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Appendix 1
List of interviewees:

1. Ayman Labadi, an employee in the administrativeadtpent.
2. Bilal Hirzallah, the head of personnel unit.

3. Mahmoud Labadi, the PLC director general.

4. Aisheh Ahmad, the head of planning and develaopmeit.

5. Safaa Hamdan, an employee in the speaker’soffic

6. Raedah Qande¢he records office clerk.

7. Jamal Khatib, the head of legal department.

8. Yazid Inayeh, a director in the technical dapaerit.

9. Basem Barhoum, the head of the public infornmatiepartment.

10. Nisreen Oweis, an employee in the protocol gudblic relations
department.

11. Abdel Karim Abu Taha, the head of the finandigpartment.

12. Anan Hamad, the head of Library.

13. Kamal Deibes, the head of training and devekgranit.

14. Nahed Fraitekh, the head of woman'’s unit.

15. Mohammad Hamdan, an employee in the informagohnology unit.

16. Mohammad Abu Bakr, an employee in the buyingl aupplies
department.

17. Husban Nazzal, the head of fiscal unit.
18. Adnan Owda, the head of the parliamentary rekaait.

19. Kamal Odwan, the head of the Administrativeaf.

193
Document Produced by deskPDF Unregistered :: hitp://mww.docudesk.com


http://www.docudesk.com

194

194
Document Produced by deskPDF Unregistered :: hitp://mww.docudesk.com



BIRZEIT UNIVERSITY
Birzeit, Palestine

BIRZEIT UNIVERSITY
FACULTY OF GRADUATE STUDIES
JUNE 2005

RESTRUCTURING: ISIT AN URGENT NEED AT PALESTINIAN GOVERNMENTAL INSTITUTIONS?

THE CASE OF THE PALESTINIAN LEGISLATIVE COUNCIL

EMAN SHARIF AL —SHAHED

“ThisThesiswas submitted in partial fulfillment of therequirementsfor the Mastersdegreein business
adminigration
from The Faculty of Graduate Studies at Birzeit University, Palesting”

Palestine 2005



ACKNOWLEDGEMENTS

I would like firgt and, above dl, to thank God for giving me the strength and ability to accomplish this work. | present this
work to the soul of my mother, father and father in law, God blessthem dl. | would like to express my deep gratitude and love
to my husband, Sa’d, my son Fathi and my daughter Bisan for putting up with me and providing me with dl the love, support
and underganding, | loveyou dl. | dedicate thiswork to my sster and best friend Sireen for loving me unconditionaly and for
being there in good and bad times.

Many thanks to my supervisor, Dr. Grace Khoury for her hard work, assstance and advice and to the members of the
supervisory committeg, Dr. Ali Jarbawi and Dr. Nida Sabri.

| would like to thank dl the gaff and management of the Pdedinian Legidative Councll for providing me with the
information needed to accomplish this work. My specid thanks are to my boss and friend Adnan Owdah for dl his support and
assstance.

I would like to thank my friends Aisheh, Nahed and Dr. Sonia Nimer for dways being there for me,

Fndly, | present thiswork for dl those who scarified ther lives for Paestine and for dl freedom lovers dl over the world.

CONTENTS
TITLE PAGE
Acknowledgement I
Table of contents 1
List of tables X
List of charts X1V
Abstract in English XV
Abstract in Arabic XVIII

Chapter one: Introduction



1.1 Overview 1

1.2 Statement of the problem 2

1.3 Justification and importance of the study 3
1.4 Objectives of the study 5

1.5 Assumptions 6

1.6 Limitations of the study 7

1.7 Methodology 8

1.8 Organization of thess 8

Chapter two: Theoretical framework

2.1 Introduction 10

2.2 The organization 11

2.3 Organizationd theory 13

2.4 Theories on organizationd structure and design 13
2.4.1 The indugtrid revolution 14
2.4.2 Classcd theories 14
2.4.3 Humean reations theories 18
2.4.5 System theory 19
2.4.6 Contingency theory 20

2.5 The organizationd structure 21
2.5.1 Building blocks of organizationd structure 22

2.6 The organizationd design 26
2.6.1 The determinants of organizetiond design 27
2.6.2 Common organizetiond designs 31

2.7 The effects of organizationa structure and design on employees’ performance 35

2.8 The need for restructuring 36



2.9 Condludon 37

Chapter three: The Palestinian L egisative Council
3.1 Introduction 39
3.2 The Palestinian Legidative Council 39
3.2.1 Historical background 39
3.2.2 The Pdestinian Legidative Council working mechanism 41
3.2.3 The speaker’ s office commission elections 42
3.2.3.aThetasks of PLC president (the speaker) 43
3.2.3.b Responsibilities of the two deputies 43
3.2.3.c The general secretariat of the council 44
3.2.4 Parliamentary committees 46
3.1.4.a The permanent parliament committees 47
3.2.5 Digtrict offices 48
3.2.6 Legidative procedures 50
3.2.7 PLC mgjor tasks 51
3.3 The organizationa structure of the Paestinian Legidative Council 53
3.3.1 Overview 53
3.3.2PLC chart 54
3.3.3 The speaker’s office 58
3.3.4 Office of the secretariat of PLC 59
3.3.5 The departments of PLC 60
3.3.5.1 The office of chief clerk 60
3.3.5.2 The legal Department 64
3.3.5.3 Adminigtrative Affairs Department 65

3.3.5.4 Technical Department 66



3.3.5.5 Informatics Department
3.3.5.6 Protocol and Public Relations Department
3.3.5.7 Financial Department
3.3.5.8 Thelibrary
3.3.5.9 Planning and devel opment Unit 72
3.3.5.10 The Parliamentary Research Unit (PRU)
3.3.5.11 Personnel Affairs Unit 75
3.3.5.12 Training and Devel opment Unit 76
3.3.5.13 Women'’s Unit
3.3.5.14 Information Technology Unit (ITU)
3.3.5.15 The Liaison and coordination Unit
3.3.5.16 Buying and supplies Department
3.3.5.17 The Fiscal Unit

3.4 Conclusion 84

Chapter Four: Research methodology

4.1 Introduction 86

4.2 Research background 86

4.3 Research process 87

4.4 Research approaches 89

4.5 Methodology employed in the thesis 90

4.6 Questionnaire design and the validity of the instrument 91
4.7 The sampling process 93

4.8 Survey implementation and responses 96

4.9 Difficulties and limitations 98

4.10 Andyds of data 100

67

68

70

71

73

77

78

80

81

82



4.11 Concluson 100

Chapter five: Survey analysisand inter pretations

5.1 Introduction 102
5.2. Respondents’ demographic factors presentation 102
5.2.1 Respondents’ gender 102
5.2.2 Respondents’ age 102
5.2.3 Respondents’ marital status 103
5.2.4 Respondents’ place of residency 104
5.2.5 Respondents’ place of residency according to districts 104
5.2.6 Respondents’ level of education 105
5.2.7 Respondents’ field of specidlization 106
5.2.8 Respondents’ place of work 109
5.2.9 Respondents’ department/unit 109
5.2.10 Respondents’ distribution according to district offices 112
5.2.11 Respondents’ years of work 113
2.2.12 Respondents’ grade 113
5.2.13 Respondents’ job title 117
5.3 Presentation of questions related to the main issue of research 118
5.3.1 Hiring process 118
5.3.2 The organizational chart 120
5.3.3 Job rotation and movement among departments/ units 122
5.3.4 Work specidization and employees’ development and training 123
5.3.5 Departmentalization 126
5.3.6 Chain of command 128

5.3.7 Team work and level of communication 131



5.3.8 Span of control ( The managers’ questions)
5.3.9 Centralization and decentralization
5.3.10 Formalization
5.3.11 Strategy
5.3.12 Environment
5.3.13 Authority power/ work attendance
5.3.14 Technology
5.3.15 PLC administrative performance
5.3.16 Job satisfaction
5.3.17 PLC and corruption

5.4 PLC design

5.5 Conclusion

Chapter six: Resultsand recommendations
6.1 Preview
6.2 Themain findings

6.2.1 Chain of command

6.2.2 Organizational Chart

6.2.3 Departmentalization

6.2.4 Centralization and span of control

6.2.5 Formalization

6.2.6 Hiring process

6.2.7 Specialization and employees development and training
6.2.8 Work relations and coordination

6.2.9 Strategy

6.2.10 Technology

132

134

136

138

139

140

142

143

145

146

147

148

149

150

151

152

153

154

154

155

155

156

156

156



6.2.11 Employees’ perception of the administrative performance of PLC
6.2.12 The contributing factorsin the PLC’ s poor administrative
performance
6.2.13 Employees’ level of satisfaction
6.2.14 PLC design
6.3 Recommendations
6.3.1 Introduction
6.3.2 recommendationsin relation to the legd and palitica leve
6.3.3 Recommendationsin relaion to the adminidrative level
6.4 The implementing bodies of recommendations
6.5 Generdization of results
6.6 Contribution to research
6.7 Recommendations for other studies
Bibliography
Appendixes
Appendix 1

Appendix 2

157

157

159

159

160

160

161

163

178

179

179

180

181

191

192



LIST OF TABLES

Chapter four

Table 4.7 Sample digtribution to departments and unitsin both WB and Gaza
Table 4.8 Distributed and received questionnaires

Chapter five

Table5.2.1 Respondents’ gender

Table 5.2.2 Respondents’ age

Table 5.2.4 Respondents’ place of residency

Table 5.2.5 Respondents’ place of residency according to districts
Table 5.2.6 Respondents’ level of education

Table 5.2.7 Respondents’ field of specialization

Table 5.2.9 Respondents’ department / unit

Table5.2.10 Respondents’ distribution according to district offices
Table5.2.11 Respondents’ years of work at PLC

Table 5.2.12 Respondents’ grade

Table 5.2.12.1 Crosstabulation between grade and level of education
Table 5.2.12.2 Crosstabul ation between grade and years of work
Table 5.2.13 Respondents’ job title

Table 5.3.1 Respondents’ hiring process

Table5.3.1.1 The extent of agreement on PLC hiring mechanism
Table 5.3.2 The reasons behind the nonexistence of organizational chart

Table 5.3.3 Respondents’ movement among departments and units

PAGE

98

102

103

104

104

105

107

109

112

113

114

115

116

117

118

120

121

123



Table 5.3.4.1 Respondents’ perception toward devel opment policies
Table5.3.4.2 Respondents’ perception toward work characteristics
Table 5.3.4.3 Respondents’ perception toward training provided by PLC
Table 5.3.4.4 Respondents’ attitude regarding the mechanism of

choosing trainees

124

124

125

125

Table 5.3.4.5 Respondents’ attitude regarding the efficiency of provided training 126

Table5.3.5.1 The basis of establishing departments and units

Table 5.3.5.2 Respondents’ attitude regarding the number of departments
and units

Table 5.3.5.3 Respondents’ attitude regarding the reasons behind any addition
of adepartment or unit to PLC structure

Table 5.3.6.2 Respondents’ opinion regarding the managerid reference

of dept/units

Table 5.3.6.3 Respondents’ perception regarding the chain of command in
their departments/units

Table 5.3.6.4 Respondents’ attitude toward the existence of accountability
systemin PLC

Table 5.3.6.5 Respondents’ attitude regarding communication between upper
and lower managerial levels

Table 5.3.6.6 Respondents’ perception regarding their authoritative reference
Table 5.3.8 Managers' span of control

Table5.3.8.1 Managers’ attitude regarding span of control

Table 5.3.8.2 Overlap in functions among managers

Table 5.3.9 Respondents’ attitude regarding Centralization

Table 5.3.10 Respondents’ attitude regarding formalization

Table 5.3.10.1 Respondents’ attitude regarding the appliance of

127

127

127

129

130

130

130

130

133

133

133

135

136



Policies and procedures 137

Table 5.3.10.2 Respondents’ attitude regarding monitoring process 137
Table5.3.11 Respondents’ perception toward strategy existence 138
Table 5.3.12 Respondents’ attitude regarding PL C tendency of coping with

new challenges 139
Table 5.3.12.1 Respondents’ atitude regarding employees’

performance evaluation 140
Table 5.3.13 Respondents’ perception towards the existence of authority

power and the power control in PLC 141
Table 5.3.14 Respondents’ attitude regarding accessto informationin PLC 142
Table5.3.14.1 Respondents’ attitude regarding the PLC web site 142
Table 5.3.14.2 Respondents’ attitude regarding technology adopted in PLC 143
Table 5.3.15 Respondents’ perception of the adminidtrative performanceof PLC 143
Table 5.3.16 Respondents’ level of satisfaction 145
Table5.3.17 Respondents’ perception towards the existence of administrative 146 corruptionin PLC

Table5.3.17.1 Respondents’ perception towards the extent of administrative 147 corruptionin PLC

10



PAGE

Chapter three

Chart 3.3.3 PLC chart

Chapter 6

Chart 6.3.3 Organogram of PLC

LIST OF CHARTS

173

11



Abstract

The organizationd structure and design are very important for any organization in achieving its goals. The sudy ams a
examining the organizationd structure and design of the public sector inditutions taking the Palestinian legidative Council as a
case sudy. It ams aso at sudying its effects on employees’ performance.

The Sgnificance of the study liesin sudying an important organizetion as the Paedtinian Legidative Council that provides
delicate functions on both legidative and oversght levels. Thisiswhy we need to build a strong organization whose man assets
is people who provide the necessary support for parliament members to perform ther missons and serve the people who
elected them.

The study congsts of dx chapters. Chapter one presents research problem, judification, objectives, assumptions,
methodology and findly the limitations of the study. Chapter two provides the theoreticad framework of the topic of
organizationd structure and design. Different theories were introduced followed by presenting the building blocks of
organizationd dructure and desgn and findly different organizationd designs were introduced followed by reviewing the
importance of organizationd structure and design on employees’ performance.

Chapter three provides a higoricd background on the Pdedtinian Legidative Council’ s establishment, misson, and work
mechaniam. It is followed by providing detailled description of the PLC organizationd structure. The chapter dso includes
comparisons with other parliaments. Chapter four presents the methodology adopted in the study. A triangulation approach was
used in this thesis. Personal observation method, literature view, interviews and survey methods were adopted in data collection
process. Both quditative and quantitative approaches were used. The data collected based on a survey digtributed to a sample
of 114 employees at the Pdedtinian Legidative Council in West Bank.

Chapter five presents the survey andyds and interpretations. Cross tabulaion andyses were conducted for some
questions. Chapter sx presents the findings and recommendations of the study. The results of the study indicate thet the PLC
falled to meet most issues related to organizationd structure and design, which led to unclear contradicted organizational design.
The findings aso indicate that the Pdestinian Legidative Council isin urgent need for restructuring. Most respondents believe
that the PLC’s adminidrative performance is weak. This fact led to dissatisfaction anong most employees. The man
recommendations of the sudy are:

* Introducing the position of secretary genera who should be aavil servant, no eected member and owns the kills

12



and persondity to manage the organization. He/ she will be assisted by a board of assigtants.

»  Separation between politicd and adminidrative levels of the organization.

* Reevauate dl the issues regarding organizationd sructure and design.

* Approving and put to action a rationd organizationd structure with no duplication of roles (an organizaiond
structure based on the main functions and gods of the organization was recommended by the researcher)

»  Focusing on human resources, as they are the main assets of the organization.
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Chapter one
I ntroduction

1.1 Overview

The 20" of January 1996 was a glorious day in the history of Pdestine; tens of thousands of Pdediniansin west bank and
Gaza grip hurried to vote for the firsd Paegtinian parliament ever. There were great hopes to choose a presdent for the
Pdedtinian authority and members of parliament after long years of Isradli occupation. People were rdying much on building a
democratic srong inditution that works for the benefit of al Pdedinians The newly eected parliament worked heavily on
establishing bylaws and committees and started to work on building the inditution and make the necessary arrangements.

Studies proved that the organizationd structure and design are very important for any organization towards achieving its
gods. So many theories evolved over time concerning the subject of organizationd structure and design, such theories dedt with
the topic from different perspectives sarting from the classics and ending with open system theories (Robbins, 1996).

The researcher is interested here in sudying and evauating the organizationd structure and design in the Paegtinian public
sector inditutions taking the Pdedinian Legidaive Councl as a case dudy. The researcher ams a reaching some
recommendations that may lead to a more strong well defined organization. The main building blocks of the organization are the
work specidization, departmentdization, chain of command, span of control, centrdization and decentrdization and findly
formdization. The way in which these dements are arranged in the mogt effective way represent the type of structure the
organization adopts. There is no one good dructure for the organization. Organizations can, for example, move from high
formdization to less formdization if this hdpsin achieving the goals.

With the continuous changes around us, the technologicd revolution, and the complicated politicd environment,
organizetions tend to restructure themselves in a quest to achieve more efficiency and effectiveness.

According to Mullins (2002), restructuring affects not only the productivity of the organization, but can dso affect
employees’ performance and levd of satisfaction. People are the assets of any organization. If we have poor sructure and

uncdlear gods, we just can’t transform such asset into the mogt efficient power.



1.2 Statement of the problem

As the researcher is an employee at the Pdedtinian Legidaive Council (PLC) for the last seven years, she noticed that
there isafeding of frudration anong employees. Groups of employees are discussng dl the time issues in redion to the poor
adminigrative performance of PLC. These issues seemed to affect their performance and productivity. Public sector employees
ingenera and PLC onesin particular started to have a reputation of being lazy and inefficient.

