be cultural differences. 

                   Studies on leadership, specifically in Palestine, include: a study on leadership styles 

in the Palestinian large-scale industrial enterprises (As-Sadeq & Khoury, 2006); the Palestinian 

executive leadership under challenging conditions (Muna & Zennie, 2011); observations on 

using standard leadership measures in Palestine (Alsayed, Motaghi, & Osman, 2012); and an 
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examination of leadership under challenging conditions (Muna & Khoury, 2012). The literature 

reveals that there are far fewer studies on leadership in Palestine. Indeed, research which 

explores the relationship between HRM and leadership styles in the Middle East in general is 

scant. The aim of my thesis is to start to fill that gap in our knowledge. 

Human Resource Management (HRM) 

                   People management practices are considered effective if they assist in production 

efficiency and effectiveness (Bourne, Pavlov, Franco-Santos, Lucianetti, & Mura, 2013; 

Huselid, 1995; Youndt, Snell, Dean, & Lepak, 1996). While there were some studies prior, the 

‘scientific management’ approach (or Taylorism) in the early 1900s heralded a new era of 

research and practice with an emphasis on bureaucratic control and the separation between the 

conception and execution of tasks. Research in this field proceeded through the human relations 

phase in the 1920s-1930s with a focus on managing contracts (i.e., hire and fire), attendance, 

but also understanding the social dynamics of the workplace better (Kaufman, 2007; Kaufman, 

2008). Eventually, this developed into ‘personnel management’ as practiced across the 1940s-

1980s with its emphasis on employee job satisfaction, and problem-solving issues such as 

absenteeism and turnover (Kellough & Selden, 2003; Mahoney & Deckop, 1986). Finally, the 

present approach to HRM and strategic HRM (which emerged in the early 1990s) places a 

greater emphasis on long-term factors of the employer-employee relationship and address 

topics such as employee self-actualization, aligning the goals of employers and employees, 

diversity and inclusion, and much more (Lengnick-Hall, Lengnick-Hall, Andrade, & Drake, 

2009). While the above statements are very generalized, clearly, people management practices 

have undergone a steady evolution throughout the last century.  

                   Historically, people management was carried out by personnel departments, with 

functions including recruiting, selecting, and supporting employee morale and cooperation. But 
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it was not linked directly to the organization’s business strategy and the creation of competitive 

advantage. At the same time, such departments primarily operated as employee support and 

maintenance units (Kaufman, 2008). The evolutionary path of people management towards the 

current form of HRM reflects the increasing competitive pressure that began in the 1980s. Such 

pressure, in turn, arose from changing organizational demands for enhanced productivity and 

competitiveness - as well as employee demands for better compensation, benefits, and 

incentives (Byars & Rue, 2000; Cornelius, 2001; Haslinda, 2009). As a people management 

approach, HRM is defined as: “The process of acquiring, training, appraising, and 

compensating employees, and of attending to their labor relations, health and safety, and 

fairness concerns.” (Dessler, 2011, p. 3)  

 
                   Human resource management departments comprise of managers and staff who 

develop and implement policies and guidelines with the overall objective of contributing to the 

establishment of a sustainable competitive advantage based on the quality and performance of 

the organization’s employees (Armstrong & Taylor, 2014; Dessler, 2011). As HRM is now a 

core management function (alongside finance, production, marketing, and strategy), HRM 

managers are required to act with professional authority and leadership that extends across the 

entire organization, rather than just as a line authority within their own departments. With a 

wider leadership vision and authority, the role of the HRM manager today is to provide 

guidance to all managers in the organization, and assist them manage their staff in accordance 

with the organization’s strategic business objectives, and goals (Ulrich, 2013).  

       The evolving ideological and philosophical underpinnings of HRM, as distinct 

from its predecessor, personnel management, are reflected in its treatment of employees as the 

key resource for meeting the competitive challenges of the organization (Storey, 1989). These 

challenges have arisen as a result of pressures arising from globalization, economic 
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deregulations, and technological and social change (Paauwe, Guest, & Wright, 2013; Ulrich, 

Brockbank, Yeung, & Lake, 1995). Faced with these pressures, the need to engage in strategic 

planning and align the various facets of the organization in such a way as to promote 

organizational effectiveness is fundamental to organizational survival. This need gives impetus 

to HRM involvement in business planning and implementation (Haslinda, 2009; Wright & 

Snell, 1998) and can be a key way in which leadership can drive change in the organization.  

       As a set of interrelated people management practices, HRM emphasizes the design, 

development, and implementation of functional activities that influence how well an 

organization can deal with people. Specifically, how well it can attract job applicants, retain 

successful employees, motivate them, and improve performance, productivity, flexibility and 

effectiveness (Noe, Hollenbeck, Gerhart, & Wright, 2007; Nyberg & Wright, 2015). There has 

been a wide range of studies that link effective HRM practices (including strategic staffing 

plans, training and development programs, performance management and rewards 

management) to outcomes such as product innovation, customer satisfaction, and financial 

performance (see for example: Dooney, 2005; Huselid, 1995; Pfeffer, 1994; Pfeffer & Veiga, 

1999; Phillips, 1998). These are all outcomes that leaders seek to enhance in their 

organizations. 

                   Following on Huselid’s (1995) seminal study, which shows a positive relationship 

between corporate financial performance and HRM practices, a wave of similar studies across 

a variety of contexts, geographies, and industries, quickly appeared. These studies support the 

existence of a positive relationship between HRM practices (so-called high-performance work 

system) and performance (i.e., Combs, Liu, Hall, & Ketchen, 2006; Wright & McMahan, 

2011). Moreover, according to Wook Yoo, Lemak, and Choi (2006), an organization’s ability 

to overtake competitors and produce superior financial performance depends on the 

implementation of an appropriate HR management strategy. This is because, in the service-
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oriented economies of today, people are the most critical ingredient of any organization’s 

output. Clearly, HRM is a key vehicle for leaders to use in leading their organizations. 

       HRM practices are important for the development of public organizations in 

developing countries (Alsabbah, Ibrahim, & Shaqfa, 2017). Moreover, Palestinian public 

organization are being the only one in the world -maybe- to be built from scratch like 

establishing new private organization. This encompassed with challenging condition because 

Palestine is not yet a fully independent country (Olof Palme International Center, 2016; World 

Bank, 2015). Hence the aim of this thesis is to shed light on how these different HRM practices 

under different leaderships styles are applied in different sectors.   

HRM in the Middle East and Palestine 

       Research on business and management in the Middle East is starting to emerge 

with the majority of the studies conducted with a Western perspective (Budhwar & Mellahi, 

2018; Budhwar, Pereira, Temouri, & Do, 2021). The existing literature about business and 

management in the Middle East has included studies on: women and work (for example 

Bastian, Sidani, & El Amine, 2018; Hutchings, Metcalfe, & Cooper, 2010; Mathew, 2010; 

Metcalfe, 2008; Tlaiss, 2015), culture and religion (for example Aycan, 2005; Budhwar & 

Mellahi, 2010; Fujimoto, Bahfen, Fermelis, & Härtel, 2007; Herbert, 2016; Hofstede & 

Hofstede, 2005; Leat & El-Kot, 2007; Tayeb, 1997), workforce nationalization (for example 

Budhwar & Mellahi, 2007; Ryan, 2016; Yacobi & Tzfadia, 2019; Yaghi & Yaghi, 2014), 

Personal initiative at work (for example Irshaid, & You, 2021), and job satisfaction (for 

example Badran & Youssef-Morgan, 2015; Jadoo et al., 2015; Kaya, Koc, & Topcu, 2010; 

Yousef, 2017). 

        Research that specifically focuses on HRM practices in the Middle East include 

empirical studies of frontline employees in the Jordanian organizations; HRM practices and 

organizational performance in the UAE’s banking sector; and the role of recruitment and 
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selection practices in the organizational performance of the Iraqi oil and gas sector (see 

Aladwan, Bhanugopan, & Fish, 2014; Farouk, Abu Elanain, Obeidat, & Al-Nahyan, 2016; 

Saddam & Mansor, 2015 ). In addition, there have also been studies exploring how indigenous 

styles of people management might influence the way in which HRM practiced at the 

organizational level (see Afiouni, Ruël, & Schuler, 2014; Budhwar, Pereira, Mellahi, & Singh, 

2019). Despite this body of literature, more empirical studies on HRM in the Middle East is 

encouraged as HRM in the Middle East is still influenced by culture of Islam, and the national 

and global politics (see Banu, Kamenou-Aigbekaen, & Galloway, 2019; and Iles, Almhedie, 

& Baruch, 2012; Haak-Saheem & Darwish, 2021). Hence, extending our understanding of 

HRM in the Middle East in general, and HRM practices in Palestine, in particular, determine 

whether leadership styles can be associated with specific form of HRM practices.                   

                   Thus far, there is no Palestine study that has attempted to combine the topic of 

HRM and organizational leadership. The few published studies available on Palestinian HRM 

practices covers topics such as: the implementation of electronic HRM in Palestinian 

universities (for example Al Shobaki, Naser, Amuna, & El Talla, 2017; Amuna, Al Shobaki, 

Naser, & El Talla, 2017), the impact of HRM practices on employees performance (for example 

El-Ghalayini, 2017; Jouda, Ahmad, & Dahleez, 2016), and green HRM and sustainable 

performance (for example Mousa & Othman, 2020; Zaid, Jaaron, & Bon, 2018). Other non-

refereed research has mostly focused on targeted economic sustainability, such as those 

authored by the Organization for Economic Cooperation and Development (OECD, 2011a; 

2011b) and the World Bank (Niksic, Nasser, & Cali, 2014).  

                   Although the Palestinian context is only a small part of the Middle East, my study 

will aim to provide insights which are applicable to similar countries in the region. This region 

is a very important region to study. The Middle East is inhibited by around 400 million people 

(Waha et al., 2017) and still the world’s largest oil exporting region (Fesharaki & Isaak, 2016). 
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Despite the dominance of oil in its economies, the region is also home to a diverse range of 

business sectors e.g., tourism, real estates, and renewal energy (Bahrampour, Marnani, Askari, 

& Bahrampour, 2017; Michael, Reisinger, & Hayes, 2019; Zeineddine, 2017). In spite of the 

socio-political and security-related issues that the region is facing, the region is presents a 

tremendous potential to businesses and researchers (Budhwar et al., 2019). Palestinians have 

been working in different countries in the region and established their own successful 

businesses throughout the Middle East and beyond e.g., Paltel group, CCC, and Arab Bank 

(see Al-Azzam, 2015; Islam & Barghouthi, 2018; Maharma, 2014). In addition, there are also 

a number of Palestinians who occupy senior positions in private and Not for Profit (NFP) 

sectors all around the Middle East (Abu-Lughod, 2000), which means they have a considerable 

influence in the region’s development. Hence, understanding Palestinian managers, workers, 

HR management styles, and leadership approaches provides us with an insight, the relevance 

of which extend beyond Palestine’s current territorial boundaries. 

The research problem 

                   As earlier noted, the concept of leadership in the Middle East (including Palestine) 

is still associated with assertiveness, patriarchal attitudes, directive managerial approaches, and 

an emphasis on following orders: aspects of which has been dubbed a directive, authoritarian 

or Caliphate style of leadership (House et al., 2004; Wolf, 2006). However, there is a movement 

in Palestine, starting in the early years of the 21st Century, towards a more ‘democratic’ style 

of leadership (As‐Sadeq & Khoury, 2006; Muna & Khoury, 2012). Yet, empirical studies in 

the area remain rare (Budhwar et al., 2019). This is curious because the region is an important 

part of the global economic system in the sense that it plays host to major multinational 

corporations, notably those in the production and export of crude oil and liquid natural gas 

(Fesharaki & Isaak, 2016; OPEC, 2018). For many years now, researchers have been calling 
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for a better understanding of HRM practices in the Middle East due not only to the importance 

of this region, but also the interesting idiosyncrasies of its socio-cultural environment 

(Dorfman, Javidan, Hanges, Dastmalchian, & House, 2012). Moreover, there are specific calls 

to investigate the relationship between HRM practices in this region and the dominant 

leadership styles of organizations operating within it – and how this relationship affects 

strength, growth, and development at the organizational level (Gardner et al., 2011; Vermeeren 

et al., 2014). Accordingly, this research project seeks to respond to the call – specifically by 

addressing the following research questions: 

Research Questions (RQs) 

RQ1. How do HRM practices reflect specific leadership styles in different sectors in 

Palestine? 

RQ 1a.  How do HRM practices reflect specific leadership styles in the private sector 

in Palestine?  

RQ 1b.  How do HRM practices reflect specific leadership styles in the Not For Profit 

(NFP) sector in Palestine?  

RQ2. Are HRM practices perceived differently between employees and managers in different 

sectors? Why? 

RQ 2a.  Are HRM practices perceived differently between employees and managers in 

the private sector in Palestine? Why? 

RQ 2b. Are HRM practices perceived differently between employees and managers in 

the NFP sector in Palestine? Why? 

 

Contribution to theory and practice 

                   My research contributes to extant literature in two ways. The first is by bringing 

together leadership and HRM literature to acknowledge that different styles of leadership may 
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lead to different forms of HRM. Second, this research contributes to the theory of HRM by 

explaining the impact of cultural orientation on HRM practices and philosophy (House et al., 

2004; Said, 1979). In regard to practice, my research explores how leadership styles can affect 

HRM practices and how employees’ and managers’ perceptions on this may differ – especially 

in different forms of organization (Private vs NFP). Hence it will help managers and 

organizations understand what leadership style/s can be used to influence various HRM 

functions according to their intended goals - functions such as Recruitment and Selection 

(R&S), Training and Development (T&D), Performance Management (PM), and Rewards 

Management (RM). In general, my research will help to better understand the HRM 

environment of the Middle East and in Palestine in particular.  

Study context 

                   Palestine is located in the eastern coast of the Mediterranean in the Middle East, in 

a part of the Arab region called ‘Bilad al-Sham’ (Hanley, 2008). This region has been known 

historically as ‘the Fertile Crescent’. The term refers to the rich soil and vast arable land 

covering the area, which makes it suitable for growing various crops and producing high 

quality yields (Brown, Jones, Powell, & Allaby, 2009). Further, being located on the land 

which connect two continents (i.e., Asia and Africa), two seas (i.e., Mediterranean and Red 

Sea) and witness three major world religions (i.e., Judaism, Christianity, and Islam) is of 

considerable importance that makes Palestine a place of special interest to tourism and trade 

from all around the world. 

                   Towards the end of twentieth century, an agreement (i.e., Oslo Accord) concluded 

between the Palestinian Liberation Organization (PLO) and the Israeli government, noted 

Israel’s commitment to relinquishing Palestinian territories occupied after the1967 war. With 

the return in 1994 of land adjoining the West Bank of the Jordan River (including East 
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Jerusalem) and the Gaza strip on the Egyptian border, a part of the agreement was fulfilled 

(Abbas, 2011; Michels, 1994). This provided a location for the establishment of Palestinian 

civil service institutions and in doing so laid the groundwork for the establishment of an 

independent Palestinian state. The ‘Oslo Accord’ also provided for Palestinian interim self-

government, resulting in establishment of the Palestinian National Authority (PNA), the body 

responsible for the administration of the Palestinian territory under its control. Hence, despite 

having existed throughout history, the Palestinian people was finally able to formally establish 

the foundation of a self-governing state - a state which was recognised in 2016 in the United 

Nation’s assembly (UN, 2016). 

                   Palestinians total approximately 13.8 million people (PCBS, 2021) – but only 

around 5.8 million still live within the historical boundaries. Arab Muslims form the largest 

ethnic group, but there is also a sizeable number of Arab Christian among them. Palestinians 

who no longer live within the borders of the Palestinian state have been expelled by the Israeli 

occupation and are now found all over the world as residents or citizens of other countries. The 

Palestinian culture reflects the long historical roots of the Palestinian people and their 

connection with their land as well as the much larger Arab world (Abu-Lughod, 1985; Tamari, 

2008). 

                   The Palestinian economy is dominated by the services sector across a wide range 

of areas including telecommunications, finance, accommodation, food services, real estate, 

professional support services, education, health, social work, arts and recreation (PASSIA, 

2009; PCBS, 2021). In aggregate terms, Palestine’s total GDP, in 2018, was $13,810.3 million 

(USD), and its GDP per capita was $3,021.4 (USD). The developing Palestinian economy 

continues to operate even in the midst of continuous tensions with Israel. 
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Thesis outline 

                   This dissertation begins with the current chapter (Chapter One), which provided a 

background for the overall research project and identified a gap in the literature that the 

research project seeks to address. Moreover, it briefly outlined current research on HRM and 

leadership in the Middle East. In this chapter, I also presented the project’s theoretical and 

practical contributions – and finally, an outline of the thesis and the various chapters. 

                   In Chapter Two, I provide a more detailed review of the relevant literature on HRM 

and leadership with a particular focus on the relationship between the two particularly in the 

context of the Middle East. The chapter presents clear guidance on where and how the research 

questions fit in the existing academic conversation. 

 Chapter Three presents the research methodology employed in the study. In this 

chapter, I note the philosophical assumptions upon which the research is conducted, introduce 

the specific research design, and justify why a qualitative research approach is the most 

appropriate mean to answering the research questions. Sampling method, the ways in which 

data are collected, as well as the ethical considerations around the project are then subsequently 

discussed. The final part of this chapter elaborates on how data are analysed to derive the results 

presented in the subsequent chapters.  

 In Chapter Four: Study-1 presents research findings arising from data obtained 

through interviews with employees and directors/managers in Private organizations. This set 

of data was derived from 28 interviews of employees at different positions and levels in 

Palestine’s telecommunication, banking & finance, and production sectors.  

 Chapter Five: Study-2 presents research findings arising from data obtained 

through 23 interviews with employees and directors/managers in NFP organizations, which 

consist of: government bodies, government-owned incorporated entities, as well as not-for-

profit Non-Governmental Organizations (NGOs). 
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 Chapter Six utilizes results gathered from the preceding two chapters to provide an 

in-depth comparison between the ways in which leadership influence HRM in the two sectors. 

Moreover, it analyses similarities and differences between the perceptions of employees and 

managers across sectors. 

 Finally, in Chapter Seven, I revisit the research questions and discuss how they are 

answered by the data collected across my two studies. Further, I indicate how my studies 

contribute to extending existing knowledge on leadership and HRM on the Palestinian 

workforce. Finally, this chapter concludes the thesis, restates its theoretical and practical 

contributions, acknowledges its limitations, and provides directions for future research. 
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Chapter 2: Literature review  

 

Introduction 

                   In this chapter, I present a review of relevant literature pertaining to the relationship 

between HRM and organizational leadership. The first section provides a review of how HRM 

that has been used in organizations by leaders, over the years, as one of the key management 

tools to achieve organizational goals and shape employee behaviors. HRM functions that will 

be specifically covered include recruitment and selection, training and development, 

performance management, and rewards management, all of which are intended to contribute to 

organizational performance (Noe et al., 2017; Paauwe et al., 2013). The second part of this 

chapter reviews leadership and leadership styles, which are well-research areas of study 

(Avolio & Gardner, 2005; Gebremariam & Mulu, 2018) that have strong connections with 

organizational HRM functions (Purcell & Hutchinson, 2007; Vermeeren et al., 2014). Similar 

to literature in the fields of HRM, the focus of most leadership literature has been ultimately in 

how to maximize performance at the individual and organizational levels (Leroy et al., 2015; 

Ribeiro, Duarte, & Filipe, 2018). At the culmination of this chapter, I conclude by offering an 

explanation the significance of my research and where it is positioned in relation to the relevant 

literature.                

Human Resource Management (HRM)  

                   Historically, prior to the 1920s, the management of people had something of a 

materialist tendency in the sense that workers were viewed as simply cogs in a machine to be 

used and managed just like any other parts of a productive system. This view is reflected in 

Taylor’s scientific management approach of the early 1900s (Kanigel, 2005; Nelson, 1980). 

The human relations movement of the 1920s and 1930s challenges this approach and highlight 
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the significance of the human dimension of the employer-employee relationship (Kaufman, 

2007; Witzel & Warner, 2015). 

        With the post-war boom of the 1940s and 1950s the notion of productivity returned 

to the central component of the employment relationship. Personnel management, as the 

management of people was commonly labelled until the advent of the more commonly adopted 

term HRM in the 1980s, was considered effective if it assists in maintaining employee 

efficiency and effectiveness (Bourne et al., 2013; Huselid, 1995; Youndt et al., 1996). The 

emphasis, here, was on administrative, logistical, and bureaucratic efficiency, as opposed to 

any consideration of people issues contributing at a strategic level of the organization.  

        Throughout the 1980s, the discipline of HRM began to take shape and adopt a more 

strategic dimension of, as the label suggest, managing the firm’s human resources. As 

previously mentioned, people management was carried out by personnel departments, with 

functions including recruiting, selecting, and supporting employees and cooperation, but it was 

not linked directly to the organization’s business strategy and creation of competitive 

advantage (Ahammad, 2017; Savaneviciene & Stankeviciute, 2013); such departments 

primarily operated as employee support and maintenance units (Kaufman, 2008). The 

evolutionary path of people management towards current HRM reflects the increasing 

competitive pressures that began in the 1980s, and arose from changing organizational 

demands for enhanced productivity and competitiveness, as well as employee demands for 

better compensation, benefit programs, and incentive packages (Byars & Rue, 2000; Cornelius, 

2001; Haslinda, 2009; Kohont, Svetlik, & milikić, 2015). The people management approach, 

HRM was defined as: “The process of acquiring, training, appraising, and compensating 

employees, and of attending to their labor relations, health and safety, and fairness concerns.” 

(Dessler, 2011, p.  3)  
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                   HRM departments comprise managers and staff who develop and implement 

policies and guidelines with an overall objective of contributing to the establishment of a 

sustainable competitive advantage based on the quality and performance of the organization’s 

employees (Armstrong & Taylor, 2014; Dessler, 2011). As HRM is now one of the core 

managements functions (alongside finance, production, marketing, and strategy), HRM 

managers are required to act with professional authority and a leadership style that extends 

across the organization, rather than just as a line authority within their own department. With 

this authority, the role of the HRM manager is to provide guidance to all managers in the 

organization and assist them manage their staff in accordance with the organization’s strategic 

business objectives, and policies (Azmi & Mushtaq, 2015; Chuang, Jackson, & Jiang, 2016; 

Ulrich, 2013).  

                   The way in which HRM perceives the role of employees in an organization is 

distinct from that of its predecessor, personnel management, in that it views employees as key 

organizational resources for meeting competitive challenges both today and into the future 

(Ahammad, 2017; Kohont et al., 2015; Storey, 1989). This response has arisen from the 

pressures of globalization, economic deregulation, and technological and social change 

(Paauwe et al., 2013; Ulrich et al., 1995) which has demanded change from organizations and 

the employees of those organizations. Moreover, the philosophy of HRM has engaged with 

new and emerging leadership styles [for example, humane transformational leadership styles - 

(Chang, 2015; Manafi & Subramaniam, 2015; Vermeeren et al., 2014)] that arose and became 

favoured frameworks in Western businesses designed to seek increased performance from 

employees (Bowen & Ostroff, 2004; Leroy et al., 2015). Further, faced with pressures for 

increased performance and the need to engage in strategic planning and align the various 

functions and resources of the organization in such a way as to promote organizational 

effectiveness HRM is now seen as a fundamental process to achieve organizational 
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performance (Albrecht, Bakker, Gruman, Macey, & Saks, 2015). As a result HRM has 

increasing involvement in business planning, implementation, and change processes such  as 

organizational downsizing and restructuring plans (see Milliman & Clair, 1996; Paauwe & 

Boon, 2018). Thus, new directions for HRM emphasise a greater role for HRM in strategic 

management and underpinning of HRM functions in central decision making as opposed to 

personnel management in organizational management which focussed on functional aspects of 

managing people through pay and recruitment. 

                   HRM as a set of interrelated people management practices affect all aspects of 

organizations with a focus on increasing performance. HRM emphasizes the design, 

development, and implementation of functional activities that influence how well an 

organization can attract job applicants, retain, motivate successful employees, and influence 

job performance and organizational productivity, flexibility and effectiveness (Noe et al., 2007; 

Papa, Dezi, Gregori, Mueller, & Miglietta, 2018). Further, research clearly links effective 

HRM practices (including strategic recruitment plans, training and development programs, 

performance management, and rewards management) to valuable business level outcomes such 

as product innovation (Papa et al., 2018; Pfeffer, 1994), customer satisfaction (Chand, 2010; 

Pfeffer & Veiga, 1999), productivity (Bloom & Van Reenen, 2011), and financial performance 

(Armstrong & Taylor, 2020; Dooney, 2005; Huselid, 1995; Phillips, 1998). Based on the 

foregoing arguments, HRM practice has an increased involvement and influence on 

organizational performance. 

Functions of HRM  

                   There are a range of different ways of conceptualizing HRM functions. For 

instance, Collings, Wood and Szamosi (2018) note that HRM has been differently framed as 

personnel management, as an industrial relations process or as a rational economic process. I 
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have chosen to focus on HRM as a set of functions as this framework will maximize the 

contribution of my research to practice as these functions are those that are experienced by day-

to-day management as HRM.  

                   The main four functions of HRM are recruitment and selection (R&S), training and 

development (T&D), performance management (PM), and rewards management (RM), which 

are all intended to contribute to organizational performance (Noe et al., 2017; Paauwe et al., 

2013) are discussed throughout the following sections. Choosing these four broad functions of 

HRM capture almost the entire scope of day-to-day HR management activities (Loudon, 

McPhail & Wilkinson, 2015; Dessler, 2020). For example, payroll is a part of HR's reward and 

remuneration function; disciplinary process management is a dimension of PM. Moreover, this 

thesis adopts a strategic view of HRM, which emphasizes HR's contributions to organizational 

performance - a concept which sits at the heart of the aforementioned functions (Lengnick-

Hall, Lengnick-Hall, Andrade, & Drake, 2009); in that, the success of all these functions is 

measured through their contributions to the achievement of organizational goals.  

Recruitment and Selection (R&S) 

                   R&S is a core function of HRM, and refers to the overall process of pre-

recruitment, recruitment, selection, and the appointment of a suitable candidate for 

employment within an organization (Buettner, 2015; Phillips & Gully, 2015). Employing the 

best applicants for a job is a significant step towards creating a competitive advantage for an 

organization, whereas an ineffective R&S function can lead to work disruption, interpersonal 

difficulties, reduced work productivity, interruptions to organizational plans and customer 

service, and incur undesired long-term costs (AHRI, 2016; Armstrong & Taylor, 2014; Phillips 

& Gully, 2015; Ployhart, Schmitt, & Tippins, 2017). Moreover, research shows that, R&S 

practices that assist in creating a positive psychological climate generally within the 
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organization, and a positive state-of-mind for employees about their jobs and the organization, 

contribute significantly to employee and organizational performance, and functional 

employment relationships (Luthans, Avey, & Patera, 2008; Ployhart et al., 2017). Additionally, 

within a humane leadership style there is a focus on selecting talent (which means selection of 

skilled and motivated individuals) with the aim of increasing productivity and performance of 

organizations (Fuller, Reynolds, & O’Doherty, 2016; Muna, 2006). Thus, leadership styles and 

employee perception about the role of R&S can influence employee’s and organization’s 

performance. 

                   The pre-recruitment stage relates to HRM planning (which can be considered to be 

a separate functional area of HRM, occurs prior to the recruitment and selection function) 

includes practices such as workforce planning, job analysis, job design, and the development 

of position descriptions (Dessler, 2019; Pilbeam & Corbridge, 2010). Pre-recruitment also 

involves preparation of a recruitment budget, and determining the appropriate recruitment and 

selection techniques (Dessler, 2011; Phillips & Gully, 2015). To be successful this planning 

process requires a leadership style that advocates proactive/succession planning, rather than 

reactive planning. This kind of planning is advocated by transformational leadership styles, as 

witnessed in different employment sectors (see for example Ahmad, Mohamed, & Manaf, 

2017), rather than less effective or less succession factors that perceived in other styles of 

leadership (see for example Conger, 1999; Hargis, Watt, & Piotrowski, 2011).  

                   Many organizations, including public, multinational organizations and those that 

recruit from a range of nationalities/ethnicities (having diversity in their workplace), are also 

often concerned with whether or not candidates will fit within the company’s organizational 

culture i.e., ‘person-organization fit’ (Carless, 2005; Compton, Morrissey, & Nankervis, 2014; 

Dessler, 2011). At the same time, at the level of the individual, company’s factors such as (an 

organization’s specific business strategy, leadership style, type of industry, labor market and 
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economic conditions, government employment policies and regulations) may influence the 

importance placed on person-organization fit (see Afsar & Badir, 2016; Schwepker, 2015). 

Certainly, in tight labor markets person organization fit is less of an issue. 

                   Given that all companies are generally aiming to recruit staff capable of 

undertaking specific jobs, maximising ‘person-job fit’ is always a major goal. In situations 

where multiple new jobs are created and staff recruited into them for the first time, or the nature 

of a job has substantially changed, job analysis practices might be undertaken to document the 

knowledge, skills, abilities and other characteristics (KSAOs) required or sought for the job 

(Armstrong & Taylor, 2014; Phillips & Gully, 2015). Job analysis practices provide 

information to organizations, through the compilation of job descriptions and person 

specifications, which serves as a basis for the later selection stage of evaluating which 

candidates are the best fit for specific jobs (AHRI, 2016; Dessler, 2011). 

                   The recruitment stage of the staffing function includes those practices used to 

search for and obtain an appropriately sized pool of potential applicants to allow an 

organization to select the most appropriate individuals to fill employment vacancies against 

defined job descriptions and person specifications (AHRI, 2016; Hughes & Rog, 2008; Phillips 

& Gully, 2015; Ployhart et al., 2017). The recruitment stage focuses on the communication of 

information designed to attract suitable applicants by portraying the job and organization in a 

positive, but desirably realistic light. This is intended to create reasonable and positive 

expectations about the nature of the employment experience that the organization is willing 

and able to meet (Leisink & Steijn, 2008; Phillips & Gully, 2015). Further, recruitment 

practices may involve an internal focus on existing employees and/or a focus on external labor 

markets using tools such as online job portals, local or national newspapers, specialist 

recruitment agencies, and professional publications (AHRI, 2016; Compton et al., 2014). 

Managers and leaders within organizations and human resource generalists, plus recruitment 
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specialists (if available) are usually tasked with carrying out the recruitment activity (Acikgoz, 

2019; Dessler, 2011). In some cases, companies may engage commercial recruitment agencies, 

or specialist search consultancies to undertake part or all of the recruitment process (Phillips & 

Gully, 2015). 

                   The selection stage, which follows the recruitment stage, aims to ensure that the 

best candidate, as measured against the person specification, is always appointed using fair, 

effective, and equitable assessment practices (Acikgoz, 2019; Mehrabad & Brojeny, 2007). 

Selection practices can include a range of evaluation methods designed to assess person-job 

fit, of which work samples, job simulations and role plays, job knowledge tests, and interviews 

(one-on-one and group) are the most commonly used, (see Compton et al., 2014; Gatewood, 

Feild, & Barrick, 2015). Further, different evaluation methods, such as personality and 

psychometric testing, are commonly used for the assessment of person-organization fit 

(Phillips & Gully, 2015). Moreover, managers in many countries are obliged by government 

regulation to ensure their selection practices meet equal opportunity and ethical standards 

(AHRI, 2016; Dessler, 2019; Gatewood et al., 2015).  

                   The employment interview is the most commonly used selection method (Alonso 

& Moscoso, 2018; Alonso, Moscoso, & Salgado, 2017), and offers the best opportunity for 

creating rapport between the manager and employee, establishing positive impressions, and 

laying down the foundations for a positive employment experience (Alonso et al., 2017; 

Dessler, 2019). Employment interviews can be unstructured, conversational in style, and 

therefore specific to each candidate, or structured and based around a set sequence of standard 

questions asked of all candidates (Alonso et al., 2017). Management of the issue of fairness in 

its three forms – process, outcome, and interpersonal – is essential if all candidates (successful 

and unsuccessful) are to have a positive experience that reflects well on the organization 

(Hutchinson & Mitchell, 2019). A negative reaction by applicants to unfair treatment can have 
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significant spill-over effects in terms of negatively influencing, for example, the organization’s 

manager image and psychological climate, and an individual’s level of positivity, engagement, 

and commitment. 

                   The R&S function and practices explained above are used by many but not 

necessarily all organizations in the Western context. However, R&S functions and practices 

leave a perceptual image and influence individual’s view of the organization style of 

management on both successful and unsuccessful candidate (Lepistö & Ihantola, 2018). 

Further, this image and perception is reinforced by different styles of organization’s leadership 

and their style of management (Morsiani, Bagnasco, & Sasso, 2017; Nguyen, Mia, Winata, & 

Chong, 2017). Thus, as my study is to be conducted in the non-Western Palestinian context, 

the following section discusses published research examining the R&S function and practices 

in organizations in the Middle East countries including Palestine, which share a similar cultural 

background. 

Recruitment and Selection (R&S) in the Middle East and Palestine 

                   Little has been researched or reported that provides a clear picture specifically 

about the R&S function and practices in Middle East organizations (Altarawneh, 2009; 

Budhwar & Mellahi, 2018; El‐Kot & Leat, 2008). What research there has been, however, 

suggests that, in general terms, the R&S function and associated practices of such organizations 

do not differ greatly from what occurs in Western organizations (Altarawneh & Aldehayyat, 

2011; Budhwar & Mellahi, 2006, 2016). This consistency is more the case for larger Middle 

East enterprises, particularly in the financial, educational, and telecommunication industries, 

with the differences being more noticeable in small to middle size enterprises (Abou-Moghli, 

2015; Altarawneh & Al-Shqairat, 2010). 

                   Examples of published research studies specifically in relation to R&S practices in 

organizations operating in the Middle East include Waxin, Lindsay, Belkhodja, and Zhao 
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(2018), who explore R&S challenges and practices related to workforce localisation in the 

UAE, and compare and contrast these practices between private and public sector 

organizations. They found that R&S faces many challenges such as resistance form expatriates 

and low person-organization fit. Further, they found that there is difference between employer 

offering and diversified internal and external recruitment methods used in private and public 

organizations; Barron (2008) examined high turnover rates associated with delays in wage and 

salary processing for contract staff in companies operating in Iraq (and Afghanistan); Davis, 

Budhwar, Al-Hamadi, and Aycan (2007) conducted a study of HRM policies and practices in 

Omani organizations, which indicated that only  less than half of the organizations participating 

in the study reported a R&S function that included HR planning activities. Moreover, in this 

study the authors’ suggest the most popular sourcing practice at the time was the use of 

employee referrals. This is a sourcing approach consistent with the importance of social 

networks, which other researchers (i.e., Hotho, Minbaeva, Muratbekova-Touron, & Rabbiosi, 

2018; Hutchings & Weir, 2006) have suggested is characteristic of the collectivistic Middle 

East culture that can have an influence on R&S practices.  

                   Aycan et al. (2000) reported that only a small percentage of organizations were 

using objective standardised tests, such as cognitive ability tests or personality assessment, in 

their employee selection processes. Furthermore, Abou-Moghli (2015) found that recruitment 

and selection practices such as personal ability tests are helpful to organizations to achieve 

better institutional excellence in private schools in Jordan. Moreover, El-Kot and Leat (2008), 

examined whether there is evidence of Egyptian organizations using recruitment and selection 

practices. Their findings show that there is some support for the influence of the Egyptian 

national context upon the practices used, with different practices; including the number of 

techniques being used for the R&S of different job. Though, both studies show some limitations 

investigating R&S practices with the influence of ownership/leadership style of management, 
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and organizational size that needed to pursue whether there are significant associations between 

the variables examined. 

                   There is very limited published research about R&S practices in Palestinian 

organizations (Budhwar & Mellahi, 2016; Jouda et al., 2016; Haak-Saheem & Darwish, 2021). 

However, this limited research includes Salahat and Abdul Majid (2016) who found no effect 

for R&S on customers satisfaction in insurance companies; and Masri and Jaaron (2017) who 

that found that there are green R&S practices used in organizations that reduce environmental 

pollution. Consequently, my thesis seeks to extend the limited published research in the 

literature. Specifically, I examine what R&S practices in Palestine and how these practices are 

informed by associated leadership styles. 

Training and Development (T&D) 

                   In the early 1980s, personnel management shifted its focus from solely handling 

staffing and administrative activities to the development of people as a resource to be utilised 

effectively by organizations (Smith & Rees, 2017; Wilson, 1999). Accordingly T&D and 

Human Resource Development (HRD) evolved (Ruona, 2016; Swanson & Holton, 2001) as a 

specialised discipline within HRM. Initially, in practice, many organizations primarily focused 

only on ‘training’, but this then involved into T&D and finally into HRD. There may be 

confusion related to the difference between T&D and HRD, thus, to differentiate the terms I 

will present the definitions of the two here. 

                   McLagan (1983) defined T&D as “identifying, assessing and, through planned 

learning, helping develop the key competencies which enable individuals to perform current or 

future jobs” (p. 25). Similarly, Pepper (1984) defined training as an “organized process 

concerned with the acquisition of capability, or the maintenance of capability” (p. 5). In 

contrast, HRD, is defined by Nadler and Nadler (1989) as “organised learning experiences in 
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a definite time period to increase the possibility of improving job performance growth” (p. 13). 

As can be seen from the definitions, the aim of HRD is to increase employees’ learning in 

definite period of time, while T&D include training for future jobs as well. So, while HRD is 

internally focused on organizational performance, Training and Development has an individual 

focus on skills and capabilities that may assist individuals working for the organization or for 

preparing to go to another organization. 

       Research goes on to distinguish the meaning of development from training, 

because the two terms are largely used, incorrectly, as synonyms for each other (Noe & 

Kodwani, 2018a). Thus, when the objective is to acquire a set of capabilities that will equip a 

person to do a job sometime in the foreseeable future, which is not within his present ability, 

that person is often said to undergo a process of development (Chen, Genchev, Willis, & 

Griffis, 2019; Nerstad, Dysvik, Kuvaas, & Buch, 2018). Of course, straight forward job 

instruction, or rather job learning, which both are associated with current job duties is by the 

definition training (Garavan, Costine, & Heraty, 1995; Noe & Kodwani, 2018a). Nonetheless, 

the term T&D has become associated with longer-term and more complex arrangements for 

learning and training. Recently, T&D was defined by Dessler (2015) as “giving new or current 

employees the skills, they need to perform their jobs. Training is a hallmark of good 

management. Managers today must make sure that their training programs are supporting their 

firms’ strategic goals” (p 183). 

                   Training and development is a function, that according to the recent definition 

above is planned as with other HRM functions and practices. Further, T&D is seen by research 

as responsibility of managers/leaders to influence the way T&D practiced in their 

departments/organizations to support their organization strategic goals (Asrar-ul-Haq & 

Kuchinke, 2016; Ukaidi, 2016). Particular styles of leadership such as ‘transformational’ 

leadership are argued to increase employees’ and students’ capabilities in learning (Anderson, 
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2017). Additionally, research found that transformational leaders show support to their 

employees and encourage them to engage in T&D activities (Ahmad, Bibi, & Majid, 2017; 

Nash, 2016). Hence, I argue, there is a relationship between style of leadership practiced in 

organizations and T&D practices implemented. 

                   Training and development is a function of HRM that focus on employee learning 

to improve performance (Bell, Tannenbaum, Ford, Noe, & Kraiger, 2017; Rahayu, Rasid, & 

Tannady, 2019). T&D practices involves training that can be provided to employees at 

organizations in different ways. For example: on-the-job training, apprenticeship training, 

informal learning, job instruction training, lectures, programmed learning, audiovisual-based 

training, vestibule training, videoconferencing training, computer-based training (CBT), 

simulated learning, lifelong and literacy training techniques, team training, internet-based 

training, the virtual classroom, mobile training, and social media & HR training (Dessler, 2015; 

Noe & Kodwani, 2018b; Phillips & Phillips, 2016). 

                   Training and development focus more on improvement of individual performance. 

T&D can be understood that it is a function of HRM to train and develop employees aiming to 

achieve a higher level of performance (Bell et al., 2017; Wilson, 1999). For example, on-the-

job training which is an interaction between (the supervisor or senior employee-on one hand) 

and a junior employees-on the other hand, to train for a certain job/task of work, could increase 

employees confidence to do their duties well (Gist, Schwoerer, & Rosen, 1989; Gong, Huang, 

& Farh, 2009; Roshchin & Travkin, 2017). Thus, T&D increase employee’s confidence in the 

work they do at their organizations, which increase employee’s performance. 

                   Training and development practices would increase performance depending on 

how they are conducted by managers/leaders in organizations. The way T&D are conducted 

influenced by the leadership style used in organization (Moodley, Sutherland, & Preterms, 

2016; Rowland, Hall, & Altarawneh, 2017). For example, an authoritarian leader/manager may 
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not hesitate to dismiss an employee who does not perform well regardless of the reason 

(Albrecht & Ohl, 2016; Mendenhall et al., 2017). Alternatively, a democratic or 

transformational leader/manager may instead, try to understand underperformance reasons and 

then provide suitable T&D to overcome these underperformance issues before they consider 

dismissal as an alternative (Amankwaa & Anku-Tsede, 2015; Jyoti & Dev, 2015). Moreover, 

a humane transformational leader may use T&D as an HRM function to increase employee’s 

engagement and confidence in their job (Breevaart & Bakker, 2018; Datche & Mukulu, 2015; 

Mittal & Dhar, 2015). Some researchers argue that employees who experience a 

transformational leadership style may develop feelings that they are partners in the 

organizational’ innovation and improvement (Hasan, Islam, & Chowdhury, 2020) which may 

be facilitated by HRM practices. To explore these experiences further, my research will explore 

how T&D practices are perceived by employees to determine if they are informed by leadership 

style used in different organizations operating in different employment sectors. 

Training and Development (T&D) in the Middle East and Palestine 

                   There is limited research published about T&D in the Middle East (Budhwar & 

Mellahi, 2016; Haak-Saheem & Darwish, 2021). The majority of research about the HRM 

discipline in the Middle East has been focused on training. For example, one study examining 

T&D evaluation in Jordanian banking organizations (Altarawneh, 2009) found that although 

the majority of the organizations evaluate their training programs, usually there is an absence 

of systematic and effective procedures for these evaluations. In addition, most of the 

organizations relied on external providers to appraise their T&D programs. Another study by 

Tlaiss and Dirani (2015) explored the experiences of women managers in Lebanon with 

professional training and organizational learning. The findings of this study demonstrate the 

scarcity of professional training and learning opportunities for women and show how 

organizational gender-biased cultures and tension influence women’s learning. To overcome 
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these barriers and lessen organizational tension, Lebanese women managers capitalise on their 

agency and individual capacities to improve their training experiences and increase their access 

to learning opportunities. Hence, this research suggests that employees have demonstrated they 

are able to achieve their objectives through training (Snyder, Irving, & Anderson, 1991). 