Accordingly, the researcher conducted so many face to face informd interviews and read the literature existed on the
factors that may lead to such consequences. It was found that problems of employees were related to the topic of organizaiond
gructure and design.

It was observed that the organization has no clear officdd chart and the source of authority is not clear. Employees have
no idea about their rights and duties and above dl, employees were overwhemed with the fedings of unjust and dissatisfaction.
So the researcher decided to conduct this study to examine and study the structure of the Paegtinian Legidaive Councl and its

effect on employees’ performance.

1.3 Justification and importance of the study

As important as the Pdedinian Legidative Coundl is as an inditution representing the people, it is equaly important to
have an organizationa structure constructed in away to pour in the man legidative process. The Pdedtinian Legidative Coundil
is an important inditution that was found in an extraordinary Stuation. It is a new experience and dl efforts should be made
towards hdping in drengthening its performance. Parliament members are the policy makers. They need effective necessary
organizationd functions and backups that are supposed to be provided by the parliament saff, if the staff and the organization
as awhole don't have a clear structure, people will reap the negative effects of such cycle.

Most organizations dl over the world had recognized the importance of organizationd structure and design "understanding
the structure and design of organizations is essentid to appreciate their functioning”(Greenberg and Baron, 1999: 517).

According to Buchanan and Huczynski (1997:297) organizationd structure is “the system of arrangements, the patterns
or network of relaions, between the various postions and their holders’. Great efforts were devoted to study the topics of
organizationd structure and design, scientist worked hardly on focusing on the importance of internd strength of organizations in

relation with the ever changing world around us. "Research supports the idea that organizationd effectiveness relates to how



much an organization's structure matches its environment” (Greenberg and Baron, 1999:534).

The same should apply to the Pdegtinian Legidaive Council which is an inditution that operates under uncertain and
unpredictable circumstances. The current political Stuation has great impacts on its performance, but gill we have to look back
a the gods and evduate the achievements. PLC needs badly more than ever a srong sStructure and design to survive the
obstacles and ded with chdlenges.

It is important to conduct such study from nationd perspective snce the parliament is the inditution of dl people.
Conducting studies on parliament can contribute to its improvement, and to increase people’ s awvareness of their representative
body. The sgnificance of this sudy liesinits being the first detailed and specidized one to ded with the organizationd structure

and design of PLC. Other studies dedlt, mosily, with the legidative and monitoring functions of PLC.

1.4 Objectives of the study

The sudy will am at looking cdosdy and study the organizationd Structure and design of the Pdedinian Legidative
Coundll (PLC) inan attempt to reach some anadlysis and recommendations concerning the effectiveness of such inditution. The
study will dso shed the light on the effects of PLC organizationd structure on the employees performance. We am to stress the
point that awel structured organization can lead to more efficiency. Top management should recognize and ded with the need
of organizationd restructuring when necessary.

The Pdegtinian Legidaive Council is a very important inditution that provides ddlicate functions, the findings of this study
could be one step towards the adminidretive reform of the PLC in particular and the governmentd indtitutions in generd. The
man research questions are;

1 What are the main characterigtics of the PLC’s organizationd structure and design in comparison to the main

building blocks of organizationa structure?

2. Is the organization in need for restructuring?

3. How do employees perceive ther organization’ s administrative performance?

4. How does the current organizationd structure and design affect employees’ performance?

S. To what extent does the current organizationa structure and design affect employees’ levd of satisfaction?

6. Who are the parties involved in weskening the organization?



7. What are the necessary actions to be taken in order to improve the organization’ s adminidrative performance?

8. Who are the implementing bodies of improving the organization? Are they qudified?

1.5 Assumptions

The Pdegtinian Legidative Coundil’s mandate relies on sarving people who dect it in the firg place, its man job is to
represent those people and approve hills for their benefit. Today, if we look back a dl the hopes, expectations and
achievements, we can’t help thinking that the PLC didn’t redly rise to the expectations in fulfilling its functions (Owda,
2000).The researcher believes that part of this issue is related to the PLC’s poor adminidrative performance. The researcher
a0 bdieves that the PLC is dysfunctiond from an adminigrative point of view. The PLC faled to reach an effective
organizationd structure and design for such important inditution.

The researcher through her observation as an employee a PLC, noticed that there is no exisence of a clear
organizationd chart, only a shdlow foggy one is available. The chain of command and employees’ functions and roles are not
clear. Such unclearness led to less work and more gossping. The researcher aso believes that there is no separation between
both the politicd and adminidrative levels in the organization. In addition, the inefficient organizationd structure of PLC has
negative effects on its employees and may lead to job dissatisfaction. Robbins (2000) focused on the effect of sructurd

relationship on employees’ behavior and attitudes.

1.6 Limitations of the study

This research is done on one of the most important organizations and deals with a subject that isin direct reaion with top
management. The sengtivity of this issue required obtaining a written gpprova from PLC management. The researcher limited
her research to PLC in West Bank since she was banned directly and indirectly from conducting the survey in Gaza by the
director generd in Gaza despite the fact that she had an open permisson letter from the PLC secretary to conduct the study.
Thefact that this topic is sendtive to PL.C top management, some respondents, managers of departments and units in particular,
kept postponing handing it under the excuse that they don’t have time, and they never filled the questionnaire. Because of the
difficulty to reach Hebron because of the political Stuation, there was a problem with collecting the questionnaires from Hebron

digrict offices. The researcher kept contacting them nearly everyday but they were not supportive or cooperative. 41



questionnaires were distributed to didrict offices, 31 were received, and the missng ones were those sent to Hebron didrict
office
1.7 Methodology

A triangulaion approach was adopted in conducting this research. The researcher used both quditative and quantitative
research approaches in conducting this research. Primary sources, secondary sources, interviews and persona observation
were the methods used in collecting data . According to the secondary sources, the researcher relied on the exiding literature in
relation to research variables and information on other parliaments as a kind of comparison. For the primary sources, the
researcher had conducted a questionnaire related to the main issues of the sudy and severd interviews. In order to increase the
vdidity of instrument, the researcher conducted cross tabulaion anadyss on some questions. Relations amnong some varigbles

were introduced.

1.8 Organization of thesis

The study conggs of sx chapters. Chapter one sarts by providing an overview concerning the importance of
organizationd structure and design to the organization in generd and to the Palestinian Legidaive Coundil in particular. Then the
research problem was presented followed by the judification, objectives and assumptions of the sudy. Fndly, the limitations
and methodology of the study were presented. Chapter two provides the theoretical framework and literature view on the topic
of organizationd structure and design. Different theories were introduced and the main blocks of organizationa structure were
presented. Findly, severd forms of designs were presented followed by the importance of restructuring for organizations and its
effect on employees.

Chapter three starts by providing historical background on the Pdegtinian Legidative Counall’ s establishment followed by
presenting the PL C’ sworking mechaniam, legidaive procedures and mgor tasks. This is followed by a detailed description of
the organizationd structure of the PLC. The chapter includes comparisons with other parliaments.

Chapter four presents the followed methodology in the research. It starts by presenting some basic information on the
definition of research, research process and approaches. Then questionnaire design, sampling survey implementation and
response rate were introduced. Findly, the researcher indicates the limitations and difficulties that were faced.

Chapter five presents the survey andyds and interpretation. The anadyss dso rdlies on the researcher’s literature view,



persond observation and interviews. Chapter sx provides the results and conclusons of the study followed by the
recommendations for future studies. In the following chapter, we will present the literature view in relation to organizationa

gructure and design.



Chapter Two

Theor etical framework

2.1 Introduction

Thereis no doubt that human beings are socid in nature; they cannot live in isolation from the rest of the world. People
tend to live, act and work together, in groups, reflecting a degree of organization regardless of its nature and complexity. The
higory of organizations is as old as the higory of mankind. This can be traced back to the early Egyptians in condructing the
pyramids, which proved a great concept of organizing, “Trandations of the written records maintaned by the Egyptians
supports that their concepts of organizations had reached ahigh levd” (Jackson & Morgan, 1982: 12)

In this chapter, we are going to review the literature related to the main theme of the study, which is restructuring. Thiswill
lead us to review the concepts of organization, organization theory. Then, we will introduce theories on organizationd structure
and design. After that, we will ded with the topic of organizationd structure and design in details. Findly, we will review the

meaning and importance of restructuring for the organizations and ther effect on employees’ performance.

2.2 The organization

Greenberg & Baron (2000) described an organization as being a large jigsaw puzzle with many different pieces. These
pieces should be combined carefully to form a logicd meeningful frame. There is no one good frame. The pieces can be
arranged in so many ways to reach the desired results. Organizations emerge wherever there is a need and shared beiefs about
aset of gods or afars Therefore, organizations involve people, divison of labor and certain mechanism to coordinate the tasks
(Gdbraith, 1977).

Robbins (1996: 5) defined an organization as “a conscioudy coordinated socid unit, composed of two or more people
that functions on a rdativey continuous basis and to achieve a common god or set of gods’. This definition stressed on the

planned coordination, which means management, the division of labor, and hierarchy of authority. These factors, among others,



are consdered the main eements of organizations.

According to Robhins and Coulter (2003: 16), an organization is "a ddiberate arrangement of people to accomplish
some specific purpose”. Such definition focuses on the common belief among researchers and theorigts that there are three man
eements for any organization regardless of the degree of its complexity and type. These dements are god, people, and
dructure. For any organization to exig, it needs reasons for existence, which are the gods. Godls, in turn, require people if they
are to be achieved. People need to have akind of structure that coordinates and organizes their work effectively and efficently.

There are differences between organizations, one important difference is the ownership; are the organizations public or
private in nature. Public owned organizations refer to those organizations that are “concerned with achieving state purposes’
(Macrae and pitt, 1980: 8). Private owned organizations are “organizations which are neither state-owned, nor operating
specificaly to achieve state gods’ (Macrae and pitt, 1980: 8). We can summarize the differences between public and private
owned organizationsin the fallowing:

* Theman beneficiary of the firm in the private owned organizations is the owner/manager in a quest to make a
profit. Whereas, the main beneficiary in public sector organizationsis the public; they seek to serve the public interest.

*  Public owned organizations perform a wide variety of functions, many of them are different from those performed
by private organizations.

»  Private owned organizations emphasize on profit and it is somehow easy to assess and measure such profitability.
Public organizations, on the other hand, have to consider socid cost in assessing ther profitability.

*  Where adminidraion in private owned organizations is concerned with achieving efficiency, adminidration in
public organizations will have to dedl with other issues, besides efficiency, such as “public accountability”

(Macrae and pitt, 1980).

2.3 Organizational Theory

Itis"the discipline that studies the structure and design of organizations'

(Robbins, 1983: 7). It gives us a clear idea on how organizations are structured and how we can improve or change the



dructure to achieve our gods more effectively. Jones (2004: 8) defined organizationd theory as "the study of how organizations
function and how they affect and are affected by the environment in which they operate’. It is very important to sudy
organizationd theory because:
» Organizations reflect dl aspects of life- society, economy and our persond lives It is a very dominant form of
inditutions in our society.
» Theories on organizations had been developed sdientificaly and sysemdticdly, they provide the conceptua framework
for the knowledge of organizeations

» Managers can benefit from the awareness and past contributions (The Universty of Western Audtrdia, 2004).

2.4 Theories on organizational structure and design

Asimportant as an organization is, theorists and researchers in organizationd behavior devoted great efforts on studying
both organizationa Structure and design for their impact on understanding the functioning of an organization. If we want to

undergand what is hgppening today, we have, dways, to look back (Robbins, 1996). Looking back a the higtory of

organizetions gives us grest indght about how organizations behave now. We cannot neglect or forget the efforts of researchers
and scientists who worked hard to develop the theories of organization behavior; it isther work, which established the roots of

our undergtanding of organizations today. It iswise to start digging for such roots from the indudtria revolution.

2.4.1 The Industrial Revolution

The indudrid revolution had an important effect on management and organizations. It was characterized by machine
substitution, mass production and technologica advances. The Industrid Revolution was aso characterized by the accumulation
of resources in order to increase the 9ze and productivity of the factory, rather than the adaptation to the environment. The
owners of the factories or fadlities were pressured by competition, uncertain labor force with no governmenta intervention.
Accordingly, they adapted the structure of existed older organizations of centraization, specidized divison of labor and a clear
hierarchy (Desder, 1980). As aresult, more factories evolved with no red experience for managers of how to plan, organize or
coordinate their activities and workers. Therefore, the technologica changes and machine power during the industria revolution

created the need for a formd theory to guide managers in running ther organizations (Development during the indudtriad



revolution, 2004).
2.4.2 Classical theories
The classcd era covered the period about 1900- mid- 1930s. It was the bases and roots of the contemporary

organizationd theories (Robbins, 1996). It conssts of three main approaches:

1. The scientific theory (Taylorizm)

The sdentific management was the product of its time, where production was labor intensve. When the resource
accumulaion stage was complete, attention was paid to the adminigrating, planning, organizing and efficiency. Buchanan &
Huczynski (1997:334) defined scentific management as "a sysematic method of determining the best way to do a job and
speaifying the skills needed to perform it”. The scientific management focused on “the use of the stentific method to define the
“one best way” for ajob to be done’ (Desder, 1980:17).

Although Taylorizm dedt with productivity issue of the business sector, it had an impact on the development of public
adminigration; scientific management school made technica and philosophical contributions to public adminigration (Jreisat,
1992).

Frederick Window Taylor (1856-1915) USA

Taylor is consdered the father of the scentific management. He was concerned about the efficiency of workers, he
focused on increasing the efficiency of workers. He dso bdieved that “an organization should be governed by definite,
predictable methods, logicaly determined and written into laws’ (Slocum and Hellriegd, 1987: 71).

Taylor dedt with both Structure and design in respect of best easy way to divide work at the work place rather than on
the overdl organization, and how to get each worker to do hisher best. He cdled for a "mentd revolution” that according to
Deder (1980: 17) is based on the fallowing:

* Hnding the one best way.
» Sdettific selection of personnel.
* Timeand motion studies.
* Hnandd incentives (motivation)

* Functiond foremanship: a divison of work between manager and worker; managers do dl the planning,



ingoection, and workers take orders.
2. The administrative theory (principles school)

The concepts that were suggested by the scientific management were not gpplicable to answer the broad questions of
organizationd design (except for planning and supervison). These questions were andyzed by the adminidrative approach. The
adminigrative theory focused on defining common functions and principles that lead to good management (Adminidrative
theory, 2004).

Henri Fayol (1841-1925) France

He was born and educated in France. From 1918 until his death in 1925, he worked hard on his theory of adminigtration.
Fayol dedt primarily with the issues of organization structure and employee compliance — how to get each worker to do his or
her best. He recommended a more centradized, functiona structure. His conclusons stated that dl organizations a the same
development stage should have the same functiond divison of work. The differences among organizations then depend on the
number of employees (Lucey, 1991).

He dedt with the problem of compliance by suggesting pendties and constant supervison. Fayal introduced his five
dements of management which are planning, organizing, commanding, coordinating, and controlling.

Fayol identified the fallowing 14 principles of organization:

[ERN

. Specidization.

2. Authority with respongibility.

3. Disdpline

4. Unity of command.

5. Unity of direction.

6. Subordination of individud interests.
7. Remuneration.

8. Centrdization.

9. Chan/ lineof authority.

10. Order.

11. Equity.



12. Sability of tenure.
13. Inititive.
14. Esprit de corps.
Source: (Universty of Toronto, 1995).

Gulick, Urwick and Mooney had thar share and contributions to the principles school; Gulick introduced the principles of
planning, organizing, daffing, directing, coordinating, reporting, and budgeting. These functions are identified as POSDCORB
(Jerisat, 1992).

3. Bureaucracy theory

It is a system “characterized by highly routine operating tasks achieved through specidization, very formdized rules and
regulations, tasks that are grouped into functiond departments, centraized authority, narrow span of control, and decison
meking that follows the chain of command” (Robbins, 2000: 423). According to Etzioni (1983: 85) bureaucracy is defined as“a
hierarchical organization of offidas appointed to carry out certain public objectives’.

Bureaucracy became the example design for dmog dl of today’s large organizations. It reveds rationdity, technica

competence, and authorization (Robbins, 1984).

Max Weber (1864-1924) Germany
Weber is a German sociologist. He introduced a theory that based on authority relations. He bdieved that there was an
ided type for organizations caled bureaucracy. Weber described bureaucracy as having:
1. A wdl-defined hierarchy of authority.
2. A clear divison of work.
3. A system of rules covering the rights and duties of positions incumbents.
4. Impersondity of interpersond relationships.

5. Sdection of employment and promotion based on technical competence (Desder, 1980: 26).

2.4.3 Human reations theories

During this era, theorists and researchers redized the negatives outcome of the classical views in the concentration on the



rigid structure neglecting the “human being” factor. Whereas the dassical views focused on organizationd structure, assuming
that employees can only take orders and they only pursue to stisfy their economic needs, the behavior theorists introduced new
ideas concerning employees’ compliance; they focused on questions of motivetion, control, and compliance (Desser, 1980).
The Hawthorne studies

It is the mogt important sudy undertaken by behaviord approach. The studies were conducted a Western Electric
Company’s Hawthorne Works in Chicago between 1927 and 1932. Hawthorne studies were under the direction of Elton
Mayo. The man theme of the sudies was esablishing a reationship between physicd environment and productivity. Mayo
concluded that behavior and morde are srongly related, and there is great impact and influence of group standards on
individud behavior. The sudies were thefird red attempt to conduct socid research in indudtrid setting. It high lightened need
for supervisors to be sengtive for socia needs of workers within the group. From 1930s-1950s, these theories were in doubt

concerning gpplicability on everyday life (Organization and Management of hedlthcare, 2002).

245 Systems Theory
During the 1960s, the concept of andyzing organizations was very common. This approach treated an organization as a
st of interrdlated and interdependent factors need to be coordinated to achieve the organization’ s goas
(The Universty of Western Audtrdia, 2004). This approach aso recognized that organizations are not self-contained; they rey
heavily on their environment. According to Mullins (2002: 69) “the systems approach encourages managers to view the
organization both as a whole and as part of a larger environment”. The Systems approach succeeded in theory but faled to

introduce a clear mechaniam for application.

2.4.6 Contingency theory
The most recent approach taken towards integrating management theory is the Situationd or contingency approach which
is defined as "the contemporary approach recognizing that no one approach to organizationd design is best, but that the best
desgn is the one that best fits with the exiging environmental conditions’ (Greenberg and Baron, 1999: 532). This approach
dlows managers and organizations to dearly specify the internd and externd variables that affect manegerid actions and

organizationd performance.



Robhins and coulter (2003: 15) defined the contingency approach as "An approach that says tha organizations are
different, face different Stuations and acquire different ways of managing”.

Itisonly logicd to study management in a contingency approach since organizations differ in Sze, objectives and tasks. It
would be naive to study an organization within universdly principles that are good for dl times The contingency approach
focused on variables that determine the structure, (We will discuss such variablesin afollowing part under the title "determinants

of structure”).

2.5 The organizational structure

When the organization is established to achieve its goas, organizationd structure evolves to increase the organization's
effectiveness and to provide the necessary control. Such control will be over ectivity coordination and the methods of
moativation for people to achieve the organization's gods. Organizationd dructure is "the specification of the jobs to be done
within an organization, and the waysin which these jobs related to one another” (Ebert & Griffing 2000: 130).

Theorigts of organizationd theory varied in their perspectives towards the definition and importance of organizaiond
gructure. The classcids, for example, defined it as the man forma framework for organizations and the basic mean to group
activities and define work relationships among different levels. The behaviorigts criticized such view arguing thet it neglected the
human side in defining the concept of organizationd structure. They focused on the importance and effect of individuds and
groups in the organization (Hmoud and Al-Shamma, 2000).

Asthe organizationa theories devel oped, we were introduced to the open system theory, which means that the structure
is affected by outsde environment and it is changeable and growing dl the time. The organizationd structure is the frame that
defines and organizes the interior relationships of the organization. It darifies the man and sub units of activities and the net of
communications (Hmoud and Al-Shamma, 2000). Findly we mug add that organizationd structure is not an end itsdf, but a

means to achieve the gods of the organization built on the most comprehensive perspective.

2.5.1 Building blocks of organizational structure
The relations among different units or functionsin an organization can be illugrated in a diagram known as organizationd

chart. The chart represents the identity of the organization; it reveds the organizationd tasks and the formd lines between them.



Buchanan&Huczynski (1997: 304) defined the chart as “a pictorid record, which shows the formd rdations which the
company intends should prevail within it". It condtitutes of boxes and lines. The boxes represent the specific jobs and the lines
connecting the boxes reflect forma lines of communication between individuas performing the jobs (Greenberg & Baron, 2000;
Robbins, 2000). Organizationd charts are important because they are used to communicate information, establish reporting
relaionships, summarize sdary costs, and draw inferences about organizationa behavior.

The chart reveds the fallowing building blocks of organizationd structure:

1. Work Specialization (divison of labor)

It was common for managers in the early 20" century to divide jobs into smal-standardized tasks, which we cdl today
divison of labor. It means that one job can be divided into smdler steps; each individud performs a step and repeats it instead
of the same job being done by the same individud. So they became specidized only in part of the job. For managers, work
specidization could increase efficdency and productivity, and reduce traning time. As a matter of fact, the dasscigs introduced
such dement and considered it very important to increase productivity which was the man concern. This was true for quite
ometime,

During the sixties, managers fet that the term "work specidization” is taken to the extreme; it had negative effects on
employess, it lead to fatigue, boredom, absenteeism and low qudity of work. As a result, organizations started to redize that
involving employees in more jobs, providing them with the necessary training will have grest effect on ther performance
(Robbins, 1996; 2000).

2. Departmentalization

Itis"The bass by which jobs are grouped together” (Robbins, 2000:415), when organizations divide jobs according to
work specidization, they need next to group the jobs according to ther common features. Greenberg& Baron (2000: 524)
defined it as "the process of bresking organizations into coherent units'.

There are different ways of departmentalization:
» Tasks can be grouped by process; organization by mgor processes “tend to bring together in sngle department dl
of those who are a work making use of a given specia kill or technology, or members of a given professon”
(Smon, 1946: 113).

» Tasks can be divided on the basis of dients who deal and benefit from the organization. In this case, the dients will



have specid needs and problems and will be dedlt with accordingly (Mohammad, 2004).
» Tasks can be divided according to specific areg; this form can be very effective if the organization wants to reach
dientsthat are scattered over large areas and share common needs (Mohammad, 2004).
3. Chain of command

"It is the continuous line of authority that extends from the top of the organization to the lowest echdon and darifies who
reports to whom'" (Robbins & Coulter, 2003: 260). It refers to the number of levels in the organization; few leves indicate a fla
gructure, many levels indicate a tdl one. In discussng the chain of command, we have to refer to the concepts of authority,
which is the manager's right to give orders and the concept of accountability which refers to the subordinates acceptance of this
right, and unity of command, which means that one manager is in charge (Hdlriegd and Socum, 1987). According to (Gulick,
1937: 43) “aworkman subject to orders from severd superiorswill be confused, inefficent, and irresponsible).

4. Span of control

It answers the question of how many employees a manager can direct efficently. Ebert & Griffins (2000: 136) defined it
as "Number of people supervised by one manager”. We can have ether a narrow or a wide span of control depending on the
number of subordinates. When the span of control is wide, the organization would be a flat, when the span is narrow, the
organization would be atal one. Each type has its pros and cons. A wide span is less codtly but it could reduce effectiveness.
Narrow span guarantees more control but it is more expensive, besides, it dows down decison making since its verticd
communication is complex (Robins & Coulter, 2003).

In deciding the number of subordinates the director can effectively supervise “one should consder kind of work,
organization’s Sze, homogeneity, diversficaiion and disperson. In a routine, repetitive, homogeneous work existed in one
specific area; one man can direct several workers. Whereas when the work is divergfied, non measurable and workers are
scattered, one man can direct only afew (Gulick, 1937).

5. Centralization and decentralization

Centrdization means that most decison-making authority is made by upper levd management. Decentraization means
that most decison-making authority isin the hand of lower management. It dso reveds ddegating power from higher to lower
levels within the organization. Decentrdization helps an organization to respond more effectively to its changing environmernt,

increase efficiency, and improve employees satisfaction (Ebert and Griffing 2000).
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The trend today is toward increesing decentralization and for the chart to have fewer saff positions. (People who actudly
do the job and do not have a decison making authority). Decentrdization is not always the ided solution, for example, technica
workers may enjoy a degree of centrdization, whereas, research and development employees may need decentrdization in ther

work (Robbins, 1999, 2000).

6. Formalization

Itis“The use of written rules and procedures to standardize operations’ (Jones, 2004: 112). It means that rules specify
how people perform their jobs and how decisons are made. All employees should follow these rules. A high levd of
formdization means a centraized authority. Since top management desires control, organizations are expected to have a high
degree of formdization. As managers redize that the environment around them is changing dl the time, they tend to subgtitute

the highly sophisticated information technology for procedures and rules as a control device (Robbins, 2000, 1996, 1983).

2.6 The organizational design

Organization design means that we can rearrange the dements of organizationa structure in the most effective way.
Organizational design “refers to the process of coordinating the structurd eements of organizations in the most appropriate
manner” (Greenberg and Baron, 2000: 517).

An organization, for example can move from centrdization to decentrdization or vice versa if this serves the best interest
of the organization. Smilarly, the span of control could be widened or narrowed.

The design of organizationsis not new; you can hardly find an organization without one. It reflects the management sde
of the organization; it involves continuous planning and monitoring to achieve coherence between the gods for which the
organization exists. According to Gabraith (1977: 5) “Organization design is conceived to be a decison process to bring about
coherence between the goas or purposes for which the organization exists’. Managers should have the ahility to recognize the

importance and flexibility of organization design in order to face today’ stechnologica revolution and changing environment.

2.6.1 The determinants of organization design

11



There are a variety of organizationd designs, some are characterized by rigid rules and procedures, clear chan of
command, narrow span of control, centrdization and formaization, which represent the mechanistic modd. Others are adaptive,
flexible organizations that rely on participative decison making, wide span of control and free flow of informetion which
represent the organic modd. The question now iswhy do some organizations follow the mechanistic modd while others follow
the organic one? In other words, what are the determinants of organization desgn?

There are five basic forces that influence the organization's decision of design choice:

1. Strategy

Thirty years ago, drategy was the only factor causng structure. Since then, there have been a number of variables that
determine the organizationd structure. Strategy is only one of them.

The relationship between drategy and structure was accepted through the classical assumptions which defined structure
as "a means for dtaining the objectives and gods of an inditution” (Robbins, 1983: 93-94).This means that any work on
Structure mus start with strategy and objectives. The early classc work on the relationship between strategy and structure was
done by the Harvard higorian, Alfred Chandler in his study on a nearly hundred American large indudrid firms. Chandler found
hat companies started as centrdized structures offering limited products. As the demand for their product increased, they
expanded; accordingly, they are forced to change structure to cope with the new chdlenge .Growth and diversfication lead
organizetions to change their structure. Chandler concluded that Structure follows strategy. There were arguments againgt
chandler's concdluson daiming that Chandler's study was not applicable for dl types of organizations (Desder, 1980).

2. Organization size

Organizations varied in ther definition of sze. In generd, the number of employees defines organization Sze. There is
clear evidence that an organization’ s Sze has an important effect on structure (Robbins, 1984). Blau and Schoenherr have made
one of the strongest arguments on such sgnificant relaion. They conducted a study on different organizations and concluded
that increased 9ze lead to increased complexity. In another sudy done by the Univeraty of Agton in Britain, it was found that
the increased Sze is associated with more specidization, formdization, decentraization and more extended hierarchies (Robbins
and Coulter, 2002).

3. Organization technology

Technology is “the techniques and technica processes an organization uses to change inputs, such as maerids,

12



knowledge, energy, and capitd, into outputs, such as products and services’ (Jackson and Morgan, 1982:183). Technology is
one of the mogt important factors to shape organizationa dructure and behavior and it is something externd to the
organizationd efforts themselves, it is a factor that organizations mus adapt to (Scott, 1987).

The origin of the view tha technology determines structure is associated with John Woodward in a study on
manufacturing firmsin mid 1950s. Woodward discovered thet there is a direct relaion between organization structure and the

technology the organization employed (Desder, 1980).

4. Organization environment

It refers to "Those inditutions or forces outside the organization that potentialy affect the organization's performance’
(Robbins, 1996 : 432).

Theorigts such as Burns, Stalker, Lawrence, and Lorsch introduced the idea that structure had to fit environment. They
disagreed with the classcal andyds that held that one suits dl organizations and disagreed with Woodward who believed that
technology isthe key determinant for organization structure (Jackson and Morgan, 1982).

According to Scott (1987) design decisons depend on environmentad conditions, and that those organizations whose

design and internd arrangements best match the chalenges they meet in the environment will be the most successful.

5. Power Control
The terms authority and power are usudly confused. Authority is a legitimate right for the authority figure’s postion in the
organization. It is defined by the verticd postion in the organizaion’s hierarchy. Power refers to an individud’s capacity to
influence decisions. It is made up of both one’s vertical postion and distance from the organization’s power center (Deder,
1980).
Each of the determinants of structure that were mentioned above explained a part of structure variation; by combining
them, we can get a clearer picture. It is an interaction among the four variables. Still, we need to add another missng part or

vaidble that needs to be darified; it is the power-control explanation of organization structure. The power control view of
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dructure states that an organization’ s structure is a result of power sruggle by interna congtituencies who are seeking to expand
thar interest (Robbins, 1983).

The dructure decison is a power druggle between groups of specid interests, each trying to place an argument to
support the structure that suits their own interests. Strategy, Sze, technology and environment define the parameters within
which choices will be made. As we might dl know, structura choices are usudly made by those who hold power. It is usudly
top management (Robbins, 2000).

We turn our atention now to describe the organizationd designs that evolved over time. Some of them would be
unredidic and ided, others would be more common and achievable, bearing in mind that organizations can’t have dl
characterigtics of one form; their design is a mixture of different aspects reflecting some of the designs found in use. We must
add that our study to organization design will fit some where between the classical approach of designing organizations and the
contingency one. The classcd approach, which was the product of the early theorist searched for “the one best way” in
desgning organizations. The classicists argued that dl organizations should be high in formalization, centrdization and complexity
(Robbins, 1984).

The contingency approach is “the contemporary approach recognizing that no one approach to organizationa design is
best, but that the best design is the one that best fits with the exising environmenta conditions’ (Greenberg and Baron, 2000:

532).

2.6.2 Common organizational designs

1. The bureaucracy
Bureaucracy is*a structure with highly routine operating tasks achieved through specidization, very formdized rules and
regulations, tasks that are grouped into functiond departments, centrdized authority, narrow spans of control, and decison
meking that follows the chain of command” (Robbins, 2000: 423).
The key concept for such design isformdization; it is characterized by high routine operating tasks in a stable environment
that does not need change. The primary strength of the bureaucracy liesin it effectiveness in performing standardized activities.
The weskness liesin the fact that bureaucracy creates conflict anong subunits because gods of the functiond units become

more important than the organization goads. Another weakness is that the obsessive concern with rules, centraization and lack
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of innovation. We mugt add here that despite the rigidity of the bureaucracy modd, it is difficult to find any large scde
organization that doesn’t take some of its characterigtics (Jerisat, 1992).
2. TheFunctional sructure

As organizations grow and are faced with complex tasks, different functions emerge. Functiond structure is “a design
that groups people on the basis of ther common expertise and experience or because they use the same resources’ (Jones,
2004: 160). The assgning of one role to one person is the sarting point of specidization. When this process continues, the
result will be a functiond structure. An organization tends to use this design to increase its effectiveness to achieve its goals.
When people with common skills are gathered into functiond groups, they benefit from each other, increase ther expertise and
learn how to solve problems. As a result, the organization can increase its leve of skills and abilities (Price, 1997).

As organizations continue to grow, functiond structure creates a control problem. 1t would be difficult to keep control of
dl the increesng complex activities. Accordingly, top management will be too busy solving day-to-day problems rather than
planning long-term goas. Smilarly, communication and coordination problems will develop because of the distance among
functions, which will act as subunits that work on the unit’s gods rather than the organization ones (Jackson and Morgan,
1982). Managers can solve the contral problem by changing the design of the functiona groups in an effective manner to

guarantee better control and coordination.

3. Thedivisonal structure

Thedivisond gructure groups employees around geographic areas, clients or output. It resolves the problems of control
and coordination in which functiond dructure failed. The divisond desgn fosters self-contained units, each divison or unit is
generdly autonomous (independent) with a divison manager responsible for the strategic planning and decision-making process
(Robbins, 1984).

The divisons' managers are to report to a centrd headquarters that oversees controls and coordinate the various
divisons Divisons' managers are free to manage ther divisons anyway they find suitable as long as it is within the overdl gods
and drategies sat by headquarters. Divisons became like little organizations insde a big one (Ebert and Griffin, 2000).

The dtrength of divisond structure liesin focusng on the results; headquarter saff will focus on strategic planning instead

of deding with day-to-day details. The weakness of divisond dructure is the duplication of activities and resources, which will
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be cogtly and reduce efficency (Jones, 2004).
4. TheMatrix structure

The functiond structure offers organizations the advantage of specidization. The divisond sructure focused on the end
results but suffers from duplication of activities and resources. In order to be able to gain the advantages of both structures, the
meatrix structure was devel oped. The marix structure is*organizationd structure in which teams are formed and team members
report to two or more managers’ (Ebert and Griffing 2000: 140). The matrix breaks the unity-of-command concept,
employees have two bosses-functiona and service.

It isadesgn that groups people and resources in two ways smultaneoudy: by function and by product (or service). The
metrix structure is a grid shows a vertica and a horizontd flow of product respongbility. An organization with a matrix structure
isvery flat, hasminimd hierarchica leve with decentrdized authority and has a dud chain of command (Robbins and Coullter,
2003).

Matrix structures are appropriate under three conditions, fird, the existence of outsde pressure for a dud focus, thet is
many dlients with unique demand. Second, a pressure for high information processng especidly when there is an externd
changing environment that leads to uncertainty in decison making. Third, pressure for shared resources, especidly, when dients
" demands are great and the technologica requirements are grict (Cummings and Worley, 1997).