Moreover, the results of another study that investigated and compared the status of HRD in 

private and public Jordanian universities showed similarities in the way HRD activities are 

practiced among public and private universities. However, no evidence was found of existence 

of any strategic implementation of HRD (Ensour, Kharabsheh, & Al-Shishani, 2016).  

                   Some research was undertaken about T&D/HRD in Palestine. In a study to assess 

the contribution of management training and development programs to the development of 

managerial skills in small and medium enterprises (SMEs), the results showed a cluster of 

managerial skills for SME managers (Al-Madhoun & Analoui, 2002). Another study explored 

the nature and extent of management development and training in Palestinian 

telecommunication organizations. The findings revealed inadequacy of the current T&D 

training system for managers, particularly that the formal in-house training did not offer a 

holistic approach to meet the challenging needs for management development (Sabella & 

Analoui, 2015). This lack of training could cause a reduction in employees’ motivation and 

subsequently decrease employees and organizations performance. Accordingly, my thesis also 

addresses this gap of limited published research in the literature of T&D, in that, it examines 

whether there is a relationship that will be found between various aspects of T&D practices 

and leadership styles. Hence, a further insight into how these practices perceived by employees, 

and whether seen as informed by organizational leadership styles of management. 
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Performance Management (PM) 

                   Performance management encompasses a large number of different activities, but 

is essentially the ongoing process of communication between leaders/managers and employees 

that supports accomplishment of an organization’s strategic goals (Aguinis, 2014; DeNisi & 

Murphy, 2017). The process includes clarifying expectations, setting objectives, employees’ 

performance appraisal, providing feedback, and reviewing results. PM is defined by Aguinis 

and Pierce (2008) as:  

“Performance management refers to the wide variety of activities, policies, 

procedures, and interventions designed to help employees to improve their 

performance. These programs begin with performance appraisals but also 

include feedback, goal setting, and training, as well as reward systems. 

Therefore, performance management systems begin with performance 

appraisal as a jumping off point, and then focus on improving individual 

performance in a way that is consistent with strategic goals and with the 

ultimate goal of improving firm performance.” (p. 139-140) 

 

       Performance management has been defined in more recent years by Dessler (2015) 

as “The continuous process of identifying, measuring, and developing the performance of 

individuals and teams and aligning their performance with the organization’s goals” (p. 293). 

PM involves more than performance appraisal with an emphasis on setting work standards, 

evaluating performance, and providing feedback once or more each year to employees 

(Aguinis, 2014; DeNisi & Murphy, 2017). In contrast, PM involves defining, 

measuring, motivating, and developing the employees goal-oriented performance on an 

ongoing basis (Mone, London, & Mone, 2018). Further, effective PM ensures that employees 

goals are linked to strategic and operational goals of the organization (Gagné, 2018; Rajnoha 

& Lesníková, 2016). The intention of PM is to give employees timely feedback about 

their performance and providing them with the resources and training they need to do their 
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work and tasks (Aguinis, 2014; Jin & McDonald, 2017). PM also involves rewarding employee 

for good performance, and continuously checking how they are doing, which may be stronger 

linked to a humane style of management that pays attention to employees recognition and 

wellbeing (Mayfield & Mayfield, 2016; Tweedie, Wild, Rhodes, & Martinov‐Bennie, 2019).  

                   Contemporary literature (see Aguinis, 2014; DeNisi & Murphy, 2017; Dessler, 

2019; Kalgin, Podolskiy, Parfenteva, & Campbell, 2018; Risher, 2005) generally agrees that 

effective PM requires the presence of six fundamental elements: 

1. Direction sharing, which means communicating goals throughout the organization. 

2. Goal alignment, which means aligning the goals of the organization and those of 

departments and individual employees. 

3. Ongoing performance monitoring, which is aimed at measuring progress at various 

levels. 

4. The provision of continuous and continual feedback, which may be formal and/or 

informal in nature (or both). 

5. Coaching and developmental support, aimed at addressing shortcomings; and 

6. Recognition and rewards, which provide incentives both at the department and 

individual levels. 

 

                   Effective PM requires management and leadership that promotes a participatory 

management culture, ongoing motivation, and learning organizational design (Jin & 

McDonald, 2017; Lucianetti, Battista, & Koufteros, 2019; Lumbasi, K’Aol, & Ouma, 2016; 

Nielsen et al., 2017; Pagdonsolan, Balan, Mariscal, & Chiu, 2020). As PM involves measuring 

and developing employee’s goal-oriented performance (Kinicki, Jacobson, Peterson, & 

Prussia, 2013) the process is required on a continuing basis to keep an employee’s work goals, 

competencies, and confidence linked to short and long-term goals of organization (Kalgin et 

al., 2018; Kinicki et al., 2013). To achieve effective PM, leadership in organizations (either 

private or public) may need to be inspirational, motivational, and allow the employee 
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participation in decision making (Hetland, Hetland, Bakker, & Demerouti, 2018; Mayfield & 

Mayfield, 2016; Miao, Newman, Schwarz, & Cooper, 2018). However, this depends on the 

kind and style of leadership practiced in organizations. For example, transactional (functional) 

leaders may focus on the administrative functions of filling appraisal forms quarterly, semi-

annually, or annually for the sake of differentiating between rewards given to high, or med 

performers (Donkor & Zhou, 2020). In comparison, an authoritarian leader may not consider 

this process at all, as employees who do not do the job competently may just be replaced 

(Donkor & Zhou, 2020; Piansoongnern, 2016). The style of transformational leadership, which 

is often known in Western organizations (Lewis, Boston, & Peterson, 2017), would encourage 

participation in decision making by employees, to facilitate employees engagement at work, 

with an overall focus on increasing organizational performance (Buil, Martínez, & Matute, 

2019; Pourbarkhordari, Zhou, & Pourkarimi, 2016). 

                   Performance appraisal is an important component of PM process. DeNisi and 

Murphy (2017) define performance appraisal of employees as: 

“Performance appraisal refers to a formal process, which occurs 

infrequently, by which employees are evaluated by some judge (typically a 

supervisor) who assesses the employee’s performance along a given set of 

dimensions, assigns a score to that assessment, and then usually informs 

the employee of his or her formal rating. Organizations typically base a 

variety of decisions concerning the employee partially on this rating.” (p. 

421) 

                   Performance appraisal, as explained at the beginning of this section, is an 

assessment of employees’ performance in relation to the job and tasks that they have been hired 

to complete for over a given period of time (Abraham, 2014; Ikramullah, Van Prooijen, Iqbal, 

& Ul-Hassan, 2016). To conduct performance appraisal managers or HRM specialists need to 

undertake several steps. The first step is to define goals and work efforts. For example, the 
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SMART goal model presented by (Doran, 1981) and still used by up to-date-research (Dessler, 

2019; Tweedie et al., 2019) specifies that the goal of performance appraisal should be, Specific, 

Measurable, Attainable, Relevant, and Timely in reflecting deadlines and milestones. The 

second step is to identify performance appraisal roles, that is, the employee’s role, peer roles, 

supervisor roles, and human resources department roles (Aguinis, 2014; Showkat, 2013). The 

third step is defining KSAOs relevant to the job and to make sure that the appraiser/manager 

and the appraisee/employee both agree on duties and job standards (Krumm & Hertel, 2013). 

The fourth step is to conduct the appraisal by comparing the employee’s actual performance to 

the standards that have been set. This usually involves some type of appraising method/form 

such as a graphic rating scale, alternation ranking method, paired comparison method, 

management by objectives format (Dessler, 2019). The fifth step is to provide feedback by 

discussing the employee’s performance and progress, thus make plans for any development 

required.  

                   Ikramullah et al. (2016) suggested that the effectiveness of a performance appraisal 

system should be based on the values and preferences of the main stakeholders of the system, 

i.e., appraisers, appraisees, and the organization. Based on this argument we can infer that both 

parties, employees and managers, would benefit from high ratings in the PM process. High 

rating should be reflective of higher performance by the employee, but also may indicate good 

supervision by the manager (Gerrish, 2016; Jakobsen & Mortensen, 2016). This benefit could 

strengthened or maintained with a focus on high performance level depending on leadership 

styles used (Cintrón & Flaniken, 2011; Tuytens & Devos, 2012). Further, PM that integrates 

motivational elements (e.g., recognition, empowerment, bonuses) in their employee’s 

performance appraisal may reflect a good management practice. Finally, PM can also include 

the humane face of the organization that enhance employees engagement and well 

communication at workplace (Cleveland, Byrne, & Cavanagh, 2015; Lee Ashcraft & 
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Kedrowicz, 2002). Often, humane features in management are suggested by researchers to be 

linked to a more democratic style of leadership that encourage employees to involve in setting 

goals (Dimitrov, 2015). 

Performance Management (PM) and Appraisal in the Middle East and Palestine 

                   Research on PM in the Middle East is limited, but includes some studies in specific 

industries (see Budhwar & Mellahi, 2018; Budhwar et al., 2019). An example of some studies 

conducted in the Middle East about HRM functions and practices of PM and organizational 

performance are outlined in the Habtoor (2016) study. This study examines the influence of 

human factors on organizational performance using quality improvement practices as a 

mediator. Habtoor (2016) reports that human factors involved in PM indirectly and 

significantly influence organizational performance through the mediator of quality 

improvement practices. Another study by Shaukat, Ashraf, and Ghafoor (2015) showed the 

impact of HRM practices on employees performance. This study evaluated the links between 

systems of High-Performance Work Practices and firm performance. The results based on a 

national sample of firms suggest that these HRM practices have an economically and 

statistically significant impact on employee performance. Research about PM in Palestine is 

more limited and focuses on financial performance in institutions (see Alkhatib & Harasheh, 

2012; Sabri & Jaber, 2007). 

                   Research on performance appraisal in the Middle East is also limited but includes 

a study on culture and  wasta (which is loosely interpreted, nepotism) and perceptions of 

performance appraisal in Saudi Arabia (Harbi, Thursfield, & Bright, 2017). This study suggests 

that Western models of performance appraisal rooted in rationality and objectivity conflict with 

aspects of Saudi Arabian culture. However, the study also shows how SACO (i.e., a large 

shopping & retail company) employees are beginning to reject Saudi Arabian cultural norms 

and adopt alternative values, which are linked to notions of organizational justice and 
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individual egalitarianism. These values are compatible with Western models of performance 

appraisal. Nevertheless, this study was limited as it only involved data collected from one 

company. Another empirical study was conducted in the Middle East about performance 

appraisal and T&D of HRM practice on organizational commitment and turnover intention 

(Kadiresan, Selamat, Selladurai, Ramendran, & Mohamed, 2015). The study outcome revealed 

a correlation among performance appraisal and T&D (HRM practices) with organizational 

commitment. This finding shows that different kind of HRM practices, particularly PM and 

T&D, has a positive effect on employee’s commitment. My research could extend our 

understanding of this phenomenon by clarifying under which style of leadership these practices 

of HRM are magnified. Further, Giangreco, Carugati, Pilati, and Sebastiano (2010) found that 

the applicability of the Western appraisal systems in the Middle East cannot be assumed and 

evaluation of success and failure of performance appraisal in the Middle East should therefore 

be preceded by a study of the specific context in which this research is conducted.  

       Research on performance appraisal in Palestine is rare in comparison to research 

conducted on T&D. One study examines an innovative management model for performance 

appraisal in Palestinian public universities (see Khoury & Analoui, 2004). Given this lack of 

research, my study may also contribute to widen knowledge about how HRM functions and in 

particular the Performance Management practices conducted in Middle Eastern context. 

Reward Management (RM) 

                   The reward system is concerned with the formulation and implementation of 

strategies and policies that aim to reward people fairly, equitably, and consistently in 

accordance with their value to the organization (Armstrong & Murlis, 2004; Khern-am-nuai, 

Kannan, & Ghasemkhani, 2018). Rewards management is an HRM function that consists of 

analyzing and managing employee pay/remuneration, compensation, and other benefits for 
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employees (Antoni, Baeten, Perkins, Shaw, & Vartiainen, 2017; Armstrong & Murlis, 2004; 

Norman, 2000). RM aims to create and efficiently operate a reward structure for an 

organization (Armstrong, 2010). Reward structure usually consists of pay policy and practices, 

salary and payroll administration, total rewards, minimum wages, executive pay and team 

rewards (Day, 2016; Filella & Hegewisch, 2017). 

                   There are two main types of rewards being offered to employees by organizations. 

Intrinsic rewards or non-material rewards, for example, recognition and care about employees 

wellbeing (Khern-am-nuai et al., 2018; Mabaso, 2017); which are unconditioned rewards that 

are attractive and motivate behavior, because they are inherently pleasurable and satisfying 

(Dessler, 2019; Schultz, 2015). The other type of rewards called extrinsic rewards or material 

rewards, such as money, which are conditioned (contingent) rewards that are attractive and also 

motivate behavior, but do not results in the same type of satisfaction for employees as intrinsic 

rewards (Gerhart & Fang, 2015; Schultz, 2015). Accordingly, compensation is considered an 

extrinsic motivation that urges employees to do their work and advance their careers (Khern-

am-nuai et al., 2018; Latham, 2012). In contrast, rewards including intrinsic and extrinsic are 

designed to encourage desired employee behaviors; and can take many different forms, 

including implicit promises of future promotion opportunities from managers to employees, 

praise from superiors and co-workers, feelings of self-esteem that come from greater 

achievement and acknowledgment, and present and future cash rewards related to performance 

(Gerhart & Fang, 2015; White, 2016). 

                   Reward management include pay incentives plans that tie rewards to important 

individual level (job performance) and company level (market share, profit) metrics. Further, 

it provides an important communication device that helps employees recognize which job 

related behaviors are anticipated and rewarded (Gerhart & Fang, 2015; Sanders et al., 2018). 

Moreover, prior research has indicated those pay incentives, such as profit sharing and goal-
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based pay, are very effective in small entrepreneurial ventures and can positively influence job 

performance, teamwork & cooperation, improved decision-making and organizational 

effectiveness (Conroy & Gupta, 2016; Nyberg, Maltarich, Abdulsalam, Essman, & Cragun, 

2018). Therefore, designing and implementing an appropriate RM system that complements 

human resource strategies and fits business overall competitive strategies is important for 

organizational performance (Armstrong, 2010; Hsieh & Chen, 2011; Perkins & Jones, 2020; 

White, 2016).  

                   To attract, retain and motivate employees, organizations need to implement an 

appropriate RM system. Further, the objective of the RM system is to encourage desired 

employee behaviors leading to a competitive advantage for an organization (Antoni et al., 

2017; Sanders et al., 2018). Nonetheless, encouraging desired employee behaviors requires a 

style of management to lead, manage, and practice the RM function in a way that reflect the 

desired behavior in their employees (Dartey-Baah & Ampofo, 2016; De Jong & Den Hartog, 

2007; Voon, Lo, Ngui, & Ayob, 2011). For example, transactional and contingent reward types 

of leadership may try to alter an employee’s behavior by putting forward and implementing 

RM system, policies, and practices that reward the employee in accordance with their 

performance level (Camps & Torres, 2011; Rezvani, Khosravi, Subasinghage, & Perera, 2012) 

In contrast, transformational leadership may use RM policies and practices that focuses not 

only on extrinsic rewards (e.g., salaries) but also, on intrinsic rewards (e.g., recognition, 

personal consideration) (Bycio, Hackett, & Allen, 1995; Rubin, Munz, & Bommer, 2005). RM 

decisions can focus on establishing a pay structure and policies that fairly represents the local 

market (external pay equity) and creating a pay system that clearly differentiates among 

performance within an organization’s employees (internal pay equity) (Sanders et al., 2018; 

Shin, 2016). In this system, valuable employees are recognized and often rewarded for their 

contribution and average performance employees are urged to improve their performance to 
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achieve these rewards. This may also include using other HRM functions such as PM 

processes. Based on these arguments around extrinsic and intrinsic rewards, the RM function 

could be influenced by organizational leadership style of management with autocratic leaders 

relying on extrinsic rewards while more humane leaders may prefer providing both intrinsic 

and extrinsic rewards.  

Reward management in the Middle East and Palestine 

                   Research on reward management in the Middle East is limited. Studies, for 

example include a study of financial rewards of Egypt's military elite (Nassif, 2013), which 

discusses postretirement appointments and financial rewards to the Egyptian military elite.  

This study discusses how the Egyptian president gained the commitment of his senior officers 

to his regime throughout his three decades in power by enhancing their material privileges and 

allowing them to profit from their postretirement positions, and unhindered by monitoring 

agencies (clearly an extrinsic reward system). Another article studied the role of incentives and 

rewards management in enhancing employees’ performance in Jordanian travel and tourism 

institutions (Alfandi & Alkahsawneh, 2014). In this study, the researchers found that moral 

incentives, rewards, efficiency of reward system and promotions are four factors found to have 

significant impacts on employee performance in Jordanian travel and tourism institution, 

however, financial rewards ranked in the first place of its impact on the employee performance. 

Moreover, Salah (2016) studied the influence of rewards on employees performance. They 

found a statistically significant relationship between reward types and employees’ 

performance. Nevertheless, they recommended future research to investigate different kind of 

rewards in organizations. In my review of the literature, I found only one study about RM 

practices in Palestine. This study was reported in the Arabic language and examined the effect 

of the rewards system on corruption in the Palestinian ministry of health (Ismael & Abu Sultan, 

2016). Accordingly, my thesis may extend the few research studies I found about RM in the 
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Middle East by examining how different rewards systems may be impacted by different styles 

of leadership at work.  

Leadership 

                   Leadership is a broad concept that been researched extensively both in 

organizational contexts and in life overall. Because I am interested in culturally specific forms 

of leadership, my research will be underpinned by the GLOBE (Global Leadership and 

Organizational Behavior Effectiveness) study (Dorfman et al., 2012; House et al., 2004) which 

provides a framework for understanding how leadership is experienced across the world. In my 

study, I focus specifically on the influence of leadership style in different cultures on the 

management function of HRM. As previously mentioned, Leadership is defined as “the ability 

of an individual to influence, motivate, and enable others to contribute towards the 

effectiveness and success of the organizations of which they are members” (House et al., 2004, 

p. 15). In a more Western context, leadership has been defined as:  

“ influence processes affecting the interpretation of events for followers, 

the choice of objectives for the group or organization, the organization of 

work activities to accomplish the objectives, the motivation of followers to 

achieve the objectives, the maintenance of cooperative relationships and 

teamwork, and the enlistment of support and cooperation from people 

outside the group or organization.” (Yukl, 1994, p. 5) 

Different types of leadership can be differentiated based on the style, preferences, and practice 

of leaders in organizations. 

Styles of Leadership 

                   Bass (1990) outlined four main styles of leadership: (1) Authoritarian or directive 

leadership which involves the practice of legitimate and coercive power by leaders over their 

followers/employees (Duan, Bao, Huang, & Brinsfield, 2018; Kiazad, Restubog, Zagenczyk, 
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Kiewitz, & Tang, 2010); (2) Transactional or functional leadership, where leaders explain what 

is required of their employees and what compensation they will receive if they fulfil 

requirements (Donkor & Zhou, 2020; Tavanti, 2008); (3) Transformational leadership which 

involves leaders seeking to elevate and broaden the interest of their employees towards the 

business mission, and encourage others to consider the good of the group (Hetland et al., 2018; 

Stewart, 2006; Weberg, 2010); and finally (4) Laissez-faire leadership where leaders avoid 

making any decision and leave it for employees to decide on actions and directions (Donkor & 

Zhou, 2020; Eagly, Johannesen-Schmidt, & Van Engen, 2003). While offering a more 

culturally sensitive framework, the GLOBE and most recent research on leadership still is 

based on these four broad classifications with studies differentiating leadership based on these 

styles (Avolio & Gardner, 2005; Dorfman et al., 2012; Gebremariam & Mulu, 2018; Klenke, 

2016). In my research I am broadly examining the difference between the main influential 

leadership styles of authoritarian, transactional, and transformation leaderships on HRM.  I 

specifically do not examine Laissez-faire leadership as it is not a form of leadership that is 

actively promoted. 

Authoritarian (Directive) Leadership 

                   Authoritarian leadership is also known as autocratic leadership or directive 

leadership (Dinham, 2007). Further, according to the GLOBE it could be described as 

Caliphate leadership which is a term they used when they described authoritarian leadership in 

the Middle East (Wolf, 2006). Authoritarian leadership is defined by literature as emerging 

when the individual leader “Asserts absolute authority and control over subordinates and 

demands unquestionable obedience” (Cheng, Chou, Wu, Huang, & Farh, 2004, p. 91). 

                   Authoritarian leaders exercise control over their employees by initiating structure 

and issuing rules (Albrecht & Ohl, 2016; Moiden, 2002, 2003). They do not motivate followers 
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for rewards that would be given when the agreed work done, and such leaders make all 

decisions at work and allow no room for subordinates to influence decision-making processes 

(Duan et al., 2018; Moiden, 2003). Further, they do not inspire their employees/followers to be 

creative in their work, rather they act as the most knowledgeable person in an organization 

(Aryee, Chen, Sun, & Debrah, 2007; Flood et al., 2000; Kiazad et al., 2010).  

                   Authoritarian leadership is beneficial in industries and organizations where 

decisions need to be made immediately and efficiently, and where it is critical that tasks are 

performed in a specific way and there is very narrow room for mistakes, such as in military 

and alike organizations (Gaffney, Rast III, & Hogg, 2018; Kiazad et al., 2010). However, there 

are many deficiencies to authoritarian leadership, as excessive use of this leadership style may 

cause the leader to be viewed as dominant and iron-fisted which can increase the experience of 

anger or aggression among group members (Kiazad et al., 2010). Furthermore, followers may 

become frustrated as they are not able to contribute their ideas to decision making (Bass & 

Avolio, 1997; Duan et al., 2018). Thus, these factors may lead to a higher rate of followers’ 

dissatisfaction and lower productivity (Gaffney et al., 2018; Hunt & Fitzgerald, 2018). 

Authoritarian (directive) leadership in the Middle East and Palestine 

                   There are very few relevant research studies in business and management on 

Authoritarian leadership in the Middle East and Palestine. However, one example of research 

about authoritarian leadership in general in the Middle East is the study of Hogg and Adelman 

(2013). Their study concludes with a discussion of policy implications and principles that might 

help prevent uncertainty leading, through group identity processes, to societal extremism. 

Other studies are mostly focused on politics and security. For example, Tartir (2015) study 

about securitised development and Palestinian authoritarianism under Fayyadism found that 

despite the self-proclaimed institutional successes of Fayyadism, its achievements have failed 

to have a meaningful impact on the basic rights of Palestinians. These voices from citizens 
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articulate the detrimental effects that Fayyad government has had on their own protection and 

security. The study criticises the absence of local legitimacy and accountability and question 

the agenda of Fayyadism, its political basis and its trajectory as they relate to the Palestinian 

struggle for freedom. Further, another similar study for Gause III (2011), argued why Middle 

East studies missed the Arab Spring (that started in Tunisia in 2010 as uprising by people to 

change the regime, and spread to other countries in the region) and the myth of authoritarian 

stability. The study found that Middle East experts were as surprised as everyone else by the 

Arab uprisings, as they focused on explaining the stability of local autocracies in recent 

decades. Their data revealed that they under-estimated the hidden forces driving change and 

recommend the need to reconsider long-held assumptions about the Arab world. Thus, my 

thesis will contribute to literature by more findings about leadership in business and 

management in this region by examining any inferences of authoritarian leadership in the 

organizations I am studying. 

 Transactional (Functional) leadership 

                   Transactional or functional leadership style was labelled first in 1947 by Max 

Weber (Weber, 2009; Yukl, 1999), and then reinvigorated by Bernard Bass in (1981). 

Transactional leadership is a functional relationship between two parties (Avolio, Bass, & 

Jung, 1999; Bass, 1997). This functional relationship is maintained through a transactional 

arrangement. The transactional leader gives followers something they want ‘generally 

payment’ in exchange for something the leader wants ‘generally work’ (Kuhnert & Lewis, 

1987). The first party is the leader or manager, and the other party is the follower/employee. 

The manager promises the employee for a compensation / reward in return for their pre-agreed 

job/labor, (Bass, 1997; Judge & Piccolo, 2004; Tavanti, 2008). 
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                   Transactional leaders gain their power from their formal status, the position they 

held, and their responsibility in the organization that involves managing and encouraging 

subordinates/followers mostly to do their jobs (Donkor & Zhou, 2020; Yukl, 1999). Further, 

transactional leaders believe in motivating employees/their followers through a system of 

rewards (Bass & Stogdill, 1981; Hargis et al., 2011). If an employee does what is required of 

them, a reward will be given, and if s/he does not do as per the agreed requests of the leader, 

then any compensation will be withheld, or reconsideration given to the employment contract. 

Moreover, in transactional leadership, a follower’s creativity and generation of new ideas are 

generally not encouraged by transactional leaders (Dumdum, Lowe, & Avolio, 2013; Judge & 

Piccolo, 2004). Hence, this kind of leadership may work well where the organizational 

objectives are simple and clearly defined (Obiwuru, Okwu, Akpa, & Nwankwere, 2011) or 

where employees have continuance form of commitment.                

                   Transactional leadership style is most often used by managers for the purpose of 

organizing, controlling, and short-run planning contexts (Khan, 2017; Rosenbach, 2018). 

Transactional leaders focus on the proper exchange of resources (Rezvani et al., 2012). 

According to Bass and others (Judge & Piccolo, 2004; Tavanti, 2008; Yukl & Van Fleet, 1992) 

there are three factors that contribute towards transactional/functional leadership:  

a. Contingent Rewards: Transactional leaders link the goal to pay and rewards, clarify 

expectations, provide necessary resources, set mutually agreed upon goals, and provide 

various kinds of rewards for successful performance. They set SMART -specific, 

measurable, attainable, realistic, and timely goals for their subordinates. 

b. Management by exception—active: In this activity transactional leaders actively 

monitor the work of their subordinates, watch for deviations from rules and standards 

and taking corrective action to prevent mistakes.  
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c. Management by exception—passive: Transactional leaders intervene only when 

standards are not met or when the performance is not as per the expectations. They may 

even use correction measures (i.e., give lesson to employees) as a response to 

unacceptable level of performance. 

                   The difference between management by exception-active, and management by 

exception-passive lies in the timing of the leader’s intervention (Judge & Piccolo, 2004; Yukl, 

2008). Furthermore, Howell and Avolio (1993) explain that active leaders monitor follower 

behavior, predict problems, and take remedial actions before the behavior creates serious 

problems. Passive leaders wait until the behavior has created problems before taking any 

action.  

                   A transactional leadership style is shown by research (Bass, 1985, 1990, 1997, 

1998; Judge & Piccolo, 2004; Stewart, 2006; Walumbwa, Lawler, Avolio, Wang, & Shi, 2005) 

to be based on broad functional principles or attributes which are applied in managing 

employees of the organization. On this basis, in this study, I refer to these types of leadership 

as being functional in approach, as they involve a focus on day-to-day management activities 

designed to complete work tasks. 

                   Burns (1978), sees transactional leadership is more ordinary than is 

transformational leadership, if less dramatic in its consequences. Further, Bass and Avolio 

(1997) in their article Concept of leadership stated: 

“Leaders, such as Abraham, Moses, David, Solomon were singled out in 

the Old Testament for a detailed exposition of their behavior and relations 

with God and their people. God was the supreme leader… … directed in 

instructed through what was to be done through the words of his Prophets 

and arranged for rewards for compliance and punishment for 

disobedience… … In Islam, the ideal Caliphate leadership was based on 

religious law too.” (p. 7) 
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This show that all those Prophets carry a message from God to their people, and arranged for 

rewards for compliance, and punishment for disobedience, similar to the Caliphate style. 

Hence, religions that directed and instructed by God and the Caliphate style that is based on 

religious law too, are close to transactional leadership style rather than to the authoritarian 

leadership style. Nevertheless, this is not the focus of my review here, as I base my thesis on 

the GLOBE assumption as clarified in Chapter 1. 

Transactional (Functional) leadership in the Middle East and Palestine 

                   As noted previously, research on transactional leadership that are relevant to 

business and management in the Middle East and Palestine are rare. An example of a relevant 

study I found about transactional leadership in the Middle East is on how transactional NGO 

leaders understand their own behavior (Mitchell & Schmitz, 2014). The study findings confirm 

that gaining sources for funding are prioritised by transactional NGO leaders. On the other 

hand, management of employees is primarily seen as a set of constraints within which 

organizations pursue their rigid missions. Thus, researchers in this study encourage scholars to 

conduct further exploratory research to shed light on how transactional leadership works in 

Middle Eastern organizations.  

                   Remarkably, there is more relevant transactional leadership research about 

Palestine than about the Middle East region in general. This could be explained by the fact that 

research on Palestinian leadership is of greater interest to researchers as a result of its political 

and developing state. Examples of transactional leadership research are found in Milhem, 

Muda, and Ahmed (2019) study about the impact of transactional leadership style on employee 

engagement. The findings indicated that transactional leadership has a direct and positive 

impact on employee engagement in Palestinian information technology industry. Further, 

another study for Nasra and Arar (2020) developed a model in which leadership styles directly 

and indirectly affect teacher performance. The model in the study shows that teachers’ in-role 
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performance increases as they perceive their principals’ leadership style as more 

transformational and less transactional. Researchers in this study also ask for future research 

to investigate the teachers’ occupational perceptions and its effect on their performance as little 

research has been conducted to date. Hence, my thesis aims to extend our understanding about 

the relationship between leadership styles and one of the important management’s functions 

and practices, HRM. 

Transformational leadership 

                   Bass and Riggio (2006) define transformational leaders as visionary, brave, risk-

takers, inspiring, thoughtful thinkers, and have a charismatic appeal. Transformational leaders 

tend to encourage and inspire their followers to deliver results beyond their anticipated level, 

which is achievable through invoking employees’ higher-level beliefs, morals, and values 

(Antonakis & House, 2013; Sosik & Dinger, 2007). Further Bass and Riggio (2006) explain 

that charisma alone is insufficient for changing the way an organization function. In order to 

bring their visions to fruition, a transformational leader needs to do a number of things: 

First, they must inspire and empower their subordinates and appeal to their sense of self-worth 

rather than simply rely on the traditional carrot-and-stick approach in order to generate action 

(Bass, 1997; Bass & Riggio, 2006; Hargreaves, Boyle, & Harris, 2014). Second, they must 

promote a vision, founded on a set of values consistent with the identity of the organization 

(Howell & Avolio, 1993) in order to give meaning and a sense of identity, belonging and 

togetherness among their followers. Third, they must foster creativity and innovation (Bass & 

Riggio, 2006) through encouraging new ideas, creating safe-spaces for dialogues, and de-

personalize issues. Fourth, they must act as a role model for their followers to emulate (Tichy 

& Devanna, 1986). A transformational leader needs to be seen to walk the talk, even to the 

point of potentially sacrificing their personal gains for the good of employees and the 
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organization. Fifth and lastly, they must demonstrate and impose an uncompromisingly high 

standard of ethical conduct. 

             At an individual level though, according to Avolio and Gardner (2005) a 

transformational leader is imbued with the following characteristics: 

a. Idealized Influence (Charisma) - providing an ideal role model for followers. 

Leaders display conviction; emphasize trust, take stands on difficult issues, present 

their most important values, and emphasize the importance of purpose, commitment, 

and the ethical consequences of decisions (Avolio et al., 1999; Bass, 1997; Brown, 

Chen, & O’Donnell, 2017). 

b. Inspirational Motivation - they can articulate an appealing and optimistic vision of 

the future, inspire followers to achieve high standards, arouse enthusiasm, and 

expresses difficult ideas in ways that are simple and easy to understand (Barry & 

Gironda, 2018; Bass, 1990); 

c. Intellectually stimulation - question old assumptions, traditions, and beliefs; and 

welcome new perspectives and new ways of doing things (Smothers, Doleh, Celuch, 

Peluchette, & Valadares, 2016; Stewart, 2006). 

d. Individualized concern - they demonstrate genuine concern for the needs and feelings 

of each and every individual follower, and seeks to help each follower achieve their 

full potential (Koveshnikov & Ehrnrooth, 2018; Rafferty & Griffin, 2006). 

In my program of research, I refer to these principals/behaviors collectively as being 

Transformational in approach, as these behaviors are focussed on individual employees 

providing a framework for enabling employees to complete/fulfil tasks at work. 

Empowering Leadership 

                   Within the extant research on leadership, research sometimes puts employee 

empowerment as a stand-alone leadership style. Employee empowerment simply is transferring 
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the authority/power of the manager to employees who are on the front line with the customers 

and therefore closer to the action (Bass & Stogdill, 1990; Muchiri, McMurray, Nkhoma, & 

Pham, 2019). Therefore, when leader gives their employees/followers the authority to make 

decisions that they would only have allowed managers to make previously, then they are 

empowering those employees to take actions. An example about that is the principal-teacher 

example, that empower teachers to participate in the determination of school goals and policies 

and the right to exercise professional judgment about the content of the curriculum, means of 

instruction and dealing with students’ daily issues (Bolin, 1989; Choi, Goh, Adam, & Tan, 

2016). 

                   Empowering leaders generally provide further autonomy to employees (Gao, 

Jiang, & Yang, 2019; Townsend & Bennis, 1997). Empowering leadership has been researched 

from two standpoints. The first focuses on leader actions specifically, sharing power or giving 

more autonomy and responsibility to employees (Coun, Peters, & Blomme, 2019; Kirkman & 

Rosen, 1999). The second standpoint focuses on employees' response to empowerment, in 

particular looking at their motivation (Chen, Kirkman, Kanfer, Allen, & Rosen, 2007; Kim, 

Beehr, & Prewett, 2018). The later standpoint is of interest of my program of research as it has 

been linked to transformational leadership. 

                   More recent research sees that empowering leadership is part of transformational 

leadership, (Bartram & Casimir, 2007; Stone, Russell, & Patterson, 2004; Muchiri et al., 2019; 

Özaralli, 2003), that focuses on empowering and motivating followers to achieve 

organizational objectives. Hence, in my research I am using empowering leadership as an 

aspect of transformational leadership style of management. 

Transformational leadership in the Middle East and Palestine 

                   Research studies on transformational leadership in the Middle East are growing. In 

addition to the studies presented at the introduction chapter, examples of recent relevant 
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research about transformational leadership in the Middle East include the study of Shaya and 

Khait (2017) about feminizing Emirati women empowerment and leadership style. This study 

found that the role of the national government, Islamic work ethic, and family influence on the 

subjects’ (leaders) empowerment and their subsequent adherence to enacting a 

transformational leadership style. Unfortunately, the study is limited to four interviewees only. 

Another study that was conducted in UAE by Litz and Scott (2017) studied transformational 

leadership in the educational system of the United Arab Emirates. This study found a variation 

in perceptions between principals and teachers as to whether principals were practising 

transformational leadership. This study concludes the different perceptions maybe due to 

cultural differences between the Western orientation of the leadership model adapted by 

Emirati principals. Moreover, another study that was conducted in Iran by Khalili (2017) 

studied transformational leadership, emotional intelligence, and organizational citizenship 

behavior. The study showed that transformational leadership and employees’ emotional 

intelligence positively and significantly influence employees’ organizational citizenship 

behavior. However, this study only considered the employee-reported response in the analyses. 

Hence, Khalili (2017) urged future studies to take into account the supervisory-rated response 

as well as the differences between the two types of response, which are all taken in 

consideration in my thesis here. 

                   In Palestine, research on transformational leadership is also growing. Examples of 

published studies include a study of Elmasry and Bakri (2019) about behaviors of 

transformational leadership in promoting good governance at the Palestinian public sector. This 

study found a positive and significant relationship between all transformational leadership 

behaviors and good governance except for inspirational motivation. Further, another study 

conducted by Elshanti (2017) studied transformational leadership style, organizational culture, 

and organizational learning. This study found that organizational culture was a significant 
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predictor of organizational learning and functioned as a fully mediator between the 

transformational leadership style and organizational learning. However, the analyses in this 

study depend only on the perceptions of leader-self report as its data source, which may cause 

potential common source bias. Another study conducted by Awaja, Awaja, and Raju (2018) 

studied the influence of transformational leadership on innovation of universities. This study 

found that transformational leadership and trust in leaders are significantly related to 

innovation in universities in Palestine. The study also indicated that trust in leaders mediates 

the influence of transformational leadership on innovation. Hence, research on 

transformational leadership in Palestine is growing, and my program of research will add to 

this foundation examining the impact of transformational leadership in this context. 

Laissez-faire Leadership 

                   Researchers also mentioned Laissez-faire as a kind of leadership style (Bass, 1990; 

Breevaart & Zacher, 2019; Eagly et al., 2003). These leaders provides an environment where 

the subordinates get many opportunities to make decisions (Hinkin & Schriesheim, 2008). 

Further, the leader himself abdicates responsibilities and avoids making decisions and therefore 

the group often lacks direction (Bučiūnienė & Škudienė, 2008; Lutz Allen, Smith, & Da Silva, 

2013). Moreover, Laissez-faire style have argued by many researchers as an avoidant 

responsibility style that distract employees attention, and in many cases, increases work stress 

at organizations (Skogstad, Einarsen, Torsheim, Aasland, & Hetland, 2007; Skogstad, Hetland, 

Glasø, & Einarsen, 2014). Hence, this style of leadership is beyond my focus in this thesis.  

Leadership and HRM practices 

                   The relationship between leadership and HRM has been demonstrated by previous 

research primarily through the connection made between the influence of leadership styles on 

individual HRM practices i.e., R&S, T&D, PM, RM (see Berman et al., 2013; Lopez-Cabrales, 
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Bornay-Barrachina, & Diaz-Fernandez, 2017; Mehmood & Arif, 2011; Vermeeren et al., 

2014).  

       Kellner et al. (2016) defined HRM philosophy as a guiding principle advanced and 

shared by management. Further, they explain that HRM philosophy has two effect on 

employees (i) by directly shape the HRM system itself, and (ii) to help employees make sense 

of the HRM system (Alvesson, Lee Ashcraft, & Thomas, 2008). This philosophy is carried out 

through a style of leadership that have been broadly described in Western and developed 

countries as Transactional or Transformational (Bass, 1985; Avolio & Gardner, 2005) 

Accordingly, leadership style has a direct effect on followers’ management approach which 

can in turn impact on HRM practice, productivity, and employee job satisfaction, (Lopez-

Cabrales et al., 2017; Purcell & Hutchinson, 2007; Vermeeren et al., 2014). Hence, previous 

work has established a relationship between leadership styles and HRM. My research explores 

the cultural dimension of this in Palestine to further understand how this relationship works in 

a non-Western country. 

Leadership-HRM factors 

                   To contribute to our theoretical understanding of the relationship between 

leadership styles and HRM, the following tables are adapted and developed from a number of 

different research articles, which are related to this thesis of leadership, and HRM. For 

example: transformational and transactional principles were adapted from the work of Bass, 

(1985) that broke transformational leadership into the four principles, and transactional 

leadership into three principles as mentioned in Table 2.1, 2.3, and 2.4 below. The frameworks 

developed by Bass are accepted by the mainstream research as cited more than 22600 times 

(see Google Scholar). Authoritarian leadership principals are adopted from research conducted 
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by House, Hanges, Javidan, Dorfman, & Gupta, (2004) and  Kiazad, Restubog, Zagenczyk, 

Kiewitz, & Tang, (2010).  

                   The tables created for this thesis bring together the three styles of leadership and 

all of the elements of HRM practice to provide a detailed picture of what we can expect each 

leadership style to look like in each of the elements of HRM. They provide a new conceptual 

insight and provide a framework against which I compare my empirical data, derived from my 

field research in Palestine. This is the first conceptual framework which combines the said 

leadership constructs and parts of HRM in such a way and is therefore a significant theoretical 

contribution to the literature. 
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Leadership constructs/principles 

                   Table 2.1 illustrates the general difference between the main leadership styles. Further, it shows the different principles within each leadership style. 

This is based on up-to-date literature, for example: (Buil et al., 2019; Donkor & Zhou, 2020; Hunt & Fitzgerald, 2018; Madi, El Talla, Abu-Naser, & Al Shobaki, 

2018; Miao et al., 2018; Ribeiro et al., 2018). 

Table 2.1: Leadership constructs/principles 

Authoritarian/Directive * Transactional/Functional** Transformational/Visionary leaders ** 

1. Orders policies and 
procedures  

2. Decides what 
objectives and goals 
are to be realised  

3. Leads and controls all 
activities without any 
expressive 
participation by the 
followers 

1. Contingent reward: the 
process of setting 
expectations and rewarding 
workers for meeting them. 

2. Active management by 
exception: in which 
managers anticipate 
problems, monitor progress 
and issue corrective 
measures.  

3. Passive management by 
exception: where a manager 
does not interfere with 
workflow unless an issue 
arises. 

1. Idealized Influence (Charisma): The leader serves as an ideal role model for 
followers. Leaders display conviction; emphasize trust; take stands on difficult 
issues; present their most important values; and emphasize the importance of 
purpose, commitment, and the ethical consequences of decisions. 

2. Inspirational Motivation: transformational leaders articulate an appealing vision of 
the future, challenge followers with high standards, talk optimistically with 
enthusiasm, and provide encouragement and meaning for what needs to be done. 

3. Intellectual Stimulation: the leader challenges followers to question old assumptions, 
traditions, and beliefs; stimulate in others new perspectives and ways of doing things; 
and encourage the expression of ideas and reasons. 

4. Individualized Consideration: transformational leaders demonstrate genuine concern 
for the needs and feelings of followers and help them self-actualize. This personal 
attention to each follower assists in developing trust among the organization's 
members and their authority figure(s). These leaders establish a supportive climate 
where individual differences are respected. Interactions with followers are 
encouraged and the leaders are aware of individual concerns. 
 

*(Flood et al., 2000; House et al., 2004; Kiazad et al., 2010) 
**(Bass, 1985, 1990, 1997, 1998; Stewart, 2006; Walumbwa et al., 2005) 
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Authoritarian constructs-HRM factors 

                   Table 2.2 shows the authoritarian leadership constructs and their standard influence on HRM factors. Further the table provides some examples about 

this style of leadership on HRM factors in organizations. This influence is still of current research, for example, (Duan et al., 2018; Hogg & Adelman, 2013; 

Kiazad et al., 2010). 

Table 2.2: Authoritarian constructs-HRM factors 

# 

Construct: 
Principle/At
tribute 

 

Definition 
 

HRM factor 
Example of HR practice 

(a)Role of HRM (b)R&S (c)T&D (d)PM (e)RM 

A
ut

ho
ri

ta
ri

an
 

Policies and 
procedures 
 

Orders policies and 
procedures to the 
organization and 
followers. 

1. Personnel 
management. 

2. Strict policies 
and procedures 
regarding 
operational and 
strategic roles 
of HRM; 
Structured 
environment. 

1. No clear 
process/subjective 
recruitment practices. 

2. Overrule policies and 
procedures to fit hiring 
by nepotism. 

 

1. Training 
employees is 
based on task 
need. 

2. No 
developmental 
activities 

 
 

1. Subjective 
with no 
formal 
process2. 

Subjective 
allocation of 
rewards 

a) Witnessing shift (from the 
contingent example) that 
personal network, family 
consideration, and nepotism 
does not exist any longer any 
more at this these kinds of 
organizations. 

b) Direct intervention in hiring an 
employee. 

c) On job instructions. 
d) The employee who does the job 

completely continue or their 
contract being renewed. 

e) rewards and punishments 

 

 

 

 

2 (Moiden, 2002) 
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Objectives 
and goals 

Leader decides what 
objectives and goals are 
to be realised.3 

1. Subjective goals. 
2. directive 

 
1. Recruit to ensure 

compliance with laws and 
regulations. 

2. Choose employees based 
on leader personal 
network or nepotism. 

1. Objective to be 
realised without 
extra spending on 
employee’s 
development. 

2. Employee are 
hired to do the 
job. They are 
replaceable. 

3. Get new people 
to do the new 
tasks rather 
training existing 
employees. 

Good employee 
follows or 
leave. 

1. Punishment of 
employee who 
did not do 
what they told 
exactly. 

2. People bound 
to do a job-do 
not need 
incentives. 

Leader sets goals. Employees do not 
know about goals. 

Autocratic 
(micro- 
management) 

Leads and controls all 
activities without any 
expressive participation 
by the followers.4 

1. Directs all 
activities/micro
- management 

1. Assign employees 
without consulting with 
HR or complying with 
any organizational policy, 
or 

2. Intervene in every detail 
in the R&S process. 

3. Decisions made by leader 
without explanation. 

1. Believe in 
training by doing 
or instructions 
(on the job 
training only). 

Keep who 
match standards 
(done the job); 
Expel who did 
not. 

Paid the agreed 
salary for who 
done the job and, 
Salary 
withholding for 
under 
performers. 

Do what the leader tells you 

  

 

 

 

 

3 (Moiden, 2003; Potter, Deshields, & Kuhrik, 2010) 
4 (Bass & Avolio, 1997; Flood et al., 2000) 
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Transactional/functional constructs-HRM factors  

                   Table 2.3 shows the transactional/functional leadership constructs and their standard influence on HRM factors. Further this table provides some 

examples about this style of leadership when influence HRM factors in organizations. This influence is still of current research, for example, (Dumdum et al., 

2013; Khan, 2017; Rezvani et al., 2012; Tavanti, 2008). 

Table 2.3: Transactional/functional constructs-HRM factors 

# 

Construct: 
Principle/Attribut

e 
 

Definition 
 

HRM factor 
Example of HR practice 

(a)Role of HRM (b)R&S (c)T&D (d)PM (e)RM 

T
ra

n
sa

ct
io

na
l 

Contingent 
reward 

The process of setting expectations and 
rewarding workers for meeting them. 
Clarifies what is expected from 
followers and what they will receive if 
they meet expected levels of 
performance. 

1. HRM style 
depends on 
action towards 
reward 
(transitional 
relationship 
between 
manager and 
employee). 

2. Bureaucratic 
HRM/lots of 
rules. 

1. There is a clear 
standard process for 
R&S.  

2. JD to recruit for. 
and fair selection 
process. 

3. In built process to 
ensure fairness, and 
procedural justice/ 
the organization 
avoid legal actions5. 

1. Policies and 
rules for 
standard 
training 
programs for 
every employee 
that align with 
each career 
path. 

2. Trainings that 
recommended 
by managers 
based on the 
employee PA 
results.  

1. There is a process 
that include: 
filling forms and 
commenting on 
them.  

2. The manager 
commends on the 
work employee 
done or criticising 
it. 

 

1. List or rewards every 
employee get for doing 
their job. 

2. Salaries and (packages)6 
3. Monetary/non-monetary 

rewards for extra 
achievements. 

4. Paid leaves and ad hoc 
breaks 

5. praise and recognition, 
merit increases, 
promotions, bonuses, or 
honours. These rewards 
can be given or withheld 
according to employee 
performance. 

a) Employee effort (1hr labor) 
for reward ($20 salary). 

b) Recruitment and selection 
process for a clerk in a bank. 

c) Advance MS Excel training. 
d) Filling an appraisal form 

quarterly, semi-annually, or 
annually. 

e) Monthly salary, or a 
recognition certificate. 

 

 

 

 

 

5 (Bass & Stogdill, 1990) 
6 Packages for senior positions that might include cell phone, laptop to work from home, car/transportation. 
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Active 
management by 
exception 

In which managers anticipate problems, 
monitor progress and issue corrective 
measures. Managers focus on 
monitoring task execution for any 
problems that might arise and correcting 
those problems to maintain current 
performance levels. 

1. Develop 
procedures to 
cover all 
activities. 

2. Transactional 
system with 
active 
mentoring 
mechanism. 

1. Monitoring tools 
and mechanism. 

2. proactive 
coaching for the 
R&S team on 
EEO and audit 
matters7. 

1. Training 
needs 
analysis. 

2. Trainings for 
or future 
positions, 
and 

3. To cope with 
future 
technologies 
and 
applications. 

1. KPIs to 
compare 
employee 
actual 
performance to 
standards and 
draw upon 
some future 
issues or 
potentials. 

2. Balanced 
scorecards8 

1. Same as in contingent 
principals, plus 
bonuses for high PA 
rates. 

 

a) KPIs, learning from incident 
records to avoided re-
occurrence. 

b) Asking qualified applicants 
to re-apply for vacancies. 

c) Provide an advance language 
course to an employee 
dealing with in international 
correspondences. 

d) Providing a space in the 
appraisal form for employees 
to propose needed training to 
be ready for any database 
update.   

e) Monthly salary and 
encouragement to apply for 
the employee of the month 
prize.  

Passive 
management by 
exception 

Where a manager does not interfere with 
workflow unless an issue arises. 
Passive–Avoidant Leadership—tends to 
react only after problems have become 
serious to take corrective action, and 
often avoids making any decision at all. 
 

Only address 
problems as they 
arise 
at the 
organization.  

1. Rectify/ follow 
up on complains 
from applicants 
for not being 
recruited. 

2. Follow up on 
complains from 
departments’ 
managers about 
R&S issues. 

1. Training 
courses 
provided to 
meet current 
work issues.  

2. Training 
gaps 
determined 
by errors 
happed. 

1. There is a 
managerial 
intervention to 
solve certain 
issue with 
employee’s 
performance 
when it occurs. 

2. Rules for 
existing poor 
performance. 

1. Basic salaries, and  
2. Rewards or yearly 

increments that could 
be paid or put-on hold 
based on situation.  

a) Give warning to an employee 
who has absenteeism issues9.  

b) Asking R&S team to solve 
EEO complain. 

c) Provide a language course to 
an employee making mistakes 
in international 
correspondences. 

d) Intervene in an PM issue 
between an employee and 
their supervisor. 

e) Fixing discrepancies in 
employees increments. 

    

 

 

 

 

7 (Dessler, 2011; Leisink & Steijn, 2008) 
8 (Bedford, Brown, & Malmi, 2006) 
9 (Bass, 1990) 
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Transformational constructs-HRM factors  

                   Table 2.4 shows the transformational leadership constructs and their standard influence on HRM factors too. Moreover, this table offers some 

examples about this style of leadership when influence HRM factors in organizations. This influence is still of current research, for example, (Ahmad et al., 2017; 

Anderson, 2017; Breevaart & Bakker, 2018; Buil et al., 2019; Hetland et al., 2018; Lewis et al., 2017). 

Table 2.4: Transformational constructs-HRM factors 

# 

Construct: 
Principle/Attrib

ute 
 

Definition 
 

HRM factor 
Example of HR practice 

(a)Role of 
HRM 

(b)R&S (c)T&D (d)PM (e)RM 

T
ra

n
sf

or
m

at
io

n
al

 

Idealized 
Influence 
(Charisma) 

 
The leader serves as an ideal role model 
for followers. Leaders display conviction; 
emphasize trust; take stands on difficult 
issues; present their most important 
values; and emphasize the importance of 
purpose, commitment, and the ethical 
consequences of decisions10. 

Role model 
behavior/best 
practices 

1. Succession 
planning. 

2. Recruitment for 
organizational 
culture. 

3. Diversity 
encouraged 

1. Personal development 
and growth are a goal. 

1. Set aspirational 
goals/ Do not 
punish failure. 

1. Rewards 
varies based 
on 
performance 
contribution. 

a) Walk the talk 
b) To serve community and humanity. 
c) Provide competitor values and 

behaviors for employees and for 
organization. 

 

 

 

 

10 (Bass, 1997) 
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Inspirational 
motivation 

Leaders articulate an appealing vision of 
the future, challenge followers with high 
standards, talk optimistically with 
enthusiasm, and provide encouragement 
and meaning for what needs to be done. 
Communicates high expectations, uses 
symbols to focus efforts, expresses 
important purposes in simple ways.11 
 

To provide 
employees with 
vision and 
organizational 
sense of mission 
through HRM 
operational and 
strategic roles. 

1. Creation of an 
energising 
value for the 
work offered. 

2. Measurable 
identified 
materials. 

3. Manager of 
choice. 

 

1. Specialized 
professional 
development training 
that does not only to 
improve employee 
work-related skills 
but contribute to their 
own career 
aspiration. 

1. Inspire employee to 
behave in a positive 
way when nobody 
looking at them. 

1. Gear 
rewards to 
individual 
needs12. 

a) Induction program to communicate 
organization’s vision to employees. 

b) EVP: management deliver what they 
promise at hiring meeting. 

c) CPA, CMA trainings. 
d) Getting employees to engage intrinsic 

motivation to follow the leader. 
e) Not only extrinsic, but also intrinsic 

motivation to do a good job 
(contributing to the greater good if it 
is for everybody in the organization). 

Intellectual 
Stimulation 

The leader challenges followers to 
question old assumptions, traditions, and 
beliefs; stimulate in others new 
perspectives and ways of doing things; and 
encourage the expression of ideas and 
reasons. They stimulate others to be 
creative and they never publicly correct or 
criticize others.13 
 

1. They 
encourage 
employees to 
think outside 
the box. 

2. Challenge 
assumptions/
innovate. 

External 
recruitment 
usually to break 
inbreeding in the 
org; and to bring 
new ideas and/or 
encourage new 
ideas to help 
reaching org. 
objectives. 
 

1. Encourage problem 
solving skills. 

2. The leaders work 
towards awaking 
employee creativity 
through coaching, and 
inspiring speeches that 
extended from the 
leader’s emotional 
intelligence14 

3. Encourage self-efficacy, 
autonomy15. 

1. Broaden followers’ 
interest towards 
exceeding self-
interests for the 
good of the group, 

2. Increasing 
consciousness about 
the issues of 
consequence, and 

3. Increasing the need 
for self-
actualization and 
growth.16 

Rewards 
varies based 
on 
performance 
and 
contributions. 

a) Encourage employees to solve 
difficult work-related problem at their 
own stride. 

b) Allow employees to work on their 
own ideas/projects at their off-duty 
period using organization resources. 

c) Annual, prenatal, and extra leaves 
provision. By improving employees 
conditions the organization become 
an employer of preference. 

 

 

 

 

 

11 (Bass, 1990) 
12 (McGuire & Kennerly, 2006) 
13 (Stewart, 2006) 
14 (Christie, Jordan, Troth, & Lawrence, 2007; Zhou & George, 2003) 
15 (Mittal & Dhar, 2015) 
16 (Burns, 1978) 



 
 

Page 64 of 282 
 

Individualized 
Consideration 

Transformational leaders demonstrate 
genuine concern for the needs and feelings 
of followers and help them self-actualize. 
Focuses on understanding the needs of 
each follower and works continuously to 
get them to develop to their full potential. 
 
leaders deal with others as individuals; 
consider their individual needs, abilities, 
and aspirations; 
listen thoughtfully; further their 
development; advise; teach; and coach. 
These leaders establish a supportive 
climate where individual differences are 
respected. Interactions with followers are 
encouraged and the leaders are aware of 
individual concerns17. 

Gives personal 
attention, treats 
each employee 
individually, 
coaches, 
advises. 

Identify issues 
where people can 
contribute and 
asking them to 
join the org; Head 
hunting 

Individualised training 
programs that upskill 
certain employee to 
contribute to their career 
path and organization’s 
vision. 

One to one 
conversation. 

Individualised 
rewards. 
 
Find out what 
individual 
want and use 
that as a 
reward. 
 
Rewards 
varies based 
on 
performance 
and 
contribution. 

 
a) Asking a person, you well known 

about their skills and ability to join 
your organization without going 
through a formal R&S process. 

b) A condolences letter from manager to 
his employee. 

c) Adjusting job roles to fit individuals. 
d) Individualized motivation and 

development. 

 

 

 

 

 

17 (Bass, 1998) 



 

Page 65 of  282 

                   Based on the information provided in the tables, I argue that the principles 

of different leadership styles and HRM factors can be linked. These tables provide the 

theoretical underpinning upon which my research (described in subsequent chapters) 

will be based. In the tables I linked leadership styles to independent HRM factors using 

the following headers (i) Role of HRM, (ii) R&S, (iii) T&D, (iv) PM and (v) RM. In 

terms of leadership styles, I considered different leadership principles (i) autocratic 

(micro-management), (ii) contingent reward, and (iii) Idealized Influence (Charisma). 

Further, these tables will help in matching themes found in HRM practices in the data 

collected with HRM factors. This will also assist to infer the leadership style used in 

organizations. Although, inferring leadership style from HRM practices may be 

challenging, I argue the data collected provides evidence of the leadership styles 

enacted in that context. As already noted, the purpose of my thesis is to investigate 

whether HRM practices are reflected in specific leadership styles in different 

employment sectors in a said collective context like Palestine. From my thesis I aim to 

provide a clearer understanding of how HRM-leadership interact in work contexts. 

                   To shed light further on how these tables work, I clarify this using some 

examples. When a manager/leader takes sole decision about how person get hired 

without any formal interview or needs assessment for example, this may indicate an 

authoritarian leadership influence on R&S practice in an organization (Duan et al., 

2018; Moiden, 2002; Van den Brink, Fruytier, & Thunnissen, 2013). This is because 

the lack of a formal process of R&S which under other leadership frameworks may be 

needed to justify the need for new recruit to serve organizational goals (see Acikgoz, 

2019; Phillips & Gully, 2015) indicates a type of authoritarian style. The lack of clear 

process for selection of candidates (for example testing, and interviewing), is not 

encouraged in most Western organizations (see Anderson, Born, & Cunningham-Snell, 
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2002). Thus, I infer that this process was not transactional which would involve a 

standard process for R&S (Judge & Piccolo, 2004; Rezvani et al., 2012). Nor this 

process involve transformational leadership which my seek to involve others in the 

process of recruitment and selection as a part of the individualized consideration (Buil 

et al., 2019; Mittal & Dhar, 2015). Therefore, I propose this could be an example of 

dominant influence of authoritarian/directive leadership attributes on one function of 

HRM (R&S process) in such organization.   

                   In this chapter, I reviewed the literature on HRM practices and leadership 

styles bringing the focus of this thesis to investigate the gap in the literature about how 

the relationship and influence of leadership style perceived in HRM practices (i.e., 

R&S, T&D, PM, and RM). This relationship in Middle Eastern context was found by 

the GLOBE study to be influenced by collectivism, rather than individualism cultural 

orientation. Additionally, the review shows that there is no literature published that 

links HRM practices to leadership styles principles based on a detailed examination of 

specific HRM practices. Moreover, my review compares Western humane 

organizational leadership styles of management to Middle Eastern style’s context and 

highlights the need to better understand potential changes in this. Furthermore, this 

review presents an important addition to literature, by developing tables that combine 

constructs/principals/attributes of each main leadership style with each HRM function. 

These tables provide a benchmark that brings literature of HRM and leadership styles 

together as being the first to be introduced in this format. This chapter presented review 

of the published research about HRM, and leadership in the Middle East region in 

general, and in Palestine as a context that witness change-in particular. The next chapter 

presents the research methodology employed in my program of research. 
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   Chapter 3: Research Methodology 

Introduction 

                   In this chapter, I present the methodology used to examine my research 

questions. The chapter begins with an explication of the research paradigm and 

methodology. Then it is followed by rational for research approach. Further, I introduce 

the broad research design, stipulate ethical considerations made for data collection, and 

explain the methods used. Moreover, in this chapter I present justifications of the 

methods and samples selection. Finally, details of data collection procedures, data 

analysis, and justification of two studies presentation are provided. 

                   As a reminder, the research questions at the heart of this research project 

are as follows: 

RQ1. How do HRM practices reflect specific leadership styles in different sectors in 

Palestine? 

RQ 1a.  How do HRM practices reflect specific leadership styles in the private 

sector in Palestine?  

RQ 1b.  How do HRM practices reflect specific leadership styles in the NFP 

sector in Palestine?  

RQ2. Are HRM practices perceived differently between employees and managers in 

different sectors? Why? 

RQ 2a.  Are HRM practices perceived differently between employees and 

managers in the private sector in Palestine? Why? 

RQ 2b. Are HRM practices perceived differently between employees and 

managers in the NFP sector in Palestine? Why? 
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Research philosophical paradigm 

                   A research paradigm is a set of beliefs that prescribes how a study, in a 

specific discipline, should be implemented and how the results should be interpreted 

(Bryman, 2004b, p. 453). In other words, it is a set of beliefs that encompasses the 

theories of a group of researchers, with ideas underpinning their research methods and 

interpretation (Tashakkori & Teddlie, 2010). As a concept used in social science 

literature it is defined as: “a cluster of beliefs and dictates which for scientists in a 

particular discipline influence should be studied, how research should be done, and how 

results should be interpreted” (Bryman & Bell, 2015, p. 25). Further, Guba and Lincoln 

(1994) referred to paradigms as a set of beliefs that guide action. These beliefs are basic 

assumptions and that guide decisions in relation to a system of thinking, identification 

of research problems, and research techniques that result in a specific research 

methodology (Neuman, 2011).  

                   Within the context of social and behavioral sciences, studies largely follow 

two main paradigms: ‘positivist’ and ‘constructivist’ (Tashakkori & Teddlie, 2010), 

although other research paradigms have gained greater popularity in qualitative 

literature in recent years. Today, the paradigms of most social science research can be 

categorised as: (i) positivist/post-positivist where researchers believe in strict cause and 

effect and based their research on prior theories; (ii) interpretive/constructivist, where 

researchers seek understanding of the world that they live and work in, and they develop 

subjective meanings of their experience; (iii) critical/transformative, where researchers 

use alternative framework (i.e., to aid their subjects), because positivists structures and 

theories do not fit marginalized individuals or groups, nor constructivists, whom do not 

go far to advocate for those subjects investigated; and (iv) pragmatic, who focus on the 
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action and outcome of the phenomena, rather than antecedents or informing constructs 

(Creswell, 2013; Denzin & Lincoln, 2011; Mackenzie & Knipe, 2006).  

                   Guba and Lincoln (1994) apply the terms ‘scientific’ and ‘naturalistic’ to 

the concept of a paradigm. In terms of methods, the general aim of quantitative research 

is to be able to generalise findings, while the general aim of qualitative research is to 

provide a depth of understanding of phenomena. The alignment of paradigms to 

research methodology has been a great source of debate. For example, Burrell and 

Morgan (1979) discusses the influences that a paradigm could have on the research 

design, stating that while a quantitative research method generally indicates a positivist 

paradigm, and a qualitative approach generally indicates a constructivist or social 

constructivist paradigm this is not always the case. According to Bryman (2004a), the 

relationship between an overarching paradigm and specific approach to research is not 

fixed.   

                   Differences between each paradigm is the result of differences in their 

ontological, epistemological, and methodological underpinnings (Guba & Lincoln, 

1994). Ontology refers to the theory of being (Crotty, 1998; Healy & Perry, 2000), and 

issues related to the nature of reality and its characteristics (Creswell, 2013). For my 

program of research, the chosen ontology is multiple-realism, as single realist ontology 

does not necessarily reflect the truth as seen by different individuals at work (Burrell & 

Morgan, 1979; Denzin & Lincoln, 2011; Sobh & Perry, 2006). Generally, the idea of 

real conveys a notional truth, but in social science research how ‘real’ something is 

depending on the researcher’s constructivism of reality from social aspects (Burrell & 

Morgan, 1979; Creswell, 2013; Denzin & Lincoln, 2011). 
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                   The other underpinning in research is the nature and purpose of knowledge 

(epistemology). Epistemology refers to the theory of knowledge or ‘what it means to 

know’(Crotty, 1998). It refers to what counts as knowledge and how knowledge is 

known (Creswell, 2013, 2014). Epistemology is the relationship between that reality 

and the researcher (Kivunja & Kuyini, 2017; Sobh & Perry, 2006). Thus, in my program 

of research, reality will be constructed between the researcher and the researched 

subjects following a social constructivism paradigm and shaped by individual 

experience (Creswell, 2013). Social constructivist, for example, sees reality as multiple 

and specific for researched topic (i.e., HRM, and leadership). Further, this approach 

results in a deeper understanding of the research participant’s experience (Creswell & 

Poth, 2017). Essentially, social constructivist encourages open end interview questions 

to dig deep (Arsel, 2017) and find answers about the issue being investigated 

(Brinkmann & Kvale, 2015).  

                   Methodology in research refers to the process or language of research 

(Creswell, 2013; Mackenzie & Knipe, 2006). It describes how researchers go about 

acquiring knowledge (Grix, 2004; Mohajan, 2018). For example, researchers study a 

topic within a certain context/s and use a specifically selected research design to explain 

the inter-relationship between variables based on the research underpinnings. Grix 

(2004) explained how research can be constructed and the relationship between the 

research ontology (what is knowledge), epistemology (how we can know about 

knowledge), and the methodology (the strategy about how we acquire that knowledge). 

Moreover, research methodology also explains the procedures (i.e., specific methods- 

quantitative, qualitative, or mixed method) that used to answer the research inquiry, and 

type of data (qualitative, or quantitative) required to be collected to support or reject 
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the hypotheses proposed (in quantitative research) or answer the research questions set 

in qualitative research (Creswell, 2009; Mohajan, 2018).  

How research underpinnings are adopted in this study 

                   The varied paradigms that are used in social science can be thought of as 

being on two ends of an objectivist-subjectivist continuum, which are distinguishable 

one from one another by their ontological and epistemological underpinnings 

(Creswell, 2013; Denzin & Lincoln, 2000; Guba & Lincoln, 1994). Objectivist 

paradigms (or positivism), in social science, assumes that the social world is composed 

of relatively real observable objects and relationships can be measured, studied, and 

explained through scientific methods (Burrell & Morgan, 1979; Creswell, 2013; Park, 

Konge, & Artino, 2020). In this paradigm researchers argue that they can remain 

separate from the objective reality being studied, and research outcomes can be made 

value-free (Creswell & Poth, 2017). Further, generalizations are possible to identify 

real connections between events. The objectivist researcher aims to provide a rational 

explanation of the social world through producing practical knowledge (Bisman, 2010; 

Burrell & Morgan, 1979). Objective research is characterised by researchers using 

mechanical and biological analogies drawn from the scientific and natural world 

(Gibbons et al., 1994; Park et al., 2020). At the opposite end of the continuum, the 

subjective paradigm (or realism) views the social world as fundamentally more 

complex than simple observations of the natural physical world (Barnes, 2017; Burrell 

& Morgan, 1979; Guba & Lincoln, 1994). It suggests that knowledge and understanding 

is imperfect, and reality is affected by perceptions and individual interpretation of 

events and therefore, different viewpoints from many sources are required to try to 

increase our understanding of reality. This perspective argues that generalization is not 

possible, social research is seen as value-laden, and the researcher is not separate from 
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the research subject (Creswell, 2013; Yin, 2011). Hence, the subjectivist approach is 

based on the idea that personal experience and socio-cultural contexts shape sense-

making in individual research participants (Bleich, 2019). 

                   The subjectivist approach sees the cognitive involvement of the individual 

researcher or participant as distinctive and in contrast to the objectivist standpoint 

(Creswell & Poth, 2017). It challenges the notion that knowledge is fixed, objective, 

and able to be discovered by the researcher in a direct way (Creswell, 2009; Schwandt, 

1994). In objective research, the variables are clearly defined and therefore measurable 

and the researcher creates conditions to allow for testing hypotheses in either a 

correlational or a causal relationship between independent and dependent variables 

(Park et al., 2020). Most objective research is done in a controlled setting, either as a 

survey or in experiments or in laboratory trials. In contrast, subjective research 

variables are not clearly defined, understanding is limited, and the researcher is neither 

able to manipulate the variables or control the research settings (Bleich, 2019; Mohajan, 

2018). Hence, the general aim of subjective ontology research is to explore and describe 

with a view to envisaging the relationship between constructs. 

                   There are also two broad research approaches to interpreting data, namely 

deductive and inductive (Anderson, 2013). Subjectivist or constructivists generally use 

an inductive approach to research, while positivists generally employ a deductive 

approach (Saunders, Lewis, & Thornhill, 2012). A deductive approach is concerned 

with testing theories and refining them (Gill & Johnson, 2010). In contrast, an inductive 

approach is employed in theory-building research, which aims to build or generate a 

new theory that emerges from the data. My research utilises the inductive approach, as 

it seeks to generate a new understanding of the relationship between HRM practices 

and leadership styles. Through induction, the researcher often employs multiple cases 
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or instances such as multiplying observations (i.e., providing a rich and thick enough 

description, so that the reader can form their own judgment) to ensure a degree of 

reliability in the inferences or conclusions of the research (Gioia, Corley, & Hamilton, 

2013). With the inductive approach, data are accumulated and analysed before a theory 

is derived from the observed data (Creswell & Poth, 2017). Hence, from the analysis, 

relationships emerge to be explained between the research variables.  

                   The social constructivist philosophical paradigm and inductive approach 

have been selected for this research project as it is the most appropriate for answering 

my Research Questions. The choice of the inductive approach of inquiry is driven by 

the need to construct a new understanding of how the influence of leadership styles 

reflected in HRM practices at work. Furthermore, social constructivism is oriented 

towards the production of reconstructed understanding of the social world (Denzin & 

Lincoln, 2011) and therefore it suits this current research, which seeks to construct our 

understanding of employees’ and managers’ perceptions of the influence that leadership 

style have on HRM practices in a specific context, Palestine. In addition, the social 

constructivist paradigm encourages researchers to stay close to their studied context in 

order to develop an integrated set of theoretical concepts from the empirical data and 

provide a much clearer understanding of people in their natural settings (Creswell, 

2013; Tracy, 2012). Based on these arguments, a qualitative methodology has been 

selected to answer the research questions at the centre of this project, because it 

promises thought provoking, rich and stimulating results necessary for theoretical 

development (Bailey, 2008; Holloway & Wheeler, 2013; Tracy, 2012).  

Rationale for the qualitative research approach 

        To answer my research questions, I have employed a generic qualitative 

approach using interviews drawing on the ontology of multiple realism (Creswell & 
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Poth, 2017; Denzin & Lincoln, 2013; Percy, Kostere, & Kostere, 2015), and the 

epistemology of social constructivism (Creswell, 2013; Guba & Lincoln, 1994). A 

qualitative approach is appropriate when attempting to understand dynamics that are 

complex and ambiguous by nature especially when it is impractical or impossible to 

identify specific variables to be tested in a positivist model (Baxter & Jack, 2008; 

Maxwell, 2012). Further, some researchers argue that research on HRM and some 

employee behavior have been over-reliant on statistical analysis (Armstrong & Taylor, 

2014; Bandura, 2010; Huselid, 1995; Kardong-Edgren, 2013), and therefore has 

concentrated on what is measurable as opposed to what is important to increase our 

understanding of a phenomenon. Hence, in this study I use qualitative method to 

explore the perceptions of employees and managers regarding their experiences of 

HRM practices introduced in their organizations (Gubrium & Holstein, 1997; 

Hammersley, 2003). This qualitative approach is the most suitable to increase our 

understanding of HRM in the social context of Palestine (Flick, 2014; Patton, 2002). 

                   HRM and organizational behavior research in the Middle East generally is 

limited (Budhwar & Mellahi, 2012, 2016; Wolf, 2006). Further, research focusing on 

the power of HRM content, drawing on possible influences of leadership management 

is still scarce (Berman et al., 2013; Lopez-Cabrales et al., 2017; Mehmood & Arif, 

2011; Vermeeren et al., 2014). Some of this research also draws on a part of the GLOBE 

study findings (Dorfman et al., 2012) to interpret how an array of leadership styles have 

emerged across sectors in the Middle East. This lack of research on the link between 

HRM and leadership may be partially addressed by using a qualitative approach, which 

promises a more in-depth understanding of how these relationships work, before 

considering methods that may provide more generalized information.  
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                   Using interviews allowed for two-way interactions between the researcher 

and the participants, which is critical for the construction of a deeper understanding in 

an under-researched field (Creswell & Poth, 2017; Flick, 2014). Further, semi-

structured follow-up questions were very helpful in investigating this nascent area of 

study (Arsel, 2017; Brinkmann & Kvale, 2015), because they allowed for participates 

to elaborate about their experiences when answering questions and prompting questions 

allowing more insight about the issue in place (Tracy, 2012). In total, this provided a 

better understating about how these relationships work in different employment sectors. 

Ethical considerations 

                   This research was approved by the Human Ethics committee at Griffith 

University (GU Ref No:2017/517) – see Appendix A and Appendix B for thorough 

details. In addition, this research was conducted in accordance with the ethics 

requirements of Griffith University and in consideration of the Australian National 

Statement on Ethical Conduct in Human Research (Australian Vice-Chancellors, 

National, Medical Research, & Australian Research, 2007). This comprises research 

ethics and protocol of participant anonymity, confidentiality of data collected, and 

safety of data storage in accordance with the aforementioned research ethics.  

Anonymity and Confidentiality 

                   Individual participants were engaged as anonymous informers and their 

managers had no knowledge of which of their employees participated in the research.  

This is because, upon receiving organizational consent, individual participants were 

asked to contact me directly via email in order to express their interest to participate in 

the study (Wiles, Crow, Heath, & Charles, 2008). Each participant was de-identified in 

transcripts and other documentations were given a pseudonym in the thesis. 
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                   Information collected over the course of the study is kept confidential and, 

at all times, secured by Griffith University’s digital security mechanisms. After I 

arrived back in Australia following data collection, all hard copy transcripts, 

documents, and list of participant information were kept securely at Griffith University.                    

Methods of Data Collection 

                   The methods followed to answer my research questions were similar across 

the two samples. The method of entry into organizations across the two different sectors 

differed due to the nature of each investigated sector. There was subtle variation in the 

way of establishing connection whether to approach management by letter and/or by 

phone. We varied our approach to sampling based on the degree to which organizations’ 

management would support the research and their willingness to send invitations for 

their employees. This was particularly sensitive, as I was conducting this research in an 

overseas university.  

Procedures and Samples  

                   Data for this research project were generated from a total of 51 semi-

structured interviews conducted with employees and managers working in for-profit 

(private based on a sample of 28 individuals) and not-for-profit (NFP based on a sample 

of 23 individuals) organizations in Palestine using a purposive sampling technique 

aimed at gathering participants from the largest of these organizations in the country. 

The data were collected over a five-month period and interviews were of approximately 

40 minutes in duration. The interviews were electronically recorded and transcribed in 

the Arabic language and translated into English. A random selection of the translated 

transcripts was back translated into Arabic to ensure accuracy of translation [see 
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Appendix E and (Brislin, 1970; Chen & Boore, 2010)]. The interview data were then 

coded and organised using MAXQDA 2018 (Creswell, 2013). 

                   The questions for interviews were driven by the research questions and the 

literature reviewed in Chapter Two. Understandably though, given the semi-structured 

nature of each interview, there was a degree of flexibility in the way that the interview 

was conducted (Creswell & Poth, 2017; Frey, 2018). A sample of the interview 

questions used to initiate or guide the conversations are available in Appendix D. All 

interviewees were asked to provide a number of basic demographic details, for 

example, age, gender, years in the current role, and supervision role. These influence 

the ways in which the interviews were conducted at some level (e.g., vocabulary utilised 

when asking questions, how each participant is addressed, etc.). Demographic data are 

provided in this thesis at the beginning of each study (see Chapter 4 and Chapter 5). 

                   The decision to conduct semi-structured interviews, as a primary means of 

data-collection for this research, is appropriate because this method provides flexibility 

for salient responses to be followed up, and for deeper meanings to be probed 

immediately (Arksey & Knight, 1999; May, 2011). It is more appropriate than 

alternative techniques like participant observation and focus groups given the context 

of the study. In a collective culture like Palestine, where individuals have a strong sense 

of hierarchy (Hofstede & Hofstede, 2005; House et al., 2004) there are likely to be 

limitations on comprehensive discussion among groups. Direct researcher observation 

can only focus on the present situation (Jennings, 2005) and reveals limited knowledge 

about previous practices. 

        A comprehensive study of over 700 recent articles from top academic 

journals by Saunders and Townsend (2016) finds that there is no established convention 

regarding the most appropriate sample size in a qualitative research. The appropriate 



 

Page 78 of  282 

number of participants is contingent on the broad characteristics of the population from 

which participants are chosen and the approach to analysis used by researchers. Where 

participants are to be selected from multiple organizations or analysed as multiple 

groups, they suggest 20 individual participants to be close to the norm in an empirical 

study of comparable nature to the present study. Consequently, my collection of data 

from more than 20 interviewees per data collection is not unusual by this standard (also 

see Malterud, Siersma, & Guassora, 2016).   

        I arrived at 51 interviewees not by design, but as a result of arriving at a 

saturation point for each type of organization (for profit and NFP) as I conducted my 

field research. Saturation, in qualitative research, indicates a point at which no further 

data will significantly add to researched understanding (Fusch & Ness, 2015; Saunders 

et al., 2018). To be more concrete, this is reached at a stage when interview participants 

continue to provide consistently the same information that has been provided by past 

participants. In other words, after participants start repeating information the researcher 

already has saturation is indicated. While it is difficult to pinpoint exactly when 

saturation has occurred, in Study 1, I started to notice consistent repetition from around 

the 20th interview onwards. In contrast, in Study 2, saturation degree was reached earlier 

at around the 14th interview with participants. This is because, NFP organizations’ 

management systems follow -almost- unified HRM system and regulations (Sabri & 

Jaber, 2007b). Nonetheless, continuing taking calls and interviewing participants until 

the last day of my field research in Palestine accumulated up to 28, and 23 interviews 

in for profit and NFP sectors respectively, which confirmed my understanding that 

saturation has well and truly been reached. 
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Procedures for Study 1 -private sector organizations 

                   I began by approaching senior management and/or HR managers of private 

organizations in Palestine directly through email invitation when I arrived in Palestine 

(see Appendix B for details about the email invitations). Organizations were chosen 

from the 100 largest organizations in the country based on records from the Palestinian 

Chamber of Commerce, and Palestine Bureau of Statistics data bases (Palestine 

Chamber of Commerce, 2017; PCBS, 2021). Once organizations responded and agreed 

to participate, management were asked to distribute the interview invitation to their 

staff members on behalf of me (see Appendix B). To ensure anonymity and 

confidentiality, management did not know which of their employees/managers participated 

in the study. Employees and managers were asked to contact the researcher directly by 

email expressing their interest in participating in the interviews. The contact details of the 

researcher were made available to prospective participants on the email/interview 

invitations that were provided to staff by the organizations (see Appendix B).  

       Upon initial contact with each individual participant, prior to the interview, 

I presented them with a number of preliminary questions (see Appendix C) in the form 

of a written questionnaire. If the participant met the purposive sampling criteria and 

then suitable interviewees were then contacted by me to arrange interview at their 

convenience (full profile about targeted organizations and participants demographics 

are available in Study 1/Chapter 4). 

Sampling design for Study 1 -private sector organizations 

                   The sampling method used was purposive sampling. I did purposive in the 

sense that I am only interested in the 100 biggest companies, because they do the most 

business in the country (Palestine Chamber of Commerce, 2017; PCBS, 2021). 

Purposive sampling is widely used in qualitative research to ensure the sample selected 

has the experience to inform the interviewer about the topic of investigation (Creswell, 
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2013; Palinkas et al., 2015; Patton, 2002). Further, the sample was selected from well 

informed individuals about the phenomenon investigated within Palestinian large 

organizations based on the pre-interview criteria (see Appendix C) that were completed 

by potential participants. Suitable interviewees were then contacted, and interviews 

were arranged at their convenience. 

                    The sample consisted of employees, HRM managers, and senior directors 

and managers, with a ratio of approximately 3:1 respectively (employees: managers). 

The ratio is based on those who responded to my invitation and conformed to the criteria 

established above. 

Procedures for Study 2 -NFP sector organizations 

                   The procedures used for Study 2 were slightly different than procedures 

used for Study 1. The main differences were in the way I contacted the organizations, 

followed up with the organizational gatekeepers, and ability of employees to 

participate.  

                   NFP organizations are usually headed by a minister or a chairman and 

within this culture contacting them is the key to allow researchers to enter their 

organizations in Palestine. Therefore, to gain time, I initially sent the heads of 

organizations and their organizations invitation emails asking them to participate in my 

research while I was still in Australia. Then when I arrived in Palestine, I printed out 

formal invitation letters to send through personal networks. This type of visits require 

arrangement with those networks, who in return arrange for meetings with the minister 

or chairmen of targeted NFP organizations (full profile about targeted organizations 

and participants demographics are available in Study 2/Chapter 5). This took some 

time, but fortunately, many organizations responded positively and allowed me to 

undertake my research in their organizations. To encourage employees in NFP 
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organizations to participate, a separate version of information sheet describing my 

research were sent by management to managers and employees as an attachment to the 

main invitation letter (see Appendix B for details). This information sheet was written 

in a simple language with fewer details than the main information sheet (which included 

a business case) that was sent initially to management. The purpose of simplifying the 

language in employees’ information sheet was to make it easier for them to read and to 

assure to them that their identity, and information provided through interview would 

not be revealed to their organizations.  

Sampling design for Study 2 -NFP sector organizations 

                   My aim in sampling for NFP was to recruit participants who were well 

informed about HRM practices and leadership styles in their organizations. In order to 

do this, purposive and snowball sampling methods were used. I started with a strategy 

of receiving all calls, but individuals who did not meet the criteria (see Appendix C) 

were politely excluded from further participation. Based on previous research I 

expected less formal HRM practices in NFP sector (Al-Jabari, 2013). To account for 

this and acknowledging the restrictions imposed by a field research timeframe, I used 

snowball strategy to collect more data from informed participants. Snowball sampling 

is a chain-referral method where primary participants help recruit other participants 

from their social network (Naderifar, Goli, & Ghaljaie, 2017; Valerio et al., 2016). In 

particular, snowball sampling is important in qualitative research to help in finding well 

informed participants about the topic investigated in organizations (Emerson, 2015).  

Data analysis 

                   Once interview data were collected, the following steps, adapted from 

Creswell (2013) and  Denzin and Lincoln (2013), were taken to analyse the data and 

present the research findings. 
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Step 1: Recorded interviews were transcribed, in Arabic language and prepared for 

translation. 

Step 2: Transcripts were translated to English. Furthermore, to ensure accuracy of 

translation, translated transcripts were back translated into Arabic to ensure accuracy 

of translation (Brislin, 1970; Chen & Boore, 2010). This was conducted by asking a 

colleague who is proficient in both languages to check that the meaning did not change 

after translation [Dr. Fadi’s consent on Griffith Ethics form is attached in Appendix E].  

Step 3: The process of data analysis began with me assigning contemporaneous notes 

from my meetings to relevant parts of the transcription. Moreover, coding was 

purposive and guided by the open-ended interview questions (see Appendix D). 

Step 4: To assist with data-analysis, I developed a number of broad nodes/levels to 

classify and organise the data collected from my interviews. I then developed codes 

within each node/level to allow for more specific categorisation and organization of the 

content of each interview (see Table 3.1 below). The codes within each node were 

derived from the interview materials and the literature on HRM, and leadership (as per 

Tables 2, 3, and 4 in Chapter Two). While such a coding approach is subjective, it suits 

qualitative method and data analysis process that characterizes all qualitative research, 

invariably involving selection, focusing, simplifying, abstracting, and transforming of 

data (Bell, Bryman, & Harley, 2018; Silverman, 2019). These features are an 

unavoidable part of an analytical process in which the researcher chooses how data will 

be clustered, organized, and coded (Miles et al., 2013). Furthermore, to ensure that 

interpretation of data was consistent among the data, and not biased, an inter-rater 

reliability process was undertaken (Gisev, Bell, & Chen, 2013; Gwet, 2014). A couple 

of researchers were asked to read examples of transcripts and code it in relation to the 
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research questions. Their interpretation and coding were relatively close to my 

interpretation.  

Table 3.1: Example of data coding structure for themes 

 

Step 5: Indexing and coding was undertaken with assistance of MAXQDA 2018 

software. MAXQDA 2018 is one of the highest rated qualitative research solutions that 

group and analyse data by text group, code system, text browser, and retrieved segments 

(Creswell, 2013, 2014). The software helped me to analyse the data in-depth by 

generating customised reports with codes (i.e., employee’s PM view at private sector 

organization); which assisted me to read and analyse the data thoroughly. Moreover, 

MAXQDA 2018 allowed classifying, sorting, and arranging information, which helped 

examining relationships between HRM practices and leadership style and combining 

analysis with linking, shaping, searching, and modelling. An example about MAXQDA 

2018 coding system is shown in Figure 3.1 below: 
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Figure 3.1: Example of codes and nodes on MAXQDA2018 

 

Step 6: The results gained from Step 5 has been reported in two chapters (Chapter 4 

and Chapter 5). In these chapters, a qualitative description was used to develop the 

findings about the experiences of employees and managers in the two different sectors 

and their experiences in relation to HRM and leadership. 