The positive side of the Matrix structure isin its multiple orientations, specidized and functiond knowledge can be applied
to dl projects, besides the advantages of consstency and coordination among departments. The negative Sdeis in the lack of a
dearly defined hierarchy of authority, which can lead to conflict between functions over roles and the use of resources. Matrix

structures should be managed properly if managers want to regp its advantages (Robbins, 2000; Jones, 2004).

5. Theteam structure

The team dructure involves the use of teams to coordinate work activities It breaks down the barriers of
departmentdization and decentralizes decison-making process. It complements a bureaucracy especidly in large organizations,
by which the organization can benefit from both the effidency sandardization and the flexibility of teams (Robbins, 2000;
Robbins and Coulter, 2003).

The advantages of such design are: the intense focus on meeting dient needs, the removd of management layers and the
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accurate and quick flow of information throughout the organization. The mgor disadvantage is the difficulty of changing to this

form; it requires aradica shift in skills and managerid roles (Robbins, 1996).

2.7 The effects of organizational structure and design on employees performance

When managers are introduced to the dements of organization dructure and different design techniques, they mugt
congder the effect of their choices on employees. Studies proved that there is a direct rdation between the way an organization
is structured and designed and the results and goals that are expected to be achieved. Accordingly, individuds and groups in
any organization will perform better under a well-defined structure and design “ Good people in a poor organizetiond structure
will fal, while average peoplein a hedthy structure can succeed. For this reason, structure is often the garting point for building
a high-performance organization” (Meyer, 1995).

Managers, in their quest for organizationd effectiveness and efficiency, recognized the critical importance of the relation
between organizationd structure and design and employees’ performance. They percelved it as the primary tool through which
they can trandform employees into a most efficient power “ Sructure is not a panacea, but it is one of the most powerful
tools of leadership, and fundamental to an organization’s success’ (Meyer, 1995).

Mulins (2002: 556) stated that “ The structure of an organization affects not only productivity and economic efficiency but
aso the morde and job satisfaction of its members’. There is no one good design, there is a good one that serves best the gods
of the organization within its resources and fits with the employees’ attitudes and culture (norms and accepted behavior); The

one removes ambiguity and draws the best out of employees (Robbins, 2000).

2.8 The need for restructuring

Regtructuring is the change in the design of an organization in order to achieve better results. Although going for
restructuring may seem smple on the surface, it isredly a hard task that requires effort, very careful planning, and a sysemétic
implementation.

There are severd factors that pushed organizations towards implementing structural changes such as:

»  Globdization which can affect the organization and increase its complexity.

* Technologicd advancement.
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* Thegrowing Sze of organizations.
» Theincreasing of complex legd redtrictions.
» Therapid change of palitica environment.

Source: (Meyer, 1995)

2.9 Conclusion

An organization is a socid entity that involves the existence of common gods, a group of people and a well-defined
sructure. Many theories evolved over time, each was suitable for its own time. Organizations of today are the result of the
efforts of so many theorists and researchers. The organizationd sructure and desgn is very important for achieving the
organization's desired gods. The building blocks of organizationd structure are work specidization, departmentaization, chain
of command, span of control, centrdization and decentralization, and formdization. Those dements can be rearranged to create
the desgn that best suits the organization. What is suitable for one organization may not be ided for another. Managers can
choose among a variety of designs taking into consderation the factors of strategy, organization's sSze, technology, environmernt,
and power contral.

There are many design options from which managers can choose. Among those bureaucracy, functiond, divisona, matrix
and team dtructure.

Fndly, organizationd structure and design have a great impact on employees performance. Managers should be careful
inthe design option they adopt. We can conclude that it isonly logica to say that restructuring is a need for organizations since
they are working within turbulent environment.

After we covered the theoreticd framework of the topic of organizationd structure and design, we will move next to

examine the organizationd structure and design of the Paegtinian Legidative Council as a case study of the governmenta sector.
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Chapter Three
The Palestinian L egidative Council

3.1 Introduction:

A paliament is a legiddive body. The name is derived from the French Parliament, the action of parler (to speak): a
parliament isatak, adiscusson, or a meeting. All parliaments are legidatures, but not dl legidaures are parliaments (The free
dictionary, 2004).

A legidaure is “agovernmentd ddiberative body with the power to adopt laws. Legidaures are known by many names,
induding: parliament, congress, diet and nationd assembly” (The free dictionary, 2004). Althingi, established in 930, dams to
be is the oldest functioning parliament in the world, dthough this is disputed by Tynwad in the Ide of Man (The world fact
book, 2004).

In this chapter, we are going to have a close look at the Paegtinian Legidaive Council (PLC). Thiswill indude historica
background, working mechanism, speaker’s office commisson eections, parliamentary committees, didrict offices, legidative
procedures, mgor tasks, and the organizationd structure. The study will aso indude examples of some parliaments as a means

of comparison.

3.2 The Palestinian L egisative Council

3.2.1 Higtorical background

On the 20" of January 1996, the Pdedtinian people in West Bank, Gaza Strip and occupied Jerusdem cast their votes for
the fird time in the higory of Pdedine to eect thar Pdedinian Nationd Authority presdent and ther representatives in
parliament. The dections were the result and according to Odo agreement which was signed in 1993. It was aso according to
0Odo0l11 agreement that was sgned in 1995 and to the dection law issued on December 7*, 1995 (Paedtine. Pdedtinian
Legidative Council, 2001).

The dections were the firg Pdedinian experience towards democracy and parliamentary life The number of candidates

that ran the dections was 552 induding 25 women. The number of council seats was 88. People reacted strongly to the process



and the eector turnout in both West Bank and Gaza Strip was 79.9%. Such high levd of participation reflected the strong
desire among Pdedtinians to participate in the decison making process, and establish state inditutions based on the rule of law
and protection of human rights (Palestine. Pdedtinian Legidative Council, 2001).

The dection process occurred under the Internationd supervison. Two thousand observers from 40 countries and 10
Internationa organizations monitored the process, besides tens of NGO representatives and hundreds of journdigts and loca
observers. The Pdedinian Legidative Council (PLC) inaugurated its work on the seventh of March 1996. This day was marked
as “the democracy day” in Pdegtine and it is celebrated every year (Paedtine. Pdedtinian Legidative Council, 2001).The
Pdedtinian Legidative Council (PLC) was a newly eected one faced with many obstacles due to the Isradli occupation and the
lack of the necessary experience. It had so many chalenges to meet and so much work to be done within the available human

and fineandid resources.

3.2.2 The Palestinian L egidative Council wor king mechanism
PLC was engaged in executing the firg Pdedinian Bylaws in 1996. The bylaws regulated and controlled PLC work

mechaniam in so many fidds such as dections of its different bodies, mechaniam of draft laws introduction, committee
formation, questioning, members’ immunity, dams and personnd issues (Owda, 2000). The bylaws defined the working

mechaniam of PLC as follows

0 Artide 16 of the Pdegdtinian parliament bylaws (1996) stated that upon the request of PNA president, the PLC
will hold an annua normal term to be divided in two sessons of four months each. The firg one starts the first
week of March, the second starts the firg week of September.

0 PLC ssssons are open and conducted every two weeks, unless PLC decided other wise. PLC committee
mestings will be held the week before PLC session (Pdegtine. Paestinian Legidaive Council, 2001).

0 Forthe PLC sessionsto be conducted, the mgority attendance of PLC membersisa mug (Paegtine, Pdedtinian
Legidaive Council, 2001) (the mgority is defined in article 1 as hdf the members +1).

0 Closaed sessons can be hdd upon the request of PNA president or the speaker or one quarter of the PLC

members (Pdestine. Palestinian Legidaive Council, 2001).



3.23 The speaker’soffice commission elections

The parliamentary work depends to a great ded on the existence of different bodies since it has so many legidative and
monitoring tasks. Such bodies are considered the main means that enable parliament members to perform their parliamentary
work. The bylaws of any parliament, usudly, name and organize the formation and responshbilities of the bodies. In Pdedting,
the case is no different, and in order to implement the bylaws, PLC eects a commisson of the speaker’sofficein its fird sesson
and no discussions are legitimate before doing so (Palestine. Pdedtinian Legidative Council, 2001). Thisis done at the beginning
of each parliamentary term and the commisson staysin action for a period of one year. The commisson congsts of the speaker
of the coundil, two deputies and the secretary of the coundil; the eections of the commisson are conducted by secret bdlots
(Pdedtine. Pdedtinian Legidative Council, 2001).

The formation of the speaker’s commisson varies from one paliament to another. In Jordan , for example, the
commisson congsts of the speaker, two deputies and two assistants(Jordan. National Assembly, 2004). In Cairo, it condsts of
the speaker and two deputies(Egypt. People’s Assembly, 2000). If we look at Lebanon, we find that the commisson consists
of a speaker, a deputy, a secretary and three commissoners (Lebanon. Representatives Council, 2000), whereas in Syria, it

conggts of a speaker, a deputy, two secretaries and two observers (Syria. People’s Assembly, 2001).

3.2.3.aThetasksof PLC president (the speaker)
Article 12 of the Pdedinian bylaws (1996) defined the tasks of the speaker as:

* Represent the PLC and tak on its behdf
»  Enaure the implementation of the bylaws.
*  Open the sessions, control and manage the discussions.
*  Supervise thewdl being of the coundil’ sfunctions and relations.
The PLC speaker has rolesin committee formation, legidative procedures, monitoring and complains, each is discussed in
its own part of the chapter. We mugt add here that in Palestine and according to the observation of the researcher who is an

employee a PLC, the PLC speaker interferes with the responghilities of the PLC secretary especidly in hiring employees.
3.2.3.b Responsibilities of the two deputies

In case of the president’ s absence, the firg deputy will be in charge. In case of the absence of both the president and the

firs deputy, the second deputy will be in charge of the coundil’ s presidency (Paestine. Parliament, 1996). The respongibilities of



the two deputies as mentioned in the bylaws don’t daify whether the deputies would be in charge of dl the speaker’s
responghilities during his absence or only those related to the management of the sessions. Anyway, the responsibilities of the
deputies in other parliaments are more definite and clear. For example, in Poland, the respongbilities of the two deputies are

vary clear to avoid any overlgpping in authorities (D Lukasz 2004, email, 13 duly).

3.2.3.c Thegeneral secretariat of the council

The man responshility of the generd secretariat in any parliament isto fadilitate dl parliament work, and a secretary or a
secretary generd heads it (Sawi, 2002). Article two of the Internationd secretary generd organization bylaws defined the term
“secretary generd as “ the person usudly in charge of the parliament adminidration and in particular in charge of providing

consultancy to the parliament and its secretary in the performance of their duties and authorities’ (Taha, 2000).

Articdle 1 of the Pdedtinian legidative coundil’ s bylaws (1996) defined the generd secretariat to incdlude the secretary and
his assstants and employees. The secretary is one of the speaker’s commisson and he is eected in the same way as the
speaker’ s of the coundil in secret balots. Heis dso a member of parliament. The commission of the speaker’ s office assgns the
generd secretariat headed by the secretary who is to supervise dl the adminidrative, finandd, legd, press and public reaions
and protocol functions. The secretary’ sman misson is to supervise the PLC departments and units and to execute the counall’s
decisons and keep and manage dl the documentations related to the PLC sessions (Paestine. Pdegdtinian Legidaive Council,
1996). He is supposed to be the only adminidrative authoritetive source in the council. The postion of secretary is quite
controversd issue. Some argue that he should not be a member of parliament and should be hired in isolation of the parliament
to guarantee his objectivity. Others argue that his being a member of parliament will give im more power. In Cairo, Jordan and
Isadl the secretary or secretary-genera is an appointed public officer and not an elected member of parliament, whereas in
Pdegtine, Syria and Lebanon, heis an dected member of parliament (Taha, 2000). We mugt add that even when the secretary
gened is not a member and is an eected officer, like the examples we mentioned above, he is modly appointed by the
executive authority, which means that he will follow its policies indirectly. To overcome such complication, the speaker’s
commission and PL.C adminigtration appointed a generd manager who is unfortunately within the circle of the secretary (Owda,

2000).

The formation of secretariat or the managerid body of adminigtration differs from one parliament to another. In Mauritius,



for example, the clerk of the assembly heads the secretariat of the assembly. He is the chief adminidrative permanent officer and
works under the control of the speaker. The secretariat consists of the clerk, the deputy clerk, the clerk assstant, the librarian,

the parliamentary reporters and supporting saff (Mauritius. Nationd Assembly, 2005).

In France, a bureau organizes and directs the departments of the assembly. The bureau conssts of twenty two members-
the presdent of Naiond Assembly, Sx vice presdents, three quaestors and tweve secretaries (France. Assemblee
National,2005). In Britain, the speaker of the House of Commons delegates power to a board of management headed by the

cerk and conggts of the heads of departments and the clerk of committees (Britain. House of Commons Commission, 2004).

In Canada, the management of adminidration isin the hands of the Board of Internd Economy. The cdlerk is the secretary

to the board and the senior officd of the adminigtration and reports to the speaker (F Hugh 2004, email, 12 July).
3.2.4 Parliamentary committees

Legidaive committees are “units of organization within a legidative chamber that dlow groups of legidatures to review
policy matters or proposed hills more dosdy then would be possible by the entire chamber” (Legidaive committee system,
2004). Parliamentary committees perform a number of important roles and play important role in increasing the parliament’s
effectiveness and experience. The committees endble parliament members to examine the draft lawvs and supervise the
government’s programs (Sawi, 2000). In a comparative sudy done by Sawi (2002) of a number of parliament members in
parliament and the number of permanent committees in it, usng eeven paliaments as a base, he found that the Szes of
parliaments were between 120-662 member, and the number of committees — in order to perform effectively- was between

3-25.

In Pdegtine, and after decting the commission of the speaker, the formation of committees takes place and in accordance
with the bylaws. The committees of PLC are consdered very vitd to the work of the council. The effectiveness of ther
operations is very critica to the PLC god and misson (Pdegtine. Pdedtinian Legidaive Council, 2001). Article 48 of the
Pdegtinian bylaws (1996) defined the deven permanent committees, each has its own mandate. The committees support the
work and responghilities of PLC inthe areas of studying, reviewing and suggesting amendments to the draft laws, looking into
complaints, and examining the plans and programs remitted by the council or its president. The committees are elected at the

beginning of each parliamentary term (Palestine. Pdedtinian Legidative Council, 1996). Each committee eects a president and a



cderk that have to earn the approval of PLC (Paedtine. Pdedinian Legidaive Council, 1996). Each committee has an
adminigrative clerk who is a PLC employee. The coundil has the right to form ad and hoc committees whenever is needed
(Pdedtine. Pdedtinian Legidaive Council, 1996). Each committee has to present its report according to the issues of concern
(Pdedtine. Pdedinian Legidative Council, 1996), this report should be prepared and presented to PLC presdent to be

digributed to PLC members 24 hours a least before the assgned sesson (Paestine. parliament, 1996).

Artice 48 of the Pdedinian bylaws (1996) defined the committees to be edtablished, but it didn't specify the

responghilities and misson of each committee which might create a problem and lead to different interpretations.

3.2.4.aThe permanent parliament committees.
The Council condggtsof 11 parliament committees:
1- The Jerusdlem Committee.
2- The Land and Settlement Confrontation Committee.
3- The Refugees Affairs Committee (the Palestinian refugees, displaced and expatriates).
4- The Political Committee (negotiations, Arab and internationa relations).
5- The Legd Committee (the basic law, the law and the judiciary).
6- The Budget and Financid Affairs Committee.
7- The Economic Committee (industry, trade, investment, housing, supplies, tourism, planning, natura resources
and energy).
8- The Interior Committee (interior, security, loca governance).
9 The Education and Socid Affairs Committee (educetion, culture, information, rdigious affairs, archeology,
socid affairs, hedth, [abor, laborers, prisoners, martyrs, wounded, veteran fighters, childhood, youth, women).
10- The Monitoring, Human Rights and Public Freedoms Committee.
11- The Council's Affairs Committee. It consists of the speaker’ s commission and severd memberswith theam of
assisting the speaker’ s office in running the generd affairs of the council.
Source : ( Paedtine. Pdedtinian Legidative Council, 2001).

3.2.5 Digrict offices
Didrict offices are consdered one means of interaction between the legidaure and the condituent, or between the



parliament and the public. Such interaction is mutua; on one hand, the public can turn to ther representatives through the didrict
offices to help them in solving their problems, on the other hand, the parliament members can demonstrate ther legidative and
oversght achievements to the public to gain ther future support. As a result, the mutud interaction is considered a form of
public (people’s) oversght, which enables the condtituents to judge ther representatives’ performance (The Legidative and

Condtituency reations, 2004).

Theidea of establishing digtrict officesin the Pdegtinian Legidative Council started at early stages from resuming PLC of
its work. This was mainly because of the ongoing Intifada tha started in 2000, and the Isradi Sege over the Pdegtinian
territories. In May 1996, the PLC darted edtablishing a didrict office in each eectord didrict to act as a means of
communication between the council and the public, to hdp parliament members to perform ther tasks, stay in touch with ther
condtituents and get acquainted with their problems and hopes (Kayed, 2000). The number of didrict offices is 25; saven of

them are in Gaza. Each office has its own gaff (Employee no.1 2004, pers. Comm., 29 April).