Presentation of the findings 

                   My findings are presented as two studies (Study1 and Study 2). Study 1 is 

presented in Chapter 4 and addresses the data collected from the private sector 

organizations. Study 2 presented in Chapter 5 focuses on the NFP sector organizations’ 

findings. Each study reports the data which contributed to answering my central 

research questions. 

Context for Study 1 organizations 

                   The private sector organizations were chosen for my research as they are 

primarily driven towards maximizing profit (Doyle & Stern, 2006; Maudos, Pastor, 

Perez, & Quesada, 2002) and because of globalization may have more exposure to 
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Western leadership styles. This influences the leadership style using in the 

organizations and in turn HRM practices. As a result, I anticipate they may spend more 

on employees’ recruitment, development, pay and benefits, because that may contribute 

to increase their competitive edge and maximize their profit (Lester, Enrick, & Mottley, 

1992; Pfeffer & Veiga, 1999; Thach & Thompson, 2007).  

Context for Study 2 Organizations 

                   In contrast, NFP organizations are described as being motivated by the 

betterment of society (Moore, 2000; Weil, 1996) and help to achieve justice (Brahm, 

2006). These organizations do not aim to achieve profit (Karajah, 2006) and are 

described as having less focus on the relationships between managers and employees 

within their managerial practices than do private sector organizations (Grimalda & 

Sacconi, 2005; Gwin, 1990). They may also be more culturally connected as they are 

servicing the local community. On this basis, they may not have had the same exposure 

to Western influences in leadership. Hence, there are an interesting comparison in HRM 

practices and by employee and manager’ perception about leadership styles used in 

these two different employment sectors. 

Conclusion  

                   In this chapter I presented the rationale for the selected research paradigm 

and qualitative methodology. Further, I provided information on the data collection 

process and how data analysis was undertaken. The following three chapters present 

the findings and analysis of my program of research. 

 

  



 

Page 86 of  282 

   Chapter 4: A qualitative study of HRM practices in the private 

sector (Study 1) 

 

Introduction 

                   The concept of leadership has been well researched especially in Western 

and developed countries (Avolio & Gardner, 2005; Bass, 1999; Leroy et al., 2015). 

Further, research on leadership has been shown to be connected with organizational 

culture and demonstrates that leadership can have an impact on human behavior (Daus, 

Dasborough, Jordan, & Ashkanasy, 2012; Dorfman et al., 2012; Simosi & Xenikou, 

2010). Previous research suggests that leadership styles can be associated with HR 

practices directly affecting HRM practices including: R&S, T&D, PM, and Pay, 

rewards, and benefits (Berman et al., 2013; Conway & Monks, 2008; Lopez-Cabrales 

et al., 2017). Furthermore, leadership style impacts employee behavior including 

employees’ job satisfaction (Alonderiene & Majauskaite, 2016; Bhatti et al., 2012).  

 

             The study (Study 1) outlined in this chapter is one of two studies in this 

thesis. The aim of this study is to examine how do HRM practices reflect specific 

leadership styles in the private sector organizations in Palestine. Specifically, my aim 

is to understand how private sector employees’ and managers view HRM practices in 

relation to leadership style, and how that might adhere to Western leadership principles 

explained in Chapter Two. The data in Study 1 seeks to answer the following research 

questions:  
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RQ 1a.  How do HRM practices reflect specific leadership styles in the private sector 

in Palestine?  

RQ 2a.  Are HRM practices perceived differently between employees and managers in 

the private sector in Palestine? Why? 

 

Context 

       The private sector has been operating in Palestine across a range of different 

political era from the Caliphate era until WWI from which the British mandate 

emerged, and then the Israeli occupation following WWII. This period included the 

1948 and 1967 wars, and two uprisings. The most recent change occurred with the Oslo 

accords between PLO and the Israeli Government in 1993. To understand private 

enterprise in Palestine some understanding of the turbulent history of the Palestinian 

state and the hegemony that existed is required. While existing throughout history, the 

Palestinian state was only finally formally established on part of the historical land and 

recognised in 2016 as a state in the United Nation assembly (UN, 2016). Although the 

political environment has been and continues to be unsettled, private sector (or for 

profit) organizations have been operating constantly with a growing reliance on 

population growth and consequently increase demand to different goods and services 

(PASSIA, 2009; PCBS, 2021). Accordingly, the sample in this study was chosen to 

represent private sector organizations from telecommunications, banking, and services 

industries, which has a large part of the market share in Palestine (PCBS, 2021). All the 

private organizations in this study are Palestinian owned and operate mainly in 

Palestine. Additionally, some of which have many branches in the region and even in 

the world’s famous cities like New York, Frankfort, Sydney, and Dubai. 
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Sample 

       The sample of this study consist of 28 individuals working in private 

organizations in Palestine (including employees, HRM managers, and directors and 

managers). They were selected from large private organizations based on the pre-

interview questions (see Appendix C) that were completed by potential participants. 

Interviewees who satisfied the purposive sampling criteria (See Chapter Three) were 

contacted by me to arrange interview at their convenience. 

                   An important issue to consider for researchers is the ideal number of 

interviewees needed to achieve a detailed understanding of the phenomena investigated 

-saturation (Creswell, 2013; Tracy, 2012).  In my study, saturation was reached after 

20 interviews. This number is seen reliable by research about reporting and justifying 

the number of interview of participants in order to serve research purpose (Creswell & 

Poth, 2017; Saunders et al., 2018). Despite reaching saturation at 20, I continued to 

collected data from another 8 participants. A list of the participants for Study 1 are 

outlined in Table 4.1 below. Table 4.1 shows that my sample included participants with 

a range of ages and new and experienced employees. I also included in my sample both 

male and female employees and managers. 
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Table 4. 1: Participants in Study 1 

# Participants Gender Age Current Position 
Years of 
Work 
Experience 

1 Private Male 18-29 Employee in compliance department in a bank 5-9 

2 Private Female 18-29 
Banking services employee in a commercial 
bank 

5-9 

3 Private Female 18-29 Senior risk management officer 10-14 
4 Private Male 30-39 Manager at a health insurance company 15+ 
5 Private Male 18-29 Employee in a telecommunications company 0-4 

6 Private Male 30-39 
Procurement consultant in telecommunications 
company 

5-9 

7 Private Female 30-39 
Director of corporate development services at 
telecommunications company 

10 - 14 

8 Private Male 30-39 
Customer’s services officer in a 
telecommunications corporation 

10 -14 

9 Private Male 18-29 
Sales employee at a telecommunication 
company. 

0-4 

10 Private Male 30-39 
Employee at finance department in a 
microfinance company 

5-9 

11 Private Male 40-49 
Director of HRM at a telecommunication 
corporation 

15+ 

12 Private Male 18-29 
Employee at procurement department at 
telecommunication corporation 

0-4 

13 Private Female 18-29 
Employee at finance department in a 
telecommunication company 

5-9 

14 Private Male 18-29 
Employee at sales department in a 
telecommunication company 

0-4 

15 Private * Male - Director of HRM at an investment Bank - 

16 Private Male 30-39 
Senior employee in marketing department in a 
bank 

10-14 

17 Private Male 18-29 Teller employee at a bank 0-4 

18 Private Female 18-29 
Employee at HRM department in a 
commercial bank 

5-9 

19 Private Male 18-29 Employee at credit and loan services at a bank 0-4 
20 Private Male 18-29 Employee at credit and loan services at a bank 0-4 

21 Private Male 40-49 
Director of talent development department at a 
commercial Bank 

10-14 

22 Private Male 40-49 
Senior accounting employee at a food and 
manufacturing firms. 

15+ 

23 Private Female 30-39 Accountant at ice cream production company 5-9 

24 Private Male 50-60 
Operation director at chocolate production 
company 

15+ 

25 Private Male 30-39 Database administrator at a commercial bank 5-9 
26 Private Male 40-49 Senior credit officer at a bank. 15+ 

27 Private Female 18-29 
Employee at human capital development 
department in bank 

0-4 

28 Private Male 30-39 
Operating and procedures director in a 
commercial bank 

10-14 

*Interviewees opted not to answer the demographic question. 
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   How do HRM practices reflect specific leadership styles in the private 

sector 

       Before presenting the data obtained from employees and 

directors/managers, I first summarize the constructs/principles/attributes tables 

developed in Chapter Two (Literature Review) to remind the reader about the 

differences between leadership styles (i.e., authoritarian/directive/caliphate, 

transactional/functional, and transformational leadership). Then I use the data from 

interviewees to develop broad themes (i.e., directive, functional, and transformational) 

regarding the relationship between leadership principles and the style of HRM practices 

(the influence of which leadership on HRM practices) in the organizations.  

       As noted in the literature review, an authoritarian or caliphate leadership 

style is shown by research (Aryee et al., 2007; Kiazad et al., 2010) to emerge when a 

leader/management of organizations demonstrates directive behaviors toward followers 

(as outline in Table 2.2 in Chapter Two). Examples of these behaviors may include, a 

leader ordering policies and procedures to the organization and followers, and 

deciding on objectives and goals are to be realised without involvement of employees 

(Moiden, 2003; Potter et al., 2010). This in turn results in the leaders maintaining 

leadership and controls of all activities without any expressive participation by the 

followers (Bass & Avolio, 1997; Flood et al., 2000). In my interviews, I saw these 

behaviors as indicating a directive style of leadership. The focus of this style of 

leadership is on controlling and micromanaging HRM processes in an organization. 

             Western and developed countries’ styles of leadership have been broadly 

described as transactional or transformational (Avolio & Gardner, 2005; Bass, 1985; 

Dumdum et al., 2013). A transactional leadership style is shown by research (Bass, 

1985, 1990, 1997, 1998; Judge & Piccolo, 2004; Stewart, 2006; Walumbwa et al., 2005) 
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to be based on broad functional principles or attributes towards the organization (see 

Table 2.3 in Chapter Two). On this basis, Bass (1985) sees leadership/management of 

an organization involving: 

1. Contingent reward: a leader clarifies what is expected from followers and what 

they will receive if they meet expected levels of performance.  

2. Active management by exception: the leader focuses on monitoring task 

execution for any problems that might arise and correcting those problems to 

maintain current performance levels. 

3. Passive management by exception: the leader tends to react only after problems 

have become serious to take corrective action, and often avoids making any 

decision at all.  

In this study, I refer to these types of leadership as being transactional or functional in 

approach as they involve a focus on day-to-day HR and management activities designed 

to complete work tasks. 

             On the other hand, transformational leadership styles are shown by research 

(Bass, 1990; Eagly et al., 2003; Mittal & Dhar, 2015; Stewart, 2006; Yukl, 1999) to 

emerge when a leader/management is supporting and trusting of employees (see Table 

2.4 in Chapter Two). According to Avolio and Gardner (2005), such leaders practice: 

1. Idealized Influence (Charisma): Providing an ideal role model for followers. 

Leaders display conviction; emphasize trust, take stands on difficult issues, 

present their most important values, and emphasize the importance of purpose, 

commitment, and the ethical consequences of decisions (Avolio et al., 1999; 

Bass, 1997). 

2. Inspirational motivation: Leaders articulate an appealing vision of the future, 

challenge followers with high standards, talk optimistically with enthusiasm, 
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and provide encouragement and meaning for what needs to be done. 

Communicates high expectations, uses symbols to focus efforts, expresses 

important purposes in simple ways (Bass, 1990). 

3. Intellectual Stimulation: The leader challenges followers to question old 

assumptions, traditions, and beliefs; stimulate in others new perspectives and 

ways of doing things; and encourage the expression of ideas and reasons. They 

stimulate others to be creative and they never publicly correct or criticize others 

(Stewart, 2006). 

4. Individualized Consideration: Transformational leaders demonstrate genuine 

concern for the needs and feelings of followers and help them self-actualize. 

Focuses on understanding the needs of each follower and works continuously 

to get them to develop to their full potential (Rafferty & Griffin, 2006). 

 

In this study, I refer to these behaviors collectively as being transformational in 

approach, as these behaviors are focussed on individual employees and providing a 

framework for enabling employees, through HRM practices, to complete tasks and 

engage with their organizations to move the organization foreward. 

                   Accordingly, a broad range of themes emerged when examining responses 

to RQ 1a:  How do HRM practices reflect specific leadership styles in the private 

sectors in Palestine? In the next section, I report on the interviewee’s 

views/perspectives about HRM practices and where the specific practices (i.e., role of 

HRM, R&S, T&D, PM, and Pay, Rewards, and Benefits) are influenced by specific 

leadership styles. Each sub-section will begin with employees’ view/perspectives, then 

followed by managers’ views/perspectives about their employees. The unit of analysis 

for my thematic analysis in this study is paragraphs and sentences. 
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Role of HRM 

                   In this section, I first discuss the employees’ views and then the managers’ 

views within the private sector sample. 

Employees’ views 

                   The employees in private organizations expressed a range of views around 

the role of HRM. Specifically, based on the data provided they appear to report a mix 

of directive, transactional and transformational views. On balance, the role of HRM is 

seen by participants to include recruitment, selection, and hiring; performance 

appraisal; health and safety systems; training; managing leaves; job descriptions; job 

design; salaries and rewards. In the following sections, I outline the evidence supporting 

these themes. 

Functional (Transactional) view 

       The majority of employees interviewed expressed awareness of HRM 

practices, but their view predominantly focussed on the functional elements of HRM in 

their organizations. Generally, from their perspective, the role of HRM is seen to be 

largely administrative and supportive of management functioning in nature. The 

following comments supports these views: 

“Human resource roles include recruitment and selection, 

performance appraisal, job design, training, health and 

occupational safety systems, salaries & compensation for our 

efforts… … every employee feels the HR role in accordance with 

their role and duty in the organization.” (Private 10) 

 

And, 

 “… to organise employee leaves or leave permits. Health 

insurance and travel advances for employees. To manage salaries, 

job titles, and job descriptions, which must be managed to be clear 
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for employees to ensure their rights and also the company’s right 

on the other hand.” (Private 1) 

 

       These comments are indicative of employees’ perception of HRM as 

practices that revolve around a transactional type of relationship between employees 

and their manager (as outlined in Table 2.3 in Chapter Two). The interviewees’ 

emphasis on “salaries & compensation for our efforts” and “[being] clear for employees 

to ensure their rights and also the company’s right” illustrate this point.  

Directive (Authoritarian/Caliphate) view 

       While the majority of employees had a transactional view of HRM, 

nevertheless, few employees in this sample also talked about how top management 

spent a lot of time using HR procedures to control employees and compel them to obey 

their organizations’ policies. The following quote demonstrates reflects this opinion: 

“… their role to control the employee and let them adjust towards 

the company’s policies. This is done through the department of 

human resources, which monitor the employee. This is what top 

management wants. But we feel sometimes that human resources 

department is trying to change this role.” (Private 19) 

 

       As can be seen from this quote the interviewee outlines the utilization of 

personnel management practices as a tool of control and the application of strict policies 

with a narrow margin for flexibility is an indication of a directing /authoritarian 

/Caliphate type of leadership (as outlined in Table 2.2 in Chapter Two). 

Transformational view 

       In contrast to the views discussed above, a small number of employees I 

interviewed considered the role of HRM as being greater than simply personnel 

management. Their opinion was that the role of HRM is to create a comfortable work 
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environment for employees with an emphasis on caring about employees’ 

psychological welfare, engagement with their work environment, and overall 

wellbeing. The following quote reflects these views: 

“They [HR] invest in human capital. So, they give the employee all 

materialistic and psychological support to let us relax and to share 

new ideas about work with them. When employee feels comfortable 

psychologically, they give more for their work. They also try to 

make staff relationship good through social activities.” (Private 8) 

The issues raised by Private 8 demonstrate that there is some awareness of a more 

supportive style of HRM evident in some industries in the private sector. Although the 

size of my sample and my methodology does not allow me to generalize, future research 

into industry differences in the private sector may provide additional insights in this 

regard. 

Summary of employees’ views of the role of HRM 

        Not surprisingly, employee’s views about the role of HRM in this sample 

varies. Data presented show that most employees view the role of HRM is influenced 

by functional/transactional type of leadership. Further, there are few 

directive/authoritarian views, and a few views of transformational leadership. The 

following section presents the role of HRM as perceived by directors and managers. 

Managers’ views about the role of HRM 

Functional (Transactional) view 

       This group primarily consisted of managers and directors of companies. 

Mostly, from directors’ and managers’ perspective, the role of HRM is seen to 

incorporate a transactional view of HRM focussing mainly on the administrative 

aspects of staffing and personnel management aspect of HRM. The following quotes 

demonstrate these views: 
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 “It is a process that include recruitment and then selection and 

contracting. Then the employee enters an induction program about 

the organization mission and vision. Then we provide them with an 

idea about our salaries and rewards and the benefits they will 

receive. Then we explain the evaluation process and how it is 

important to increase performance. Then we explain the aspects of 

employment relations … … then we continue informing them 

[employees] about training and development programs we offer. 

Finally, we explain to them that the role of HR will continue with 

the employee until the end of their service, or contractual period 

with the organization.” (Private 21) 

 

And,  

“We have hundreds of employees here and like every big company 

we have a human resources management system … … we hire, 

train employees, provide benefits, monitoring their attendance, 

incentives, and everything related to employees in many areas and 

levels. It [HR role] is divided into two parts: personnel and 

operational affairs of employees, such as salaries, vacations, etc., 

and the other part related to the developmental and motivational 

affairs. (Private 11) 

 

       Although this second quote has some elements of transformational 

approaches (e.g., motivation), the majority of the quote demonstrates a functional or 

transactional approach to the role of HRM. This general view was supported across a 

range of managers in this sample. 

Transformational view 

       While directors and managers mentioned primarily functional aspects of 

the role of HRM, some directors and managers focussed on the importance of 

employee’s development and motivation. Moreover, they pay attention to national 
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circumstances and different aspect of employee considerations. The following 

comment reflects these views: 

 “… the other part [of HRM role] related to the developmental and 

motivational affairs … …. of course, every institution has its own 

culture, and it is not a condition that what work in America work 

in Palestine or vice versa (taking in consideration that we took 

consultations, like other companies here, from famous 

organizations like Hey Group-Korn Ferry); so, we take into 

account the culture of our company, what suits our culture, 

traditions, interests, gender, and politics here in Palestine. And 

many other things that you think are related to the work of human 

resources.” (Private 11) 

       Based on this quote, we can say that some managers report themselves 

taking a more strategic view of the role of HRM in their companies. 

 

Directive (Authoritarian/Caliphate) view 

       Throughout the course of the interviews with directors and managers, no 

participants provided data that there was an authoritarian/caliphate leadership style 

influence on HRM practices used in their organizations. It has been noted previously in 

studies of HRM that asking HRM managers about their positive performance leads to 

overstated positive results, for example, (Wall & Wood, 2005; Wilkinson, Barry, 

Gomez, & Kaufman, 2018). Further, this suggests that interviewed managers -within 

this sample are content with their HRM practices as espoused. This will be an important 

consideration when discussing the findings later.  

 

Summary of managers’ views of the role of HRM 

       In summary, the interviews with directors and managers generally 

demonstrated that they understood the overall scope of HRM to be largely functional 
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(largely made up of processes and practices), but which also includes a strategic and 

transformational role in planning, co-ordination, and implementing an organization’s 

objectives. Moreover, directors and managers mentioned many practices that can be 

interpreted as having been influenced by a mix of (1) functional/transactional leadership 

i.e., there is a clear process for HRM practices that clarify what is expected from 

employees and what employees will receive in return “ … [HR role] is divided into two 

parts: personnel and operational affairs of employees, such as salaries, vacations, etc…” 

(Private 11); And (2) transformational leadership i.e., they emphasise the importance 

of employee’s development and motivation “… and the other part related to the 

developmental and motivational affairs.” (Private 11). Thus, there is an indicator that 

more strategic matters that show a transformational type of leadership are emerging 

(see the definitions above, and Tables 2.3, and 2.4 in Chapter Two). In the following 

sections, I use the framework I have established in Chapter Two to shed more light on 

the influence of leadership principles on specific facets of HRM. 

Recruitment and Selection (R&S) 

Employees’ views of R&S 

Functional (Transactional) view 

       For many employees I interviewed, R&S practices at their organizations 

were described as being linked to the following activities: planning and sourcing for 

potential employees from within and outside the organization; ensuring that there is a 

clear process for R&S and job description to recruit for; providing facilities for digital 

applications to increase objectivity, fairness, and procedural justice; testing candidates; 

selection of qualified candidates and hiring new individuals. The following statements 

show these views: 
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 “They collect … [applications and academic] transcripts from the 

hiring portal and check the grades and academic attainments of 

applicants. Then they sort their [applicants] applications and 

interview the top on the sorted list to select the best applicant for 

the job here”. (Private 16) 

 

And,  

“… they [HR] identify the vacancies and advertise for jobs. They 

collect applications and interview candidates, and then select the 

best for the job. When I got hired, they explained my duties in 

detail, and they talked about my career path.” (Private 3) 

 

Though, these were views of many employees in this sample, a few employees said that 

their organizations ensure compliance with laws and regulations. This quotation is 

reflected in this quote: “The Codes of Professional Conduct document is constantly 

updated, and they asked to be signed by us to ensure staff commitment and compliance 

with laws” (Private 1). Some interviewees also commented that their organizations, pay 

attention to, and enhance equal employment opportunity (EEO). Further organizations 

deliver what they promise when operating the R&S process. The following comment 

demonstrates these views: 

“… They gave me a chance for another interview [than the first I 

missed], and I have got hired and I’m working here since a while 

… … they are very supportive to their employees and the package 

and benefit they tell you about in the interview are true.” (Private 

14) 

                

       This employee had been discouraged from engaging in the recruitment 

process as he assumed it was a nepotic process. In this case, the HR department 

emphasized the importance of the process and gave Private 14 another chance to 
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undertake the interview. Many employees’ views and opinions and the interpretation 

presented so far show that there is a clear process and procedure for R&S. Hence, this 

can be interpreted that many employees perceive an impact of functional/transactional 

type of leadership on R&S practices (as explained in Table 2.3 in Chapter Two). 

Transformational view 

       Some employees interviewed in this sample suggested that there is an 

emphasis, in their organizations, on the acquisition of new, smart, and fresh graduates 

- as opposed to experienced individuals. This direction is intended to bring in fresh 

perspectives and generate new ideas in their organizations. These quotes are reflective 

of these views: “the company targets new graduates more than experienced applicants 

for the purpose to get new ideas.” (Private 17). And “… In terms of my job I was 

selected by my university with other students to be hired on the graduation program at 

this company …” (Private 14). These views can be interpreted as consistent with a 

transformational type of leadership practice in R&S. Certainly, the new employees 

(tenure 0 – 4 years) focussed on the companies attracting fresh graduates with 

capabilities and learnability skills which provide the ability of the company to engage 

in more transformational processes. This can be contrasted with people who are deep 

experts in one area or another who may have good answers but who have been doing 

the same thing for ever and typically replicate what they have seen before (see Bock, 

2013; Zarei & Wong, 2014). Thus, this type of external recruitment breaks inbreeding, 

challenges norms, enhances creativity and brings new ideas to address organizational 

objectives which is more in line with a transformational view of the organization (as 

shown in Table 2.4 in Chapter Two). 

       Further, one interviewee noted that following functional R&S practices 

were able to address concerns over nepotism. Based on a functional approach to R&S, 



 

Page 101 of  282 

recruitment teams were able to follow-up with the applicant and offer him another 

chance for an interview. This resulted in a positive outcome for the organization who 

attracted a new employee with new ideas to work for their organization and has served 

to overcome negative gossip about the company (as explained in Table 2.4 in Chapter 

Two). The following comment is representative of these views: 

“… I did not go to the interview at that time, because I thought that 

I’m not going to be hired there without nepotism. But they called 

me and asked me why I did not attend the interview. I said because 

I thought that I am not going to be hired. They gave me a chance 

for another time, and I have got hired and I am working here now 

since a while. All gossips that were said about this company are 

untrue.” (Private 14)  

 

Directive (Authoritarian/Caliphate) view 

       Employees did not provide any specific explanations that could be 

interpreted as an indicator of a directive type of leadership that influence on R&S 

practices at their organizations. While we may not want to draw any dramatic 

conclusions about managers putting a positive spin on their approach, the views 

expressed in the interviews and presented herein by employees adds weight to the 

managerial perspective that there is a lack of authoritarian leadership driving HRM 

practices.  

 

Summary of employees’ views of R&S 

       To summarise, employees’ views mostly suggest that R&S practices in 

their organizations are influenced primarily by a functional/transactional type of 

leadership; but with some elements of transformational leadership influence in certain 
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cases (as explained in Tables 2.3 and 2.4 in Chapter Two). The following section 

present managers’ views about R&S in their organizations. 

 

Managers’ views of R&S 

Functional (Transactional) view 

       Directors and managers mentioned that R&S practices in their 

organizations revolve around a series of specific functional practices such as: creating 

clear and formal processes for the acquisition of competent individuals to accomplish 

key objectives; workforce planning; sourcing; and preparing contracts for new 

employees. Seeing R&S in this manner is indicative of the functional/transactional 

approach. This comment is reflective of these views: “… we are planning, sourcing, 

recruiting, testing, interviewing of candidates, selection, and hiring. It is a continuing 

and fair process that continue until they [candidates] sign the contract with the 

organization” (Private 2). 

 

Transformational view 

       While some directors and managers talked about R&S as a formal process, 

other directors and managers explained that the recruitment of qualified employees has 

created tension between companies in the same industry. This has led them to take 

further measures to implement initiatives to improve employees’ retention. The 

following quote reflects these views: 

“… there is competition between banks in this [recruitment] area, 

so most of the competing banks that enter the market recruited 80 

per cent of their staff from this sector, … this has raised the 

attention of our top management that start care more about the 

R&S and try to create value for the work here. Value such as, this 

bank is more than a bank, it is an investment institution. Further 
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they start to participate and contribute more to social events in the 

community” (Private 28) 

 

       The comments, here, suggest that managers in this organization are trying 

to create a form of intrinsic motivation which involves energising employees and being 

seen as a socially responsible workplaces for their employees. The interviewees see this 

as a proactive approach to attracting the best talent for their organization. This is 

consistent with the transformational view of HRM (as explained in Table 2.4 in Chapter 

Two) as it specifically relates to inspirational motivation and idealised influence.       

Summary of managers’ views of R&S 

       In summary, directors’ and managers’ data show that there are a clear and 

formal R&S processes for the acquisition of competent individuals to accomplish key 

objectives in their organizations. Having a formal and clear R&S process is an indicator 

of an influence of functional/transactional type of leadership on R&S practices in 

organizations (as outlined in Table 2.3 in Chapter Two). Moreover, there are some 

indicators that for some management teams, there are moves towards emphasizing 

intrinsic motivation and idealised influence as an attraction and a retention plan to 

attract and keep their top talent. This is also being used to compete for the best 

employees in the market. This indicates move towards a more transformational type of 

leadership standards (as outlined in Table 2.4 in Chapter Two) in terms of R&S. 

       Directors and managers did not mention any specific point that could be 

interpreted as an indicator of a directive type of leadership influence on R&S practices 

at their organizations. Although, managers and employee perspectives about R&S seem 

aligned, we will see in the next section that this is not the case for all areas of HRM. 
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Training and Development (T&D) 

Employees’ views of T&D 

Functional (Transactional) view 

       A number of employees reported HRM practices in relation to T&D in an 

administrative and functional way listing activities such as: management and planning 

of training needs and employees’ career development; provision of training 

opportunities and courses to upskill all employees; and provision of development 

opportunities through professional certifications. The following statement was typical 

of these views: 

“We have a training centre. At the beginning of each year, training 

needs are determined, and each department has the right to 

propose trainings that are required. Some training programs are 

carried out by senior employees and managers from the company 

and the rest by trainers from outside the company. There are 

courses for international professional certificates provided by the 

department of human resources as well.” (Private 1) 

Another participant noted that “There are training courses in the company assumed to 

be taken by everyone who enters the company and for continuing employees” (Private 

13). Other employees said that training courses are planned and provided for employees 

to remedy deficiency in employees’ skills and knowledge. This remedial view of T&D 

can be interpreted as training and development being used as a transactional process to 

address inefficiencies in the organization. The following comment is representative of 

this view: “They provide us with training based on our evaluation results, and what 

supervisors’ recommend for us of training” (Private 9).  

       The views presented above suggest a focus on a functional view on and 

approach to T&D practices (as outlined in Table 2.3 in Chapter Two) with elements of 

management by exception. 
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Directive (Authoritarian/Caliphate) view 

       While the functional view appears dominant amongst the interviewees, one 

employee I interviewed said that in his organization: “Training programs are rare, and 

it is just given to some employee in order to do the task required not for our actual 

development” (Private 22). 

       This exemplifies a more directive approach to T&D, in that the 

developmental needs of the training participants are not taken into account, and because 

T&D is seen as a tool of control by the organization. While this response was not typical 

in the sample, it does show there is variance in how and why HRM practices are 

implemented in private organizations. 

Transformational view 

       Other employees in the sample said that their organizations pay attention to 

a range of processes around T&D including: individualised training programs that 

upskill certain employee to contribute to their career path; and customised development 

training that are not only intended to improve employee work-related skills, but also 

contribute to their own wellbeing and career aspiration. This is exemplified in the 

following quote: 

 

“… they provide us with personal trainings that concerns the 

development of our interpersonal skills, communication skills, and 

oral presentation abilities. Also, they start to provide us with 30 

minutes yoga classes during work time to enhance our mindfulness 

and wellbeing.” (Private 18) 

 

Another employee explained: “I think the company provide training programs for 

employees that are not provided by many other companies in the market” (Private 13). 

These accounts show that some organizations are very much concerned about 
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employee’s individual needs; which suggest that these organizations’ T&D practices 

follow transformational leadership principles that consider employees’ needs, abilities, 

wellbeing, and aspirations (as outlined in Table 2.4 in Chapter Two) in line with the 

individualised consideration which has been linked to transformational leadership 

practices.   

 

Summary of employees’ views of T&D 

       In summary, employees’ views mostly suggest that T&D practices in their 

organizations are influenced primarily by a functional/transactional type of leadership, 

however, with some elements of transformational leadership in certain cases (as 

explained in Tables 2.3 and 2.4 in Chapter Two). The following section present 

managers’ views about T&D in their organizations. 

Managers’ views of T&D 

Transformational view 

       Most participants in the managers’ sample acknowledged that their 

organizations engaged in traditional functional T&D practices. This is evident in the 

activities they provide to their employees (e.g., standardized policies and rules for 

training; training recommended by managers based on the employee performance 

appraisal results). That said, this group also identified some transformational 

approaches in providing T&D. These practices included initiatives such as: providing 

support for employees to attend university courses and workshops locally and 

internationally in order to equip employees for future changes in the industry and labor 

market generally. The following comment demonstrates these views: 

“Development to our staff include training course and 

programmes for all employees in the company. This also include 

assisting them to attend courses at universities and attending and 
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participating in workshops and conferences here and 

internationally… … our training budget could be the highest in this 

this industry in Palestine and designed for all levels in the 

company.” (Private 28) 

 

This view was supported by another interviewee who explained their personal 

experience of T&D in their company was geared towards enabling personal 

development: “… based on employees’ performance appraisal results, the HR 

department develop the organization’s annual training program. I found that training 

and development practices helped me personally to develop myself and to get promoted 

to this managerial position” (Private 4). 

 

        The comments of directors and managers presented above indicate that 

there is an influence of transformational type of leadership on T&D practices in these 

organizations. Extending this idea, some directors and managers said T&D practices 

involve some entertainment/personal development activities, and individualised 

training programs that varied in the type of training and development practices offered. 

The purpose is to upskill employees and align their career trajectories with their 

managers’ organizational visions and also address their own personal aspirations. The 

following statement is representative of this approach: 

“… Training and development practices are connected with 

employees’ evaluation, and career paths and varied in this 

organization from coaching and on the job training to attending 

college courses and participation in workshops and short studying 

programs here and abroad.” (Private 7) 
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In a similar vein, Private 11 described his companies’ different approach to T&D 

activities as: “... our training programs include some entertainment activities and 

functions to help employees destress from any work pressure”. 

 

Summary of managers’ views T&D 

       In summary, directors and managers did not mention any specific point that 

could be interpreted as an indicator of a directive type of leadership that influences on 

T&D practices at their organizations. Further, their perspectives about T&D practices 

in their organizations suggest that such practices are planned and constructed based on 

employees’ evaluation results, and sometimes linked to the employee’s individualised 

development aspiration. I interpret these views as being linked to a transformational 

style of leadership (as explained in Table 2.4 in Chapter Two). 

Performance Management (PM) 

Employees’ view of PM 

Functional (Transactional) view 

       Similar to the other aspect of HRM, many employees described PM 

practices at their organizations in a traditional and administrative manner. Comments 

suggested a formal process that centres on the positives and negatives of employee 

performance and how to address issues in a very procedural manner. The following 

quote clarifies these opinions: 

“In the appraisal process the employees appraise themselves at 

first then they are appraised by their manager. If there is 

inconsistency or difference between the employee’s appraisal and 

their manager’s appraisal, HRM employees intervene to 

understand why there is a difference (e.g., the employee did not 

understand the criteria or there is injustice). The HRM employee 
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asks the manager of that employee to meet and discuss their 

appraisal, then they try to understand if the manager discussed the 

appraisal with the employee and if the employee is satisfied or 

not.” (Private 9) 

 

Continuing in this vein, another employee noted the importance of the process in 

Performance Management: 

“They educate us about the purpose of the evaluation process and 

encourage us to fill and discuss the evaluation with our managers. 

Also, they provide us with a manual about how to fill the electronic 

forms and what each criteria in the form mean.” (Private 10) 

 

       The way PM is approached, according to the above quotations, is indicative 

of a functional/transactional leadership style. That is, the process is neither used as a 

tool to impose arbitrary control on employees, nor to develop them as individuals in a 

transformative way. Rather, the focus is the process and the forms that need to be 

completed to meet organizational requirements. 

Directive (Authoritarian/Caliphate) view: 

         A few employees, however, did note a lack of transparency in the PM 

process in their organizations. If Caliphate or directive leadership is about the managers 

being in control and directing employees, then there were such descriptions by 

employees in the area of PM. The following quote reflects this view:  

“They never provide any incentive for us. I work here since long 

time and they never thanked me or even gave me a recognition 

certificate. I come to work half an hour before everybody, my work 

according to them is precise and correct, but they never offered 

any rewards.” (Private 22) 
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       The lack of reward mechanism may indicate that a manager or employer 

considers that employees are meant to obey their directions in their role as employees. 

In this view, no reward should be necessary to motivate employees to do what they 

should already be doing. This may indicate that there is still some influence of directive 

type of leadership style on PM practices at some organizations (as explained in Table 

2.2 in Chapter Two). 

       So far, employees’ views support the presence of a functional and, to an 

extent, a directive type of leadership principles in the PM practices of their private 

sector organizations (as outlined in Table 2.2 and 2.3 in Chapter Two). In the following 

paragraphs, we present some evidence of PM practices in other organizations that go 

beyond functional and directive styles. 

Transformational view 

       Some employees in my interview sample also talked about participation 

opportunities as a part of their organizations’ PM processes (for example, to develop 

their department’s annual plan). The idea is that their involvement in this process is 

intended to help accomplish the organization’s long-term objectives. Some of these 

opportunities were conducted through employee evaluation of performance process. 

The following statement elaborates this in further details:  

“We set our work goals at the beginning of the year. We start 

[performance appraisal process] on our own, and then in 

partnership with the director of the department. She also asks us 

of what is required in terms of personal trainings and skills in 

order to accomplish our duties to the fullest at the performance 

appraisal meeting. Then she asks us at the department meeting 

about what we can develop in our work to meet the department’s 

plans; and so, everyone is involved in developing the annual plan 

of the department.” (Private 18) 
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         In this case employees are involved in developing their personal skills to 

help achieve organizational goals. Other employees noted that there is participation in 

the PM processes of their organizations. For instance, through HRM surveys that use a 

retrospective prospective approach asking employees to determine the performance 

level they see as appropriate for their position. The following quote reflects this point, 

“… the HRM department are conducting surveys between now and then to gather 

feedback about their practices, and also to collect ideas for improvements from us” 

(Private 8). 

       Again, in this quote we see employees describing their PM processes as 

involving ideas about where the organization wants to be in the future. These two last 

quotations show how PM practices may be influenced by top management’s 

transformational style of leadership, as an alternative to a more directing or functional 

style of leadership.  

 

Summary of employees’ views of PM 

       Transformational leadership practices emphasize trust and participation in 

decision making with their employees (as outlined in Table 2.4 in Chapter Two) and 

this is replicated in HRM where employees are involved in their own performance 

management. This was clearly described in this section. However, there were also 

transactional processes described. More traditional transaction processes tend to 

emphasise a more top-down way of doing things, which relies on completing forms and 

ticking boxes and this was also revealed by employees.  
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Managers’ views about PM 

Functional (Transactional) view 

       There were clearly a number of transactional views of the performance 

management practices of the companies in which the interviewees worked. Many of the 

directors and managers I interviewed said that PM practices in their organizations 

revolve around managing the evaluation of performances (on a bi-annual basis), based 

on agreed objectives and providing rewards based on the results of employee 

evaluations. The following comment demonstrates these views: 

“Employees and managers pre-identify objectives and key 

performance indicators. And this is updated yearly. Then at the 

time of evaluation they receive an email with a hyper-link from the 

HR department where they evaluate themselves first, then they 

submit, and the link open for their managers. Managers usually 

meet the employee and indicate their high, medium and low 

performance (if any) and put their comments and suggested 

training and submit the form online.” (Private 28)        

  

       Furthermore, other directors and managers view PM as a continuing and 

monitored process by the HRM department, a process to guarantee that each employee 

is given suitable materialist incentive and reward in return for the work done. While 

incentives appear to be linked to performance in the above quote, (Private 7) expresses 

a very functional view of reward processes being linked to incentives. The following 

quote reflects this sentiment: 

“Institutional development includes performance assessment that 

is done twice a year. The employee is self-evaluated and then 

evaluated by their supervisor. By monitoring performance 

evaluation results, we make sure that all the staff are engaged well 

in the system and employees are well provided with suitable 

bonuses and incentives.” (Private 7) 
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       Managers’ perspectives are closely aligned with the views of employees, 

but management tends to emphasize the advantages of their PM systems and electronic 

tools they utilize. An example of such electronic tools described by one interviewee as 

an employee digital appraisal mechanism, which allowed employees to start evaluating 

themselves and indicating their training requirements to help them become more 

capable in doing their work. Further, it also allowed employees to rate their 

performance and provide comments.  

       These quotes from managers show that PM practices by management are 

heavily influenced by a functional type of leadership. There is a clear formal process 

followed in these organizations with the focus on setting expectations and then 

rewarding employees for meeting or exceeding those set goals (as outlined in Table 2.3 

in Chapter Two). I interpret this as a functional approach to HRM implementation of 

PM. 

Transformational view 

       There were some participants in my managers’ sample, however, who saw 

PM as a participative process that includes everybody working in the organization. 

These managers explained that their PM approach incorporates working together with 

their employees to build their department plan and listening to everybody in the 

organization. The following quote is typical of these opinions: “…employees 

participate in developing the organization’s overall plan through their participation in 

developing their department plan with their managers” (Private 21). 

       This practice of participation is indicative of an influence of 

transformational type of leadership on PM practices, which encourages the expression 

of ideas and reasons, and the development of creativity [see (Rodoplu Şahin, Çubuk, & 
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Uslu, 2014) and Table 2.4 in Chapter Two]. This is somewhat consistent with some 

employees’ views about how PM is practiced in their organizations.  

       

Summary of managers’ views of PM 

       I did not find evidence of any director nor manager in this sample who 

indicated any evidence of a directive approach to leadership on PM practices. For most 

participants, their experience was functional in nature. Yet some directors and managers 

seem to encourage the expression of ideas and the development of creativity, which 

may indicate a transformational style of leadership influence on PM practices at their 

organizations. 

Pay, Rewards, and Benefits 

       This section discusses employees’ views about pay, rewards and benefits 

in their organizations. I combine the discussion on rewards management (RM) with pay 

and compensation. Although there is some literature identifying it as being part and 

parcel of the PM process (Rumpel & Medcof, 2006; Sparrow, 2002), Palestinian 

organizations, in the main, tend to deal with rewards through their payroll process. As 

a result, this is better aligned with compensation rather than being linked to the PM 

process conducted by HR or line managers. In line with a body of literature that deals 

with PM (Fay & Nardoni, 2012; Mabaso & Dlamini, 2018), in this section I combined 

RM with other pay and compensation.  

Employees’ view of Pay, Rewards, and Benefits 

Functional (Transactional) view 

       Employees’ talk about pay, rewards, and benefits practices at their 

organizations as revolving around extrinsic rewards. These quotes demonstrate these 

views: “This [pay, benefits, and rewards] include salaries, incentives, bonuses, financial 
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advances that employee ask for during the month, financial and non-financial rewards 

for extra achievements, paid vacations, and ad-hoc leaves” (Private 17). And, 

“… as well as, including new meals in the company's restaurant, … [the organization 

provides] a discount on the prices of the company's products; and grants special 

purchasing offers for the company's products to the employees” (Private 14). 

       This suggests that the pay, rewards, and benefits practices are influenced 

by functional leadership, because functional pay, rewards, and benefits leaders tend to 

perceive the manager-employee relationship in a contractual manner by setting 

expectations for employees and providing access to basic pay and guaranteed benefits 

when these employment expectations are met (see the definitions above and Table 2.3 

in Chapter Two).  

 

Directive (Authoritarian/Caliphate) view: 

       One employee has highlighted the absence of flexibility in agreed 

conditions when going above and beyond what is expected in her organization. Her 

comment reflects this point: 

“I had an issue with them regarding my overtime work… … they 

do not appreciate my presence early in the morning to work on 

reports. When I ask them to leave 30 minutes earlier in the 

afternoon, they refuse that.” (Private 23) 

This is indicative of the influence of a directive type of leadership on pay, rewards, and 

benefits because of the imposition of strict rules and lack of flexibility in dealing with 

employees (see Table 2.2 in Chapter Two).  