Theissue of didtrict officesin the PLC is quite controversad. Some believe that there are too many offices which could be
codly and ineffident; those believe that the offices should be reduced to one office for each didtrict. Others believe that each
parliament member should be given asum of money and it is up to hinvher to choose the best way of interaction with the public.
Whatever isthe case, we should stress the point that a parliament member is working for the bendfit of dl condtituents and not

for hisher didrict only (Kayed, 2001).

In some other parliaments, the case is different from the Pdedtinian one. In Cairo, for example, the offices of the members
are indde the parliament building. The members can work through the committee or politica parties’ offices, and there is a
parliamentary office for the independent members. The committee daff will provide the support and help for parliament

members. Still the members can have their own offices outsde the parliament on their own account (Kayed, 2001).

In Jordan, each parliament member has an office within the building of the parliament. There are no offices outsde the
parliament. In Israel, each parliament member has an office indde the Knesset, a the same time, each member has the right to
gppoint two assstants who are paid by the Knesset, but they are not permanent employees ; their jobs are terminated when the

membership of that member comes to an end (Kayed, 2001).

3.2.6 Legidative procedure



The council established mechaniam to organize the legidaive process from dl aspects in its bylaws. It is stated thet the
executive authority must present draft laws to the legidative coundil in order to be examined and approved. The bylaws dso
guaranteed one member or more or a committee the right to introduce legidaive proposals. In both cases, the proposd is
submitted to PLC president who in turn passesiit to the specidized committee that in turn returns it to the coundl after udy to
be approved in its various readings. The council has the right to accept, rgect, return or postpone any proposa (Pdestine.

Pdedtinian Legidative Council, 2001).

The president of PNA issues the laws after the council has approved them within one month of receiving them. The
bylaws guarantee the PNA president the right to return the law within the same period with his comments or reasons.
Otherwise, the law is considered issued and is published in the officid newspaper (Pdestine. Paedtinian Legidative Council,

1996).

3.27 PLC major tasks
In order to be able to build the Pl estinian state on the ground and establish Palestinian democrétic civil society

ingtitutions, the Palestinian Legidative Council (PLC) hasfive mgor tasks. Thesetasksare:

1. Thelegidative task:
The Pdedtinian Legidative Council (PLC) set abasic god in conducting its work; it is focused on establishing and unifying
the legd system in Pdesdtine as a mean towards law sovereignty. Regarding this issue, PLC had ratified 129 draft laws, from
which 48 were approved by Presdent Arafat covering economic, socid, judicid, adminigrative and public freedoms fidds

(Palegtine. Pdedtinian Legidative Council, 2001).

2. Themonitoring task:
The PLC tried to reinforce modern parliamentary traditions in accountability and transparency. It focused on the

principles of authority separation, rule of law, addressing inquiries to minigers and officias and monitoring the performance of



the executive authority (Paestine. Pdegtinian Legidative Council, 2001).
3. Demaocr acy reinforcement task:

The Pdedtinian Legidative Council (PLC) devoted efforts to reinforce and establish basis of democracy in the Paestinian
society. Inthis respect, PLC declared 7th March as the “ democracy day” in which the Council organizes in cooperation with
governmental and private sectors, wide public palitical, socid, intdlectud and informative activities (Pdegstine. Pdedinian
Legidative Council, 2001) .

4. Parliamentary diplomacy task:

In its efforts to gan Arab and Internationd support and solidarity for the Padedtinian case, the Pdedinian Legiddive
Coundil launched a parliamentary diplomatic campaign to establish rdations with parliaments dl over the world. PLC hosted
more than 350 foreign governmental and parliamentary delegations. More than 160 PLC ddegations vigted other parliaments
(Pdedtine. Pdedtinian Legidative Council, 2001).

5. Thepadlitical effort task:

The Pdedinian Legidative Council exerted politicd efforts in the internd arena and the peace process and negatiaions.
The efforts were clear through its specidized paliticd committees, each in its own specidization. The PLC’s palitical efforts
ranged between reinforcing the nationd unity, confronting Isradli violaions and to dosdly fallow up the negotiations (Paestine.

Pdedtinian Legidative Council, 2001).

3.3 Theorganizational structure of the Palestinian legidative Council
3.3.1 Overview
The Pdegtinian Legidaive Councll’s man buildings are in Ramdlah in the West Bank. Another building was created in

Gaza because of the politicd Stuation and difficulty of movement and travel between the two parts. Sessons used to be
conducted in both Ramdlah and Gaza dternatively. Both buildings or headquarters are considered temporary, the am is
towards creating a parliament in Jerusalem; the capitd of Paegtine,

Since the eruption of the Intifada, PLC sessions are being hed in Ramdlah and the members who can’t atend the
mestings from Gaza can participate through the videoconference, whereas, the committees medting are hed in both Ramallah
and Gaza dternatively by videoconference as well.

As aresult, two separate structures and departments were created in both Ramdlah (West Bank) and Gaza, which led to



akind of separation and ambiguity in the source of authority. Thisaso led to duplication in departments and postions, which is

indeed againg the principle of unity. The number of employees in both West Bank and Gaza is 526 , 267 in WB and 259 in

Gaza (Employee no.2 2004, pers. Comm., 29 May) .

3.32PLC chart
As we discussed in the previous chapter, the chart of any organization is its identity and should reflect and reved the

organizationd tasks and the formd lines between them. Therefore, it is only logica to start our discusson by looking at and

scanning the PLC chart.

Chart 3.3.3
PLC chart

Source: (Palestine, Paestinian legidative Council, 2004)
From the very beginning, the PLC started working on establishing departments and hiring staff. The am was to meet the

10



gods of PLC, fadilitate, and support the work of the members (PLC structure, 2001. Going back to article 11 of the Pdedtinian
bylaws (1996), it mentioned the creation of adminidrative affairs, finendd, legd, informative, public rdations and protocol
departments. After that, other departments were added such as the technica department and chief clerk office (Paegtine.
Pdedinian Legidaive Council, 2001).

In addition, severd units were created such as personnd dfars, traning and development, woman, parliamentary
research, planning, and IT units (Paestine. Pdedtinian Legidative Council, 2001). The idea was to add each unit to its most
equivaent department (Employee no.3 2004, pers. Comm., 16 September). All these departments and units report to PLC

secretary through his office headed by the generd manager.

Before discussing the structure in details, the researcher will firgt shed the light on the history of chart development. In an
interview with employee no.2, on 29 May 2004, the researcher inquired about the existence of a chart and structure of PLC,

the answer was that “there is no officdd chart for PLC”, he added, “ the work isdill in the process of establishing one”.

Working on the establishment of an improved detailed chart consumed the efforts, time and money of the donors for a

long time, among these efforts

1. The European Assstance Team (1997) did the firg attempt. They worked on the exiding Stuation and
departments. They did few changes but ther work lacks the credtivity and future planning. Ther man
achievement was the crestion of job description for each position and department; they adso provided PLC with
draft documents concerning employees’ evauation, committee work, budget planning, and legidative system.
All documents, that were created, were followed sdectively by departments and it was up to each director to
follow or neglect such documents. This attempt could have been followed up and improved.

2. The British team (1999) did the second attempt in 1999. They worked on a development plan to cover the
years 2000-2005. They conducted SWOT andysis for the exising Stuation; they lad down the priorities of
PLC and put forward a plan for what should be. The charts they provided were cregtive, detailed and in
accordance with the gods and ams of PLC focusing on the Council unity between West Bank and Gaza. They
aso provided new job descriptions for each postion. A complete action plan draft was handed to PLC

adminigration and members, but it was not put into action.
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3. After the year 2000, USAID project worked on establishing manuds for departments, their work overlapped
with the work of the British. They worked with some departments and not dl of them. Their work was not
systematic or completes (Employee no.4 2004, pers. Comm., 29 May).

4. In 2001, and after the completion of the British project, the PLC secretary and the generd manager created a
chart, which is published on the web dSte. It was an individud job, very generd with no basis (Employee no.4
2004, pers. Comm., 29 May).

5. The current attempt (2005) is now being worked on by the reform committee coordinator Dr. Hanan Ashrawi.
Dr. Adhrawi contracted experts from Birzeit University. The results have not been published or known yet.

The big questions here are, if there were dl these attempts and money, time and efforts were invested, why until now,
there is no officid chart for PLC? Why are dl the work had been put aside? Isit a matter of dbility or isit the lack of willingness

to restructure an important inditution such asthe PLC?

Now, we move to look closdly at the PLC chart bearing in mind that the researcher relied on the chart published on the
PLC web gdte, and consgdered it a garting point of her discussons. Thisis for two reasons, fird, the fact that as the researcher
isan employee at PLC, the published chart reflects the structure in practice, second; dl the materid that is published on the web

gteis consdered officid and is approved by the PLC adminigtration. The chart reflects the fallowing:

0 The secretary generd reports directly to the PLC speaker and is in charge of dl the departments and units through a
generd manager who reports to him directly.

0 Thesecretary generd isin charge directly of the chief clerk whom has an advisory relation with the general manager.

0 Thechartisdivided to departments and units and there are too many of them.

0 The departments and units are created functiondly according to the services they provided, dthough there is overlap
between the units and departments.

0 Thereisno detaled information on the internd structure of each department or unit.

0 No daificaion for the positions ingde the departments and units, number of employees or vacant posts to indicate any
future planning.

0 Noindication for the internd structure of the chief clerk office.

0 Thechart should reflect the offices of Gaza as part of one structure to focus on the concept of unity between West Bank
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and Gaza.
0 Itreflectsalevd of centraization Snce the decison-making process liesin the hand of one or two people only.

0 Thechart doesn’t show the span of control, distribution of employees and vacancies.

3.3.3 The speaker’s office:
The office of the speaker conssts of 11 employees that manly provide support for the speaker (Employee no.2 2004,

pers. Comm., 29 May) .Ther work congsts of coordinating the reations of the speaker, providing dl the clericd work such as
dedling with his correspondence, filing and managing his agenda. Most of the gaff of the speaker’ s office are not permanent and
change according to the changes that occur on the speaker’s dection (Employee no. 5 2004, pers. Comm., 28 April). The

speaker’ s officein Gaza consgts of 3 employees (Minigtry of finance, 2003).

3.3.4 Office of the secretariat of PLC:
The PLC secretary is respongble for dl departments and units through the generd manager. The secretary’s office in

Gaza conggts of 4 employees. The secretary isaso in charge directly to the PLC chief clerk.

o Thegeneral manager:

He was appointed in 1998, heisadvil servant. His postion was established to escape the controversy of the secretary
generd being a PLC member, but it is noticegble that his authorities didn’t escape the circdle of the PLC secretary (Owda,
2000). If we look back at the circumstances of his gppointment, we can see that he represents the ruling party (Fateh). This
means that he, indirectly, holds the views of the management of PLC. If we look at this position in other parliaments, we can see
that in Poland, they have the position of generd manager who manages the polish parliament (Sgim) with the two deputies of the

chief of the Sgm (D Lukasz 2004, emall, 13 duly).

The main misson statement of the generd director isto execute dl the policies of the PLC presidency and the secretariat
through the gtaff of PLC. He takes dl the necessary day-to-day adminidrative decisions, presents recommendations to the
secretary genera concerning the technica and adminidrative needs. He dso submits recommendations regarding budget
planning. In theory, the generd manager should be in charge of dl departments and units of West Bank and Gaza. In practice,

and in an interview with the generd director on 16 September 2004, he said that there is overlap between his job and authority
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and the authority of the secretary genera. He explained that the secretary genera has the upper hand and the generd manager is
left with running day to day affars or solving any problems among the staff, he has no say in the finendd issues or hiring
procedures. He aso added that he suffers from the interference of the membersin his work. His office contains four employees

induding him, an office director, a secretary and a messenger (Employee no.2 2004, pers. Comm., 29 May).

The director generd has no authority over the departments in Gaza dthough he was gppointed as a director generd for
PLC. In Gaza, there is a director generd who reports directly to the PLC secretary. He used to be the head of the
adminigrative department. Then he became a director generd. His office contains 3 employees induding him. In practice, he
acts as the director generd of Gaza and adminigters dl the departments (Abu Safieh, 2004); thisis quite a contradiction with the

principle of unity between West bank and Gaza.

3.3.5 Thedepartmentsand unitsof PLC
3.3.5.1 The office of chief clerk:

The chief clerk:

The chief clerk postion is very important in supporting the legidative process in dmog dl parliaments of the world. In
Canada, for example, the clerk of the House of Commons is the chief executive officer of the House of Commons. The clerk of
the House of Commons is the senior permanent officid of the House of Commons and is the secretary of the Board of Internd
Economy, the governing board of the House of Commons. The clerk of the House of Commons is the chief adviser to the
Speaker of the House of Commons and to members of parliament on matters of procedure and adminigtration, and is
respongble for procedura and adminigretive duties rdating to the House of Commons and its committees. The clerk of the
House of Commonsiis appointed by governor in councl and has the rank equivaent to a deputy miniger (F Hugh 2004, emall,
12 duly). In Poland, the responsihilities of the chief clerk are managed by the deputy chief of the chancdlery of the Sgm (D
Lukasz 2004, email, 13 duly).

The chief clerk in the PLC reports directly to the secretary generd with an advisory relation with the generd manager. He
isaavil servant and not a member. He performs the fallowing tasks (The Paegtinian Legidaive Council, 1999):

*  To supervise the management of PLC sessons.
» Tofadlow up the draft laws that had been issued according to the bylaws from the minute they are issued by the speaker

to the minute they are transferred to PNA president.
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» To monitor dl the missons related to issuing the officid journd and to preserve dl the legidative documents from loss or
damage.

* To manage the chief clerk’ soffice in the most efficient manner.

» Totake part in preparing the office’ sannud budget.

* Tohdpin sessons vote counting when he asked to.

» Heisthe PLC consultant on parliamentary issues.

The office of the chief clerk in Ramdlah conssts of 29 employees and is considered centrd for both WB and Gaza
(Employee no.2 2004, pers. Comm., 27 July). The number of geff in GAZA is 22 employees (Minigry of finance, 2003). The
chief derk isin charge of the fallowing:

1. Chief committee coordinator:

He organizes the work of PLC clerks both in Ramdlah and Gaza. He adso supervises the work of the adminigretive
clerks and organizes the work of al paliamentary committees according to their schedule meetings. There are two
coordinators, one in Ramalah and onein Gaza, they both report directly to the chief committee coordinator. Each coordinator
is responsible for the work of the committees in hisher area (West Bank or Gaza) (Palestine, Pdedinian Legidaive Council.
2001).

2. ThePLC’sjournal clerk:

Sheisin charge of the preparation of PLC agenda, the topics to be discussed, natifying the members, preparing the hall
and manages dl technicd issues. She aso prepares the journd and follows up on it. She supervises an adminidrative assstant, a
secretary and anight shift employee (Palestine. Pdegtinian Legidative Council, 2001).

3. Hansard ( official report) editor:

He is in charge of editing the Hansard, issue and keep the offidd record which indudes the actud speeches and
discussons of PLC sessions. It isa sort of written record of dl PLC sessons as they are delivered. The HANSARD editor isin
charge of dl the typidts (3 people) (Pdestine. Pdedtinian Legidative Council, 2001).

4. Therecords office clerk:
Sheisin charge of recording dl the parliamentary documents and referring some of them to the parties of concern. She

fallows up the incoming and outgoing documents and prepares summaries for future retrieval. She is in charge of an assgtant
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(Pdedtine. Pdedtinian Legidative Council, 2001).

In an interview with employee number 6 on 27 December 2004, she said that the chief clerk manages to provide his
office with a good system and he was able to produce, with the assstant of one of the donors (ARD), a manud daifying the
mechaniam of work for the office and he suggested a structure which is dill a draft copy. The researcher asked her about her
view of the accountability of the chief clerk which is to the secretary generd; she said it is a blessng and a curse a the same
time Itisablessing snce the chief’ s clerk nature of work needs a high authority to fadilitate the job. But because the secretary
genead is in Gaza, this may lead to ddaying the work and it puts pressure on employees to consult the speaker who is in

Ramdlah, this may lead to clashes between them.

3.3.5.2 Thelegal Department
It was established in 1997, and there is another department in Gaza. They each have a director and a group of lawyers.

Theman misson of the department is to meet the legd and legidaive needs of PLC (Pdegtine. Pdedtinian legidative Council,

2001). The department provides two mgjor services.

0 Legidative services. to draft, folow up, andyze and dudy the draft laws in the different readings. To
accomplish this task, the department’s saff conducts studies and workshops (Paestine. Paedtinian legidative
Council, 2001).
0 Legal services: to provide the legd assstance, consultancy and andlyss of complaints received by PLC
(Pdlegtine. Pdedtinian legidaive Council, 2001).
In an interview with employee no.7 on 3 Augus 2004, he said that the department consists of 13 employees induding

him; the one in Gaza consists of 22 employees. He added that he reports directly to PLC secretary.

In mogt parliaments, the legd department is an independent section or office such as the parliaments of Poland (D Lukasz

2004, email, 13 July), South Africa

(South Africa. Parliament, 2005), Edtonia (Estonia, Parliament, 2005) and Britain (Britain. House of Commons, 2004). In

Kuwait (Kuwait. Parliament, 2004) it is part of sudies and research section within the information directorate.