Transformational view 

       A transformational view of pay, rewards, and benefits recognises, and 

indeed emphasises, the importance of providing intrinsic rewards in the workplace. 
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Some employees interviewed suggest that these are present in their workplaces. They 

take the form of recognition certificates; employee of the month prizes; condolence 

letters; and fun and wellbeing events. The following statements demonstrate these 

points: 

“Some actions conducted by managers and HR department, such 

as an email congratulating me about some achievement or even 

condolences, have a big effect on my morale and feelings. It shows 

that the company cares about me, not just its work only, which 

motivates me to increase my performance.” (Private 2) 

And, 

 “They [The organization] provide entertainment activities to 

promote affiliation with the company and ask employees to join the 

company’s football team. These activities are very necessary and 

essential, as it allows the football team to represent the 

organization and compete with other companies. This will also 

strengthen our [employees] relationships and reinforce affiliation 

towards the company… … activities, such as the yoga training that 

take around half an hour per day, are offered by the company as 

well, and have significant impact on the staff psychology, which 

leads to a sense of self comfort and wellbeing.” (Private 10). 

 

       Letters, certificates, and activities aimed at improving engagement and 

wellbeing all have a great effect on employees’ intrinsic motivation. These may 

illustrate the influence of a transformational type of leadership on pay, benefits, and 

rewards practices in these organizations. Organizations that care about the feelings and 

wellbeing of their employees help their employees in their journey towards self-

actualization (see the definitions above and Table 2.4 in Chapter Two). 
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Summary of employees’ views of Pay, Rewards, and Benefits (compensation) 

       Employees views here varies from functional to transformational influence 

of leadership on pay, rewards, and benefits at this sample. Yet, one employee in these 

sampled organizations indicated that they had experienced a directive type of leadership 

in relation to working times. 

Managers’ view of Pay, Rewards, and Benefits 

Functional (Transactional) view 

       Like many employees, a lot of participants in my managers sample 

interviewed emphasised the extrinsic aspects of pay, rewards, and benefits practices at 

their organizations. These include monthly salaries and performance-based-rewards 

and incentives. This quotation is demonstrative of these views: “Salaries are paid 

monthly, and other incentives and bonuses are paid based on performance appraisal rate 

of each employee. This might range from no bonuses or bonuses of one month, two 

months, or even three months salaries” (Private 21).  

       Throughout this research, directors and managers’ report that sales 

employees can be paid commissions that can reach double the employee’s total annual 

salary. Moreover, non-pecuniary benefits are also made available to employees (e.g., 

entertainment vouchers for them and their partners, and discounts on products and 

services). These are perceived to have a positive effect on employees’ feelings. The 

following statement demonstrates these views:  

“Rewards and benefits consist of the following: salaries, incentives 

and commissions (for sales or similar employees), incentives and 

bonuses that could be double or triple or even more of employee’s 

salary… … there are many other benefits we offer here such as: 

functions and entertainment activity for our employees and their 

partners, special discounts on purchasing deals from our partners, 
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and discounts on our products and services for the employee and 

their partner too” (Private 11) 

                   Based on the data presented above, I infer that, managerial perspectives on 

pay, rewards, and benefits practices are consistent with a functional type of leadership, 

for which pay, rewards, and benefits is about rewarding employees for meeting or 

exceeding predetermined targets (as outlined in Table 2.3 in Chapter Two).  

Transformational view 

       Some managers in my sample said that their organization provide 

employees with extra paid leaves to stimulate intrinsic motivation as notes by one 

respondent: “We give some employees additional paid leaves to release the employee 

to create and to feel they have contributed something new to their organization, which 

in my opinion is more important than financial incentive” (Private 4). 

                   This could be interpreted as a transformational type of leadership in 

establishing pay, rewards, and benefits, because these special leave provisions are 

aimed to encourage the development and expression of ideas, stimulate creativity, and 

challenge staff to question their and their organizations’ assumptions (see the 

definitions above and Table 2.4 in Chapter Two).  

Summary of managers’ views of Pay, Rewards, and Benefits 

                   Although, my interviews with directors and managers did not indicate any 

evidence that could be interpreted as a directive approach to leadership on pay, rewards, 

and benefits practices, most of them have a functional and transformational 

perspectives about pay, rewards, and benefit at their organizations.  

 

Summary of this section 

                   In this section, I reported perspectives and views of employees and 

managers in my sample that provide answers to RQ 1a.  How do HRM practices reflect 
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specific leadership styles in the private sector in Palestine? Their views varied from 

mostly functional/transactional to transformational sometimes. Further, some small 

amount of the data presented indicate a directive influence on some HRM practices. 

This may indicate a move in leadership style followed in a Middle Eastern context since 

the GLOBE study (House et al., 2004) that highlighted most leadership styles are 

directive/authoritarian. The discussion chapter (Chapter 7) examines this change in 

detail. Moreover, employees and managers were sometimes aligning with each other’s 

views (e.g., around R&S), but sometimes they do not align (e.g., around T&D). The 

last section in this chapter reports these differences and similarities in detail.  

 

HRM practices: Employees’ versus Managers’ view 

                   The findings presented in this section addresses RQ2a, namely: Are HRM 

practices perceived differently between employees and managers in the private sector 

in Palestine? Why? The full comparison between private sector versus NFP will be 

presented in Chapter Six. Here, I will present employees and managers 

views/perspectives and comment on the similarities/differences of perspectives under 

each HRM practice within a single sector, the private sector. 

Role of HRM 

                   Employees and managers show some similarities and also some differences 

when they talked about the role of HRM in their organizations. Table 4.2 highlight the 

major points of similarities and differences in views reported, and the narrative 

followed expand on these views in detail. 
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Table 4. 2: Role of HRM views of employees versus managers 

Employee Manager 
 

Functional: 
 They see the role of HRM as largely 

administrative and supportive of 
management functioning. 

 Recruitment, selection, and hiring; 
performance appraisal; health and safety 
systems; training; managing leaves; job 
descriptions; job design; salaries and 
rewards. 

 
 
 
Directive: 
 Few employees talked about how top 

management spent a lot of its time on 
using HR procedures to control 
employees and compel them to obey 
their organizations’ policies.  

 
 
Transformational: 
 A number of employees saw the role of 

HRM as creating a comfortable work 
environment for employees; with an 
emphasis on caring about employees’ 
psychological welfare, engagement with 
their work environment, and overall 
wellbeing. 

Functional: 
 The role of HRM is seen to incorporate 

a transactional view of HRM focussing 
mainly on the administrative and 
personnel management matters. 

 Matters such as: salaries, rewards and 
benefits; dealing with employees’ 
vacations, leaves, and contracts; 
updating employees job description; 
PM; managing job rotation and 
administering employees’ attendance 
and health insurance. 

Directive: 
None 

 
 
 
 
 
 
Transformational: 
 Some managers focussed on the 

importance of employee’s development 
and motivation.  

 They pay attention to national 
circumstances and different aspect of 
employee consideration.  

 

Similarities between employees and managers views about role of HRM 

                   Employees and managers in private sector show similar views about 

functional features of the role of HRM at their organizations. Employee’s data suggest 

that many consider the role of HRM as largely administrative and supportive of 

management functioning matters, i.e., recruitment, selection, and hiring; performance 

appraisal; health and safety systems; training; job descriptions; job design; salaries and 

rewards (see quotation of Private 10, and Private 1). At the same time, managers have 

some similar views as they see HRM role incorporate a transactional view of HRM 

focussing mainly on the administrative and personnel management matters such as 
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salaries, rewards and benefits; dealing with employees’ vacations, leave, and contracts; 

updating employees job description; PM; managing job rotation and administering 

employees’ attendance and health insurance (see quotation of Private 21).  

                   Furthermore, within my sample a number of employees and managers have 

shown some similar views about transformational influences of the HRM role at their 

organizations. Employees reported that the role of HRM is to create a comfortable work 

environment for employees with an emphasis on caring about employees’ 

psychological welfare, engagement with their work environment, and overall wellbeing 

(see quotation of Private 8). Managers reported that they emphasise the importance of 

employee’s development and motivation, for example “… and the other part related to 

the developmental and motivational affairs” (Private 11). This suggests that there are 

similarities between managers and employees’ views of the influence of emerging 

humane transformational type of leadership through HRM practices (as outlined in 

Tables 2.3, and 2.4 in Chapter Two).  

 

Differences between employees’ and managers’ views about the role of HRM 

                   Employees provided detailed description about practices from their 

personal experience that are linked to functional administrative and managerial 

practices in the organization. In contrast, managers show a more complex and macro 

understanding of practices (i.e., PM and development matters). Although some 

managers report a functional view about the role of HRM, they also demonstrated that 

they understand that part of that role is strategic and concerns employees’ motivation 

(see quotation of Private 11). This could be understood as manager’s seeing their roles 

as agents or representatives of their organizations, and on this basis focus on increasing 

harmony and belonging of employees towards their organization.  
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                    Nevertheless, in the employee sample there are a few participants who 

described activities that could be associated with directive/authoritarian/Caliphate type 

of leadership (see quotation of Private 19) as stated in the literature (House et al., 2004; 

Wolf, 2006). Based on the data presented above, there appears to be a larger influence 

for functional and a few views for a transformational leadership style on HRM practices 

in the employee sample and more focus on transformational in the manager group. 

Recruitment and Selection (R&S) 

                   Employees and managers show some similarities in their views regarding 

R&S practices in their organizations. Table 4.3 present the major views and the 

narrative below expand on these similarities in detail. 

Table 4.3: R&S views of employees versus managers 

Employee Manager 

Functional: 
 R&S practices are linked to the 

following activities: planning and 
sourcing for potential employees from 
within and outside the organization; 
ensuring that there is a clear process for 
R&S and job description to recruit for; 
providing facilities for digital 
applications to increase objectivity, 
fairness, and procedural justice; testing 
candidates; selection of qualified 
candidates and hiring new individuals. 

 A few employees said that their 
organizations ensure compliance with 
laws and regulations. 

 Pay attention to and enhance equal 
employment opportunity (EEO). Further 
organizations deliver what they promise 
when operating the R&S process 

Directive: 
 None 
Transformational: 
 There is an emphasis on the acquisition 

of new, smart, and fresh graduates - as 
opposed to experienced individuals. 
This is to bring in fresh perspectives 

Functional: 
 R&S practices revolve around a series 

of specific functional practices such as: 
creating clear and formal processes for 
the acquisition of competent individuals 
to accomplish key objectives.  

 Workforce planning; sourcing; and 
preparing contracts for new employees 

 
 
 
 
 
 
 
 
 
 
 
 
Directive: 
 None 
Transformational: 
 Recruitment of qualified employees has 

created tension between companies in 
the same industry. This has led them to 
take further measures to implement 



 

Page 123 of  282 

and generate new ideas to their 
organizations. 

 Recruitment teams were able to follow-
up with the applicant and offer him 
another chance for an interview. This 
resulted in a positive outcome for the 
organization who attracted a new 
employee with new ideas to work for 
their organization and has served to 
overcome negative gossip about the 
company. 

initiatives to improve employees’ 
retention. 

 

Similarities between employees’ and managers’ views about R&S 

       Employees’ and managers’ views about R&S in private sample 

organizations mostly reflects a functional approach of R&S practices that follow a clear 

process. For example, employees view R&S practices are linked to activities including 

planning and sourcing for potential employees from within and outside the 

organization; ensuring that there is a clear process for R&S and job description to 

recruit for; providing facilities for digital applications to increase objectivity, fairness, 

and procedural justice; testing candidates; selection of qualified candidates and hiring 

new individuals (see quotations of Private 16, and Private 3). This demonstrates a clear 

influence of a transactional type of leadership (see Table 2.3 in Chapter Two). 

Similarly, managers see R&S practices as a process, but they demonstrated also that 

there are a clear and formal R&S goals for the acquisition of competent individuals to 

accomplish key objectives in their organizations (see quotation of Private 2). Hence, 

the managers descriptions of a formal and a clear R&S process may indicate an 

influence of functional/transactional type of leadership on R&S practices in 

organizations too (as outlined in Table 2.3 in Chapter Two).  

                   Employees and managers show some similar views of a transformational 

leadership type of influence on R&S practices at their organization too. Employees 

stated that there was an emphasis on the acquisition of new, smart, and fresh graduates 
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- as opposed to experienced individuals (see quotation of Private 17, and Private 14). 

Further, recruitment team follow-up with applicants and offer them another chance for 

an interview. Likewise, managers recruit for qualified employees which created tension 

between companies in the same industry. This led them to take further measures to 

implement initiatives to improve employees’ retention (see quotation of Private 28). 

This shows some indicators of transformational type of leadership for some 

management teams. This is indicated by moves towards emphasising intrinsic 

motivation and idealised influence as an attraction and a retention plan to attract and 

keep their top talent (As outlined in Table 2.4 in Chapter Two).        

Training and Development (T&D) 

                    Employees and managers also show some similarities and differences in 

their views regarding T&D practices in their organizations. Table 4.4 present the major 

views and the narrative below expand in detail. 

Table 4.4: T&D views of employees versus managers 

Employee Manager 
 

Functional: 
 T&D reported in an administrative and 

very functional way. 
E.g., management and planning of 
training needs and employees’ career 
development; provision of training 
opportunities and courses to upskill all 
employees; and provision of 
development opportunities through 
professional certifications locally and 
overseas. 

 Training courses are planned and 
provided for employees to remedy 
deficiency in employees’ skills and 
knowledge. 

Directive: 
 One employee said that training 

programs are rare, and it is just given to 
some employee in order to do the task 
required not for their actual 
development. 

Functional: 
 Acknowledged that their organizations 

engaged in traditional functional T&D 
practices. This is evident in the activities 
they provide to their employees. 
E.g., standardized policies and rules for 
training; trainings recommended by 
managers based on the employee 
performance appraisal results. 

 
 
 
 
 
 
Directive: 
 None 
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Transformational: 
 Some other employees said T&D 

including individualised training 
programs that upskill certain employee 
to contribute to their career path; and 
customised development training that 
are not only intended to improve 
employee work-related skills, but to 
contribute to their own wellbeing and 
career aspiration.   

 

Transformational: 
 Providing support for employees to 

attend university courses and workshops 
locally and internationally in order to 
equip employees for future changes in 
the industry and labor market generally. 

 T&D are geared towards enabling 
personal development. 

 T&D practices involve some 
entertainment/personal development 
activities, and individualised training 
programs that varied in the type of 
training and development practices 
offered. 

 

Similarities between employees’ and managers’ views about T&D 

       Employees and managers have shown some similar views about T&D 

practices at their organizations. Employees’ views mostly suggest that T&D practices 

in their organizations are influenced primarily by a functional/transactional type of 

leadership e.g., T&D in an administrative and very functional way, planning of training 

needs, provision of training opportunities and courses to upskill all employees, and 

training courses are planned and provided for employees to remedy deficiency in 

employees’ skills and knowledge (see quotation of Private 1, and Private 13). 

Similarly, managers acknowledge that their organizations engaged in traditional 

functional T&D practices. This is evident in the activities they provide to their 

employees. For instance, standardized policies and rules for training and training 

recommended by managers based on the employee performance appraisal results (see 

quotation of Private 28). Hence, both groups may share a similar view about the 

influence of functional leadership style on T&D practices (as outlined in Table 2.3 in 

Chapter Two). 

       At the same time, employees and managers have also clearly identified 

some transformational type of leadership influence on T&D in this sample. Employees 

described individualized training programs that are designed to upskill employees to 
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contribute to their career path. Further, they outlined customized development training 

programs that are not only intended to improve their work-related skills, but also to 

contribute to their own wellbeing and career aspiration (see quotation of Private 18, 

and Private 13). Similarly, managers comments demonstrated a transformational type 

of leadership influence on their T&D. Managers described their organizations as 

providing employees with an individualised development programs that fulfill 

employee’s aspiration (see quotation of Private 4). Moreover, managers reported that 

part of their T&D programs are designed to influence positively on their employees’ 

wellbeing, for example, Private 11 states: “... our training programs include some 

entertainment activities and functions to help employees destress from any work 

pressure”. This is aligned with descriptions of transformational type of leadership (as 

explained in Table 2.4 in Chapter Two). Thus, this may provide some evidence that 

suggests a move from directive leadership influence that were found by early research 

in the region (see House et al., 2004; Wolf, 2006) to a more transformational influence 

on T&D function and practices. 

Differences between employees’ and managers’ views about T&D  

       Nevertheless, there was a report by an employee showing some indication 

of directive styles of leadership influence on T&D. One employee report that training 

programs are rare, and it is just given to some employees in order to do the task required 

not for their actual development (see quotation of Private 22). This may be indicative 

of directive/Caliphate influence of leadership style of management (as outlined in table 

2.2 in chapter Two). However, managers did not provide any comments that could be 

interpreted as directive style of leadership influence on T&D. On this basis, this one 

report could be explained as coming from a disgruntled employee. Employees are 

sometimes faced with setbacks even within a work context that generally follow 
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functional or transformational leadership influence (De Clercq & Belausteguigoitia, 

2017). 

Performance Management (PM) 

                   Employees and managers show similarities and difference regarding PM 

practices and how it is perceived. As in the other sections, the table here (Table 4.5) 

present the major views, and the narrative followed expand on the 

differences/similarities in views in detail.   

Table 4.5: PM views of employees versus managers 

Employee Manager 
 

Functional: 
 PM practices are traditional and 

administrative in manner. 
 There is a formal process that centres on 

the positives and negatives of employee 
performance. 

 HRM employees intervene to 
understand why there is a difference 
between employees and managers rating 
and if the employee is satisfied or not. 

 HR educate employees about the 
purpose of the evaluation process and 
encourage them to fill and discuss the 
evaluation form with their managers. 

Directive: 
 Some said there are lack of transparency 

and rewards in their organizations. 
Transformational: 
 Employees get management 

participation opportunities as part of 
their organizations’ PM processes (for 
e.g., to develop their department’s 
annual plan). 

 There are surveys that use a 
retrospective prospective approach. 

Functional: 
 PM practices revolve around managing 

the evaluation of performances (on a bi-
annual basis), based on agreed 
objectives, and providing rewards based 
on the results of employee evaluation 
rate. 

 While incentives appear to be linked to 
performance in some quotes, managers 
express a very functional view of 
reward processes being linked to 
incentives. 

 
 
Directive: 
None 
 
Transformational: 
 Some saw PM as a participative process 

that includes everybody working in the 
organization. These managers explained 
that their PM approach incorporates 
working together with their employees 
to build their department’s plan and 
listening to everybody in the 
organization. 

 

Similarities between employees’ and managers’ views about PM 

       Employees and managers reported similarities in views about the influence 

of functional type of leadership on PM process and practices in their organizations. 
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Employees in this sample reported that PM practices are traditional and administrative 

in manner. Further, there is a formal process that centres on the positives and negatives 

of employee performance. Moreover, HRM employees intervene to understand why 

there is a difference between employees and managers rating and if the employee is 

satisfied or not. Additionally, they reported that management of their organization 

educate them about the purpose of the evaluation process and encourage them to fill the 

electronic forms and discuss the evaluation with their managers (see the quotation of 

Private 9, and Private 10). Similarly, managers reported that their organization PM 

practices revolve around managing the evaluation of performances based on agreed 

objectives, and providing rewards based on the results of employee evaluation rate (see 

quotation of Private 28, and Private 7). This is also conforming to views on functional 

aspects of PM (as outlined in Table 2.3 in Chapter Two). Hence, managers perspectives 

are closely aligned with the views of employees, yet management tends to emphasize 

the advantages of their PM systems and electronic tools they utilize. 

       Employees and managers also reported similar views about humane 

transformational type of leadership influence on PM practices. Employees explained 

that they get management participation opportunities as part of their organizations’ PM 

processes to develop their department’s annual plan. Further, there are surveys 

conducted by HR that use a retrospective prospective approach (see quotation of 

Private 18, and Private 8). Likewise, managers in this sample reported a view of 

transformational leadership influence on PM that emphasizing trust and participation 

in decision making with their employees. Moreover, this practice is replicated where 

employees are involved in their own performance appraisal section. This was clearly 

described by managers (see quotation of Private 21). Hence, this may be indicative of 
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a move towards transformational influence on PM practices (as outlined in Table 2.4 in 

Chapter 4). 

Differences between employees’ and managers’ views about T&D 

       Nonetheless, within this sector sample few employees reported a view 

about directive type of leadership influence on PM practices. Employees reported that 

there are lack of transparency and rewards in their organizations (see quotation of 

Private 22). In contrast, managers in this sample did not provide any data that could be 

interpreted as a directive type of leadership influence on PM. One possible explanation 

is that a lack of reward indicates that this manager has the view that employees are 

meant to obey their directions as they are employees. In this view, no reward should be 

necessary to stimulate employees to do what they should already be doing. This may 

indicate that there is still some influence in some organizations of a directive/Caliphate 

type of leadership aspects on PM practices at some of the participating organizations 

(as explained in Table 2.2 in Chapter Two). 

Pay, Rewards, and Benefits 

                   Employees and managers show similarities and differences regarding pay, 

rewards, and benefits practices and how it is perceived. Table 4.6 presents the major 

views, and the narrative below expands on the views in detail. 

Table 4.6: Pay, Rewards, and Benefits views of employees versus managers 

Employee Manager 
 

Functional: 
 Most employees said that it is revolve 

around extrinsic rewards. 
 Salaries, incentives, bonuses, financial 

advances that employee ask for during 
the month, financial and non-financial 
rewards for extra achievements, paid 
vacations, and ad-hoc leaves. 

 Discount on the prices of the company's 
products; and grants special purchasing 

Functional: 
 Emphasised the extrinsic aspects of pay, 

rewards, and benefits practices at their 
organizations. 

 Salaries are paid monthly, and other 
incentives and bonuses are paid based 
on performance appraisal rate of each 
employee. This might range from no 
bonuses or bonuses of one month, two 
months, or even three months salaries. 
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offers for the company's products to the 
employees. 

 Setting expectations for employees and 
providing access to basic pay and 
guaranteed benefits when these 
employment expectations are met. 

 
 
 
 
Directive: 
 One employee has highlighted the 

absence of flexibility in agreed 
conditions -overtime work -when going 
above and beyond what is expected in 
her organization. 

 
Transformational: 
 Providing intrinsic rewards in the 

workplace. E.g., (They take the form of 
recognition certificates; employee of the 
month prizes; condolence letters; and 
fun and wellbeing events). 

 Provide entertainment and wellbeing 
activities to promote affiliation with the 
company e.g. (football team, and yoga). 

 Sales employees commissions can reach 
double their total annual salary.  

 Non-pecuniary benefits are also made 
available to employees (e.g., 
entertainment vouchers for them and 
their partners, and discounts on 
products and services). These are 
perceived to have a positive effect on 
employees’ feelings. 
 

Directive: 
 None 
 
 
 
 
 
Transformational: 
 Extra paid leaves to stimulate intrinsic 

motivation and to encourage the 
development and expression of ideas, 
stimulate creativity, and challenge staff 
to question their and their 
organizations’ assumptions. 

 

Similarities between employees’ and managers’ views about Pay, Rewards and 

Benefits 

       Similar to previous sections, employees and managers reported similarities 

in views about the influence of functional type of leadership on pay, rewards and 

benefits practices in their organizations. Employees’ data mostly suggest that pay, 

rewards, and benefits practices in their organizations are influenced primarily by a 

functional/transactional type of leadership (e.g., salaries, incentives, bonuses, financial 

advances that employee ask for during the month, financial and non-financial rewards, 

paid vacations, and ad-hoc leaves). Further, employees reported that there is discount 

on the prices of the company's products and grants special purchasing offers for the 

company's products to the employees. Yet, there are expectations setting for employees 

and benefits are provided when these expectations are met (see quotation of Private 17, 
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and Private 14). Similarly, managers in this sample reported that their organizations 

emphasised the extrinsic aspects of pay, rewards, and benefits practices. For example, 

salaries are paid monthly, and other incentives and bonuses are paid based on 

performance appraisal rate of each employee (see quotation of Private 21). Further, 

sales employees’ commissions can reach double their total annual salary. Moreover, 

non-pecuniary benefits (e.g., entertainment vouchers for them and their partners, and 

discounts on products and services) are also made available to employees (see quotation 

of Private 11). Thus, similar views about the influence of functional leadership style on 

pay, rewards, and benefits practices (as outlined in Table 2.3 in Chapter Two). 

       Managers and employees also present similar view about transformational 

type of leadership influence on pay, rewards, and benefits in this sample. Employees 

reported that they have intrinsic rewards provided in the workplace (e.g., recognition 

certificates, employee of the month prizes, condolence letters). Further, their 

organizations are providing entertainment and wellbeing activities to promote 

affiliation with the company (see the quotations of Private 2, and Private 10). Likewise, 

managers reported that they provide employees with extra paid leaves to stimulate 

intrinsic motivation and creativity. Further, to encourage employees to question their 

organizations’ assumptions and expression of new ideas to organization (see quotation 

of Private 4). Thus, there are similar views presented about the influence of a humane 

transformational leadership style on pay, rewards, and benefits practices (as outlined in 

Table 2.4 in Chapter Two) at some organizations.  
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Differences between employees’ and managers’ views about Pay, Rewards and 

Benefits 

       One employee has revealed the absence of flexibility in agreed conditions 

when going above and beyond what is expected in her organization. Her quotation 

reflects this point: 

“I had an issue with them [the organization] regarding my 

overtime work… … they don’t appreciate my presence early in the 

morning to work on reports. When I ask them to leave 30 minutes 

earlier in the afternoon, they refuse that.” (Private 23) 

If directive leadership is about strict rules and lack of flexibility in dealing with 

employees (as outlined in Table 2.2 in Chapter Two), then this employee witnesses an 

influence of a directive type of leadership through pay, rewards, and benefits practices 

at their organization. In contrast, such view was not reported by any manager 

interviewed in this sample. This could be explained that it is likely that managers do 

not think they are directive as they are trying to preserve organizations’ resources 

including employees working hours. Hence, reflecting directive leadership influence 

on pay, rewards, and benefits practices in their department/organization. 

                   To conclude, there are similarities and differences about employees-

managers perception and how they view HRM practices at the private sector in 

Palestine. However, this well be discussed in more details across sectors in Chapter Six. 

The next chapter will examine the RQs from NFP employees’ and managers’ 

perspectives. 
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 Chapter 5: A qualitative study of HRM practices in the not-for-

profit sector (Study 2) 

 

Introduction 

             This chapter presents Study 2 of the thesis, which focuses on how 

employees and managers of not-for-profit (NFP) organizations, namely public sector 

and Non-Governmental Organizations (NGOs), view HRM practices in their 

organizations. The chapter begins with a description of the study’s sampled 

participants. Then, the chapter presents employees’ and managers’ views about the key 

constructs contained in each of the two research questions in turn. Similarities and 

differences between the perspectives of managers and employees are briefly discussed 

in each section of this chapter; however, a more comprehensive discussion is presented 

in Chapter 6. 

             The data in this Study seeks to answer the following research questions: 

RQ 1b.  How do HRM practices reflect specific leadership styles in the NFP sector in 

Palestine?  

RQ 2b. Are HRM practices perceived differently between employees and managers in 

the NFP sector in Palestine? Why? 

 

Context 

             The public sector has been operating in Palestine since 1994, which was 

after the Oslo accords between PLO and the Israeli government in 1993 were completed 

(Abbas, 2011; Michels, 1994). Subsequent to the accords, the Palestinian state was re-

established on a part of the historical land and recognised in 2016 as a state by the 
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United Nations assembly (UN, 2016). The political environment in Palestine is still 

vulnerable, but public sector organizations are operating there, developing 

infrastructure and providing services to residents, tourists, and investors (Al-muqtafi, 

2015; PNA, 2014). NGOs have also become more active since the Oslo accords (Jad, 

2007; Steinberg, 2020; Sullivan, 1996). Their common stated mission is to help 

establish and foster Palestine’s economy, education sector, and other essential 

industries in order to sustain a Palestinian state. 

             Within this NFP sector environment, I collected data from two groups of 

NFP organizations namely, public sector and Non-Governmental Organizations 

(NGOs). This first sample in this study was drawn from formal public-sector 

organizations, namely the Ministry of Education, Ministry of Health, General Personnel 

Council, and the Palestinian Monetary Authority. These organizations represent the 

largest employers in the public sector in Palestine (PCBS, 2021). The second sample 

group in this study are drawn from Non-Governmental Organizations (NGO)s who are 

non-profit organizations operating in the areas of education, micro finance, research, 

and human rights. These organizations are leaders in their areas and, similar to the 

public-sector samples, employ a large number of employees - the largest among NGOs 

operating in Palestine (PCBS, 2021). Again, as with Study 1, the unit of analysis for 

the data was sentences and paragraphs. 

 

Sample 

       This study sample consist of a group of 23 individuals working in NFP 

organizations (including employees, HRM managers, and senior directors and 

managers). The sample is based on those who responded to my call and met the criteria 

established (see the methods in Chapter Three) through my purposive and snowball 
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sampling strategies employed for data collection in this study. Further, in this sample 

saturation was reached after 12 interviews, however, I kept interviewing additional 

participants to ensure saturation. Saturation was reached earlier than in private study 

(see Study 1) as the public sector conforms to a broad general model of management. 

NFP organizations operate under very similar organizational regulation (Elbayar, 2004; 

Landon & Epstein, 2001) and all should comply to Palestinian labor law as a minimum 

standard for the relationship of employment relationship (Ministry-of-Labor, 2001). I 

used my professional network in Palestine to encourage HRM departments and senior 

managers and ministers to assist in giving me the opportunity to enter their 

organizations through their official gate keepers (details for entry procedures and 

sampling are explained in the Methodology Chapter). 

       Table 5.1 below list participants in Study 2. The Table shows my 

participants with a range of demographic information i.e., gender, age, current position, 

and years of work experience for employees and managers.  
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Table 5.1: Participants in Study 2 

# Participants* Gender Age 
Type 

of 
Org. 

Current Position 
Years of 

Work 
Experience 

1 
NFP Male 30-39 Public Director at a public organization 10-14 

2 
NFP Female 30-39 Public 

Employee at planning department in a 
public organization 

15+ 

3 
NFP Female 18-29 Public 

Employee at operation department at a 
public organization  

5-9 

4 
NFP Female 30-39 Public Employee at ministry of health 10-14 

5 
NFP Male 30-39 Public Manager at a public organization 5-9 

6 
NFP Female 30-39 Public 

Employee at investment unit in a public 
organization 

5-9 

7 
NFP Male 18-29 Public 

Employee at policies and procedures unit 
in ministry of planning 

5-9 

8 
NFP Male 18-29 Public 

Department of procurement at a public 
organization 

5-9 

9 
NFP Male 30-39 Public 

Employee at monitoring and control 
department at a public organization 

10-14 

10 
NFP Female 40-49 Public Director of HRM at a public organization 15+ 

11 
NFP Female 30-39 Public 

Director of public relations at a public 
organization 

15+ 

12 
NFP Male 30-39 Public 

Employee at accounting department in the 
central bank 

5-9 

13 
NFP Male 40-49 NGO 

Employee at multimedia and social media 
department in an NGO 

15+ 

14 
NFP Female 40-49 NGO 

Employee at administrative support unit 
at an NGO 

15+ 

15 
NFP Female 40-49 NGO 

Employee at social work development 
unit in an NGO 

15+ 

16 
NFP Male 30-39 NGO Director of HRM at an NGO 10-14 

17 
NFP Male 30-39 NGO Sales and procurements senior employee 10-14 

18 
NFP Male 30-39 NGO Registered nurse at an NGO hospital   5-9 

19 
NFP Male 40-49 NGO 

Researcher at agriculture NGO research 
centre 

15+ 

20 
NFP Male 30-39 NGO 

Computer and programming support unit 
employee 

10-14 

21 
NFP Female 18-29 NGO 

Researcher at economic NGO research 
centre 

5-9 

22 
NFP Male 40-49 NGO 

Manager of finance and administrative 
affairs 

15+ 

23 
NFP Female 30-39 NGO Accountant at a microfinance NGO 5-9 

*All quotations will be named by interviewees as a Not-For-Profit (NFP). E.g., (NFP 1) 
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How do HRM practices reflect specific leadership styles in the NFP sector 

                   This section focuses on answering the question RQ 1b:  How do HRM 

practices reflect specific leadership styles in the NFP sector in Palestine?  

Interviewees’ accounts of their HRM practices serve to illustrate the way in which 

leadership styles are reflected in their organizations. The structure of this section is 

based on HRM functions in an organization, starting with the overall role of HRM, 

R&S, T&D, PM, and Pay, Rewards, and Benefits. Each sub-section, below, begins with 

employees’ accounts, which are then followed by their managers’ views/perspectives. 

Role of HRM 

Employees’ views 

                   Employees in NFP organizations describe the role of HRM as largely 

functional, supportive, and administrative in nature, revolving around focus activities 

such as hiring, dealing with job applications, training and development, performance 

evaluation, planning, employees relations management, legal interpretation, organizing 

leave and salary budgeting. Primary data to support this view are presented below. 

Functional (Transactional) view 

                   The majority of employees interviewed expressed awareness of HRM 

practices as an organizational function. Their views largely reflect functional elements 

of HRM in their organizations. The following quotes reflect these views: 

“Appointment and follow-up practices, promotion, training, and 

evaluation … ... the council applies all practices of Civil Service 

Law that are within its functions. And each of the HRM functions 

has its own unit in the council here. There are also regulations and 

procedures that regulate its work. Moreover, we are more of 

technologically oriented in our work these days especially when 

performing human resource management work with other 

ministries.” (NFP 4) 
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And “The role is operational. For example, they follow up matters related to our daily 

attendance, leaves, and official and personal ad-hoc breaks. Moreover, they follow-up 

on employees’ health insurance and end of service matters” (NFP 7). Further, some 

employees interviewed mentioned that human resource departments have a specialized 

role for providing a professional service to employees and managers. The following 

statement is typical of these opinions: 

“They are [HR] the specialised party in the organization in 

relation to your [administrative] file, contract, attendance, and 

leaves … … existence of such department is important in the 

organization, because it provides a professional service on 

employment related matters”. (NFP 9) 

These quotations are consistent with the perception of HRM as practices that revolve 

around a functional/transactional type of relationship between employees and their 

manager (as outlined in Table 2.3 in Chapter Two). Additionally, these practices 

exemplify the way in which functional leadership style is observed in HRM practices. 

Directive (Authoritarian/Caliphate) view 

                   While most employees view the role of HRM as functional, a few 

employees perceive the role of HRM in their organizations as more directive in nature. 

They suggest that HRM is used, in their organization, as a surveillance and disciplinary 

tool, which focuses on basic personnel issues such as monitoring employees’ 

attendance and breaks, devoid of a motivational element that rewards positive behavior 

(as outlined in Table 2.2 in Chapter Two). The following comment reveals these views: 

“The role is to follow up on our attendance, absence, vacations, 

filling out forms, morning delays. Sometimes they scrutinize on 

things like the break is over or monitoring our morning presence. 

Salaries have clear grades and do not require much follow-up by 

them.” (NFP 21) 
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Further, some employees used words like ‘organizing’, and ‘civil service law’ 

frequently in their portrayal of the role of HRM. This further reinforces the notion that 

HRM, in their organizations, are more focused on ensuring compliance (and employees 

should continuously be aware of punishments), rather than developing employees. The 

following statement reflects these points: 

“There are standard operating procedures for organising HR 

practices. Further, they apply all policies and practices of civil 

service law that govern public servants. Every HR function has a 

unit that take care of those practices here in this organization.” 

(NFP 3) 

                   The last two quotes suggest that the role of HRM is perceived by some NFP 

employees to be a tool of control. The application of strict policies and procedures with 

a thin margin of flexibility, and the focus of HRM practices on compliance, is an 

indication of a directive/authoritarian practice of leadership (as outlined in Table 2.2 in 

Chapter Two).  

Transformational view 

                   Contrary to the views discussed above, a small number of employees in this 

sample have a slightly different perspective about the role of HRM in their 

organizations. While they describe the role of HRM as mostly functional, there are 

aspects of transformational type of leadership in the way HRM is administered in their 

organizations. Allowing flexibility in working hours is a great example. They feel that 

the HR officers understand that they require some flexibility in their attendance and are 

responsive to their needs. As explained by NFP 19: 

“They [HR department] have a coordinating role and a special 

function in attracting new employees, to help me with my research. 

Moreover, their role comprises administrative support, [handling] 

leave, and ad-hoc breaks authorization. There is understanding by 
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them to the flexibility required -sometimes- in our attendance at 

work.” (NFP 19) 

Further, one employee stated explicitly that he sees the role of HRM in their 

organization is an honest concern about the employee and their development. He said: 

“To manage the human resources in the institution and to build the capacity of 

employees to achieve the main objectives of the institution. They are doing that for their 

interest in their most important resource (human)” (NFP 9). The perception of seeing 

the self as an asset has been associated with transformational leadership practices (Liu, 

Siu, & Shi, 2010). This can be reflected in managerial practices as a part of the HRM 

role (as outlined in Table 2.4 in Chapter Two). Further, this may indicate that the work 

environment may encourage employees’ positive work-related traits and states (i.e., 

self-efficacy) to flourish (Givens, 2008; Pillai & Williams, 2004) with the aim of 

improving performance. 

Summary of employees’ views of the role of HRM 

                   In summary, NFP employees generally demonstrated a basic understanding 

of the broad scope of HRM. A large number of employee participants experienced the 

HRM role mostly as functional helping to define operational practices. On this basis, 

their understanding of HRM is as a regulation-based procedure, rather than a 

managerial-based practice that has the provision of flexibility in dealing with daily 

HRM matters. There were a small number of employee participants who had a broader 

understanding of HRM practices and the role they play in organizations. The next 

section presents the overarching role of HRM as perceived by directors and managers. 

Managers’ views about the role of HRM 

Functional (Transactional) view 

       Most participants in the managers’ sample perceive the role of HRM in 

their organizations as revolving around functional factors such as recruitment and 
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selection, training and development, performance evaluation, employee planning, 

salary budgeting, managing leave and attendance, contract preparation and managing 

health insurance matters. Two interviewees typified these views: 

“The HRM role began with employee recruitment up till their end 

of service or retirements… … job analysis and job descriptions, 

Job posting, job examinations, personnel matters such as leaves, 

employee training, job classification (grade and step), which 

translate into salaries, and paid to employees by the Ministry of 

Finance. Also, we practice following-up on employee’s attendance 

and breaks, job performance evaluation, training of employees, 

placement on hierarchy, incentives, follow-up of staff issues and 

problems, and finally sending all their entitlements to the 

retirement department.” (NFP 5) 

 

And, 

 “It [the HRM role] includes appointment processes that match 

applicants’ qualifications and experience with positions’ tasks and 

responsibilities… … control the training procedures to adjust the 

budget, and we are working now to have a comprehensive national 

training plan for all of our employees. Employees’ transportation. 

Moreover, control performance appraisal procedures to minimize 

managers’ moodiness behavior that have affected the process. We 

now have several evaluation models that take into consideration 

the differences in the employment levels and categories of 

employees… … appointment procedures; we control the process to 

remain transparent and fair.” (NFP 1) 

 

                   These statements can be interpreted to reflect a predominantly 

functional/transactional interpretation of the role of HRM in the organizations that these 
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leaders operate (see Table 2.3 in Chapter Two). This is consistent with the views of 

many employees who participated in this study. 

 

Transformational view 

                   While the views of directors and managers in relation to HRM practices can 

largely be classified as functional for the most part, a few in the managers’ sample 

voiced a slightly different interpretation about the role of HRM in their organizations. 

They described the role of HRM as being more transformational in that it focuses on 

creating a motivational working environment which retains, stimulates, and engages 

employees. The following quotes reflect these views:  

“Part of that [HRM role]is related to the mission and objectives of 

the institution, and other is concerned to keep the good talent 

motivated. Further, another part is to spread the idea of justice 

among employees through the management of organizational 

performance. For example, when an employee feels that there is 

some kind of fairness among employees, S/he relaxes more and 

consequently gives more. This leads to reduced 

problems/complaints from employees and increase their 

productivity.” (NFP 16) 

Moreover, another director/manager said: 

“It [HR] is responsible for strengthening relationships and 

communication within the organization, in order to create a work 

environment that stimulates and retain employees. There is a 

greater cooperation between departments’ directors in this 

organization in order to work in harmony, and to increase the 

affiliation of employees, motivate them, and to improve their 

positive behavior and performance.” (NFP 10) 

      Based on the statements of these directors and managers, the role of HRM 

for these participants can be interpreted as being nurturing in the sense that the intention 
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of HRM practices was to maintain an enabling working environment to encourage 

talent. This suggests that there is interest in their organizations to keep, motivate, and 

stimulate employees who are considered talented. This is indicative of a 

transformational view of leadership (as outlined in Table 2.4 in Chapter Two).  

 

Summary of managers’ views of the role of HRM 

                   In summary, the majority of directors and managers generally perceived the 

role of HRM in their organizations in a functional/transactional manner. Nonetheless, 

a few directors and managers displayed some strategic views on employee retention 

and motivation, consistent with the transformational leadership perspective in the 

context of HRM. The sections below will further examine the understanding of specific 

elements of HRM practices held by participants in the study. 

Recruitment and Selection (R&S) 

Employees’ views of R&S 

Functional (Transactional) view 

                   Most employee interviewees stated that R&S practices in their 

organizations were designed primarily to hire new, competent personnel for their 

organizations. They noted that R&S practices in their organizations ensure transparency 

and integrity and are as objective as practicable - through the use of electronic systems. 

The following statement demonstrates these views: 

“Recruitment and selection are practices conducted by the 

organization and comprises testing, interviewing, and hiring. 

Candidates then listed based on their marks in the tests and then 

interviews, and the highest one gets hired… …. applications and 

tests are automated” (NFP 3) 

               



 

Page 144 of  282 

                   A few employees stated that their organization’s R&S practices also 

incorporate employment planning. However, they noted that this process in their 

organization started four years ago but was still under development. One employee who 

was reflective of these opinions said: “...we heard that they started employment 

planning four years ago; it is not completed yet. We do not know why. But I think this 

will help placing the suitable person in the suitable position” (NFP 2). This indicates 

that employees consider that R&S practices are dominated by the influence of 

functional type of leadership style that involves being active in recruitment processes 

(as outlined in Table 2.3 in Chapter Two) in a very procedural way. 

Transformational views 

       Other employees in the sample mentioned that R&S practices in their 

organizations also incorporate practical activities such as internal relocation, internal 

recruitment, and the organization of secondments. The participants described this as a 

common HR activity, especially when there is vacancy, or a new position is created. 

The following views reflect this position: 

“... here in the organization, there is an opportunity for employees 

also to take over new positions. New position in a new project that 

the organization implement, or when there is a vacant position with 

a higher grade and salary on an existing project or department.” 

(NFP 15) 

And “… Employees have the possibility to transfer from one department to another if 

they do not like their current work” (NFP 17). 

       Participants from some organizations reported their organization followed 

an internal recruitment strategy first before they sought to fill vacancies externally. This 

was interpreted as (i) either a way to save time and money on advertising and other 

R&S costs, and to maintain individual organization fit (as outlined in Table 2.3 in 
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Chapter Two); or (ii) a way to provide work enrichment, which may lead to feelings of 

empowerment and job satisfaction, while providing employees with an opportunity to 

practice their skills in different departments. The first interpretation matches the 

functional style of leadership that follows a process, which emphasizes cost-benefit 

analysis and short-run management (Tavanti, 2008; Thite, 2000). However, the second 

interpretation (that emphasizes NFP 17’s notes) matches the transformational style of 

leadership that encourage employee empowerment and satisfaction (as outlined in 

Table 2.4 in Chapter Two).  

Summary of employees’ views of R&S 

       In summary, employees’ explanation of R&S processes in NFP 

organizations mostly reflects a more basic functional approach to personnel 

management, with a few indicators of a strategic dimension of planning, job enrichment 

and employee development. The next section present managers’ views about R&S in 

their organizations. 

Managers’ views of R&S 

       NFP directors and managers described R&S in their organizations in a 

similar manner, namely that it is a functional tool to achieve organizational objectives. 

The same message was repeated across organizations by different individual 

directors/managers. 

Functional (Transactional) view 

       Directors and managers in the NFP sector perceive their organizations’ 

R&S practices as a functional process, revolving around: sourcing, testing, selecting for 

skills and qualifications, and administrative planning. The following comment reflects 

these views: 
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“It is a long process that start with recruitment, testing, selection, 

and contracting the individual or a group of individuals for 

different positions. Then we continue with them using different 

HRM practice until the end of their contracting period or 

retirement, which include employee’s development and training.” 

(NFP 11) 

 

       Further, a number of directors and managers in my sample said that their 

organizations have monitoring mechanisms to ensure that the R&S process remains fair 

and transparent for all applicants. As explained by NFP 5: “Appointment procedures 

that comprise matching applicants’ qualifications and experience with positions’ tasks 

and responsibilities… … we also control the process to keep it transparent and fair for 

all applicants in the society” (NFP 5). The comments here suggest that management of 

these organizations try to follow a clear and transparent R&S process to hire the best 

applicant and to avoid any legal issues. This is consistent with transactional leadership, 

in the context of R&S, in an organization (as outlined in Table 2.3 in Chapter Two).  

 

Summary of managers’ views of R&S 

       In summary, analysis of the interview data about R&S practices in NFP 

organizations mostly reflect a basic and functional approach to R&S that follows a 

process, which shows a clear association with a transactional type of leadership (see 

Table 2.3 in Chapter Two). Throughout the interviews, there was no descriptions of 

R&S by management that could be interpreted as a transformational nor directive. 

Training and Development (T&D) 

Employees’ view of T&D 

Functional (Transactional) view 
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       Employees view T&D practices in their organizations as revolving around: 

training employees is based on the skills they need to complete their duties; most 

training and coordination for training for these employees are conducted locally; the 

focus of the training is to do their duties well; there is some specialized training 

available by sponsored projects (e.g., UNDP, and USAID) that is implemented via 

organizations. In general, the focus of training of employees is on task completion. 

There are some employees who revealed that they are developing their knowledge and 

skills independently outside of the HR system. A couple of statements from my 

interviewees support these views: 

“… they [HR] follow-up and coordinate training courses for 

employees here in the country and sometimes outside. Their work 

is to develop employees’ skills, so we can handle our duties well … 

… employees also study at colleges on their own to finish degrees 

or to get masters in order to get a higher grade or to get 

promoted.” (NFP 7) 

And, 

“… sometimes there are some training offered by the organization, 

but specialised training that needed to perform tasks well on 

projects are usually sponsored by those projects. Usually there is 

a training budget in some projects like UNDP, which project team 

use to sponsor training.” (NFP 19) 

It is interesting to note that there is no reference by the above interviewees to a formal 

training scheme for career paths, but there is training given/coordinated for employees 

based on their immediate tasks and needs. This is indicative of the influence of 

functional leadership in T&D, in that T&D is seen as a way to develop specific skills 

in employees in order to handle their immediate duties well (as outlined in Table 2.3 in 

Chapter Two). 

 



 

Page 148 of  282 

Transformational view 

       A few employees noted that in terms of training in their organizations, some 

employees recognised the importance of seeking external training. This additional 

education was managed individually in all cases. These employees show that they have 

self-will and motivation to seek free training online or even to pay from their own 

pocket to get short and affordable training in order to do their work well. These are 

generally self-managed plans, which are not developed through the formal HR system.  

The following statements reflect these opinions: 

“I develop my skills following my plan. When I feel that I need a 

new training in a new software or program I write to the supervisor 

about that, and I explain the need and the training details. If they 

agree to cover it, it is good, but if they apologise, I join the training 

on my own… [sound of laughter].” (NFP 20) 

And, 

“… Sometimes when I feel that I need a training in something that 

will help me in my work I try to get it online from free sources (i.e., 

YouTube). Last week I paid $70 from my own for a short online 

training.” (NFP 19) 

       This behavior by employees suggests that employees are motivated to do 

their work well for different reasons i.e., they have a career, and they wanted their skills 

to be up-to-date, and/or the leader is charismatic and inspires with motivation that they 

are trying to imitate (as outlined in Table 2.4 in Chapter Two). Generally, personal 

development (as opposed to duties-related skills development) occurs outside of the HR 

system relying on individual initiative. 
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Directive (Authoritarian/Caliphate) view 

       Yet other employees stated that training opportunities and development 

programs are uncommon in their organizations because of organizational budget 

limitations and some employees’ job descriptions being incomplete. However, when 

specific training is required, to help handle important tasks, the top management (i.e., 

ministers) provide their support in order to keep the organization’s operations going. A 

typical response that supports these opinions is as follows: 

“There is no training plan here because of budget constraints and 

may because job description cards are not ready for all 

positions/employees. Usually, when we need a specialized training 

in order to conduct a certain task that we are unfamiliar with, we 

can request that training or course from our director who send out 

request to the minister’s office. The minister is very supportive for 

such requests.” (NFP 3) 

       This quote indicates that T&D practices in NFP organizations are 

influenced by policies and budget constraints. With limited budgets and strict policies, 

training can only be approved at ministerial level. These decisions by ministers can be 

seen as symptoms of directive styles of leadership (see Table 2.3 in Chapter Two). In 

other words, this style of management supports providing training courses for 

employees to meet current work issues, or to fix and maintain operational matters. 

There is no consideration to providing ongoing organized developmental practice.  

Summary of employees’ views of T&D 

       Employees’ comments and views suggest that T&D practises at their 

organizations are influenced mostly by a functional style of leadership. Yet, a few 

statements indicate the impact of directive leadership styles, and there was very little 

indication of a transformational style of leadership. Any personal development that 

occurs usually emerges from individual rather than organizational initiatives. 
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Managers’ view of T&D 

Functional (Transactional) view 

       Directors and managers in the NFP sample mentioned that their T&D 

practices are very functional. Specifically, they noted that HR practices focused on: 

managing their organizations’ training budgets, creating a comprehensive training plan, 

coordinating training courses, and providing employees with the necessary training 

based on needs. The following quote demonstrates these views: 

“We train and develop employees believing that will increase their 

skills and in turn increase the organization’s performance. We 

have established the School for Public Administration that 

provides different kind of training courses and programs for 

employees working at different levels” (NFP 1) 

       NFP 1’s comment, above, notes that there are standard training programs 

for employees, which are aligned to different career levels in his organization (not for 

every position as employees mentioned). Further, there are learning institutions that 

specifically provide training for NFP sector. This can be interpreted to indicate a clear 

influence of transactional leadership on T&D practices in these organizations, because 

of the existence of a standard training process to help upskill employees in these 

organizations (as outlined in Table 2.3 in Chapter Two).  

       A few participants in the managers’ sample reported that their T&D 

practices are basic and include an induction package about the organization, focussing 

on ‘On the Job Training’ and specialised training courses when deemed necessary. As 

described by NFP 22: 

“We provide our employees with an induction program when they 

join the organization for the first time. Then we provide them with 

on the job training, and any other training they need when it is 
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necessary to handle a task well and based on the projects (e.g. 

USAID) budgets.” (NFP 22) 

       This quotation also indicates the functional leadership perspective to T&D, 

which is reactive and perceives training largely as a tool to achieve organizational aims 

as opposed to a means to develop employees at the individual level [see Table 2.3 in 

Chapter Two, and (Sarros & Santora, 2001)]. 

Summary of managers’ views about T&D 

       The comments of directors and managers about T&D practices in their 

organizations indicate that there is a clear impact of a basic functional/transactional 

leadership style. Throughout the interviews, there was no data or observations that 

could be interpreted as an indication of the presence of directive or transformational 

style of leadership in T&D.  

Performance Management (PM) 

Employees’ views of PM 

Functional (Transactional) view 

       For the most part, NFP employees understand PM practices in their 

organizations to include performance evaluation, yearly appraisals, and remedial 

procedures. In their view, performance appraisal is a good tool to achieve fairness 

among high, medium, and low performers working in their organizations. The 

following statement reflects these views: 

“The organization have a performance appraisal system that run 

once a year. The process starts with us, then sent to the manager. 

Managers sat with employees at most times and discuss their 

performance. I think it is a good measurement practice, because it 

helps the management to distinguish between good and bad 

performers.” (NFP 17) 
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                   The views of most employees suggest that in their organizations’ the PM 

process is quite traditional and conducted within a basis management practice and 

linked to formal meetings with their supervisors. This shows that performance appraisal 

practices, mostly, follow a process that influenced by functional style of leadership (as 

outlined in Table 2.3 in Chapter Two). 

       Throughout the interviews the participants expressed that there were 

complaints from employees in respect to the need for performance appraisal forms and 

criteria for each position rather than for each employment level in their organizations. 

This is evident in the comment of NFP 4: 

“I think performance appraisal content and process are fair now, 

but we still need to have a performance appraisal form and criteria 

for each position instead of having a form for each employment 

level. This is because duties are different even in the same 

employment category” (NFP 4) 

This employee notes the existing system for performance appraisals is very formulaic 

in being linked to the level of employment. This participant suggests there is a need in 

her organization to have a specialised job analysis in order to develop complete job 

descriptions for all positions at all levels. This interviewee highlights the very formal 

and restricted approach to performance management and identifies the need to use job 

descriptions to create clear performance appraisal criteria to be used in the PM process. 

This process would require a more individual approach from HR. Presently however, 

performance appraisals are viewed by the employee interviewees’ as being basic and 

mechanistic, though relatively objective; thus, reflecting functional style of leadership’s 

influence on this practice (as outlined in Table 2.3 in Chapter Two). 
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Directive (Authentication) views 

       A few employees described a different experience of PM. They noted that 

PM practices in their organizations are not based on clear standards and performance 

appraisal forms are unfair for evaluating their work at the organization. The following 

quotation reflects these dissatisfied views: 

“…also, the annual evaluation / appraisal system is not based on 

clear grounds for punishment and rewards in the organization. 

Hence, this impact on results and cause oppression to employees. 

And accordingly, material rewards and recognition are not 

distributed fairly neither” (NFP 8) 

This quote indicates that PM within this organization is not based on a clear criterion 

or (KPIs that are used, for example, in some organizations). Rather, they can be 

arbitrary practices and not evidence based, which is indicative of a directive style of 

leadership (see Table 2.2 in Chapter Two). 

Transformational view 

       In other organizations in the NFP sample, the experience of a few 

employees points towards PM practices that motivate and empower. The following 

quotation reflects these opinions: 

“Feedback received about our performance and the coaching 

obtained about our career path is important for our motivation. 

This practice by the organization/supervisor to inform us about our 

skills level, career path, and putting forward a plan for our 

development make me happy … [sound of laughter].” (NFP 9) 

Employees’ feeling of motivation and satisfaction, based on feedback received from 

supervisors, can be an indicator of the influence of a transformational style of leadership 

(Alimo‐Metcalfe, 1998; Kelloway, Barling, & Helleur, 2000). This view is evident in 

some of the interviews from departments of the participants’ organizations. 
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Furthermore, this indicates that a more transformational leadership may result in 

employees feeling more motivated and empowered. For this group, the fact that 

development plans are individualised by supervisors may be linked to a more 

transformational style of leadership (as outlined in Table 2.4 in Chapter Two).  

Summary of employees’ views of PM 

       Employees’ comments suggest that PM practices used in their 

organizations are mostly approached in a functional manner. But there are also 

employees who consider they experienced injustice because they are often not 

evaluated on specified criteria, but rather on arbitrary grounds, consistent with a 

directive leadership style. Employee experience in other organizations points towards 

quite a sophisticated transformational style of leadership that is based on bespoke 

planning and assessment. All of these suggest that PM can be implemented very 

differently by NFP organizations in very different ways in Palestine, at least according 

to employees. 

 Managers’ views of PM 

Transformational view 

       Most directors and managers interviewed in this sample indicated that PM 

practices (e.g., performance appraisal) at their organizations are conducted yearly and 

focus on evaluating employees’ performance through pre-determined set of criteria. 

The objective of their PM processes was described as being intended to help increase 

employees’ performance and sense of belonging to their organizations. Moreover, PM 

is also viewed as a way to impact positively on employees’ feeling. The following 

quotes support these views: 

“… and we evaluate employees’ performance before the end of 

each year… … in the first part we evaluate employee formal duties 

based on pre-set criterion. And the second part about any 
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additional duties that was assigned to employee throughout the 

year; and how was their performance in completing those 

additional jobs.” (NFP 22) 

And,  

“Performance appraisals help in enhancing employee 

performance and belonging to the organization through the 

institutional performance management system. Because employees 

feel better when they’re being appreciated for the efforts they do 

at their work.” (NFP 11) 

NFP participant 22’s comment shows the clear influence of transformational leadership 

style in the sense that it customises performance appraisal for each individual 

employee; so that the process is bespoke in a sense [see (Waldman, Bass, & Einstein, 

1987), and Table 2.4 in Chapter Two]. Further, NFP participant 11 suggests that in their 

organization the PM process is quite strategic and conducted in line with long-term 

management goals. This quote suggests that performance appraisal practices are, 

mostly, understood by directors and managers as a function to strengthen the 

employment relationship via emphasising PM practices that increase employees’ 

feeling of belonging at their organization. This is in line with a more transformational 

view of management (see Table 2.4 in Chapter Two). 

Functional (Transactional) view 

       Some participants in the managers’ sample said that PM practices in their 

organizations promote the idea of justice among employees. They perceive that this 

idea of justice pushes employees to perform better in their work. As NFP 18 explains: 

“... through performance management, we are spreading the idea 

of justice among employees. For example, when an employee feels 

that there is some kind of justice among the employees in the 

organization, s/he relaxes, and accordingly perform better in their 

work.” (NFP 16) 
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An employment relationship based on clear KPIs is more likely to be supported by 

employees, because it is seen as fairer. Further, emphasising the fact that this feeling of 

‘fairness’ is derived from everyone being evaluated against a clear set of 

criteria/benchmark that applies to everyone at the same level/job-task. That way 

evaluation is not made arbitrarily. Hence, bringing a sense of fairness and justice in the 

PM process is indicative of a transactional approach to HR leadership (see Table 2.3 in 

Chapter Two). 

Summary of managers’ views of PM 

       Managers did not mention anything that could be interpreted as an indicator 

of directive type of leadership in relation to the PM practices in their interviews. In 

most of the organizations the managers described the PM practices as emphasising the 

objective of increasing employees’ performance and sense of belonging to their 

organizations. This in turn could be interpreted as following a transformational 

approach to the employment relationship (as outlined in Table 2.4 in Chapter Two).  

Pay, Rewards, and Benefits 

Employees’ view of Pay, Rewards, and Benefits 

Functional (Transactional) view 

       For most employees interviewed, pay, rewards, and benefits in their 

organizations are seen as transactional activities that were summarized as salaries paid 

at the end of the month, annual salary review at the end of the year, health insurance, 

and provident fund or pension upon retirement. This quote is reflective of these views: 

“The organization apply the civil service system and provide employees with monthly 

salaries, annual increases, retirements [pension], and they also provide us with health 

insurance for us and our family” (NFP 7). 
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       Other employees said that every year they receive some kind of annual 

increment (increases) that are calculated in their new annual contract. Further, salaries 

for employees on contracts are higher than those in continuing positions. Moreover, 

they have a solidarity/participatory health insurance program. The following statement 

support this observation: 

“… we receive monthly salaries of course. Further, there is 

solidarity health insurance program that cover the employee and 

their family (the organization participate in that too). And we 

receive increases in our salaries every year. The yearly increase 

for contract employee is calculated in their new contract.” (NFP 

17) 

       Most pay, rewards, and benefits received by employees are extrinsic and 

materialistic in nature, indicating an experience of working under a functional HR 

leadership (as outlined in Table 2.3 in Chapter Two). This is not seen as a negative by 

employees who described a level of satisfaction with their organizations contributing 

to their health insurance. The employees described these types of benefits as providing 

encouragement for all employees (as outlined in Table 2.3 in Chapter Two). 

Directive (Authoritarian/Caliphate) view 

       Within this sample, several employees stated that they do not feel that their 

directors/managers and organizations care much about their feelings and motivation 

when it comes to administering pay, rewards, and benefits. The following quote reflects 

these views: 

 “… incentives. It is important whether tangible or intangible. For 

example, if the employee got praised that gives them an incentive 

to work and accomplish very high (maximum amount of work in 

the shortest time and with high quality); which will return a lot to 

the organization. But unfortunately, we do not have this kind of 

motivation enough here… … Another matter about material 
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rewards, which is not fairly distributed based on actual 

performance, rather, sometimes based on the relationship between 

the employee and their supervisor.” (NFP 8) 

This statement indicates that management practices regarding pay, rewards, and benefit 

are more focused on a functional approach to leadership. The fact that pay and benefits 

are sometimes perceived as subjective can be interpreted as being linked to a more 

directive style of leadership influence (as outlined in Tables 2.2, and 2.3 in Chapter 

Two).  

Transformational view 

       In my interviews, however, a few employees in this sample mentioned that 

they receive “thank you” letters and they recognized when they do an excellent job in 

their organization. One employee describes this situation as: “… one day I felt good, 

because the manager of this department gave me a letter (saying thank you) for a job I 

did quickly to develop an electronic archive for paper correspondence” (NFP 20). This 

show that some employees have experienced transformation acts by directors/managers 

who make an effort to appreciate and encourage some of their high performers in some 

departments (as outlined in Table 2.4 in Chapter Two). While there were only a few of 

these types of experiences outlined, these can be linked to a more transformational style 

of leadership. 

 

Summary of employees’ views of pay, rewards, and benefits 

       NFP participants generally experience the HR practices around pay, 

rewards, and benefits as a function that is connected to a transactional process (labor 

for pay). The fact that they receive yearly increments and increases that are not 

necessarily linked to performance further supports the view that these are transactional 

processes. Although the organizations participate in solidarity programs to support their 
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employees’ benefit (i.e., health insurance), again these are seen as standard inclusions 

in a rewards package. That said, a small number of managers were described as 

thanking their employees as a way of providing encouragement.  

Managers’ views of pay, rewards, and benefits 

Functional (Transactional) view 

       Most directors and managers interviewed described the aim of their 

organizations’ pay, rewards, and benefits practices as revolving around providing 

material and non-material rewards to employees. This translates to a number of 

organizations having specific practices including yearly pay increases based on 

employees’ annual performance appraisal results. As one manager noted: “We provide 

employees with different kind of materialistic and non-materialistic benefits. First, they 

receive monthly salaries, of course, and there are incentives and increments as well” 

(NFP 10). This quote indicates that management of these organizations follows mostly 

a functional style of leadership that emphasizes salaries, packages, and rewards that 

every employee receives for doing their job within strict rules. Further, these rewards 

can be given or withheld according to employee performance. Thus, these practices are 

indicative of a more functional leadership style (as outlined in Table 2.4 in Chapter 

Two). 

Transformational view 

       While the majority of directors and managers had a functional view of pay, 

rewards, and benefits, a few directors and managers believe that rewards increase 

employees’ motivation and provide them with job security. The following reflects this 

view: “incentives and rewards enhance the employee sense of job security. I feel that 

my employees feel that there is recognition for their effort and motivation provided for 

them by the organization” (NFP 11). Additionally, these directors and managers also 
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indicated that, since they hire mostly employees on fixed-term contracts, they provide 

salaries that are usually higher than salaries paid for the same qualifications and 

experiences in other organizations in the market. This is to compensate for the lack of 

job security for employees on continuing positions. This is explained by NFP 

participant 16 as: “… usually salaries we pay for employees on contracts here are higher 

than salaries paid by other organizations in the country. This is to compensate them for 

the job security continuing employees enjoy at their work” (NFP 16). 

                   This demonstrates that, in spite of management practices regarding pay, 

rewards, and benefits focused on a functional style of leadership, managers are aware 

of the importance of employees’ feelings and motivation. This awareness may be an 

indication of the influence of humane transformational leadership style on pay, rewards, 

and benefits practices in some organizations (as outlined in Table 2.4 in Chapter Two).  

Summary of managers’ views of pay, rewards, and benefits 

       In summary, pay, rewards, and benefits in NFP organizations, according to 

management, mostly reflects a more basic approach of functional style of leadership. 

This functional style revolves around remuneration with limited indicators of a strategic 

dimension. However, some directors and managers in the same sample showed some 

concern regarding employees’ feeling and motivation, which related to humane 

transformational leadership.  

 

Overall summary of this section 

       In regard to RQ 1b.  How do HRM practices reflect specific leadership 

styles in the NFP sector in Palestine? employees and managers of NFP organizations’ 

views reflect directive, functional, and transformational leadership styles; but the 

functional style is most prevalent. Employees’ views about how HRM practices reflect 
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specific leadership styles are sometimes agree with their managers; however, this does 

not apply in all the NFP organizations. The following section in this chapter will 

examine these similarities and differences in views in detail.  

 

HRM practices: Employees’ versus Managers’ views  

       The data discussed in this section addresses part of RQ 2b. Are HRM 

practices perceived differently between employees and managers in the NFP sector in 

Palestine? Why? The full comparison between Private and NFP sectors will be 

presented in Chapter 6. Here, I will present NFP employees’ and managers’ differences 

and similarities in perspectives and opinions under each HRM function/practice. 

Role of HRM 

                   Employees and managers showed similarities and differences in respect to 

the role of HRM in their organizations. Table 5.2 presents the major points of 

similarities and differences in views about the role of HRM from managers and 

employees. 

Table 5.2: Role of HRM views of employees versus managers 

Employee Manager 

Functional: 
 Views largely reflected functional 

elements of HRM. 
E.g., Hiring; dealing with job 
applications; training and development; 
performance evaluation; planning; 
employees relation management; legal 
interpretation; organizing leave and 
salary budgeting. 

 Advisory role for providing a 
professional service on employment 
related matters to employees and 
managers. 

 
 
 

Functional: 
 Views reflect functional elements of 

HRM. 
E.g., recruitment and selection; training 
and development; performance 
evaluation; employee planning; salary 
budgeting; managing leave and 
attendance; contract preparation and 
managing health insurance matters. 
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Directive: 
 Monitoring employees’ attendance and 

breaks. 
 Employees used words like organizing, 

and Civil Service Law frequently. 
Transformational: 
 Flexibility in working hours and 

attendance. 

Directive: 
 None 
 
 
 
Transformational: 
 A focus on how to create a motivational 

working environment to retain, 
stimulate, and engage employees. 

 

Similarities between employees’ and managers’ views about role of HRM 

       Employees and managers in the NFP sector expressed similar views about 

functional aspects of HRM. Employees generally revealed a basic understanding of the 

broad scope of HRM. They experience the HRM role mostly as functional, which 

includes operational practices. Furthermore, their understanding of HRM functions is 

of a regulation-based procedure, rather than a managerial-based practice (see quotations 

of NFP 4 and NFP 5). Managers described most HRM functions and practices as 

demonstrating a functional/transactional influence (see quotation of NFP 5 and NFP 

1).  

       Nonetheless, some managers and employees have reported some 

transformational views of HRM role at their organizations. Employees reported that 

their organization/managers understand the need to provide employees flexibility in 

working hours and attendance (see quotations of NFP 19 and NFP 9). This is especially 

when they work late to meet deadlines or when they travel to participate in 

workshops/conferences in different places. Meanwhile, managers reported in their 

interviews that they focus on strategic opinions that related to how to retain and 

motivate employees further (see quotations of NFP 16 and NFP 10). Employees noted 

that there is an understanding from the management on aspects of their daily operational 

matters that influence their feeling of satisfaction with organization practices (e.g., 
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flexibility in attendance). Managers, on the other hand, also reported concerns about 

strategic practices:  

“…[HR] is responsible for strengthening relationships and 

communication within the organization, in order to create a work 

environment that stimulates and retain employees. There is a 

greater cooperation between departments’ directors in this 

organization in order to work in harmony, and to increase the 

affiliation of employees, motivate them…” (NFP 10) 

NFP participants 10 explains that the HRM role has a purpose to influence employees’ 

motivation and work in harmony for the organization. Such practices and contextual 

factors signal to employees that their organizations’ policies and practices are flexible 

to accommodate different employee needs to make them feel comfortable. Hence, HR 

policies can have a positive influence on the retention of employees in the organization  

(Idris, 2014; Milman & Dickson, 2014). 

Differences between employees’ and managers’ views about the role of HRM 

       Managers from the NFP sector did not provide any data that could indicate 

any directive practices when they talked about the role of HRM at their organizations. 

However, employees did. A few employees reported that they feel that the management 

of their organization monitors their attendance and break times (see quotation of NFP 

21). This show that some organizations’ practices focus on basic functional and 

procedural issues, with no indication of a motivation pathway (as outlined in Table 2.2 

in Chapter Two). Further, during interviews employees used words like organizing, and 

civil service law frequently (see quotation of NFP 3). This might be because of the 

repetition of what they hear form their co-workers or supervisors in these organizations. 

This may indicate that the role of HRM is perceived by a few employees to be as a tool 

of control and application of strict policies and procedures with thin margin of 

flexibility. This is consistent with the authoritative interpretation of HRM (see Table 
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2.2 in Chapter Two). This is because control and order are at the heart of authoritative 

leadership (Bass & Avolio, 1997; Dinham, 2007) and an HR system which is focused 

on these elements of the employment relationship (Dinham & Scott, 2008; Kiazad et 

al., 2010) can be interpreted as neither transformational nor functional. 

Recruitment and Selection (R&S) 

                   Employees and managers show some similarities and some differences in 

their views regarding R&S practices in their organizations. Table 5.3 present the major 

views based on the data from my interviews. 

Table 5.3: R&S views of employees versus managers 

Employee Manager 

Functional: 
 A practice to ensure transparency and 

integrity in the process for R&S, testing 
(through an electronic system) and 
hiring new employees. 

 R&S practices involve employment 
planning. 
 
 

Directive: 
 None 
 
Transformational: 
 Practices involve easy internal 

relocation, and internal recruitment and 
the organization of secondments. 

Functional: 
 Recruitment and testing.  
 Recruitment of competent candidates 

with required skills and qualifications 
that match their jobs requirements; and 
recruitment planning. 

 Monitoring R&S process to guarantee 
that it remains fair and transparent for 
all applicants. 

Directive: 
 None 
 
Transformational: 
 None 

 

Similarities between employees’ and managers’ views about R&S 

       Employees’ and managers’ expressed views about R&S in NFP sample 

organizations mostly reflect a more basic personnel functional approach of R&S 

practices that follows a prescribed process (see quotations of NFP 3 and NFP 11). This 

can be interpreted as indicative of the influence of a transactional type of leadership (as 

outlined in Table 2.3 in Chapter Two). Furthermore, in interviews with both employees 
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and managers, I did not collect any data that I could interpret as a directive view of 

leadership influence on R&S practices at these organizations. 

 

Differences between employees’ and managers’ views about R&S 

       While most employees’ and managers’ described R&S practices as 

functional processes, some employees show an indication of a strategic dimension of 

R&S practices in their organizations (see quotations of NFP 15). Further some 

employees reported that their organizations provide employees with opportunity to 

relocate and experience other work duties and responsibilities (see quotation of NFP 

17). This could be interpreted as managers testing employees’ enthusiasm to get further 

responsibilities that could lead to empowerment, and which may lead to better 

employee satisfaction. Additionally, some organizations start with internal recruitment, 

and allow rotation that provides employees with an opportunity to practice their skills 

in different departments. These views could be interpreted as of having some aspects 

of transformational leadership on R&S in these organizations, where managers pursue 

a strategic vision in their R&S practices (as outlined in Table 2.4 in Chapter Two), 

which is focussed on the future of the organization. 

Training and Development (T&D) 

                   Employees and managers also show some similarities and differences in 

their views regarding T&D practices in their organizations. Table 5.3 presents the major 

views across the sample of managers and employees. 
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Table 5.4: T&D views of employees versus managers 

Employee Manager 
 

Functional: 
 Training employees is based on duties 

need.  
 There are training that are mostly 

conducted locally.  
 There is specialized training available 

by sponsored projects  
 No formal training scheme for each 

career path, but there is training 
given/coordinated for employees based 
on tasks needs. 

Directive: 
 Some employees reported that training 

opportunities and development 
programs are less common, because of 
budget limitations, job description cards 
are not completed yet; however, when 
specific training required top 
management (ministers) provide support 
in order to keep the operating going. 
 

Transformational: 
 Some employees talked about training 

practices show that training is managed 
individually and when needed.  

 Employees have self-will and 
motivation to seek free training online 
or even to pay from their own pocket. 
 

Functional: 
 Regulating the training budget and 

procedures to ensure a comprehensive 
training plan.  

 Coordinate training courses and 
providing employees with the necessary 
training based on need. 

 Few said that T&D practices are basic 
and include an induction, OJT, and 
different trainings when deemed 
necessary. 

Directive: 
 None 
 
 
 
 
 
 
 
 
Transformational: 
 None 

 

Similarities between employees’ and managers’ views about T&D 

       Employees comments and statements show that T&D practices in their 

organizations are impacted mostly by a functional style of leadership. This is also 

reported when examining managers’ perspectives about T&D practices (see quotations 

of NFP 7, and NFP 1). 

Differences between employees’ and managers’ views about T&D 

       Within the data, there was one report by an employee showing some 

indication of directive styles of leadership in respect to T&D and very little indication 

of activities that reflect a transformational style of leadership. However, managers did 
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not provide any evidence that could be interpreted as directive nor a transformational 

style of leadership as impacting on T&D. Further, employees indicate that there are 

budget limitations, while some managers reported, when asked about T&D practices at 

their organizations, that this was the case. This is exemplified in this quote: “… we 

provide them with on-the-job training, and any other training they need when it is 

necessary to handle a task well and based on the projects’ budgets” (NFP 22). This 

quote indicates that NFP managers work with budgets that seems to be limited or 

prepared by other parties (e.g., UNDP or AUSAID) and over which they have little 

control. Moreover, they implement these projects with limited control over the amount 

of money available or allocation of the budget items. This could emerge from a more 

functional leadership practice that follows fixed processes and abide by them [see Table 

2.3 in Chapter Two and (McGuire & Kennerly, 2006)]. 

Performance Management (PM) 

                   Employees and managers show similarities and differences regarding PM 

practices and how they are perceived. As in the other sections, Table 5.5 presents the 

major views of those interviewed. 

Table 5.5: PM views of employees versus managers 

Employee Manager 
 

Functional: 
 Evaluation of employee’s performance 

that occur once a year. 
 Conducting some remedial procedures.  
 Performance appraisal is a good tool to 

achieve fairness among high, medium, 
and low performers. 

 Performance Appraisal forms and 
criteria should be for each position 
rather than for each employment level. 

 
 
 
 

 

Functional: 
 PM practices spread the idea of justice 

among employees, which pushes 
employees to perform better at their 
work. 
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Directive: 
 There are employees who argue that PM 

practices are not based on clear 
standards, and performance appraisal 
forms are unfair for evaluating their 
work. 

 
Transformational: 
 There are employees who said that 

feedback and coaching received in the 
PM practices let them feel that they are 
motivated and empowered at work. 

Directive: 
 None 
 
 
 
 
 
Transformational: 
 The objective of PM processes 

described as being intended to help 
increase employees’ performance and 
sense of belonging to organizations.  

 PM practices are viewed to impact on 
employees’ feeling positively as being 
appreciated by their organization. 

 

Similarities between employees’ and managers’ views about PM 

       Employees and managers in this sample reported similarly in relation to 

performance appraisal yearly as part of the process of overall PM. However, their views 

differ on the finer detail about how the practice unfolds. 

Differences between employees’ and managers’ views about PM 

       Employees’ view PM practices used in their organizations as mostly 

functional. They report that PM practices are conducted mostly through employee’s 

evaluation process (see quotation of NFP 17, and NFP 4). The process utilized 

compares actual performance to pre-determined standards, which emphasizes a 

transactional relationship between employees and manager (As outlined in Table 2.3 in 

Chapter Two). In comparison, managers’ functional views can be linked to promoting 

the idea of justice and fairness among employees. They perceive addressing justice 

issues encourages employees to perform better in their work (see quotation of NFP 16). 

This difference shows that, in spite of some employees seeing PM practices as a factor 

that facilitates motivation and empowerment (indicating a transformational influence 

on PM) most of the employees in NFP organizations still view PM practices as 
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functional (a simple rating process grading their performance based on pre-determined 

criteria). 

       Some in the employee sample described how they are often not evaluated 

on specified criteria, the consequences of which were some perceptions of injustice in 

promotion and progress in career paths. However, managers did not mention any 

specific point that could be interpreted as an indicator of a directive type of leadership 

that influence on PM practices at their organizations. 

Pay, Rewards, and Benefits 

                   Employees’ and managers’ data revealed similarities and differences 

regarding pay, rewards, and benefits practices and how it was perceived by the 

interviewees. Table 5.6 presents the major views of those interviewed. 

Table 5.6: Pay, Rewards, and Benefits (compensation) views of employees versus managers 

Employee Manager 

Functional: 
 Salaries are paid monthly. 
 Annual increments/increases are given at 

the end of the year. 
 Provident fund or pension are given after 

retirement. 
 Salaries for employees on contracts are 

higher than those on continuing 
contractual status.  

 Some have solidarity/participatory 
health insurance program. 

Directive: 
 Few Employees said that they do not 

feel that their managers or the 
organization care much about their 
feeling and motivation.  

 There is subjective pay. 
 
Transformational: 
 Few employees in this sample 

mentioned that they receive “thank you” 
letters and they get recognized when 
they do an excellent work in their 
organization. 

Functional: 
 There are monthly salaries. 
 Providing materialistic and non-

materialistic rewards to employees.  
 There is a yearly increment provided 

for employees based on their annual 
performance appraisal results in a 
number of organizations. 

 
 
 
Directive: 

None 
 
 

 
 
 
Transformational: 
 A few managers believe that rewards 

increase employees’ motivation and let 
them feel that they have job security. 

 They are providing salaries that are 
usually higher than salaries paid for 
same qualifications and experiences in 
other organizations in the market. This 
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 Their managers make an effort to 
encourage and appreciate high 
performers. 

is to compensate employees for job 
security that employees on a continuing 
contracting status enjoy. 

 Awareness to employees feeling and 
motivation. 

 

Similarities between employees’ and managers’ views about Pay, Rewards and 

Benefits 

       NFP employees and managers described that they see pay, rewards, and 

benefits practices as a function that is connected to a process, civil law, and regulation 

(see quotation of NFP 7 and NFP 10). Yet the interviewees report that they receive 

yearly increments and increases that are not necessarily linked to performance. Further, 

fixed-contract employees and also managers reported that they receive salaries that are 

relatively higher than employees with similar qualifications on continuing positions to 

compensate them for their temporary agreement. This is seen as a positive act of 

organizations by employees working towards those employees’ retention. Further, 

some participants revealed that their organizations participate in solidarity programs to 

support their employees (i.e., health insurance). This matches the managers’ views also 

about pay, benefits, and rewards in this sector mostly as a basic function of rewards 

with no strategic dimension. This could be as most public organization pay is linked to 

civil service law (Sabri & Jaber, 2007) and temporary projects are influenced by their 

donor’s polices (e.g. UNDP). 

                     There are relatively similar views between employees and managers 

regarding individualized consideration to motivate employees, for instance a thank you 

letter and care for employee’s motivation (see quotation of NFP 20 and NFP 11). These 

actions are seen by some participants as being indicative of some managers practicing 

a humane type of leadership (see Table 2.4 in Chapter Two) even within a context where 

their organizations’ rules and policies are inflexible.  
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 Differences between employees’ and managers’ views about Pay, Rewards and 

Benefits 

       A few employees said that they do not feel that their managers or the 

organization cares much about their feelings and motivation. Such a view was not 

reported by any manager within the sample. This is understandable because managers 

tend to be acting as agents of organizations (working in the interest of the organization) 

and reporting humane aspects towards their employees may put them in a good light 

(Wilkinson et al., 2018). Further, employees mentioned that there are some pay, 

rewards, and benefits practices that are seen as subjective (see quotation of NFP 8). This 

could be seen as a directive view of pay, rewards, and benefits (as outlined in Table 2.2 

in Chapter Two) that managers are trying to hide in their daily operations when dealing 

with their employees and views of their HRM practices.  

                   In sum, this chapter presented NFP sector employees and managers views 

in relation to the two research questions. Employees and managers’ views are similar 

in some respects but different in others. While employees’ views about HRM practices 

are mostly functional; managers views show strategic aspects. The next chapter will 

present a comparison between Study 1 and Study 2. 
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Chapter 6: Comparison between Study 1 and Study 2 

Introduction 

       In this chapter, I compare the results of the first and second studies 

presented in the preceding chapters, which focus on how HRM practices reflect specific 

leadership styles in different sectors in Palestine. This chapter then provides a 

comparison between the views of employees and managers in each sector (Private and 

NFP) about how HRM practices are perceived differently between employees and 

managers in these two sectors. This comparison allows for examination of whether 

there are industry or sector differences in the approaches to HRM and how leadership 

may impact on these approaches in the Palestinian context.  

                   This chapter addresses research question 2: 

RQ 2.  Are HRM practices perceived differently between employees and managers in 

different sectors? Why? 

Comparison between Study 1 and Study 2 

                   As noted earlier, private organizations are typically driven towards 

maximizing profit (Doyle & Stern, 2006; Maudos et al., 2002; Raharjo & Eriksson, 

2017). Researchers argue under this regime leadership prioritize expenditure on 

employees’ recruitment, development, pay and benefits, with the aim of increasing the 

organization’s competitive edge and maximize profit (Lester et al., 1992; Pfeffer & 

Veiga, 1999; Shkarlet, Dubyna, Shtyrkhun, & Verbivska, 2020; Thach & Thompson, 

2007). In comparison, NFP organizations are said to be motivated by the betterment of 

society (Moore, 2000; Ramsundarsingh & Falkenberg, 2017; Weil, 1996), help to 

achieve justice (Brahm, 2006), do not aim to achieve profit (Brass, Longhofer, 

Robinson, & Schnable, 2018; Karajah, 2006), and have less formal relationships in their 
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managerial practices than do private organizations (Grimalda & Sacconi, 2005; Gwin, 

1990; Raharjo & Eriksson, 2017). Hence, there may be the potential to uncover an 

interesting comparison in HRM practices in these different employment sectors which 

may be driven by their different underlying leadership rationales. On this basis, the aim 

of this chapter is to shed light on how these different HRM processes are applied in 

different sectors.   

       The comparison is made by using the most dominant and themes identified 

through employees’ and managers’ views in each industry sector. Further, interpreted 

views in the last section of Chapters Four and Five are expanded upon here to compare 

employee-to-employees views, and manager-to-manager views. This comparison 

completes a triangulation process which provides greater insight into the findings. The 

aim of this process is to increase the trustworthiness and validity of the results and 

conclusions by comparing different perspectives [see the Methods Chapter and 

(Annells, 2006; Carter, Bryant-Lukosius, DiCenso, Blythe, & Neville, 2014)]. 

Overarching Role of HRM 

       A key theme emerging from the data on the differences/similarities between 

employees in both sectors was that Private sector employees see the role of HRM as 

largely administrative and supportive of management functioning. Likewise, NFP 

employees see the role of HRM in their organizations as largely reflecting functional 

elements. Further, similarities and differences in themes between managers in both 

sectors emerged as well. For example, Private managers see the role of HRM as 

incorporating a transactional view, focussing mainly on the administrative and 

personnel management matters. To a similar extent, managers in NFP organizations’ 

views reflected functional elements of HRM. Both views are discussed in detail below. 
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Employee’s similarities and differences in views about the role of HRM in 

different sectors 

Table 6.1: Summary of employees’ views about the role of HRM in different sectors 

Private employees NFP employees 

Functional: 
 See the role of HRM is largely 

administrative and supportive of 
management functioning. 

 E.g., Recruitment, selection and hiring, 
performance appraisal, health and safety 
systems, training, managing leaves, job 
descriptions, job design, salaries, and 
rewards. 

 
 
 
 
Directive: 
 Employees in this sample also talked 

about how top management spent a lot 
of its time on using HR procedures to 
control employees and compel them to 
obey their organizations’ policies.  

Transformational: 
 Employees state the role of HRM is to 

create a comfortable work environment 
for employees; with an emphasis on 
caring about employees’ psychological 
welfare, engagement with their work 
environment, and overall wellbeing. 

Functional: 
 Largely reflected functional elements of 

HRM. 
E.g., Hiring, dealing with job 
applications, training and development, 
performance evaluation, planning, 
employees relation management, legal 
interpretation, organizing leave and 
salary budgeting. 

 Advisory role for providing a 
professional service on employment 
related matters to employees and 
managers. 

Directive: 
 Participants report managers monitoring 

employees’ attendance and breaks 
closely. 

 Employees used words like organizing, 
and Civil Service Law frequently. 