3.3.5.3 Adminigrative Affairs Department
It is among the firs departments to be established in PLC. It used to incdude dl other departments and units. The
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department’ s structure has been developed; new departments and units were created to perform specific functions (Palestine.
Pdedtinian Legidative Council, 2001). The department consists of 27 employees. There is an identical department in Gaza that

conggts of 32 employees (The minidry of Finance, 2003). The man tasks of the department are:

1. Tofadlow up and provide adminidrative support for didrict offices. Thereisa pecia section in the department
that performs such task. As we mentioned earlier, there is a coordinator for digtrict offices in West Bank and
another one in Gaza (Paletine. Paegtinian Legidative Council, 2001).
In astudy done by kayed (2001), he stated that there are more than one office in the same didtrict, such as Nablus
(3 offices), Hebron ( 3 offices), Ramdlah (3 offices), and Jenin (2 offices). Some members don’t have any offices. This matter
rases questions around the meaning of a didrict office, PLC members and the expenses. The number of employees in the

didrict is 97 in West Bank and 57 in Gaza (Minigry of Finance, 2003).

2. To provide the necessary sarvices and support for dl PLC departments and units (Palestine. Pdedtinian
Legidaive Council ,2001).

3. To oversee the implementation of ingructions and adminidrative regulaions within PLC (Palestine. Pdedinian
Legidative Council, 2001).

This department in some parliaments is attached to the finandd and technica afairs and mogdly includes the personnd,
human resources and training sections. In Britain (Britain. House of Commons, 2004), it is caled the adminidrative and finencid
department and includes the human resources management section. In South Africa (South Africa Parliament, 2005), it is part
of the corporate services divison and caled the human resources section. It includes personnd and training sections. In Kuwait
(Kuwait. Parliament, 2004), it is titled the adminidrative and technica afars directorate and includes adminidrative affairs,
technicd affairs, public rdations and protocol, and human resources development. The personnd is part of the adminigrative
dfars section. In Jordan (Jordan. Nationd Assembly, 2004), It is cdled the adminidrative and finandd department and

includes the finandd section, personnd, data entry, and provisons.

3.3.5.4 Technical Department
It is respongble for the maintenance of the PLC buildings and offices. It congsts of 13 employees (Employee no.2 2004,

pers. Comm., 29 May). There is another identica department in Gaza that congsts of 45 employees (The Minidry of Finance,



2003). The main tasks of the department are:
Provide technicd support for PLC.
Egtablish technica specifications for PL.C equipment according to the needs and regulaions of PLC.
Control the use of cars and vehicles
Supervise and execute PLC technicd and congtructiond projects.

Source: (Palegtine. Pdegtinian Legidative Council, 2001).
In an interview with employee no. 8 on 10 January 2005, he said that the department has a proposed sructure but there

are no job descriptions for pogitions.

The technicd department in other parliaments can be part of adminigrative and finenda departments such as the
palianents of Kuwat (Kuwait. Paliament, 2004) and Edonia (Estonia Parliament, 2005). Sometimes it can be an
independent department such as the parliaments of Poland ( D Lukasz 2004, email, 13 July) and Jordan ( Jordan. Nationd

Assambly, 2004). In South Africa, it is caled the Household Services section within the Indtitutiond support divison

( South Africa. Parliament, 2004).

3.3.5.5 Informatics Department
The department was among the first ones to be established according to article 11 of the Pdegtinian bylaws (1996). The

department’ s misson statement is to enhance the PLC’ s public image through mass media. The tasks of the department include
providing PLC management and departments with the professona support, building rdaions with mass media, minigries and
other bodies of concern and representing the council in different occasions related to work. The department issue and digtribute

the PL C magazine on regular basis (Paestine. Pdedtinian Legidative Council, 2001).

The department congsts of 16 employees induding the director (employee no.2 2004, pers. Comm. 29 May), in Gaza,
there are 9 employees (Minidry of Finance, 2003). There isno coordination &t al between the two departments because of the
lack of communication between the heads of the two departments and dl publications are issued by Ramdlah offices (Abu
Sdfieh, 2004). In an interview with employee no. 9 on April 26 2004, he said that he initiates a chart for the department but it is

not offidd yet. He added that he reports directly to the PLC secretary adminidratively and to the speaker in some cases.
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This department, in other parliaments, is attached, somehow, to the public or externd communications. In Kuwait

(Kuwait. parliament, 2004), Estonia

(Estonia. parliament, 2005), Poland (D Lukasz 2004, email, 13 July) and Georgia (Georgia paliament, 2004). It is an
independent directorate and includes the public relation section. In South Africa (South Africa. Parliament, 2005), it is part of
the externd communications section. Sometimes, the informatics department is part of the information services as in Canada (F

Hugh 2004, email, 12 July).

3.3.5.6 Protocol and Public Relations Department

It is one of the departments that started at early stages of PLC edtablishment. The department’s misson statement is to
enhance the image of PLC (Pdedtine. Pdedinian Legidative Council, 2001). It has roles on both the internationd and local
leves. The gaff arranges dl the activities of PLC and manage the logidtics of hogting guests and delegeations vidting PLC. They
take care of the diplomatic missons vigting the head of PNA. They establish rdations with other parliaments and internationd
and locd organizations. The department, aso, provides logidic support for PLC members in ther trave (Pdestine. Pdedinian

Legidative Council, 2001).

Thereisan identicad department in Gaza; it congsts of thirteen employees (The Minigry of Finance, 2003). There is some
kind of coordination between the two departments. In an interview with employee no. 10 on 17 January 2005, she sad the
department in Ramdlah congsts of 9x employees induding the director, but most of the work is on the shoulder of only two

employees. The department in practice reports to the speaker.

In other parliaments, there is a separation between public rdaions and internationd relations. In Etonia (Estonia.
parliament, 2005), the public relations section is part of the informatics department, and there is a separate department for
foreign rdations. In South Africa (South Africa. Parliament, 2005), there is a public relaions unit thet is part of the externd
communications, and there is another independent section for the internationd relaions. In Georgia (Georgia. parliament, 2004),
it is cdled the department of internationd relations that includes two divisons, the interparliamentary reaion divison and

protocol divison.
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3.3.5.7 Financial Department
It is one of the important departments of PLC. Its establishment was stated in article 11 of the Pdedtinian bylaws (1996).

Thefinandd department, as dl other departments should report to the PLC secretary through the director generd. In practice,

the director generd has no authority over the finenda department (Employee no.3 2004, pers. Comm., 16 September).

The main tasks of the department are:

0

0

0

0

Make dl the decisons related to finencid issues.

Maintain the PLC assets and money and increase the production efficiency.

Supervise the preparation and execution of PLC annud budget .

Provide professond consultancy to the PLC presidency, and units

Stay in touch with the minidry of finance, banks and other related inditutions,

Teking part in the authorization of PLC expenditures with PLC secretary and speaker.

Follow up dl employees’ finandd affairs.

Source: (Paedtine. Paedtinian Legidative Council, 2001)
In an interview with employee no. 11 (12 September 2004), he said that the department conssts of 9 employees, and

there is an identical department in Gaza congsts of 13 employees (4 employees in the finendd section, 7 in the buying and

supplies section and 2 in the fiscd unit). Ramallah offices are the headquarter.

Thefinandd department is so important and in some parliaments it exists as independent body such as the parliaments of

Poland (D Lukasz 2004, email, 13 July), South Africa ( South Africa Parliament, 2005) and Kuwait (Kuwait. Parliament,

2004). In Britain (Britain. House of Commons, 2004) and Jordan

(Jordan. Nationd Assembly, 2004), it is part of the adminidrative and financid directorate.

3.358Thelibrary:

It was established in 1998 and is considered one of the important departments in the PLC. Its misson statement is“ to be

in service of the Pdegtinian legidature to fulfill higher legidative and monitoring responshbilities by providing dl the necessary

information to dl PLC members and the supporting saff in a timdy manner usng the most recent technology available’
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(Pdedtine. Pdedtinian Legidative Council, 2001). The library, adso, provides informetion to the governmenta organizations,
researchers and universty students (Palestine. Pdegtinian Legidative Council, 2001).
Thelibrary is connected to a branch in Gaza; the library in Ramdlah is the headquarter. The number of daff is nine, four in

Ramdlah (induding the director) and fivein Gaza The main sections of the library are:

o Thetechnica services.

o Thereference sarvices.

o Theacquistion services.

o Thelending services.

Source: (Paedtine. Paletinian Legidative Council, 2001)
In an interview with Employee no. 12, on 25 April 2004, he said that he reports directly to the genera manager, there are

only two librarians among his saff, and there are not any researchers. He dso added that he initiates the library’ s structure, saff
job descriptions, and internd bylaws. He was able to provide the library with the best technological methods assisted by the aid

of the British Council. PLC members, gaff and the public, eesly access the homepage of the library.

3.3.5.9 Planning and development Unit
It isone of the units that were established in 1998. Its man missonisto provide planning to develop the kills and abilities

of the units, departments, employees and members of the Pdeginian Legidaive Council. (Pdedtine. Pdedinian Legidative
Council, 2004). Its man missons are;
0 Working on providing the technicd and financid support needed for development.
0 Conduct evauation for the units and departments to asses the weaknesses and dedal with them professonaly.
0 Provide professond consultancy for the externd aids coordination committee to help them reach sound decisons.
(Employee no. 4 2004, pers. Comm.10 September)
According to employee no. 4 on 10 September 2004, she said that the unit is very important for PLC work, and more
efforts should be taken to activate its role. It conssts of 3 employeesinduding the director. There is no amilar unit in Gaza.
The functions of planning and development unit exist in most parliaments for its importance in providing the necessary
drategic planning and development. In South Africa, it is cdled the dtrategic and business planning (South Africa. Parliament,

2005). In Kuwait, thereis an office of the parliamentary development directorate, and there is a human resources development
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directorate within the technica and adminidrative directorate (Kuwait. Parliament, 2004).

3.3.5.10 The Parliamentary Resear ch Unit (PRU)
The Paliamentary Research Unit was established in September 1996 in order to support the Pdedtinian Legiddive

Coundl (PLC) in fuifilling its legidaive and oversaght misson. In September 1998, the Parliamentary Research Unit started
working under the umbrella of the Palestinian Legidative Council (PLC) in Ramdlah and Al Beirah. In September 2000, a new
office was established in Gaza (Palestine. Pdedtinian Legidative Council, 2001).

Mission Statement:

PRU works to “strengthen the Pdegtinian Legidative Council’ s ability to exercise its legidative and oversght tasks and, in
doing s0, drengthening its ability to influence Paedtinian policy making”. It works to strengthen the legidaive process by
increasing the ability of the Council members to make informed decisions and adopt legidation based on objective non- partisan
and unbiased data and andys's (Palestine. Pdedtinian Legidative Council, 2001).

PRU heps Council members evauate draft legidation and presents essentid background materids for events and issues,
which enable Council members to evauate the need for legiddive initigtives PRU aso hdps members understand and darify
gods of proposed laws and compares them to Smilar legidation in other countries, evduate the pros and cons, and suggest
dternatives when necessary. The Parliamentary Research Unit works only for the benefit of the Paestinian Legidative Council,
and answers the research requests of the PLC members, departments and supporting gaff (Paestine. Pdedtinian Legidative
Coundil, 2001).

The gaff of PRU conssts of 9 employees induding the director, among them five researchers, an acting director and a
secretary in Ramdlah offices, and a researcher in Gaza office. Ramdlah office is the headquarter. As the researcher is the acting
director of PRU, the creation of the structure and regulaions and website were initiaied by PRU management.

If we look &t libraries and parliamentary research servicesin other parliaments, we can see thét it is common to find them
part of a bigger section caled the information services such as in the parliaments of South Africa ( South Africa. Parliament,
2005) Kuwait (Kuwait. parliament, 2004) and Jordan (Jordan. Nationd Council, 2004). Sometimes, library would be a
dependant body separated from the research services such as in the parliaments of Cairo (Egypt. Peoples’ Assembly, 2000)
and Poland (D Lukasz 2004, email, 13 duly).

In other cases, the library would be the main section and includes dl information and research services such the
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parliaments of Audrdia (Audrdia parliament, 2004), Britain ( Britain. House of Commons, 2004), Canada (F Hugh 2004,
emal, 12 July) and USA( USA. Library of Congress, 2003). Sometimes the library is part of the research services directorate

asin Georgia (Georgia. parliament, 2004) and Germany (Germany. Bundestag, 2005).

3.3.5.11 Per sonnd AffairsUnit
It is one of the important units in the council. It was established in 1996. For its importance, it was agreed from the

beginning that the unit reports directly to the secretary of PLC, dthough this fact is not clear on the chart of PLC. During the
current presidency period, the newly elected secretary took a decison of joining the personnd unit to the adminidrative afars
department. This decison was discussed in the meeting of the speaker’s office commisson and the result was keeping the
gtuaion asit is. The secretary refused to execute the decison of the commisson and continue to consider the personnel unit
part of the adminidrative department. Thisled to confuson of work and authoritative source. (Hirzdlah, 2004). The man tasks
of the unit are:

o Follow up and monitor the employees’ attendance, holidays and Sck  leave.

o Follow up employees’ hiring, promotions and sick leaves.

o Follow up thefinandd issuesin relation to PLC daff.

o Provideinternd consultation and advice.

In an interview with employee no.2 on 29 May 2004, he said that he reports directly to the councl’s secretary and the
unit congsts of 3 employees induding him. There is an identicd unit in Gaza that congsts of 8 employees, the unit in Gaza
reports to the director generd of PLC in Gazawho is, a the same time, the head of the adminidrative department, the two units
are both separated with no coordination at al. He added that the centrdity of one unit over the other oneis not clear.

The personnd in other parliaments could be part of the adminidrative affairs or human resources section like the cases of
Kuwait (Kuwalit. Parliament, 2004), South Africa (South Africa. Parliament, 2005) and Britain (Britain. House of Commons,
2004). In some parliaments, personnd could be an independent body asin Poland (D Lukasz 2004, email. 13 July) and Etonia

(Estonia, Parliament, 2005).

3.3.5.12 Training and Development Unit
It was established in 1999 with the assstant of the British Council. [tsmain tasks are:
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1. Provide and fdlow up training programs for PLC employees.
2. Increase the qudity of performance of the PLC daff.
3. Build professond rdations with the training unitsin PNA and NGOs.

Source: (Paletine. Pdestinian Legidative Council, 2001)
In an interview with employee no. 13 on 25 July 2004, he said that he reports directly to the director generd, the unit in

Ramdlah is central and conssts of 4 employees. There is another unit in Gaza that conssts of Sx employees, and it is part of the
adminidrative affairs department. He added that there is coordination between the two units He said that he ams at creating
two sections, one for internd training and the other for externa training. He adso ams at esablishing a parliamentary training
center for both employees and PLC members. He added that concerning work mechaniam, the unit works on determining the
traning needs for dl employees and a plan for internd traning will be built accordingly. Concerning the externd training, the
director generd has the upper hand in sdecting the candidates, who are usudly sdlected unprofessondly and according to
persond relations.

Thisunit is usudly attached to the adminigrative and humean resources sections such as the examples of Kuwait (Kuwait.
Parliament, 2004), Britain (Britian. House of Commons, 2004) and South Africa (South Africa. Parliament, 2005). In Jordan, it

isan independent directorate (Jordan. Nationa Assembly, 2004).

3.3.5.13 Women’sUnit
The unit was established in 1999 to provide support to PLC legidature to issue legidation concerning women and children

'S rights in society. The unit works on activaing Paeginian women’s role in the society (Palestine. Pdestinian Legidaive
Council, 2001). The unit’ smain tasks are:

o Fdlowing up the laws discussed by PLC concerning women and children to provide the necessary recommendations.

o Coordination with other minigtries and NGOs that have amilar misson.

o Providing the PLC committees with legd consultancy regarding women issues.

o Conducting studies on women status in the Paledtinian laws and legidation.

o Conducting workshops to discuss women issues.

Source: (Palestine. Pdedtinian Legidative Council, 2001).

In an interview with employee no.14 on 2 February 2005, she said that the unit congsts of two employees induding her,
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the unit in Gaza is the headquarter and consigts of Sx employees. The unit in Ramdlah reports to the director generd of the
woman’ sunit in Gaza and to the PLC director generd in Ramdlah.

In dl the parliaments that mentioned in the previous parts, there was no mention for a separate woman unit. It is not an
isSUe to have a separated section for women in parliaments structure. Other parliaments tend to work on and respond to the
equa representation of women and men in public bodies. In the year 2003, eections to the Scottish parliament resulted in an
increase in women members to 40%, whereas in the dections to the Nationd Assembly for Wales increased the representation
of women to a record of 50% (Women Equdity Unit, 2004).

The concdusion is that research services sections in other parliaments do the work on women issues, and legd

departments do the work on women laws.

3.3.5.14 Information Technology Unit (ITU)
The Information Technology Unit ams a srengthening the work of the PLC by automating its work in order to fecilitete

sarvices for PLC members and the various departments and assst the daff to complete their work in the best manner
(Pdedtine. Pdedtinian Legidaive Council, 2001). The unit congsts of five employees in Ramdlah and five in Gaza. Ramdlah
officeis the headquarter and there is a continuous coordination between the two parts. The ITU man services are
« Dedgning the PLC’s website and supervisng its development in cooperation with the various departments and the
PLC's adminigration.
« Internd networking, and linking the Gaza PL C with Ramdlah .
«  Fdlowing up and maintaining computers on a periodicd basis
«  Providing internet for dl the PLC's departments
«  Providing various software to help the departments get their job donein afast and easy manner.
« Implementing specid training courses in coordination with the PLC's training and development unit to help developing
the performance of the PLC gaff in usng computers.
Source :( Paegdtine. Pedtinian Legidative Council, 2001)
In an interview with employee no. 15, on 27 July 2004, he said that they have three sections in the unit, the technical

support, programming and networking but this divison is not officid. The unit has created its own chart that is not officd as
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well.