Transformational: 
 Flexibility in working hours that show 

understanding for employee needs to 
work when best suits them. 

 

       Most employees in the two sectors similarly viewed the role of HRM at 

their organization as functional. However, NFP employees emphasized the role of 

legislation and budgeting in their organizations’ operation. This is understandable in 

NFP and governmental organizations that follow rules and which have budget 

constraints in their yearly operations (Adams & Simnett, 2011; LaLonde, 1995). 

Moreover, the HRM function in NFP organizations provides an employee advisory 

function in a way that their counterparts in private organizations do not. The HRM 

advisory role in NFP is a practice that smooths the employment relationship by 

clarifying employees’ rights and their obligation towards their organization (see 
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Mukkelli, 2015; Panayotopoulou, Vakola, & Galanaki, 2007). This was less reported 

in the private sector data. This could be explained as private organizations have HRM 

systems and regulations that can be flexibly applied by HRM staff. In contrast, NFP 

organizations are often governed by domestic and international laws (OECD, 2011b) 

that may need interpretation for new employees and existing employees when laws 

change. 

       Within the employees’ sample there are some differences about how 

employees view the influence of a directive style of leadership on the role of HRM in 

their organizations. Private sector employees view directive strategies enacted through 

HRM practices as controlling and compelling them to obey policies i.e., “… their role 

to control the employee and let them adjust towards the company’s policies. This is 

done through the department of human resources, which monitor the employee” 

(Private 19). In comparison, NFP employees highlighted a directive view of HRM 

practices as a surveillance and disciplinary tool i.e., “The role is to follow up on our 

attendance, absence, vacations, filling out forms, morning delays. Sometimes they 

scrutinize on things like the break is over or monitoring our morning presence... ... (NFP 

21). This could be explained as private organizations having more flexibility in 

developing policies that might change during an organizational change strategy to 

achieve specific outcomes (Buchanan & Badham, 2020; Thomas & Hardy, 2011). On 

the other hand, NFP organizations may have more of a fixed rules and regulations 

approach where change can be slow and the focus is on existing policies that need to 

be implemented (Merad, Dechy, & Marcel, 2014; Van Wart, 2017). The leadership in 

each sector would focus on these norms in leading the organizations. 

       Private employees describe the role of HRM as being to create a 

comfortable work environment for them with a focus on productivity. This was shown 
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in employees’ views that emphasized organizations’ care about their psychological 

welfare, engagement with their work environment, and care about their overall 

wellbeing. The quote of Private sector participant 8 below demonstrates this: 

“They [HR] invest in human capital. So, they give the employee all 

materialistic and psychological support to let us relax and to share 

new ideas about work with them. When employee feels comfortable 

psychologically, they give more for their work. They also try to 

make staff relationship good through social activities.” (Private 8) 

In contrast, NFP employees consider a transformational leadership influence is 

displayed through the understanding shown by their HR/supervisors in the flexibility 

given to them in their working hours (e.g., work that could extend until late hour after 

5pm and then allow the worker to resume work later on the next day). Further, the 

perception of seeing (the self) as an asset has also been associated with humanistic 

practices associated with transformational leadership (Liu et al., 2010). These 

quotations of NFP sector participants 19 and 9 explain this view: 

“They [HR department] have a coordinating role and a special 

function in attracting new employees, to help me with my research. 

Moreover, their role comprises administrative support, [handling] 

leave, and ad-hoc breaks authorization. There is understanding by 

them to the flexibility required -sometimes- in our attendance at 

work.” (NFP 19) 

And “They are doing that [HRM] for their interest in their most important resource 

(human)” (NFP 9). The data demonstrate the different contexts these different views 

emerge from. The data suggests private organizations have more resources and 

practices that could enhance their employee’s motivation (e.g., yoga classes - see 

quotation of Private 18 in Chapter Four), while NFP organizations’ resources are 

limited by budgetary constraints (see quotation of NFP 3 in Chapter Five). This is 

understandable as the private sector usually has a higher budget and resources (see 
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Johansson & Siverbo, 2014). Moreover, employees in both sectors who reported such 

kind of views about humane leadership influences on HRM (as outlined in Table 2.4 in 

Chapter Two) might be working with managers that believe in this style of leadership 

as opposed to other managers (even in the same sector) whom do not. Thus, this 

depends on the organization’s own culture as stipulated by different research (see Eagly 

& Johannesen‐Schmidt, 2001; Schimmoeller, 2010) and to a large extent the individual 

managers’ interpretation of company policy (which may be informed by leadership 

practices).  

Managers’ similarities and difference in views about the role of HRM in different 

sectors 

Table 6.2: Summary of managers’ views about the role of HRM in different sectors 

Private managers NFP managers 
 

Functional: 
 The role of HRM is seen to incorporate 

a transactional view of HRM focussing 
mainly on the administrative and 
personnel management matters. 
E.g., salaries, rewards, and benefits, 
dealing with employees’ vacations, 
leaves, and contracts, updating 
employees job description, PM, 
managing job rotation and 
administering employees’ health 
insurance. 

Directive: 
None 

Transformational: 
 Some managers focussed on the 

importance of employee’s development 
and motivation.  

 Managers reported they pay attention to 
national circumstances and different 
aspect of individual employees. 

Functional: 
 Views reflected functional elements of 

HRM. 
E.g., recruitment and selection, training 
and development, performance 
evaluation, employee planning, salary 
budgeting, managing leave and 
attendance, contract preparation and 
managing health insurance matters. 

 
 
 
Directive: 

None 
Transformational: 
 Some managers participants focused on 

how to create a motivational working 
environment to retain, stimulate, and 
engage their employees. 
 

  

       Managers in both sectors provided data supporting the experience of 

functional/transactional leadership on the role of HRM at their organizations. Whereas 

NFP managers emphasized employees’ salary budgeting (see quotation of NFP 1 in 
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Chapter 5), private managers had a greater emphasis on employee benefits and rewards 

(see quotation of Private 21, and Private 11 in Chapter 4). This could be explained by 

the fact that NFP managers tend to follow approved budgets using public money which 

is open to scrutiny by law for their HRM expenditure (Jaber & Sabri, 2010; Sabri & 

Jaber, 2010). Further, much of NFP income (especially NGOs) in developing countries 

is through grants (Awashreh, 2020; Challand, 2008), which do not give the same level 

of flexibility that private sector organizations have in terms of contingency budget 

arrangements (Alford & Greve, 2017; Olson, Slater, Hult, & Olson, 2018). Hence, there 

are some differences in the description of the role of HRM between managers in 

participating organizations from different sectors.  

       In both sectors, managers show transformational leadership aspects in the 

interest in using HRM to increase their employees’ motivation. But the foci are 

different. Private managers focus their attention on motivating employees at the 

individual level (e.g., individual extra paid leave). This was exemplified by Private 4: 

“We give some employees additional paid leaves to release the employee to create and 

to feel they have contributed something new to their organization, which in my opinion 

is more important than financial incentive”. In contrast, their NFP counterparts focus 

on HRM practices that can increase employee engagement and motivation collectively. 

For instance, through the use of team building events, as stated by NFP 10: 

 “It [HR] is responsible for strengthening relationships and 

communication within the organization, in order to create a work 

environment that stimulates and retain employees. There is a 

greater cooperation between departments’ directors in this 

organization in order to work in harmony, and to increase the 

affiliation of employees, motivate them, and to improve their 

positive behavior and performance.” (NFP 10) 
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A conceivable explanation for these similarities and difference in using HRM practices 

may be different interpretations of transformational leadership styles based on the 

context for that organization. One explanation for this is that managers in private 

organizations work internationally and hence are more exposed to Western HRM 

practices and the individualism dimension implied in these practices. The focus of these 

practices is to enhance their employees’ motivation so as to retain employees and to 

maintain a competition edge in the industry (Mitchell, Holtom, & Lee, 2001; Stahl et 

al., 2007). These options are not often available to the NFP manager. In this way 

leadership can have a significant role in the HRM practices in organizations. 

Recruitment and Selection (R&S) 

Employee’s similarities and difference in views about R&S in different sectors 

Table 6.3: Summary of employees’ views about R&S in different sectors 

Private employees NFP employees 

Functional: 
 R&S practices were linked to the 

following activities: planning and 
sourcing for potential employees from 
within and outside the organization, 
ensuring that there is a clear process for 
R&S and job description to recruit for, 
providing facilities for digital 
applications to increase objectivity, 
fairness, and procedural justice; testing 
candidates; selection of qualified 
candidates and hiring new individuals. 

 Pay attention to and enhance equal 
employment opportunity (EEO).  

 Organizations deliver what they 
promise when operating the R&S 
process. 

Directive: 
 None 
Transformational: 
 There’s an emphasis, in their 

organizations, on the acquisition of 
new, smart, and fresh graduates - as 
opposed to experienced individuals. 
This is to bring in fresh perspectives 

Functional: 
 A practice to ensure transparency and 

integrity in the process for R&S, testing 
(through an electronic system) and 
hiring new employees. 

 A few employees said that R&S 
practices involve employment planning. 
 
 
 

 
 
 
 
 
 
 
Directive: 
 None 
Transformational: 
 R&S practices involve easy internal 

relocation, and internal recruitment and 
the organization of secondments. 
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and generate new ideas to their 
organizations. 

 Recruitment teams were able to follow-
up with the applicant and offer him 
another chance for an interview. This 
resulted in a positive outcome for the 
organization who attracted a new 
employee with new ideas to work for 
their organization and has served to 
overcome negative gossip about the 
company. 

 

                   As can be seen in Table 6.3 NFP sector employees described R&S practices 

as mostly functional and used to guarantee a level of transparency and integrity in 

staffing. Similarly, private employees also talked about R&S practices as largely 

functional, but they slightly differ in their understanding regarding its purpose. They 

see R&S as a practice to increase objectivity, fairness between candidates, and to 

achieve procedural justice. This difference in the way employees view functional R&S 

practice could be interpreted as private sector employees considering R&S as a way for 

organizations to maximise the potential of the workforce to achieve organizational 

goals (Nehmeh, 2009; Palaiologos, Papazekos, & Panayotopoulou, 2011), as opposed 

to NFP sector employees who just simply see the R&S process as a tool to match 

organizational needs to a pool of available skills (Yaro, 2014). Further, private sector 

employees report that their organizations promise at interviews to deliver rewards and 

benefits in comparison to what other companies offer in the market and emphasize the 

role of the transactional/functional relationship (see quotation of Private 14 in Chapter 

4; versus quotation of NFP 3 in Chapter 5) to gain employees. This is another way in 

which the private sector pushes HR practice to maximise the potential of the workforce 

to achieve organizational goals (Sengupta, Bamel, & Singh, 2015). 

       Employees in both sectors did not refer to R&S practices that could be 

interpreted as being directive in nature. This could be understood in two ways. First 
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(and most likely) it indicates that employees in both sectors did not experience any 

directive influence before, during, and after they were employed in the sampled 

organizations. This is confirmed when examining the data from managers in both 

sectors (see below). Based on these two different sources, it could be argued that it is 

likely there is no use of directive leadership in R&S in the sampled organizations in 

both sectors. Second, we should not ignore that the samples is from very large 

organizations operating in the formal sector/economy (Ardianti & Inggrid, 2018; 

Tanova, 2003). As in many developing countries there are a large number of managers 

operating in the informal sector in Palestine (Nyamubarwa, 2016) in small to medium 

enterprises. These businesses could be more likely to adhere to a directive-style 

leadership. More research is required to examine the HR policies at play in these smaller 

businesses. 

       The data revealed in terms of R&S that private sector employees noted that 

their organizations emphasize the recruitment of smart, fresh graduates as opposed to 

experienced individuals. This could be seen to reflect transformational type of 

leadership styles by encouraging new ideas and the idea of meritocracy (Howells, 

2020). Whereas NFP sector employees reported more practical R&S practices that 

focussed on administrative (rather than strategic) issues such as easy internal relocation, 

internal recruitment, and the organization of secondments. These differences in how 

employees report HRM practices are indicative of a different view of R&S within each 

employment sector. For example, the private sector has high rivalry (Bresnahan & 

Greenstein, 2014; Singal, 2015), hence, they seek new ideas for producing goods or 

services that are expected to be initiated through fresh talent who questions assumptions 

and routine procedures, as opposed to, long experienced individuals who most probably 



 

Page 182 of  282 

replicate what they used to do (Helyer & Lee, 2012; Tarigan & Wimbarti, 2011). This 

imperative does not drive the NFP sector. 

Manager’s similarities and differences in views about R&S in different sectors 

Table 6.4: Summary of managers’ views about R&S in different sectors 

Private managers NFP managers 

Functional: 
 R&S practices revolve around a series 

of specific functional practices such as: 
creating clear and formal processes for 
the acquisition of competent individuals 
to accomplish key objectives, workforce 
planning, sourcing, and preparing 
contracts for new employees. 

 
Directive: 
 None 
Transformational: 
 Recruitment of qualified employees has 

created tension between companies in 
the same industry. This has led them to 
take further measures to implement 
initiatives to improve employees’ 
retention. 

Functional: 
 Recruitment and testing.  
 Recruitment of competent candidates 

with required skills and qualifications 
that match their jobs requirements, and 
recruitment planning. 

 Monitoring R&S process to guarantee 
that it remains fair and transparent for 
all applicants. 

Directive: 
 None 
Transformational: 
 None 

 

       As can be seen in Table 6.4 managers’ views about R&S, in both sectors, 

are consistent in that the interviewees noted that directive leadership style does not 

influence R&S in their organizations. As noted in the employees’ section above, the 

views of managers across sectors are very similar (in that they did not mention any 

words or sentences that could be interpreted as an indicator of a directive influence on 

R&S).   

                   There are also, similar views relatively in regard to how functional 

leadership style influences R&S across both sectors. Overwhelmingly, there is some 

consistency in the managers’ views concerning the role of R&S as a clear process 

designed to provide order to maintain transparency and fairness. This is important and 

expected as managers act as agents of their organization and their statement about R&S 
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are consistent as they describe their organizations as promoting fairness and avoiding 

any legal consequences (Fortin & Fellenz, 2008; Metz, Kulik, Cregan, & Brown, 2017). 

                   NFP sector managers did not provide any data that could be interpreted as 

demonstrating transformational leadership style in R&S, however, private sector 

managers did. Private sector managers explained that due to rivalry in the market 

between organizations, they apply policies and practices that attract new talent and 

motivate employees to keep working in their organizations. This is reasonable among 

private sector organizations that compete for better talent to produce products and 

services that could increase their profit (see Arokiasamy, 2013; Scott, McMullen, & 

Royal, 2012).  

Training and Development (T&D) 

Employee’s similarities and differences in views about T&D in different sectors 

Table 6.5: Summary of employees’ views about T&D in different sectors 

Private employees NFP employees 

Functional: 
 T&D in an administrative and very 

functional way. 
E.g., management and planning of 
training needs and employees’ career 
development; provision of training 
opportunities and courses to upskill all 
employees; and provision of 
development opportunities through 
professional certifications locally and 
overseas. 

 Training courses are planned and 
provided for employees to remedy 
deficiency in employees’ skills and 
knowledge. 
 

Directive: 
 One employee said that Training 

programs are rare, and it is just given to 
some employee in order to do the task 
required not for their actual 
development. 

 
 

Functional: 
 Training employees is based on duties 

need.  
 There are training that are mostly 

conducted locally.  
 There is specialized training available 

by sponsored projects.  
 No formal training scheme for each 

career path, but there is training 
given/coordinated for employees based 
on tasks needs. 
 

 
 
 
 
Directive: 
 Some employees reported that training 

opportunities and development 
programs are less common, because of 
budget limitations, and job description 
cards are not completed yet; however, 
when specific training required top 
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Transformational: 
 Some other employees said T&D 

include individualised training 
programs that upskill certain employee 
to contribute to their career path; and 

 customised development training that 
are not only intended to improve 
employee work-related skills, but also 
contribute to their own wellbeing and 
career aspiration.   

management (ministers) provide support 
in order to keep the operating going. 

Transformational: 
 Employees have self-will and 

motivation to seek free training online 
or even to pay from their own pocket. 
 

                    

                   Regarding T&D practices, and as can be seen in Table 6.5 employees 

referred to the functional aspects of T&D in both sectors. There was minor variation in 

their views. As noted earlier, functional leadership includes contingent leadership and 

management by exception dimensions (as outlined in Table 2.1 in Chapter Two). 

Examined closely, private sector employees’ views of T&D (e.g., there are courses for 

everybody in the organization to upskill them to do the job and earn the reward) (as in 

Table 6.5 above) can be linked to the three dimensions of functional/transactional 

leadership principals. Further, there are development opportunities for future tasks 

(e.g., professional certificates) that mirror with active management by exception 

dimension principals of a functional style of leadership. Moreover, private sector 

employees explained, in some instances, training was used to remedy deficiency in 

skills. As a participant stated: “They provide us with training based on our evaluation 

results, and what supervisors’ recommend for us of training” (Private 9), which matches 

with passive management by exception dimension principals.  

       In contrast, NFP sector employees reported the functional activities 

involved in T&D can be linked to broad contingent rewards dimension principals (e.g., 

training based on duties for all, mostly locally, and specialised training by sponsored 

project- to do the current job). Additionally, NFP sector employees described 

management by exception-passive influence on T&D practices (e.g., training based on 
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task need with no formal training plan). Accordingly, the data reflect a difference in the 

driving forces of T&D between sectors although these can be broadly located within 

the functional/transactional leadership dimensions. Some note that T&D practices are 

influenced by active management by exception dimension principals in the 

participating organizations. A conceivable explanation for this difference could be that 

private organizations have competitive strategies that pushed them to taking proactive 

measures in T&D practices, which is not the case in most NFPs (Sung & Choi, 2018b). 

                   Nevertheless, some employees within the two samples reported directive 

views of influence on T&D practices. While private sector employees note that T&D 

is done for some employees in order to do the task required not for their actual 

development (see quotation of Private 22). In contrast, NFP sector employees report 

T&D activities/practices to be less common. They attribute the lack of training as being 

a result of budget limitations. They did note, however, that this was approved when 

specific training was required by top management (ministers) to provide support in 

order to keep the operations going (see quotation of NFP 3 in Chapter Five). A 

conceivable explanation of the directive view held by a private sector employee could 

be that within the sampled private sector organizations, this employee may feel 

demotivated with their supervisor’s style of management, or their appraisal processes, 

and they therefore report a passive view about T&D practices in their organization. 

                   Employees in both sectors also reported developmental T&D practices in 

their organizations. Although, there is a diversity of employees’ views in each sector 

resulting in comments that are quite different, broadly the data show that they are 

feeling motivated (see quotation of Private 18 in Chapter 4, and quotation of NFP 20 

in Chapter 5). These feelings are perceived in private organizations in the form of 

customised development training that are not only intended to improve employee work-
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related skills, but also contribute to their own wellbeing and career aspirations. 

Furthermore, the interviewees expressed a perception in the NFP sector about a 

personal responsibility to develop the self through free online training, or even at 

employees’ own financial expense. Thus, a feeling of motivation exists in both sectors 

but with different drivers.  

Managers’ similarities and difference in views about T&D in different sectors 

Table 6.6: Summary of managers’ views about T&D in different sectors 

Private managers NFP managers 
 

Functional: 
 Managers acknowledged that their 

organizations engaged in traditional 
functional T&D practices. This is 
evident in the activities they provide to 
their employees. 
E.g., standardized policies and rules for 
training; trainings recommended by 
managers based on the employee 
performance appraisal results. 

 
Directive: 
 None 
Transformational: 
 Providing support for employees to 

attend university courses and workshops 
locally and internationally in order to 
equip employees for future changes in 
the industry and labor market. 

 T&D are geared towards enabling 
personal development. 

 T&D practices involve some 
entertainment/personal development 
activities, and individualised training 
programs that varied in the type of 
training and development practices 
offered. 

Functional: 
 Regulating the training budget and 

procedures to ensure a comprehensive 
training plan.  

 Coordinate training courses and 
providing employees with the 
necessary training based on need. 

 Few said that T&D practices are basic 
and include an induction, on the job 
training, and different training when 
deemed necessary. 

Directive: 
 None 
Transformational: 
 None 

 

                   While managers in both sectors did not report any directive influence on 

T&D practices, they did report practices that could be inferred as being 

functional/transactional (see table 6.6). For example, private sector managers described 

their T&D practices as mostly contingent (e.g., standardised training for all employees 
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and based on a process). In contrast, NFP sector managers note most of their T&D 

practices as management by exception-passive (e.g., based on need and when deemed 

necessary). These differences in views (within the functional style of leadership) could 

be explained (as in previous sections) that private organizations are willing to spend the 

necessary money to upskill their employees to at least do the job in place (Loan-Clarke, 

Boocock, Smith, & Whittaker, 1999; Sung & Choi, 2014). NFP sector organizations 

mostly have limited budgets and try to at least maintain an operating environment (see 

quotation of NFP 22 in Chapter 5). 

       Transformational aspects of influence on T&D are reported widely by 

private sector managers only. This could be explained as, within the participated 

organizations, NFP organizations mostly have a limited budget, but they have internal 

resources for training (see quotation of NFP 1 in Chapter 5). Consequently, these 

limited types of T&D practices are less likely to motivate employees (see Sung & Choi, 

2018a; Young-Thelin & Boluk, 2012). 

Performance management (PM) 

Employee’s similarities and difference in views about PM in different sectors 

Table 6.7: Summary of employees’ views about PM in different sectors 

Private employees NFP employees 

Functional: 
 PM practices take place semi-annually. 
 A formal process that centres on the 

positives and negatives of employee 
performance. 

 HRM employees intervene to 
understand why there is a difference in 
the performance appraisal rate and if the 
employee is satisfied or not. 

 They educate employees about the 
purpose of the evaluation process and 
encourage them to fill and discuss the 
evaluation with their managers. 

 
 

Functional: 
 Evaluation of employee’s performance 

occurs once a year. 
 Conducting some remedial procedures.  
 Performance Appraisal is a good tool to 

achieve fairness among high, medium, 
and low performers. 

 Performance Appraisal forms and 
criteria should be for each position 
rather than for each employment level. 
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Directive: 
 Some said there are lack of transparency 

and rewards in their organizations. 
 
 
 
Transformational: 
 Participation opportunities as a part of 

their organizations’ PM processes (e.g., 
to develop their department’s annual 
plan). 

 Surveys by HR that use a retrospective 
prospective approach. 

Directive: 
 There are employees who reported that 

PM practices are not based on clear 
standards, and performance appraisal 
forms are unfair for evaluating their 
work. 

Transformational: 
 There are employees who said that 

feedback and coaching received in the 
PM practices let them feel that they are 
motivated and empowered at their work. 

 

                   Describing PM practice in their organizations, employees in both sectors 

show some similar and some different views. As described in Table 6.7, when 

describing a functional approach to PM, NFP sector employees reported that PM mostly 

revolves around basic performance appraisal that takes place once a year. In contrast, 

private sector interviewees discussed practices that revealed a more flexible and 

integrated (humanistic) approach to PM that involved HR intervention between 

employee and their manager when there was a need to remedy a disagreement or to find 

solution for differences in evaluation opinions. Further, they educate their employees 

about the purpose of the PM process. A conceivable explanation for these dissimilarities 

in the way functional PM is practiced in NFP organizations versus more humanistic in 

private sector organizations could be because of organizational culture e.g. developing 

culture versus operating culture, (see Pinho, Rodrigues, & Dibb, 2014; Sürücü & 

Yeşilada, 2017). Moreover, it could be due to competitiveness taking place among 

private organizations in the same industry (e.g., banking industry - see quotation of 

Private 28 in Chapter Four) and the impact of globalization. In the private sector, 

organizations may be taking measures that could achieve justice among their employees 

and ensure their retention (see Hong, Hao, Kumar, Ramendran, & Kadiresan, 2012; 

Hussain & Rehman, 2013; Irshad & Afridi, 2007). 
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                   In rare instances, employees in both sectors outlined PM practice as being 

directive in intent. These views shared similar perceived aspects revealing experiences 

of a lack of transparency and a lack of well-defined standards for evaluation of 

employees’ performance. In all sectors, there can be some employees who are 

unsatisfied with some organizational practices. Given the small size of the sample 

isolated instances could be explained by that individual being (i) unsatisfied with their 

evaluation as an employee, or (ii) dissatisfied with their supervisor’s style of 

management, (see Alam, 2012; AlBattat & Som, 2013).  

                   Employees in both sectors also reported views about PM that could be 

interpreted as emerging from a transformational influence of leadership. However, 

these views could vary for different reasons. The private sector employees’ data may 

be related to their motivation and empowerment due to the opportunity given to them 

to participate in preparing their department’s annual plan and their own performance. 

Additionally, it may be attributable to the participation opportunity given in providing 

feedback about the organization’s PM function. In contrast, NFP sector employees’ 

views are related to motivation and empowerment gained from feedback and coaching 

received from their supervisors during the PM process. Thus, these differences, about 

the way organizations are trying to manage their employee’s feeling of motivation 

differ and depend on organizational resources, culture, and their humane leadership 

style [see quotations of Private 8 in Chapter Four, and NFP 9 in Chapter Five, and 

(Alimo‐Metcalfe, 1998; Bass, 1990; Sürücü & Yeşilada, 2017)]. 

Managers’ similarities and differences in views about PM in different sectors 

Table 6.8: Summary of managers’ views about PM in different sectors 

Private managers NFP managers 
 

Functional: 
 PM practices in their organizations 

revolve around managing the evaluation 

Functional: 
 PM practices spread the idea of justice 

among employees, which pushes 
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of performances (on a bi-annual basis), 
based on agreed objectives, and 
providing rewards based on the results 
of employee evaluations. 

 While incentives appear to be linked to 
performance in some quotes, managers 
express a very functional view of 
reward processes being linked to 
incentives. 

Directive: 
 None 
Transformational: 
 Some managers view PM as a 

participative process that includes 
everybody working in the organization. 

 Managers explained that their PM 
approach incorporates working together 
with their employees to build their 
department plan and listening to 
everybody in the organization. 

employees to perform better at their 
work. 

 
 
 
 
 
 
 
Directive: 
 None 
Transformational: 
 The objective of PM processes 

described as being intended to help 
increase employees’ performance and 
sense of belonging to organizations.  

 PM practices are viewed to impact on 
employees’ feeling positively as being 
appreciated by their organization. 

 

                   As can be seen in Table 6.8, managers reported that PM practices in the 

NFP sector are intended to provide justice among their employees with the intention 

that it could be an instrument for enhancing employees to perform higher. In contrast, 

their counterpart managers in the private sector view PM practices as a mechanism to 

link employees’ performance to incentives for performance. This accords with private 

sector rewards for performance where the focus is on profit and return on investment 

(Locke, 2004; Morgan & Poulsen, 2001). 

                   Managers in both sectors did not mention provide any data that could 

indicate a directive style of leadership driving PM practices. So, as explained in 

previous sections this is understandable as managers, regardless of employment sector, 

tend to act as agents of their organization, and may emphasize the positive aspects of 

their workplace setting (see Hult, Morgeson, Morgan, Mithas, & Fornell, 2017; 

Wilkinson et al., 2018). 

                   Managers were able to describe PM practices at their organizations in the 

two sectors that suggest a transformational influence on HRM. Private sector managers 
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reported that the participation of their employees in building their department’s annual 

plan (which is matching with their employees’ view) may be indicative of a 

transformational style of leadership. NFP sector managers describe the PM and 

performance appraisal process as developmental which could be indicative of 

transformational leadership. As participant NFP 11 stated: “employees feel better when 

they’re being appreciated for the efforts they do at their work” (NFP 11 in Chapter 5).  

       An explanation for these differences in views may be organizational 

culture, objectives, and the introduction of Western principals in organizations in each 

sector (e.g., using Private Western consulting firms as noted by Private 11 quotation in 

Chapter Four). For example, private managers see empowerment is realised through 

employees’ participation, a process, that overtime, will build engagement with their 

organization’s objectives. The premise is that when employees realise their objectives 

they will feel happy and motivated as a part of the decision making team in the 

organizations [see quotation of Private 21 in Chapter Four, and (Chen & Hung-

Baesecke, 2014)]. In contrast, NFP sector managers focus on employees undertaking 

the PM process in their organization to distinguish between high and low performers 

(see quotation of NFP 22 in Chapter Five). 

Pay, rewards, and benefits 

Employee’s similarities and differences in views about pay, rewards, and benefits 

in different sectors 

Table 6.9: Summary of employees’ views about pay, rewards, and benefits in different sectors 

Private employees NFP employees 

Functional: 
 Most employees said that it is revolve 

around extrinsic rewards. 
 Salaries, incentives, bonuses, financial 

advances that employee ask for during 
the month, financial and non-financial 

Functional: 
 Salaries are paid on monthly basis for 

everyone. 
 Annual increments/increases are given at 

the end of the year. 
 Provident fund or pension are given after 

retirement. 
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rewards for extra achievements, paid 
vacations, and ad-hoc leaves. 

 Discount on the prices of the 
company's products; and grants special 
purchasing offers for the company's 
products to the employees. 

 Setting expectations for employees and 
providing access to basic pay and 
guaranteed benefits when these 
employment expectations are met. 

Directive: 
 One employee has highlighted the 

absence of flexibility in agreed 
conditions -overtime work -when going 
above and beyond what is expected in 
her organization. 

Transformational: 
 Providing intrinsic rewards in the 

workplace. E.g., (They take the form of 
recognition certificates; employee of 
the month prizes; condolence letters; 
fun and wellbeing events). 

 Provide entertainment and wellbeing 
activities to promote affiliation with the 
company e.g., (football team, and yoga 
classes). 

 Salaries for employees on contracts are 
higher than those on continuing 
contractual status.  

 Some have solidarity/participatory 
health insurance program. 

 
 
 
 
 
Directive: 
 Few employees said that they do not feel 

that their managers or the organization 
care much about their feeling and 
motivation (they view subjective pay for 
employees). 

Transformational: 
 Few employees in this sample 

mentioned that they receive “thank you” 
letters and they get recognized when 
they do an excellent work in their 
organization. 

 Their managers make an effort to 
encourage and appreciate high 
performers. 

 

       As outlined in Table 6.9, employees’ interviewees mainly focussed on 

functional aspects of organizations’ delivering on pay, rewards, and benefits in the two 

sectors. Private sector employees, on the one hand, view these functions as mostly 

extrinsic motivators. They note that there are agreed expectations and they are provided 

with basic pay and benefits when those expectation are met. In contrast, NFP sector 

employees reported that they focussed on monthly salaries and annual increases 

received yearly. These difference of perspectives about the functional leadership 

aspects on pay, rewards, and benefits are mainly ascribable to the differences in the 

organizational objectives of each sector and their management practices. Private sector 

organizations’ aim to achieve profit (Doyle & Stern, 2006; Komatsu Cipriani, Deserti, 

Kleverbeck, Rizzo, & Terstriep, 2020) which may entail incentives; while NFP sectors 

organizations’ mission is to provide services, and to achieve justice, and kind returns 
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for the people living in the contexts in which they operate (Nelson, Jolivette, Leone, & 

Mathur, 2010; Schlesinger, Mitchell, & Gray, 2004; Weisberg & Dent, 2016) that does 

not require the same extrinsic motivation. Hence, reporting of the functional nature of 

pay, rewards, and benefits practices vary.   

                   In a few instances, employees in both sector view pay, rewards, and benefits 

practices as being influenced by a directive leadership style of management. These 

views differ between sectors. Private sector employees report through a lens of 

uncompensated labor for efforts, while NFP sector employee see less focus from their 

managers on motivation and caring about them. This difference in perspectives could 

be explained as NFP sector employees are working within a culture where they are 

trying to achieve justice and fairness in the society and looking for factors to increase 

their intrinsic motivation and wellbeing in the workplace (Benz, 2005; De Cooman, De 

Gieter, Pepermans, & Jegers, 2011; Hu & Hirsh, 2017). Their counterparts in the private 

sector have a greater performance focus working for salaries and rewards with a focus 

on extrinsic motivation (Aktar, Sachu, & Ali, 2012; Marrero-Rodríguez, Morini-

Marrero, & Ramos-Henriquez, 2020). 

                   Employees’ perception of transformational influence on pay, rewards, and 

benefits practices exists in both sectors too. However, employees’ views in each sector 

show slight differences. The differences in views/perspectives are reflected in the actual 

pay, rewards, and benefits practices of their organizations. While private sector 

practices are matching in parts with NFP sector practices (e.g., recognition letters, 

certificates, and appreciation), there are different practices in the private sector (e.g., 

football teams, entertainment, and yoga wellbeing activities). This indicates that the 

private sector has the resources to spend on such transformative activities in the 

participating organizations. The focus of these activities is mostly to retain their talent 
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(see quotation of Private 4 in Chapter Four) and to keep them well and motivated (see 

Nielsen, Yarker, Brenner, Randall, & Borg, 2008; Weberg, 2010). 

Managers’ similarities and differences in views about pay, rewards, and benefits 

in different sectors 

Table 6.10: Summary of managers’ views about pay, rewards, and benefits in different sectors 

Private managers NFP managers 
 

Functional: 
 Emphasised the extrinsic aspects of pay, 

rewards, and benefits practices at their 
organizations. 

 Salaries are paid monthly, and other 
incentives and bonuses are paid based 
on performance appraisal rate of each 
employee. This might range from no 
bonuses or bonuses of one month, two 
months, or even three months salaries. 

 Sales employees commissions can reach 
double their total annual salary.  

 Non-pecuniary benefits are also made 
available to employees (e.g., 
entertainment vouchers for them and 
their partners, and discounts on products 
and services). These are perceived to 
have a positive effect on employees’ 
feelings. 

Directive: 
 None 
Transformational: 
 Extra paid leaves to stimulate intrinsic 

motivation and to encourage the 
development and expression of ideas, 
stimulate creativity, and challenge staff 
to question their and their 
organizations’ assumptions. 

Functional: 
 Managing monthly salaries for all 

employees. 
 Providing some materialistic and non-

materialistic rewards to employees.  
 There is a yearly increment provided for 

employees based on their annual 
Performance Appraisal results in a 
number of organizations. 

 
 
 
 
 
 
 
 
 
 
Directive: 
 None 
Transformational: 
 A few managers believe that rewards 

increase employees’ motivation and let 
them feel that they have job security. 

 They are providing salaries that are 
usually higher than salaries paid for 
same qualifications and experiences in 
other organizations in the market. This 
is to compensate employees for job 
security that employees on a continuing 
contracting status enjoy. 

 Awareness to employees feeling and 
motivation. 

      

       In both sectors managers reported a focus on the functional aspects of pay, 

rewards, and benefits in their organizations. That said, their view of the functional 

perspectives differs. While NFP sector managers’ report that HRM practices focussed 
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on the basic aspects of remuneration (e.g., monthly salaries), private sector managers 

talked about a variety of extrinsic rewards associated with pay, rewards, and benefits 

practices (e.g., salaries, doubled salaries, commissions, entertainment vouchers, and 

discounts on products and services). Additionally, there were differences regarding the 

rewards provided in each sector. NFP pay monthly salary for every employee in the 

organization. However, yearly increments that usually paid for all employees are given 

or withheld according to employee performance. In contrast, private sector managers 

provide incentives, rewards, and bonuses that could reach double annual salary based 

on performance of each employee. This difference could be interpreted as related to 

different resources and objectives of each sector. For example, the private sector has 

more resources and a willingness to spend on extrinsic pay and benefits because they 

want to improve their competitive position and want to retain their talent (see quotation 

of Maher-private 11 in Chapter 4). In contrast the NFP sector manager has limited 

resources (see quotation of Rami-NFP 22 in Chapter 5). 

       Managers from either sector did not provide any data that could be 

interpreted as an indication of a directive leadership style influencing pay, rewards, and 

benefits. This could be explained as in the previous sections above. Managers tend to 

act as promoters of their organization and therefore take a very positive view of their 

workplace benefits and rewards (see Armstrong & Taylor, 2014; Wilkinson et al., 

2018).  I also note my small sample may have not picked up these variations. 

       As shown in the employees’ section above, although managers in both 

sectors report HRM practices in relation to pay, rewards, and benefits practices which 

could be interpreted as transformational leadership, there are differences in their 

perspectives. Private sector managers describe a transformational influence through the 

extra paid benefits provided for their employees (see Table 6.10) to stimulate creativity 
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and expression of new ideas to the business. In contrast, NFP sector managers note the 

influence through job security provided, and awareness to employees’ feelings. An 

explanation for this difference could be due to differences in the resources that are 

available in most private organizations as opposed to NFP organizations that have 

budget rules and sponsored projects constraints (see quotation of NFP 22 and NFP 3 in 

Chapter 5). This does not mean that only private sector managers have the will to 

stimulate their employee’s motivation as NFP sector managers show that through their 

awareness of their employees’ feelings and the higher salaries they pay (than other 

NFP) for their contract employees to compensate them for not having the job security 

that their colleagues in continuing positions enjoy (see quotation of NFP 16 in Chapter 

5). 

                   This chapter presented a comparison between private sector and NFP sector 

employees in relation to HRM practices in their organizations. Further a comparison 

between managers’ views in different sectors was also presented. Many similarities and 

differences were found and discussed in detail and explanations provided for these 

similarities and differences. The next chapter will provide an overall discussion of my 

findings, outline themes that emerged, identify contributions to theory and practice, and 

specify limitations and future research directions that emerge from the thesis. 
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Chapter 7: Discussion and Conclusion 

 

Overview of the research project 

                   The motivation behind this thesis is to investigate how HRM practices are 

practiced in a country described as having a collective business context, namely 

Palestine. This is of research interest as researchers have argued that Palestine is a 

context that may be dominated by an authoritarian/directive leadership style of 

management which could impact on HRM practices. Certainly, this point was 

suggested by a comprehensive research study conducted for the GLOBE project 

(Dorfman et al., 2012; House et al., 2004). Beyond the GLOBE study, other researchers 

have asserted that directive styles of leadership influence most other functions of 

management in the Middle East (Metcalfe & Mimouni, 2011; Sunik, 2018; Wolf, 

2006). HRM is one critical area of management that is of interest to researchers in the 

region (Afiouni et al., 2014; Budhwar et al., 2019; Iles et al., 2012). 

                   In the thesis, I have explored the relationship between HRM and leadership 

– and make inferential connections around the influence of leadership styles on HRM 

practices (Berman et al., 2013; Lopez-Cabrales et al., 2017; Mehmood & Arif, 2011; 

Vermeeren et al., 2014). Kellner et al. (2016) refer to HRM message as a guiding 

principle that is advanced and shared by management. Further, they explain that the 

HRM message has two effects on employees: (i) by directly shaping the HRM system 

itself, and (ii) by helping employees make sense of the organization’s HRM system 

(Alvesson et al., 2008). This message is carried out and influenced by different styles 

of leadership, which have been broadly described in Western and developed countries 

as ‘transactional’ and ‘transformational’ (Bass, 1985; Avolio & Gardner, 2005). 

Accordingly, I argue that leadership style has a direct influence on the management 
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approach to practices in an organization - including HRM practices (Lopez-Cabrales et 

al., 2017; Purcell & Hutchinson, 2007; Vermeeren et al., 2014). Therefore, further 

understanding of how this relationship works between HRM and leadership styles is at 

the heart of this thesis. 

                  The specific research questions that drove my research project are: 

RQ 1.  How do HRM practices reflect specific leadership styles in different sectors in 

Palestine?  

RQ 1a.  How do HRM practices reflect specific leadership styles in the private 

sector in Palestine?  

RQ 1b.  How do HRM practices reflect specific leadership styles in the Not For 

Profit (NFP) sector in Palestine?  

RQ 2.  Are HRM practices perceived differently between employees and managers in 

different sectors? Why? 

RQ 2a.  Are HRM practices perceived differently between employees and 

managers in the private sector in Palestine? Why? 

RQ 2b. Are HRM practices perceived differently between employees and 

managers in the NFP sector in Palestine? Why? 

 

                   To answer these questions, I conducted two studies in Palestine. The choice 

of this country was driven by the scarcity of HRM research in Palestine, as well as 

suggestions by previous studies that there is presently a move towards a more 

democratic leadership style of management, influenced by an increasing international 

presence in the area (As-Sadeq & Khoury, 2006; Muna & Khoury, 2012). Further, since 

Palestine is a developing country, understanding how HRM may be influenced by 

leadership styles in its organizations can broaden our understanding of how to keep 
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employees motivated and productive at work in a context different from one that HRM 

research has hitherto tended to focus on. The findings have considerable potential 

implications for understanding the relationship between HRM and leadership in other 

international contexts in the Middle East, as well as in the Global South more broadly. 

                   For the most part, population samples of previous empirical studies in the 

Middle East are primarily made up of just business owners and executives who operate 

in the private sector (see As‐Sadeq & Khoury, 2006). In contrast, in this thesis, my data 

are made up of evidence from employees and managers from a broad range of private, 

government, and NGO entities. Budhwar et al. (2019) stated that in order to conduct a 

robust research analysis, it is critical to utilize robust methodologies. Therefore, the two 

samples obtained for my thesis were purposively selected based on information 

provided by a reputable organizations, i.e., The Palestine Chamber of Commerce 

(2017). The focus was on large organizations that operate within the formal labor 

market across both sectors because a dedicated HR function is mostly absent in SMEs. 

Hence, studying HRM in just the largest and most influential organizations in Palestine, 

which have dedicated HR departments, allows us to focus closely and solely on HRM 

activities and the influence of leadership in it (with minimal risks of encroachment into 

or distraction from other parts of the organizations). Equally, SMEs quite often adopt 

HR strategies and practices that are developed in larger firms. 

Main findings 

                   For RQ1, I investigated the central question of how HRM practices reflect 

specific leadership styles in different sectors in Palestine. Three central themes emerge 

from the study. The first is that Western leadership styles are evident and, indeed, quite 

well embedded in HRM practices in Palestine. The second is that the way in which HR 

leadership manifests in Palestinian organizations today is markedly different from how 
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leadership had been described in the Middle Eastern context by previous studies. And 

the third is that industry sector matter in how employees and managers perceive HRM 

practices. I summarise my findings below. 

Theme 1 – Western styles of leadership are evident in HRM practices in Palestine 

                   Despite assertions that countries in the Middle East may adhere to more of 

a directive (Caliphate) style of management, my thesis demonstrated that there is a 

significant influence of Western management styles, particularly in some large private 

organizations (Study 1). This was apparent in the way my participants described their 

experiences of HRM practices. Primarily the views that were expressed reflected the 

influence of a functional leadership style (e.g., clear R&S process that include testing 

candidates and selection) that correspond to transactional leadership principles (see 

Rezvani et al., 2012; Tavanti, 2008, and Table 2.3 in Chapter Two). That said, there 

were also some indications of aspects of transformational leadership influencing HRM 

practices (e.g., acquisition of new, smart, and fresh graduates with a focus in 

recruitment on engaging fresh perspectives to generate new ideas to their 

organizations). As noted above, I interpreted this to be consistent with broad 

transformational leadership objectives (see Breevaart & Bakker, 2018; Hetland et al., 

2018, and Table 2.4 in Chapter Two). 

                   In Study 2, I found that HRM practices in NFP organizations adopt 

leadership attributes which mostly correspond to the transactional style of leadership 

(e.g., ensure transparency and integrity in the process for R&S, testing -through an 

electronic system- and hiring new employees). This is consistent with previous studies 

in the region (Muna & Khoury, 2012; Muna & Zennie, 2011); however, data from my 

program of research suggests a considerable shift from the GLOBE study’s narrative 

(see House et al., 2004; Wolf, 2006). Furthermore, the findings in Study 2, have also 
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shown the influence of a humane/transformational style of leadership in several cases 

too (e.g., feedback and coaching received form managers during the performance 

appraisal process let employees feel that they are motivated and empowered at their 

work). These practices provide encouragement feedback for employees, which lead to 

feelings of empowerment – a key aim of transformational leadership (see Mayfield & 

Mayfield, 2016; Tweedie et al., 2019). This indicates the presence of a Western-style 

transformational leadership even in traditionally bureaucratically oriented NFP 

organizations (as noted in Table 2.3, and Table 2.4 in Chapter Two). 

                   My findings in the two studies notes the strong influence of Western 

management principles on the way in which HRM practices are conducted even in a 

developing economy. This is true even through scholars generally agree that the 

Palestinian/Middle Eastern culture is strongly collectivist in nature (Al‐Husan, 

Brennan, & James, 2009; Anh, Nguyen, & Mia, 2011).  

                   Furthermore, my studies produced a range of different conclusions that 

challenge some of the findings of the GLOBE study. For example, the GLOBE stated 

that: 

“Leadership effectiveness in the Middle East -given the strong role 

of Islam in the Arabic world – led to leadership effectiveness not 

being related to the supervisor’s level of consideration, but rather 

to the supervisor’s strong directive behavior.” (House et al., 2004, 

p. 60)  

However, the findings of my studies show that this perception does not necessarily hold 

in Palestine in the present day. Admittedly, I must acknowledge that the GLOBE study 

is now around 15 years old. That said, the employees in both of my studies presented 

in Chapters Four and Five have a decent level of appreciation for the more humane / 
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transformational element of their supervisor’s HRM practices. For example, from a 

participant in the private sample (reported earlier in the thesis): 

“Some actions conducted by managers and HR department, such 

as an email congratulating me about some achievement or even 

condolences, have a big effect on my morale and feelings. It shows 

that the company cares about me, not just its work only, which 

motivates me to increase my performance.” (Private 2) 

 

                   Another example from an NFP sample notes “There is understanding by 

them to the flexibility required -sometimes- in our attendance at work” (NFP 19). 

Hence, from the assertions made in the GLOBE study, there has been a clear change in 

supervisors’ behaviors and level of consideration in HRM practices in Palestine. 

 

Theme 2 – There are differences in HRM practices across sectors          

                   Differences in HRM practices between private and NFP sectors are evident 

in many aspects. According to employees, for example, HRM functions in NFP 

organizations (Study 2) provide for an employee advisory function in a way that their 

counterparts in private organizations (Study 1) do not. The HRM advisory role in NFPs 

help to support the employment relationship by clarifying employees’ rights and their 

obligation towards their organization (see Mukkelli, 2015; Panayotopoulou, Vakola, & 

Galanaki, 2007). This is not prominent feature in the private sector according to my 

data. The reason for this could be because private organizations tend to have more 

sophisticated HRM systems and regulations that render much of the functions of 

employee advocacy/representative instructions redundant. In contrast, NFP 

organizations are often governed by both domestic and international laws, treaties and 

regulations (OECD, 2011b) which are more complex in nature and require grater 
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employee input on their application and interpretation. NFP sector employees also 

reported that PM is mostly centred around basic and regular performance appraisals, 

whereas private sector employees participate in a more flexible, holistic, integrated, and 

humanistic PM function focused on each employee as an individual. 

       Managers in the two sectors also reported different HRM practices at their 

organizations. For example, NFP sector managers’ report that HRM practices exist 

mainly to deal with basic aspects of employing people – like providing them with 

remuneration in the form of fixed monthly salaries. In contrast, private sector managers 

talked about a variety of intrinsic and extrinsic rewards in addition to fixed monthly 

pay aimed at motivating, incentivising, and demonstrating appreciation for their 

employees. The reason for this difference could be that the availability of resources is 

different in the two sectors. The private sector has more access to resources and 

therefore a willingness to spend more on extrinsic pay and benefits (see quotation of 

private 11 in Chapter 4); In contrast NFP sector managers have more limited resources 

and subject to greater financial oversight (see quotation of NFP 22 in Chapter 5; and 

Alford & Greve, 2017; Olson, Slater, Hult, & Olson, 2018).  

                   The differences in the roles that the HRM function plays in the different 

sectors in Palestine were not shown in previous research about HRM practices in the 

Middle East. In presenting these novel findings, I am responding to a call by Afiouni et 

al. (2014), Budhwar et al. (2019), and Iles et al. (2012) for more research and insights 

for a greater understanding on how HRM is practiced in the Middle East. 
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Theme 3 – Industry sectors matters in HRM: there are differences in HRM 

perceptions by managers and employees 

                    While my program of research has demonstrated differences between the 

experience of HRM practices across sectors, there is also a significant difference in how 

employees and managers perceive HRM practices at their organizations. My central 

argument here is that these differences in the perception of HRM are informed by the 

individual’s experience of the organization’s leadership principals.  

                   For example, private sector employees (Study 1) provided detailed 

description about the role of HRM from their personal experience that are linked to 

functional administrative and managerial practices in the organization. In contrast, 

managers show a more complex and macro understanding of practices (i.e., PM and 

development matters). Although some managers report a functional view about the role 

of HRM, but they also demonstrated that they understand that part of that role is 

strategic and concerns employees’ motivation (e.g., quotation of Private 11). This could 

be understood as manager work as agents or representatives of their organizations, and 

on this basis focus on increasing harmony and belonging of employees towards their 

organization (see Bass & Riggio, 2006; Hargreaves, Boyle, & Harris, 2014).  

                   NFP employees’ (Study 2) view PM practices that are practiced in their 

organizations as mostly functional. They report that PM practices are conducted mostly 

through employee’s evaluation process (e.g., quotations of NFP 17, and NFP 4). The 

process utilized compares actual performance to pre-determined standards, which 

emphasizes a transactional relationship between employees and manager (As outlined 

in Table 2.3 in Chapter Two). In comparison, managers’ functional views are about 

promoting the idea of justice and fairness among employees. They perceive addressing 

justice issues encourages employees to perform better in their work (e.g., quotation of 
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NFP 16). This difference in perception shows that, in spite of some employees seeing 

PM practices as a factor that facilitates motivation and empowerment (indicating a 

transformational influence on PM) many of the employees in NFP organizations still 

view PM practices as functional - a simple rating process grading their performance 

based on pre-determined criteria (see Table 2.3 in Chapter Four, and DeNisi & Murphy, 

2017; Aguinis, 2014). 

                   The difference in perception of the HRM practices between employees and 

managers in different sectors in Palestinian organizations demonstrate further insight 

about how each player in the organization (employee vs manager) perceive the practice. 

These practices might not be perceived by employees the way intended by their 

management. Hence, such insights tell us that the way that management practice HRM 

might not be probably reflected in their employees’ performance. 

Contribution to Theory 

       My thesis contributes to extant literature in various ways. In addition to my 

conceptualizations bringing together HRM practices and leadership principals (see the 

Tables in Chapter Two), I have also discussed in depth how the relationship between 

the two is established and operates. Further, my thesis revealed that HRM functions, 

processes, and practices in the Middle East are becoming more and more democratic – 

and I have provided a theoretical explanation for this trend. This was demonstrated 

empirically, in both private and also in NFP organizations. Touching on this point, the 

data I collected strongly suggest that Western HRM and leadership styles of 

management are well and truly implemented in Palestinian organizations. This 

indicates that the previously reported dominance of the directive style of leadership has 

ceased. Instead, humane HRM practices are being increasingly experienced in this 

context – particularly in the private sector organizations.  
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       Furthermore, this thesis adds to the literature of HRM and leadership 

providing further insights into the differences in perception between managers and 

employees regarding HRM practices. From a theoretical perspective, this indicates that 

a single framework for considering HRM practices may need to be flexible in the 

translation to managerial practice. Specifically, my data reveals that HRM functions 

and practices are implemented differently in private and NFP organizations. I also note 

more specifically that employees’ perceptions of HRM practices differs in relation to 

how it is practiced by their managers in different departments in the organizations. At 

present broad theoretical frameworks suggest a single view of HRM practices (see 

Collings et al. 2018). My data suggests that a flexible theoretical framework should be 

when examining private and NFP organizations in Palestine. For example, PM and 

reward mechanisms in private organizations tend to be perceived by employees and 

managers as individualistic in nature; highlighting the contributions of Western 

management practices in their implementations (Budhwar et al. 2019; Habtoor, 2016; 

Hofstede, 2011; House et al., 2012). NFP organizations, on the other hand, tend to 

witness some collectivistic aspects, for example, providing employees with 

remuneration in the form of fixed monthly salaries that do not necessarily being seen 

sometimes as connected to individual performance (Alford & Greve, 2017; Olson et al. 

2018). Hence, organizations that are more exposed to Western management practices 

are less likely for their HRM practices to be influenced by a 'Caliphate' style of 

leadership - which, by its nature, is collectivist and paternalistic. 

       Moreover, the thesis adds to the literature on HRM by explaining the impact 

of cultural orientation on HRM practices and philosophy more broadly (Davis et al., 

2007; House et al., 2004). This is exhibited clearly in organizations regardless of the 

sector in which they operate. Although research on cultural orientation and humane 
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aspects of managements is mostly conducted in using theoretical frameworks based on 

individual-oriented West (Yukl, 2013; Hofstede & Hofstede, 2005), my two studies in 

this thesis provide insights into how incorporating these theoretical frameworks are 

implemented within the context of a collective-oriented cultures in Palestine (Hofstede 

& Hofstede, 2005; House et al., 2004; House et al., 2012). Further, my research 

provides further insight into theoretical approaches that could be used by researchers 

examining various cultural aspects of HRM research (Afiouni et al. 2014; Barry & 

Wilkinson, 2011; Budhwar et al. 2019; Iles et al. 2012). 

Implications for Practice 

       My thesis provides a practical insight for managers and professionals 

regarding HRM in private and NFP sectors in Palestinian organizations. The thesis 

findings’ enable managers to see how their HRM practices influence their employees’ 

feelings in relation to the organizations for which they work. This feedback signal is 

important when management seeks to change strategies and management approaches 

that may have an impact on their employees. As management leadership styles 

influence employees’ motivation, the employees’ perceptions of the way HRM 

practices are communicated play a significant role in their motivation and retention. 

Moreover, my data suggest that managers in Palestinian organizations are comfortably 

using HRM practices that are being clearly influenced by Western-inspired leadership 

approaches. In for-profit private organizations, these approaches were introduced 

through engagement with Western consultancy firms. In NFP organizations, firms that 

assist with the distribution of Western development aids were the ones that prove to be 

most influential in this regard.  

       Practitioners in private organizations in Palestine who use Western- 

influenced HRM practices could increase their employee’s performance and 
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engagement at work in different ways. For example, management has a choice of 

different ways to deliver benefits to employees.  For instance, above and beyond what 

is promised (transformational) compared with delivering exactly what is promised as a 

reward for excellent work (transactional) and rewarding staff for loyalty and obedience 

without regard as to merit (authoritative) as a part of its HRM processes. This was made 

evident during my first Study which focused on the private sector. Further, in this study 

I noted the participation of employees in preparing their departmental strategic plans 

and in the development of their personal performance management plans. Such 

practices were perceived by employees as creating a feeling of belonging and 

engagement among them. This insight can be used by management in private 

organizations that seek to improve their employee’s sense of belonging and engagement 

in their organization. Moreover, my research reveals that individualized T&D practices 

not only to upskill certain employees’ work-related skills, but also improve their 

wellbeing. This was seen by employees humane practice done by managers to support 

their career aspiration. Furthermore, pay, rewards, and benefits practices that focus on 

improving staff morale in the workplace promote employee’s sense of belonging. This 

was reported frequently in the private sample. 

       Practitioners in NFP organizations can benefit from the findings of Study 2 

which identified ways to increase employee’s performance. For example, employees 

reported feeling trustworthy and enhanced when their management used internal 

relocation, internal recruitment, and organization of secondments for other sectors, as 

a way of ensuring career progression. This resulted in employees having a sense of 

belonging towards their organizations. Additionally, employees who receive feedback 

from their managers during the PM process, including coaching, inspired them, made 

them feel empowered, and motivated at work. These managerial PM aspects perceived 
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by employees also indicators of humane leadership; not just transactional that rewards 

based on pre-agreed standards, nor directive that seeks obedience without regard as to 

merit. Finally, pay, rewards, and benefits practices NFP managers adopted by managers 

resulted in employees considering these actions to encourage high performance. 

Limitations and directions for future research 

                   My study has three main limitations. Initially, I need to acknowledge that 

there are cultural limitations with my program of research only being conducted in one 

country. I also note that there are limitations in relation to the organizations that have 

participated in my studies. As described, my data may only specifically reflect the 

experience of larger organizations operating in the formal economy. Finally, the lack 

of specific leadership measures for testing the types of leadership being studied exposes 

the analysis to potential bias. I address these limitations in more details below, 

subsequent to which I present suggestions to address them in future replications. 

       This thesis focusses on only one of the developing countries in the Middle 

East, i.e., Palestine. Future (replicative) studies in other countries in the region are 

required to test the generalizability of my findings on HRM and leadership in a broader 

context. Nevertheless, as noted in Chapter One, Palestinian employees are 

representative of employees in many countries in the region. This is because there are 

many migrated Palestinians who are currently living in Jordan, Syria, and Lebanon. 

Further, there are many Palestinians who are working as professionals in various 

organizations in the Arabian Peninsula (see PASSIA, 2009; PCBS, 2019). 

       As noted, my sample was selected from large organizations. It would, 

furthermore, be interesting to see the interplay of HR and leadership on players 

operating in the informal sector. This will bring new insight into the way in which 

participants view leadership approaches. For example, it will enlighten us about how 
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workplace dynamics are influenced by any familial relationships between the employer 

and their employees. Research suggests that family-based SMEs in the Middle East 

exhibit high levels of social/business connections – i.e., wasta (see Megheirkouni & 

Weir, 2019; Tlaiss & Kauser, 2011; Hutchings & Weir, 2006).  

                   Finally, this program of research employs an inferential and interpretive 

method of analysis, founded on a constructivist underpinning, in order to formulate a 

detailed picture of the ways in which HRM-leadership styles are reflected in 

commercial and NFP entities in Palestine. Additional research on this topic would 

benefit from adopting quantitative methods to examine the generalizability of the 

findings presented herein, for example, by way of measuring instances of various 

leadership styles across a representative sample of different types of organizations in 

the region. A complementary study may utilise the framework I have created in Chapter 

Two (i.e., the Tables establishing the relationship between HR and leadership) to 

contrast the degree of adoption of one or more HRM-leadership styles in the Middle 

East to the degree of adoption of the same styles in other parts of the world. 

Alternatively, more interpretivist studies from other parts of the Middle East would also 

allow for a very interesting comparative analysis that would juxtapose the findings of 

this thesis against those of other countries in the region. This insight could then be 

complemented with a subsequent confirmatory study based on a positivist/post-

positivist methodology that would provide us with a more comprehensive 

understanding of HRM-leadership in the entire region. 

Conclusion 

                   In summary, this thesis addresses a gap in the literature by providing a 

better understanding of the link between HRM practices and leadership styles of 

management in Palestine. Previous research had indicated that organizations in the 
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Middle East and Palestine were influenced by a directive leadership style of 

management. But my empirical research, presented in the two studies in this 

dissertation, challenge this assumption. Broadly, it reveals that HRM practices in 

Palestine are mostly influenced by functional/transactional leadership styles. It also 

notes that there is a growing influence of transformational leadership on HRM practices 

in the given context – suggesting that directive leadership is less influential in recent 

times. 

       Although the growing influence of transformational and transactional 

leadership is more evident in Private organizations, it can also be observed in NFP 

organizations, albeit not quite to the same extent. Based on my findings, this is clearly 

because Western leadership styles have been influencing HRM practices in Palestine – 

more and more so since the onset of globalization. In private organizations, Western 

consultancies yield considerable influence on business practices. In NFP organizations, 

it is Western aid organizations (e.g., USAID and UNDP, that often participate in 

conducting development projects with NFP organizations in Palestine) that influence 

organizational leadership towards transactional and even transformational leadership – 

and away from more directive approaches (Challand, 2008; Muna & Khoury, 2012).  

       Finally, an in-depth analysis into participants’ views reveals stark 

differences between managers and employees’ perceptions of how HRM is being 

practiced in their organizations. This insight teaches us that employer intentions do not 

necessarily manifest in their practice, and that manager-employee communication is 

critically important when demonstrating HRM leadership at organizations. 
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Appendix B: Research Information Sheets and Emails 

 

GU Ref No: 2017/517 

Research Information Sheet for organization 

 
 The impact of HRM practices on Palestinian employees’ behavior at 

work 
 

Who is conducting the 
research 

Name(s) of senior investigators: 
Professor Kate Hutchings 
k.hutchings@griffith.edu.au 
 
Dr. Wayne O’Donohue 
w.odonohue@griffith.edu.au 
 
 
PhD researcher: 
Farid Irshaid 
farid.irshaid@griffithuni.edu.au 
 
School(s)/Centre(s): 
Department of Employment Relations and Human 
Resources, Griffith Business School, Australia 
   
 
 

Why is the research being conducted? 

Given the need to develop and improve employee performance within the developing world, 

the Middle East, and Palestine in particular (Dana, 2011; Fayyad, 2009; PNA, 2014) it is 

important to understand factors which impact on employee development. Researchers have 

noted very limited research on HRM practices in Palestine. Therefore, undertaking an 

exploration of HRM practices in Palestinian organizations, and examining how HRM practices 

may impact on employees’ behavior, will contribute to the literature on HRM, and highlight 

how national culture may affect employees’ behavior. In addition to contributions to the 

literature, it is expected that the research will provide understanding about how organizations 

operating in Palestine, and in the Middle East broadly, may adapt their HRM practices to 

improve employees’ behavior at work.  
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What you will be asked to do: 

Participation in this research project involves voluntary participation of employees and managers 

in semi-structured interviews for about 45 minutes. Employees and managers at your 

organization will be interviewed about demographic factors, their current organizational 

position, some leadership questions, and the HRM practices in the organization. It is preferable 

to audio-record interviews for accuracy and easy transcription. The audio-recordings will be 

erased after transcription. 

The management of the organizations will not be able to identify who of their employees/managers 

undertook the interview, as participation will be confidential since interested employees and 

managers can contact the researcher directly through email, expressing their interest to participate 

in the interviews. 

 

The basis by which participants will be selected or screened 

Senior management/HR managers of private, public and not-for-profit organizations in 

Palestine will be contacted to request participation in the study. Once organizations have agreed 

to participate, they will be asked to distribute the interview request to their staff members on 

behalf of the researcher (i.e., the researchers will not be given the names or contact details of 

any staff members). Furthermore, to ensure anonymity and confidentiality, management of the 

organizations will not know which of their employees/managers participated in an interview as 

employees/managers will be asked to contact the researcher directly by email expressing their 

interest in participating in the interviews. The contact details of the researcher will be made 

available to employees/managers on an email/interview invitation, which will be provided to staff 

members by the organizations’ HRM department/senior management office. 

Once employees/managers contact the researcher, the researcher will examine the pre-

interview questions completed by potential participants and then suitable interviewees will then 

be contacted by the researcher to arrange an interview. 

 

The expected benefits of the research 

It is expected that this research will contribute to current research and organizational knowledge by 

providing information about HRM practices and work in Palestinian organizations and highlight 

some interventions that could be used by organizations to enhance their employees’ work. 

Additionally, this research will provide a picture of experiences with work resources and HRM 
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practices in the Palestinian organizations; providing a basis for consultancy, and how HRM 

practices might be modified to be implemented in the Palestinian organizations to better fit the 

Palestinian context. Moreover, this research might provide highlights for the use as a public 

good for participating organizations. Furthermore, the analysis is expected to show 

organizations what is the effect of what they are doing, meaning, better understanding of the 

Palestinian HRM practices. Finally, this research is expected to provide a general potential 

benefit/knowledge for your organization and other organizations in Palestine about potential 

values to their communities. 

 

Risks to you 

The researchers have carefully considered any potential risk to individuals participating in this 

research. The risk from participation in this research is minimal, no more than employees and 

managers would experience from daily living. Participation is voluntary and participants may 

withdraw from the interview at any time. Any potential risk will be minimised by management not 

knowing which of their employees participated in the interviews and any information from the 

interviews which is reported in the PhD thesis and/or any report/publication will not include the 

real names of either individuals or organizations who have participated. 

 

Your confidentiality 

Your information will be kept confidential by the researchers and participating organizations’ and 

individuals’ real names will not be used in the PhD thesis or any publication. 

The data collected will be stored securely in a Griffith University password-protected database. 

The data will be stored for 5 years in accordance with Griffith University policy and only the 

research team will have access to this data for purposes of undertaking data analysis. After 5 years, 

the data will be erased from the storage automatically by the system. 

If interviewees opt to participate in an optional prize draw, their e-mail address and details will be 

kept confidential from the organization’s management. The prize will be drawn using a digital 

random selection tool, and participants’ email addresses will not be stored after the prize draw has 

occurred (Further details are mentioned at Standard terms and conditions of the prize-draw section 

below). 

 

Your participation is voluntary 

Participation is voluntary. Participants are free to withdraw at any time from the interview. 
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Questions / further information 

For further information about the research project, please contact the PhD candidate researcher 

Farid Irshaid on  farid.irshaid@griffithuni.edu.au 

 

The ethical conduct of this research 

Griffith University conducts research in accordance with the National Statement on Ethical 

Conduct in Human Research (2007). If you have any concerns or complaints about the ethical 

conduct of the research project you should contact the Manager, Research Ethics on +61 (7) 3735 

4375 or research-ethics@griffith.edu.au. 

 

Feedback to you 

An aggregated summary of the results of this research can be provided to you on request. This 

summary should be available after completion of the research in July 2018. Further, if an 

interviewee requests to review their interview records, a transcription of the interview will be made 

available at their request one week after the interview, and the revised version of the interview 

transcription will be used in the thesis analysis. 

 

Standard terms and conditions of the prize draw 
 
1. The prize draw is being run to encourage participation in this research/ interviews. 

2. By electing to participate, you accept these terms and conditions as governing the prize 

draw. 

3. Any personal information you provide to us in the course of entering the prize draw will 

be dealt with by us in accordance with our privacy policy (published at: 

http://www.griffith.edu.au/aboutgriffith/governance/plans-publications/griffith-

university-privacy-plan). 

4. Three prizes will be awarded in the prize draw with each prize being a voucher for 

appliances from “Sbitany Home” in Ramallah and being worth USD$100. Should the 

advertised prize become unavailable as a result of circumstances beyond our control, we 

may (at our sole discretion) substitute a cash prize equivalent to the value of the prize 

advertised. 
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5. Entry is free. To enter the prize draw, you must participate in an interview for this 

research, and provide a valid electronic mailing address. You may not participate in an 

interview or enter the prize draw if you are an immediate family member of any member 

of the research team. 

6. You only have one entry in the prize draw. 

7. Following the closing date, the prize winners will be selected randomly from valid entries 

received. Each entry can only be drawn once. 

8. The prize will be drawn using a digital random selection tool, and respondents’ email 

addresses will not be stored after the prize draw has occurred. 

9. Subject to system malfunction, the draw will occur in March 2018. If the systems 

supporting the draw are not functioning as they should when the draw is due, the draw 

will be held as soon as possible once the systems become functional again. Prize winners 

do not need to be present at the time of the draw. Prize winner names will not be 

published. 

10. The relevant prize will be sent to each prize winner at the email address provided. 

11. If an address has not been supplied, the entry will be treated in accordance with clause 14. 

12. The majority of prizes will be mailed within two hours of the draw. 

13. The right to a prize is not transferable or assignable to another person. 

14. If any prize winner cannot be contacted within three (3) months of the draw, then that 

person’s right to the prize is forfeited and the prize will be treated as an unclaimed prize. 

15. Only one re-draw of unclaimed prizes will take place, and other existing prizes are not 

affected. 

16. The re-draw prize winner(s) will be randomly selected from remaining valid entries and 

notified within two hours of the re-draw. If the re-draw prize winner(s) cannot be 

contacted within three (3) months of the re-draw, then we may determine that the relevant 

prize(s) will not be awarded. 

17. Prizes cannot be substituted for another prize at the election of the prize-winner. 

18. We are not liable for any loss, expense, damage or injury sustained by any entrant in 

connection with this prize draw, the prize or redemption of the prize, except for any 

liability which cannot be excluded by law (in which case, that liability is limited to the 

minimum allowable by law). 

19. We may suspend the promotion if we determine that the integrity or administration of the 

promotion has been adversely affected due to circumstances beyond its control. We may 

disqualify any individual who tampers with the entry process. 
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Privacy Statement - anonymous or de-identified information 

The conduct of this research involves the collection, access and/or use of employee and manager 

identified personal information. The information collected is confidential and will not be disclosed 

to third parties without the consent of participants except to meet government, legal or other 

regulatory authority requirements. A de-identified copy of this data may be used for other research 

purposes. However, your anonymity will at all times be safeguarded. For further information 

consult the University’s Privacy Plan at http://www.griffith.edu.au/about-griffith/plans-

publications/griffith-university-privacy-plan or telephone + 61 (7) 3735 4375. 
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GU Ref No: 2017/517 

E-mail to organizations – senior managers/HRM managers 

 
[Date] 
[First name] [Last name] 
[Address 1] 
Palestine 

 
Dear H E Minister of …… or General manager... or CEO... or HRM manager 
 
 
Re: Invitation for your organization to participate in academic research about HRM practices and 
employee behavior in Palestinian organizations. 
 
        I am writing to you requesting your assistance with important academic research that I am 

conducting as part of my PhD studies at Griffith University in Australia. I am examining HRM 

practices, and employee behavior in Palestinian organizations. This research is intended to provide 

understanding about factors that may affect employees’ behavior at work, which in turn, would have 

positive work-related outcomes.  

 

Participation is simple. It will involve your employees and managers’ involvement in an interview of 

approximately 45 minutes. 

 

This research is being conducted in accordance with ethical requirements of Griffith University, 

participation is voluntary, and details of participants and organizations will be kept confidential.  

 

Thank you in advance, and if there are any questions about the administration of the research, 

confidentiality, or risk please consult the Information Sheet attached, or contact me on this e-mail: 

Farid.irshaid@griffithuni.edu 

Looking forward to hearing from you soon  

Kindest Regards 
Farid Irshaid 
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GU Ref No: 2017/517 

Email to the contact person/coordinator providing organizational access 

 

Dear Ms/Mr……. 

 

I hope you are well, 

 

I am writing to you to coordinate arranging interviews with some of your organization’s 

employees and managers. In my previous letter to your organization’s senior management, I 

highlighted that this research is confidential and voluntary. 

 

I would appreciate if you could send the following emails to your employees and managers on 

behalf of me. One is specifically for employees, and one is specifically for managers and 

request their voluntary participation in this study. 

 

I have also attached a copy of the Employee Research Information Sheet (which is a shorter 

variation of the one sent to senior management) for their reference. 

 

Thank you for your assistance 

 

Kindest Regards 

Farid Irshaid  
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GU Ref No: 2017/517 

E-mail to employees 

 
 
Dear Employee, 

 

You are invited to participate in an exciting research study about HRM practices in your 

organization, which I am undertaking as part of the requirements for the PhD I am doing at 

Griffith University, Australia. This study will help improve understanding of HRM practices 

and employee behavior in Palestinian organizations. 

 

Participating is simple. It will involve you participating in an interview of about 45 minutes 

duration. Your participation is voluntary and any information you provide will be confidential, 

and your manager/organization will not be informed if you participate in this study. The study 

is being conducted in accordance with the ethical requirements of Griffith University. More 

details about the research project and how it will be conducted is provided in the Research 

Information Sheet attached. 

 

By participating in an interview, you will have the opportunity to choose to participate in a 

prize draw to win one of three vouchers with a value of USD$100 each for appliances from 

“Sbitany Home” in Ramallah. 

 

If you wish to participate in an interview, please complete the pre-interview questions and e-

mail them to me on: 

Farid.irshaid@griffithuni.edu 

I look forward to hearing from you soon 

Kindest Regards 
Farid Irshaid 
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GU Ref No: 2017/517 

E-mail to managers 

 
 
Dear Manager, 

 

You are invited to participate in an exciting research study about HRM practices in your 

organization, which I am undertaking as part of the requirements for PhD research that I am 

doing at Griffith University, Australia. This study will help improve understanding of HRM 

practices and employee behavior in Palestinian organizations.   

 

Participation is simple. It will involve you participating in an interview of about 45 minutes 

duration. Your participation is voluntary and any information you provide is confidential, and 

your organization will not be informed if you participate in this study. The study is being 

conducted in accordance with the ethical requirements of Griffith University. More details 

about the research project and how it will be conducted is provided in the Research Information 

Sheet attached. 

 

By participating in an interview, you will have the opportunity to choose to participate in a 

prize draw to win one of three vouchers of a value of USD$100 each for appliances from 

“Sbitany Home” in Ramallah. 

 

If you wish to participate in the interview, please complete the pre-interview questions and e-

mail them to me directly on:  

Farid.irshaid@griffithuni.edu  

 

I look forward to hearing from you soon 

Kindest Regards 
Farid Irshaid 
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GU Ref No: 2017/517 

Research Information sheet for employees and managers 

 
 HRM practices in Palestinian organizations 

 
Who is conducting the 
research 

Name(s): senior investigators: 
Professor Kate Hutchings 
k.hutchings@griffith.edu.au 
 
Dr. Wayne O’Donohue 
w.odonohue@griffith.edu.au 
 
PhD researcher: 
Farid Irshaid 
farid.irshaid@griffithuni.edu.au 
 
School(s)/Centre(s): 
Department of Employment Relations and Human 
Resources, Griffith Business School, Australia 
 

 
Why is the research being conducted? 

Given the need to develop and improve employee performance within the developing world, 

the Middle East, and Palestine in particular (Dana, 2011; Fayyad, 2009; PNA, 2014) it is 

important to understand factors which impact on employee development. Researchers have 

noted very limited research on HRM practices in Palestine. Therefore, undertaking an 

exploration of HRM practices in Palestinian organizations, and examining how HRM practices 

may impact on employees’ behavior, will contribute to the literature on HRM, and highlight 

how national culture may affect employees’ behavior. In addition to contributions to the 

literature, it is expected that the research will provide understanding about how organizations 

operating in Palestine, and in the Middle East broadly, may adapt their HRM practices to 

improve employees’ behavior at work.  

 

What you will be asked to do: 

Participation in this research project involves voluntary participation in semi-structured interviews 

for about 45 minutes. Employees and managers will be interviewed about demographic factors, 

their current organizational position, and the HRM practices in their organization. It is 
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preferable to audio-record interviews for accuracy and easy transcription. The audio-recordings 

will be erased after transcription. 

The management of the organizations will not be able to identify which employee/manager 

undertook the interview, as participation will be confidential as interested employees and managers 

will contact the researcher directly by email expressing their interest in participating in the 

interviews. 

 

The basis by which participants will be selected or screened 

Senior management/HR managers of private, public and not-for-profit organizations in 

Palestine will be contacted to request participation in the study. Once organizations have agreed 

to participate, they will be asked to distribute the interview invitations to their staff members 

on behalf of the researcher (i.e., the researchers will not be given the names or contact details 

of any staff members). Furthermore, to ensure anonymity and confidentiality, management of the 

organizations will not know which of their employees/managers participated in an interview as 

employees/managers will be asked to contact the researcher directly by email expressing their 

interest in participating in the interviews. The contact details of the researcher will be made 

available to employees/managers on an email/interview invitation, which will be provided to staff 

members by the organizations’ HRM department/senior management office.  

A list of pre-interview questions (copy attached) for screening potential participants’ suitability 

to participate will be used. Prospective interviewees will be contacted to arrange an interview. 

 

The expected benefits of the research 

It is expected that this research will contribute to current research and organizational knowledge by 

providing information about HRM practices and work in Palestinian organizations and highlight 

some interventions/training programs that could be used by organizations to enhance their 

employees’ work-related outcomes. 

 

Risks to you 

The researchers have carefully considered any potential risk to individuals participating in this 

research. The risk from participation in this research is minimal, no more than employees and 

managers would experience from daily living. Participation is voluntary and participants may 

withdraw from the interview at any time. Any potential risk will be minimised by management not 

knowing which of their employees participated in the interviews and any information from the 

interviews which is reported in the PhD thesis and/or any report/publication will not include the 
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real names of either individuals or organizations who have participated. 

 

Your confidentiality 

Your information will be kept confidential by the researchers and all the participating organizations 

and individuals’ names will be replaced with pseudonyms and real names will not be used in the 

PhD thesis or any publication in any way that could identify either the organization or the 

individuals. 

The data collected will be stored securely in a Griffith University password-protected database. 

The data will be stored for 5 years in accordance with Griffith University policy and only the 

research team will have access to this data for purposes of undertaking data analysis. After 5 years, 

the data will be erased from the storage automatically by the system. 

If you opt to participate in the prize draw, your e-mail address and details will be kept confidential 

from your organization’s management. The prize will be drawn using a digital random selection 

tool, and your email addresses will not be stored after the prize draw has occurred (Further details 

are mentioned at Standard terms and conditions of the prize-draw section below). 

 

Your participation is voluntary 

Participation is voluntary. Participants are free to withdraw at any time from the interview. The 

decision of employees and managers to participate or not will in no way impact upon the 

relationship with their organization or supervisors, as the organization/supervisor will not know 

who have participated. 

 

Questions / further information 

For further information about the research project, please contact the PhD candidate researcher 

Farid Irshaid on the Email: farid.irshaid@griffithuni.edu.au 

 

The ethical conduct of this research 

Griffith University conducts research in accordance with the National Statement on Ethical 

Conduct in Human Research (2007). If you have any concerns or complaints about the ethical 

conduct of the research project you should contact the Manager, Research Ethics on +61 (7) 3735 

4375 or research-ethics@griffith.edu.au. 

 

Feedback to you 

An aggregated summary of the results of this research can be provided to you on request. This 
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summary should be available after completion of the research in July 2018. Further, if an 

interviewee requests to review their interview records, a transcription of the interview will be made 

available at their request one week after the interview, and the revised version of the interview 

transcription will be used in the PhD thesis analysis. 

 

Standard terms and conditions of the prize draw 
 
1. The prize draw is being run to encourage participation in this field research interviews. 

2. By electing to participate, you accept these terms and conditions as governing the prize 

draw. 

3. Any personal information you provide to us in the course of entering the prize draw will 

be dealt with by us in accordance with our privacy policy (published at: 

http://www.griffith.edu.au/aboutgriffith/governance/plans-publications/griffith-

university-privacy-plan). 

4. Three prizes will be awarded in prize draw, each prize being a voucher for appliances 

from “Sbitany Home” in Ramallah and being worth USD$100. Should the advertised 

prize become unavailable as a result of circumstances beyond our control, we may (at our 

sole discretion) substitute a cash prize equivalent to the value of the prize advertised. 

5. Entry is free. To enter the prize draw, you must participate in an interview for this 

research, and provide a valid electronic mailing address. You may not participate in an 

interview or enter the prize draw if you are an immediate family member of any member 

of the research team. 

6. You have only one entry in the prize draw. 

7. Following the closing date, the prize winners will be selected randomly from valid entries 

received. Each entry can only be drawn once. 

8. The prize will be drawn using a digital random selection tool, and participants’ email 

addresses will not be stored after the prize draw has occurred. 

9. Subject to system malfunction, the draw will occur in March 2018. If the systems 

supporting the draw are not functioning as they should when the draw is due, the draw 

will be held as soon as possible once the systems become functional again. Prize winners 

do not need to be present at the time of the draw. Prize winner names will not be 

published. 

10. The relevant prize will be sent to each prize winner at the email address provided. 

11. If an address has not been supplied, the entry will be treated in accordance with clause 14. 
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12. The majority of prizes will be mailed within two hours of the draw. 

13. The right to a prize is not transferable or assignable to another person. 

14. If any prize winner cannot be contacted within three (3) months of the draw, then that 

person’s right to the prize is forfeited and the prize will be treated as an unclaimed prize. 

15. Only one re-draw of unclaimed prizes will take place, and other existing prizes are not 

affected. 

16. The re-draw prize winner(s) will be randomly selected from remaining valid entries and 

notified within two hours of the re-draw. If the re-draw prize winner(s) cannot be 

contacted within three (3) months of the re-draw, then we may determine that the relevant 

prize(s) will not be awarded. 

17. Prizes cannot be substituted for another prize at the election of the prize-winner. We are 

not liable for any loss, expense, damage or injury sustained by any entrant in connection 

with this prize draw, the prize or redemption of the prize, except for any liability which 

cannot be excluded by law (in which case, that liability is limited to  

 

Privacy Statement - anonymous or de-identified information 

The conduct of this research involves the collection, access and/or use of employee and manager 

identified personal information. The information collected is confidential and will not be disclosed 

to third parties without the consent of participants except to meet government, legal or other 

regulatory authority requirements. A de-identified copy of this data may be used for other research 

purposes. However, your anonymity will at all times be safeguarded. For further information 

consult the University’s Privacy Plan at http://www.griffith.edu.au/about-griffith/plans-

publications/griffith-university-privacy-plan or telephone + 61 (7) 3735 4375. 

 

Please print this Research Information Sheet and retain it for your later reference.  

**************************** 

 

 



 

Page 262 of  282 

Appendix C: Screening Criteria 

                   Screening criteria (pre-questions) about Human Resource Management practices 

in prospective interviewees organization: 

1. Recruitment and selection 

 Does your organization have a formal recruitment and selection procedure?   Yes        

No 

 Were you selected for your position through a formal system?    

  Yes      No 

2. Performance management 

 Does your organization have performance appraisals? 

  Yes     No 

 How often are performance appraisals/evaluation conducted?    

 Weekly     Monthly     Quarterly    Semi-annually     Annually 

3. Rewards 

 Does your organization have rewards which are connected to employees’ 

performance?      Yes         No 

 Does your organization provide any rewards in addition to a regular salary? Such as:   

 Bonus    Laptop to work from home   Mobile phone   others……… 

4. Training and development 

 Does your organization provide training for employees?   Yes   No 

 When did you last receive training? 

  This month         Last 6 months        Last year 

 

Thank you 

 

Please email this answered sheet to me on: farid.irshaid@griffithuni.edu.au 
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Appendix D: Interview Questions 

HRM practices at work? 

This interview seeks to explore HRM practices and employee work behavior in your 

organization. The information that you provide in this interview will not be reported to senior 

management or anyone else in your organization or to any other organization. In any reports 

or publications produced from this research, you will not be able to be identified. Your 

participation in this interview is voluntary and you may withdraw at any time.  

I would like to commence by asking you some demographic questions. I will then 

move on to the focus of the interview in respect to examining HRM practices in your 

organization. 

1) Demographic questions: 

a. Position:                 

b. Age:    18-29                 30-39                40-49                50-60                60 plus 

c. Gender:                   Male         Female 

d. Marital status:        Single          Married           Separated          Widowed       other 

e. Educational level:   High School       Diploma          Undergraduate           Graduate                    

other 

f. Years in current profession:           0-4          5-9 10-14 15 plus 

g. Years in current organization: 0-4 5-9 10-14 15 plus 

h. Years in current job in current organization:  0-4   5-9       10-14       15 plus 

i. Employment industry and sector:   

   Financial                     Services                    Telecommunications                    other 

j. Employment sector:                 Private                      Public                     Not-for profit 

k. Employment tenure:                Continuing      Contract (end date…….……) 

l. Employment status:       Full-time             Part time (# of hours………….) 

 

m. Do you have a supervisory role? 
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 Yes; what is your title ……………………......                                No  

Number of employees, you supervise:    0       10       20  

Number of employees in the organization: ………………. 

 

 

1. I agree to be interviewed for the purposes of the research named above. 

2. The purpose and nature of the interview has been explained to me, and I have 
read the information sheet as provided by the researcher. 

3. I agree that the interview may be electronically recorded. 

4. Any questions that I asked about the purpose and nature of the interview 
and research have been answered to my satisfaction. 

5. I understand that I am free to withdraw at any time, without explanation 
or penalty. 

6. I understand that my name and other personal information that could identify me 
will be removed or de-identified in publications or presentations resulting from 
this research. 

7. I understand that I can contact the Manager, Research Ethics, at Griffith 
University Human Research Ethics Committee on 3735 4375 (or research-
ethics@griffith.edu.au) if I have any concerns about the ethical conduct of the 
project. 

 
Name of interviewee   

 

Signature of interviewee   
 

Date   
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2)  For RQ1 and 2:  

 What HR practices are used by this organization….?  

 Why do you think they (the organization) use these practices in the way you described….? 

 Are you satisfied with the use of HRM practices in this organization…? Why? Why not? 

(if interviewee is not satisfied then…. I ask: What HRM practices do you think should be 

used instead? 

 Do you think the relationship between top management and middle managers affecting 

HRM practices…?  

 

Other questions: 

a. Do you think the HR practices used in this organization enhance employees’ work 

productivity and/or job satisfaction/ and or job Engagement?....... Can you give an 

example? 

b. Do you think that upper-middle management relationship affects middle-lower 

leadership style……………? 

c. (follow-up on the previous Question) How do you think the nature of this relationship 

could impact on the manager leadership outcomes towards your/their employees? 
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Appendix E: Back Translation Confidentiality Agreement 
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