The information technology unit in the PLC doesn’t have the functions of any ITU in other parliaments. It is manly a
computer department that provides maintenance services for PLC and , sometimes, takes part in the definition of criterion when
buying equipments. In other parliaments this unit is very important have magor impact on parliamentary and legidative operations
(Pare, 2003). It is quite common to find such unit in relaion to the information, library and research services to provide them
with the necessary support.

In Kuwait (Kuwait. parliament, 2004), Jordan (Jordan. parliament, 2004) and Canada (F Hugh 2004, email, 12 July), it
is part of the information department together with the library and research services. In Audrdia (Audrdia. parliament, 2004),

Britain (Britain. House of Commons, 2004) and USA (USA. Congress, 2003) , itis part of the library.

3.3.5.15 TheLiaison and coor dination Unit
This unit doesn’t exigt on the chart of PLC that is published on the web ste. It was established upon the request of an

employee with an idea to manage a new unit to faclitate the work of PLC members in their travel outside the country and
movement between West Bank and Gaza, and to provide the necessary permitsin coordination with the Israglis (Yaghi, 2004).
This person suggests dso hdping in hotd regidirations, means of travel, the issue of flight tickets, and to hep in the digtribution
of PLC magazine and other publications. The unit took a collection of tasks that are among the responshilities of the protocol
and public rdaions department, public information department, and the adminidrative department. Furthermore, he suggests
providing PLC members with information regarding the Knesset which is one of the tasks of PRU and Library.

The suggestion was interesting for PLC secretary at the time, and he issued a letter of gpprova for establishing the unit in
October 2003. The employee who suggested the idea became its director and the only employee. The unit, during that period
was a body without any clear structure or authoritative source. In 2004, the newly eected PLC secretary issued another |etter
of gppointment for the aready existed unit director dedicating the management of the unit, again. The unit was provided with
space, furniture, and tools, but stayed without any clear structure (Yaghi, 2004). The researcher tried to conduct an interview
with the unit director, but she was informed by his colleagues in other departments that he was on an unpaid leave and is
working for another governmenta inditution. Thereis no amilar unit in Gaza.

The man function, which isissuing travel permits, relates only to the Pdegtinian Stuation, so it does not exist in any other
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parliament. The other proposed logidtic functions to be provided for PLC members in ther travel exis modly as part of public
relaions or internationa relations departments such asin South Africa (South Africa Parliament, 2005) and Georgia (Georgia

Parliament, 2004).

3.3.5.16 Buying and supplies Department
The department is not shown on PLC chart. Its work is so vitd in managing the assets of PLC, monitoring the buying

system and providing dl the necessary needs for the units and departments (Paestine. Paegtinian Legidaive Council, 2001). In
an interview with employee no. 16 on 6 July 2004, he sad tha the unit condsts of ten employees induding the director. He said
thet in practice the department is attached to the finendd department, but dill, it exists as a separate department that has a
director generd, itsinterna structure was initiated by the department.
The department conssts of three main sections:

1. Supplies section.

2. Buying section.

3. Asssinventory and monitoring section (Pdetinian Legidative Council, 2001).

In Gaza, the department isincluded in the finenadd department and conssts of 7 employees (Abu Safieh, 2004).

The buying and supplies department is part of the finendd affairs directorate in Kuwait (Kuwait. Parliament, 2004). In
Jordan, it is part of the adminigrative and financid directorate (Jordan. Nationd Assembly, 2004). In Canada, it is an
independent bureau (F Hugh 2004, emall, 12 July) whereas in South Africa, it is part of the provisoning section within the

inditutiona support divison ( South Africa. Parliament, 2004).

3.3.5.17 TheFiscal Unit
The idea of establishing afiscd unit started in 1999 from a deep convention of its importance in the PLC budget process

and has one of the most important functions for the budget. Its work affects every Padegtinian person in one way or another. In
1999, a manud was prepared for the unit by an American consultant upon the request of ARD and for the benefit of PLC
(Pdlegtinian Legidative Council, 1999).

The misson of the fiscd unit and its g&ff is “to provide professond andyticd support and recommendations for the

committees’ congderation. The work will be done in a non- partisan manner with due consideration for the security and privacy
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of the committees’ work in progress’ (Paegtinian Legidaive Council, 1999). The unit’smain proposed gods are;

? To provide non- partisan, accurate and timdy andys's and recommendations to the budget committee.

? To develop and maintain an information data base that provides a continuing assessment of the Pdedinian economy, the
socid and environmental conditions and well being of the Palestinian people.

? To monitor the work of the minidries and loca government and make recommendations for potentia oversight review of

programs by the budget committee and other committees (Pdedtinian Legidative Council, 1999).

The unit doesn’t exigt on the current PLC chart. In an interview with employee no. 17 on 26 January 2005, he said that
the unit conssts of one employee and the director; the only employee is on an unpaid leave. There is another unit in Gaza, but
with different functions and it is part of the finandd department. He added that the idea and the goas of the unit were not taken
serioudy, no red sructure was built, and the promised saff of professonas does not exist. The unit has no authoritative source
and its existence is totally ignored.

The functions of the fiscd unit in other parliaments are extremey important and critical. The functions are usudly
conducted by auditors and auditors’ generd offices which are consdered “ as one of the key accountability mechanism by which
parliaments contribute to good governance’ (Coghill, 2004:1). The tendency of parliaments today isto consider creeting auditor
geneard as an independent officer of the parliament. Furthermore, the post of internd officer or auditor should be used rarely and
replace it with an independent body (Coghill, 2004:3).

In the Generd Assembly of Maryland, they have an office caled The Office of Legidaive Audits (OLA). Its misson is*®
to serve the Genera Assembly and the ditizens of Maryland by providing independent, objective, and non partisan audits and
evauation to improve government operations and programs’ (Myers, 2005:1). In Western Audrdia, they have the Audit Office
with purpose of sarving the public interest. Its misson is “to enable the Auditor Generd to meet parliament’s need for
independent and impartid information regarding public sector accountability and performance’ (Office of the Auditor generd,

2004).

3.4 Concluson
Parliaments are considered the main tool and symbol of democracy in any country. The Paedtinian Legidative Council is

the firs democratic experience in the higtory of Paegtine. Its offices are scattered between West Bank and Gaza leading to the



exigence of geographica departmentaization.

Didrict offices were created to facilitate the members’ work especidly under the current political Stuation. The parliament
s man functions incdlude both legidaive and monitoring forms. The Paestinian bylaws organized the mechaniam of work and
defined the mechanism of committee formation, personnd issues and eections of different PLC bodies. The bylaws dso defined
the secretary to be the supervisor of dl departments and units and mentioned some of the different bodies to be established.
Work had been done on establishing an updated offidd organizationd chart for PLC, but the work is ill in the process of
issuing an officd chart.

After we have sudied the organizationd and adminidrative structure of the Pdedtinian legidative council, and provide a
detailed description of dl Departments and units reinforced by comparisons with some parliaments, we will move next to the

part concerning the methodology of the research.
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Chapter 4
Resear ch methodology

4.1 Introduction

This chapter deds with the adopted methodology in this research. The researcher starts by providing some background
information on the definition of research and its importance in our lives, research process and approaches. Then the researcher
explains the methodology used in the thes's, the results of the pilot study, questionnaire design and validity of the insgrument, the
sampling process, survey implementation and responses and the difficulties faced the researcher. Findly, the researcher darifies

the methods used in andyzing the data.

4.2 Resear ch background

Every body engages in research of one type or another a some point of ther lives in the quest of acquiring facts and
knowledge. According to Dominowsk (1980: 2) research is “a fact- finding activity”. There are many different definitions of
“research”. It can be defined as “any organized inquiry designed and carried out to provide information for solving a problem”
(Emory, 1976: 8). Sekaran (2000: 4) defined research as an “organized, systemdtic, data based, criticd, objective, scientific
inquiry or investigation into a specific problem, undertaken with the purpose of finding answers or solutions to it”.

Research is “sysematic, intengve, patient sudy and investigation in some fidd of knowledge, usudly employing the
techniques of hypothesis and experiment, whose purpose isto reved new facts, theories, or principles’ (Definitions of research,
2005). The purpose of research is “to obtain knowledge or information.... It is a sysematic method of asking questions’
(Drew, 1980: 11). According to Babbie (2002: 83-85), “research can serve three mgor purposes. the fird purpose is
exploration which means that the researcher will get familiar with certain topic or problem. The second purpose is description,
which means that the researcher will observe and then describe what was observed. The third purpose is explanation which
means the researcher has to explan things’. Research is dways for something, it is very important since it provides
documentation of other’s people work. This makes it easy to learn from one another (Brown, 2004).

Research can be dther applied or pure (basic). Applied research deals manly with finding solutions of problems in



red-life; this type usudly requires making an action or a decison. Pure research deals manly with expanding one’s knowledge

and madgly for the sake of knowledge (Emory, 1976). Applied research involves solving a current problem, wheress basic

research involves dedling with generating knowledge or solving a problem inits broad meaning (Drew, 1980).

4.3 Resear ch process

Research process consgts of the following:

Broad problem area: at this Sage, the broad problem area is identified through observation. The researcher
hereislooking at the entire Stuation. No specific issues of concern are identified at this stage.

Preliminary data collection: a this stage, the researcher tends to collect informetion that enables himvher to
define the problem more specificaly. Such data can be ether secondary or primary. Secondary data is the data
that dready exists and the researcher has only to gather them. Primary data is the data thet the researcher collects
for the research in the actud setting of occurrence such as observation or conducting questionnaires.

Problem definition: after collecting the needed data, the researcher will be able to define spedificdly the
problem in order to be able to conduct a good research that answers the issues of concern.

Theoretical framework: itis consdered as the foundation of the research. It condgsts of documentations of any
previous research related to the problem area. At this stage, the variables of the research and the relations among
them are identified.

Generation of hypothesis. after identifying the study variables and the relaions among them, the researcher a
this stage needs to test these rdaionships scentificdly usng the suitable satistica andyss.

The research design: it involves a number of decison meking choices such as the purpose of the study, the
study setting, type of investigation, extent of researcher interference, time horizon and findly unit of andyss.

Data collection: it can take the form of interviews, questionnaires, observation and motivaiond techniques.
Data can be collected or gathered in streets, mdls or homes of the respondents. The sources of data can be
primary or secondary. If data is obtained from several sources usng multi methods of callecting, the goodness of
the data collected will increase. The trend is towards usng multimethods of data collection (triangulation) to lend

rigor to research.



» Data analysis and interpretation: after collecting the data from the sample that is representative of research
population, the researcher at this stage needs to test the research hypothesis. This can be done through PC
software programs such as SPSS, SAS, STATPAK, EXCEL.

» Theresearch report: when the data andyss is finished and conclusons are drawn, the researcher at this stage
tends to present the research results and makes the necessary recommendations.

Source: (Sekaran, 2000)

4.4 Resear ch approaches:

There are two approaches for research; quditaive and quantitative. The didtinction between the two approaches is the
diginction between numeric and nonnumeric data. Quantitative data are dways numeric, but quditetive data may be ether
numeric or nonnumeric. We mugt note that we don’t need to choose between the two approaches, both methods are ussful and
needed in research (Babbie, 2002).

Anderson, Sweeney & Williams (1996: 6) dtated “research data collected can be ether quditative or quantitetive.

Quditative data are labels or names used to identify an atribute of each dement...quantitative data indicate either how much or

how many”.

4.5 M ethodology employed in the thesis

The researcher used a triangulaion approach in collecting data. Both quditative and quantitetive approaches were used.
In adopting the qudlitative approach and as the researcher is an employee a the Pdedtinian Legidative Council (PLC) for the
last seven years, she was able to observe and live the nature of organizationd structure and design of the PLC and its effect on
employees’ paformance. In an attempt to increase the vdidity of this tool, the researcher conducted severd face to face
congtructed interviews with heads of departments and employees.

For the importance of the research and in order to increase the goodness of research, the researcher, dso, used the
falowing methods in collecting data:

- Literature survey: information was collected usng books and web sites related to the main issues of research.

- Collecting information on other parliaments through mall communications, web sites of parliaments and exiding



parliamentary studies as a mean of comparison. The choice of parliaments was based on taking an example or
more from amogt dl parts of the world, i.e. ASa, America, Africa, Europe, Latin America. .. efc.
- Conducting a questionnaire through adopting a scentific method in choosing the representative sample, and

andlyzing and interpreting the data usng the proper stentific Satistica methods.

4.6 Questionnaire design and the validity of the instrument

According to Emory (1976: 199) survey is “the only way to learn many types of information.....questioning is the only
way to secure such informetion”. The researcher started designing the questionnaire in accordance with and after conducting
the literature review and the interviews. These methods enabled the researcher to think carefully of questions to support the
results reached in the methods mentioned.

The firg copy of questionnaire was fird designed in English and then was trandated to Arabic. The trandation was
revised and approved by the researcher and other people to make sure that the meaning will not change in both versons. The
questionnaire consigts of 10 pages induding a covering letter to respondents explaining the need of research and asking for ther
help infilling up the questionnaire promising the secrecy of their answers.

The questionnaire contains three parts. Part one includes 13 demographic questions about respondents. These questions
were put at the beginning to be like an introduction for the respondents and to give them a feding of ease. Part two includes 48
close ended questions related to research issues. These questions include nomind, ordind and likert scales. In some questions,
respondents are provided with a number of choices to indicate their agreement or disagreement. These questions ranged from
3-5 point scale. In other questions, the respondents are provided with severd items related to the question of research and they
have to choose one or in some cases more than one answer, these items are related somehow to each other.

Part three includes two open ended questions in order to obtain any suggestions and to cover any other possible issues
and answers.

When the firg copy of questionnaire was finished and in order to test the vdidity of the insrument, the questions were pre
tested through conducting a pilot study. Firs, the researcher gave the questionnaire to two professonds in two different survey
and research centersin order to comment on its structure and design from technicd point of view. After recelving some notes,

the necessary corrections were made. Then the researcher distributed five questionnaires to her colleagues at the Pdedinian



Legidaive Council. The am of the pilot sudy was to make sure that both the content and design of the questionnaire are in
good shape. After the five questionnaires had been filled without any help from the researcher, some changes were made and

added to thefind verson of the questionnaire.

4.7 The sampling process

Thetotd population of the Pdedtinian Legidative Coundil is 526 employees; this is according to the statistics of the PLC
personnd unit and the minidry of finance. This number indudes employees in both West Bank and Gaza Strip. The number of
employeesin West Bank is 267 and represents a percentage of 51% of the total population. The number of employees in Gaza
is 259, which represents a percentage of 49% of the total population. As it is nether practica nor necessary to contact dl
population, the researcher decided to choose a sample thet is representative to the whole population.

The researcher adopted the Stratified sampling method which means that “population can be segregated into a number of
mutudly excdlusve sub-populations or strata’ (Emory, 1976: 154). There are three reasons why a researcher may choose a
gratified sampling: “fird, to increase a sample’ sqatitica efficiency, second, to provide adequate data for andyzing the various
sub-populations and third, to enable different research methods and procedures to be used in different strata” (Emory, 1976:
154).

The basis of drdification thought to be the department/unit of the Paegtinian Legidative Council because the researcher
beieved that this base will correlate with the main research varidbles. In order to avoid any error in representation, the
researcher used the proportional sampling in drawing strata sample Szes. It is “more usgful to sample from subgroups in the
same proportion that they exis in the larger total population” (Drew, 1980:190).

After reaching a decison concerning the sampling method, the researcher was ready to decide on the sze of the sample.
The researcher has consulted an expert to hep on deciding the sze of the sample scientificaly. The information induded the
totd number of employees in both West Bank and Gaza, the number of employees in each area according to the
department/unit, and the chosen method of sampling. The expert suggested that for such type of sampling method, the sample
should be largein order to guarantee the representation of dl departments/units. After usng the appropriate satigtica equation
and for 90% confidence leve and a 6% error margin, a sample of 224 thought to be enough for both West Bank and Gaza.

According to Sekaran (2000), among the factors that determine decisons on sample Sze are the confidence level and margin of



error. The expert prepared a table dlocating the sample between both areas, and then dlocating it according to the
departments/units following the proportiona sampling. The table indicates how many questionnaires should be sent to each
dept/unit in both WB and Gaza according to their weight to the total number of employees in each area. Sample didribution is

presented in table 4.7.

Table4.7
The digtribution of sample to department and unitsin both West Bank and Gaza
The population The sample
Department/Unit West Gaza Total West Gaza Total
Bank Bank
The speaker's office 11 3 14 5 1 6
Secretary's office 0 4 4 0 2 2
The general manager's office 4 3 7 2 1 3
Planning and development unit 3 0 3 1 0 1
The library 4 5 9 2 2 4
Parliamentary Research Unit 8 1 9 3 0 4
IT unit 5 5 10 2 2 4
Technical department 13 45 58 6 19 25
Administrative affairs department 27 32 59 11 14 25
Personnel unit 3 8 11 1 3
Training unit 4 6 10 2 3 4
Informatics department 16 9 25 7 4 11
Chief clerk's office 29 22 51 12 9 22
District offices 97 57 154 41 24 65
Legal department 13 22 35 6 9 15
Financial department 9 4 13 4 2 6
Protocol and public relations department 6 13 19 3 6 8
Woman unit 2 6 8 1 3 3
Buying and supplies department 10 7 17 4 3 7
Fiscal unit 2 2 1 1 2
Parliamentary affairs 1 0 0 0
Liaison and coordination unit 1 0 0 0 0
Translation unit 4 0 2 2
Total 267 259 526 114 110 224
Percentage 0.51 0.49 1
Sample 114 110 224
Margin of error %6
level of confidence %90




4.8 Survey implementation and responses

The digtribution of questionnaires for both West Bank and Gaza started on April 14 and within two days the distribution
process ended. The whole procedure of collecting the questionnaires ended on April 28", In West Bank, the researcher hersdf
digtributed the questionnaires to the different departments and units. She alocated one week for collecting the questionnaires.
The researcher wanted to follow the face to face method infilling the questionnairesin order to help in solving any problems that
the respondents may face. This matter was not possible because the researcher sensed fedings of unease by the employees
from the presence of the researcher. So the researcher had to respect ther privacy and the need for secrecy in filling the
questionnaire.

The researcher was persondly in charge of the didribution and collection process in West Bank, and she was in a
continuous contact with the respondents. Questionnaires were sent to the didrict offices in West Bank through fax and the
researcher kept in contact with them by the telephone. The questionnaires were collected from the digtrict offices by fax. Within
one week, dl West Bank questionnaires were collected.

In Gaza, the researcher and for her inability to reach Gaza, assgned a coordinator to be in charge of the didribution and
collection process. A copy of the questionnaire was emailed to the coordinator attached with a table daifying the specific
numbers to be distributed. The coordinator made copies of the questionnaires and the distribution process started on April 14w,
The coordinator gave the first copy to the director generd of PLC in Gaza and he gave her the permission to proceed. In the
same day, the coordinator was able to digtribute most of the copies. On the very same day, the director generd in Gaza gave
his orders to collect dl the questionnaires from employees and he banned any further didribution. When the researcher
invesigated this issue by contacting the director genera, he promised to redistribute them but under the condition of assgning
one of his employees to be in charge of the didribution and collection process. The researcher kept contacting both the
assigned person and the director generd concerning the digtribution process, but excuses were made like “the employees don’t
want to fill them because they are scared”. So, no questionnaires were received from Gaza.

The response rate in West Bank was 94% which is an excdlent rate. The number of questionnaires received was 107.
Thefact that the researcher is an employee a the Pdedtinian Legidative Council facilitated her misson and helped in getting a

very good rate of response.



Table 4.8 shows the response rate attained in West Bank according to departments/units.

Table4.8

Digtributed and received questionnaires

Name of Department/Unit Distributed Received Response
guestionnaires| questionnaires rate in %

The speaker's office 5 5 100
The general manager's office 2 2 100
Planning and development unit 1 1 100
The library 2 2 100
Parliamentary Research Unit 3 3 100
IT unit 2 2 100
Technical department 6 6 100
Administrative affairs department 11 11 100
Personnel unit 1 1 100
Training unit 2 2 100
Informatics department 7 100
Chief clerk's office 12 13 100
District offices 41 33 8l
Legal department 6 6 100
Financial department 4 4 100
Protocol and public relations department 3 3 100
Woman unit 1 1 100
Buying and supplies department 4 4 100
Fiscal unit 1 1 100

Liaison and coordination unit 0 0 0

Total 114 107

4.9 Limitations and difficulties

The firg difficulty that faced the researcher was reeching an exact number of employees in both West Bank and Gaza
Thiswas important for the process of determining the representative sample. The personnd unitin West bank was not ready to
provide the researcher with a written ligt of employees’ names or numbers. The unit’s head provided the number of employees

from memory and by counting them oraly. He could give no numbers for Gaza. So, the researcher had to go back to the



records of minigry of finance to compare the numbers, and had to ask each director of dept/unit about the number of hisher
gaff.

The second difficulty occurred when collecting the questionnaires from the didrict offices, for example: one of the didrict
offices managers didn’t dlow his employees to fill the questionnaires, but Hill the researcher was able to collect 33
questionnaires out of 41 from the digtrict offices which means being able to draw results concerning didtrict offices as a whole.
The third difficulty was in collecting the questionnaires from the PLC employees in Ramdlah; some employees, the generd
directors in particular, didn’t mind receiving the questionnaires, but they intentiondly, didn’t fill or hand them. The researcher
hed to replace him/her with other employee in the same dept/unit. Despite this issue, dill we had 13 directors out of 19 who
filled the questionnaire which means that the researcher was able to draw some notes and results concerning this particular
gratum (the directors).

The fourth difficulty was in the answers of some questions. For example, some employees answered the questions that
were designed and specified for directors only. Other employees, when answering the close-ended questions, they put ther
own comments near the selected answer or created and chose a whole new item. The fifth and most devadtating limitation was
the inchility of the coordinator assgned by the researcher to take care of the didribution and collection process in Gaza
Although the researcher had the permisson of the PLC secretary generd to conduct the research survey, and the director
gengd in Gaza was informed by the researcher about this process, the questionnaire was banned in Gaza directly and
indirectly. The director genera excuse was that employees are hesitant to fill the questionnaire. No questionnaires were received
from Gaza which means that Gaza is not represented in the sample. Accordingly, the andyss and results will apply to PLC in
West Bank only. But since we have some common Smilarities between West Bank and Gaza, we might be able to make use of

some of the results and andyssin Gazain conducting any future sudies there,

4.10 Analysis of data

After collecting the questionnaires from West bank, the researcher anadlyzed the data usng a specidly designed program
for survey data entry (SPSS). The vdidity of indrument was tested and basic frequency tables were obtained. Then, the

researcher conducted cross tabs and some other andlyss for specific questions related to the main issues of the subject.



4.11 Conclusion

The researcher used a triangulaion approach in collecting the data. Both quditative and quantitative approached were
adopted. The researcher used different methods in collecting data such as: literature view, observation, interviews and survey, in
addition to comparing with other parliaments where the researcher received information through emal and fax too. The
questionnaire was digtributed to 224 employees in both West Bank and Gaza, but the received ones were only from West
Bank. The quegtionnaire was banned in Gaza. The data were andyzed usng SPSS program. The response rate in the West
Bank was 94%.The researcher faced some limitations and difficulties. In the next chapter, the researcher will present the

findings and interpretations of the questionnaire.
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Chapter five
Survey analysisand inter pretations

5.1 Introduction:

In this chapter, the data that was collected from 107 respondents will be presented and interpreted. The firs part will
present the respondents’ demographic questions which contain 13 questions; those will be analyzed according to the order of
the questionnaire. Then the questions related to the research issue will be andyzed. Frequency tables and Cross tabulation for

certain questions are conducted.

5.2 Respondents’ demographic factors presentation

5.2.1 Respondents’ gender

Table5.2.1
Q1 1 Gender
Frequency| Percent | Vdid | Cumulative Percent
Percent
vdid Mde 70 65.4 65.4 65.4
Femde 37 34.6 34.6 100.0
Tota 107 100.0 100.0

It was found that (65.4%) of respondents are maes and (34.6%) are femaes The folowing table shows the didribution of

respondents according to gender

5.2.2 Respondent age: Thisinformation is presented in table 5.2.2 .

Tableb5.2.2
Q1 2 Age
| Frequency |Percent [Valid Percent|Cumulative Percent
Vdid 20years |1 9 9 9
andless
21-30 (33 30.8 30.8 31.8
31-40 |51 47.7 47.7 79.4
41-50 |18 16.8 16.8 96.3




Morethan |4 3.7 3.7 100.0
50
Totd 107 100.0 |100.0

The andlyss indicate that (0.9%) of the respondents are 20 years old or less, (30.8%) are between 21-30 years old,
(47.7%) are between 31-40, (16.8%) are between the age of 41-50 years and (3.7%) are more than fifty years old. This
shows tha the governmentd work attracts different age groups especidly between 21-40. So there is intendancy to work in

government among youth who just graduated (21 years old).

5.2.3 Respondent marital status

(20.6%) of respondents are sngle, (78.5%) are married. More married employees means more finendd responghilities.

It means that this sector’ s performance will be affected mogtly by bonuses (if any), sdary raise and promotion.

5.2.4 Respondent place of residency: these numbers are shown intable 5.2.4 .
Table5.2.4

Q1 4 Paceof resdency

Frequency | Percent | Vdid | Cumuldive
Percent Percent
vdid Camp 7 6.5 6.7 6.7
Village 36 33.6 34.3 410
City 62 57.9 59.0 100.0
Totd 105 98.1 100.0
Missng 9 2 19
Totd 107 100.0

It was noticed that (6.5%) of respondents live in camps, (33.6%) live in villages and (57.9%) live in cities. This may

create different cultures among employees which calls for management awareness to handle thisissue.

5.2.5 Respondent place of residency according to districts



The digtribution of respondents according to didrictsis darified in table 5.2.5

Table5.2.5
Q1 5 Place of resdency (please indicate district)
Frequenc| Percent | Vdid | Cumulative
y Percent Percent
vdid Ramdlh 52 48.6 52.0 52.0
Siffit 4 3.7 4.0 56.0
Nablus 10 9.3 10.0 66.0
Qdqiliah 2 19 20 68.0
Jenin 10 9.3 10.0 78.0
Al Birih 3 28 30 81.0
Jerusdem 9 84 9.0 90.0
Tulkarm 3 28 3.0 93.0
Betlahem 3 28 30 96.0
Tubas 2 19 20 98.0
Hebron 1 9 10 99.0
Jericho 1 9 10 100.0
Totd 100 93.5 100.0
Missng 9 7 6.5
Totd 107 100.0

We natice that respondents are from 12 didtricts of residency. This means that we have three groups to examine firg, the
employees whose Ramdlah istheir actud didrict of resdency, second, people who actudly live and work in the didrict offices
of their resdentid digtricts, third, employees who live in other didricts but some of them come to Ramdlah everyday and the
rest have to livein Ramdlah and rent houses away from their families. What ever the case is, we have employees who suffer on
the road blocks everyday, and others who live away from their families and pay extra money to live near work. The question

hereis, how the management of PLC deds with such issues bearing in mind that they may affect those employees’ performance.

5.2.6 Respondent level of education : thisis darifiedin table 5.2.6

Table 5.2.6
Q1 6 Leve of education
Frequency | Percent | Vdid | Cumulative Percent

Percent
Vvdid |Tawjihi and below 16 15.0 15.0 15.0
Diploma 26 24.3 24.3 39.3
BA 40 374 374 76.6
MA and above 25 234 234 100.0

Totd 107 100.0 | 100.0




Looking a this question’s andyss, the researcher found that (15.0%) of respondents’ education levd is Tawjihi and
below. (24.3%) hold diploma degree, (37.4%) hold bachelor degree (BA), and (23.4%) hold master degree and above.

It was noticed that the PLC has a good percentage of people whom leve of education is Tawjihi and less and who hold
diploma certificate (39.3%). This might indicate that the PLC management tries to hire people who don’'t hold a universty
degree to perform less specidized jobs as a kind of cost cutting technique. This might be true if there are certain ranges for
every levd of education through which employees can advance through years of work or getting a higher degree. Although the
researcher through her observations as an employee at PLC knows for a fact that there is no rdation at dl between levd of
education and grades and this was confirmed by interviewees no 12 who said “dthough | have a master degree but my grade is
comparativey low in comparison to those holding twjihi and diploma certificates” and , the researcher will represent a table

that contains cross tabulation between the leve of education and the grades obtained in the fallowing parts.

5.2.7 Respondent field of specialization

Thefidd of specidizations and the percentages are shown intable 5.2.7

Table5.2.7
Q7 Held of specidization
| Spedidization Percent
Vdid [Busnessadminigration 10.3
Economics/accountancy 9
Business adminigtration/accountancy 28
Accountancy 19
Business adminigtration/economics 9
Secondary level 9
Communication engineering 9
No specidization (less than secondary level) 3.7
Maintenance 9
Electronic engineering 19
Internationa relations 4.7
Office management 3.7
Journdlism 5.6
Socid and politica development 19




English literature 5.6
Hidory 9
Banking 19
Arab and contemporary studies 2.8
Politica science 19
Computer 6.5
Indtitution building 9
Public adminigration 9
History and politica science 9
Economics 19
Business adminigtration and computer 9
Lav 75
Educationd sence 9
Library management 19
English literature and socia science 19
Photography 19
Marketing management 9
Elementary education methods 9
Land surveying 9
Geography 9
Sociology 9
Secretary 2.8
Nursng 9
Totd 88.8
Missing 12 11.2
Totd 100.0

We natice that most employees are specidized in business adminigration, ether as a mgor specidization or a sub mgor
attached to economics and accountancy. A good percentage of specidization was in law. Then we have the specidizations of
compuiter, journdism, English literature and internationd relations. The percentage of office management specidization equas
the bellow secondary educetion levd percentage (with no specidization). Following thet, there are some employees with
gpecidizationin Arab and contemporary studies and secretary. Only 1.9% were specidized in economics. Smdl percentages
have the specidizations of communication engineering, maintenance, secondary leve (no specidization), eectronic engineering,
socid and politicad development, history, banking, politicd science, inditution building, public adminigration, educationd
science, library management, photography, marketing, dementary education methods, land surveying, geography, sociology and
findly nurang.  There was nobody that is specidized in human resources managemen.

It is obvious that we have so many different specidizations in PLC, some of them make sense and some don’t, such as

the nurang specidization. The question is, are these specidizations distributed properly to departments? We will find the ration



between specidization and their didribution to departments in the following parts.

5.2.8 Respondent place of work

All respondents are from west Bank.

5.2.9 Respondent department/unit

529

The departments and units of PLC according to their waights are presented in table 5.2.9.

Q9 Department/unit
Frequency | Percent | Vdid | Cumuldive
Percent | Percent
vdid [The speaker’soffice 5 4.7 a7 4.7
The generd manager’ soffice 2 19 19 6.5
Panning and development unit 1 9 9 75
Thelibrary 2 19 19 9.3
Parliamentary Research Unit 3 2.8 28 12.1
IT unit 2 19 19 14.0
Technical department 6 5.6 5.6 19.6
Adminidrative affars department 11 10.3 10.3 29.9
Personnd department 1 9 9 30.8
Traning unit 2 19 19 32.7
I nformatics department 7 6.5 6.5 39.3
Chief derk’ soffice 13 12.1 12.1 51.4
Didrict offices 33 30.8 30.8 822
Lega department 6 5.6 5.6 87.9
Financia department 4 3.7 3.7 91.6
Protocol and public relations department 3 2.8 28 94.4
\Womean unit 1 9 9 95.3
Buying and supplies department 4 37 37 99.1
Fscd unit 1 9 9 100.0
Totd 107 100.0 | 100.0

Table

It is noticed that the number of departments and units is big. The researcher was interested in dudying the relation

between respondent specidizations and their digtribution on departments and units. The results indicated that in the speaker’s

office, 40.0% of employees have business adminigration specidization, 20.0% specidized in computer, 20.0% are specidized

inlaw and 20.0% specidized in marketing. In the genera manager’ s office, 50.0% are office management mgor and the other

50.0% are journdism mgor. The planning and development unit, its only employee and manager is English mgor. In the

library, 50.0% are educationa science mgor and the other 50.0% are library management mgjor. In the parliamentary research

unit, 33.3% are internationd relations mgor, 33.3% are economics mgor and 33.3% are law mgor. In the computer (IT) unit,



50.0% are eectronics mgor and the other 50.0% are computer mgor. In the technica department, 16.7% are communication
engineering maor, 50.0% are with no specidization ( Below secondary levd), 16.7% are specidized in maintenance, 16.7%
are dectronics mgor. In the adminidraive afars department, 16.7% are lav mgor, 16.7% are English and socid science
maor, 16.7% are dementary education mgjor, 16.7% are land survey mgor, 16.7% are geography magor and 16.7% are
nurdng mgor. In the personnd unit, 100.00% is contemporary Arab studies where there should be a human resources
management pecidization. In the informatics department, 14.3% are journdism mgor, 14.3% are English literature mgor,
14.3% are computer mgor, 14.3% are office management mgjor, 14.3% are English and socid science mgjor, 28.6% are
photography magjor. In the Chief cderk’s office, 7.7% are busness adminidration mgor, 7.7% are politicd and socid
devdopment mgor, 7.7% are English literature mgor, 7.7% are higory mgor, 7.7% are banking mgor, 15.4% are
contemporary Arab studies mgor, 7.7% are politica science mgor, 15.4% are computer mgor, 7.7% are inditution building
mgor, 7.7% are public administration mgor, 7.7% are higory and palitical science mgjor. In the didrict offices we noticed that
17.2% are busness adminigraion mgor, 6.9% are accounting and business adminidration mgor, 3.4% ae with no
specidizaion (Tawjihi and below), 10.3% are internaiond relaions mgor, 10.3% are office management mgor, 13.8% are
journdism mgor, 3.4% are politicd and socid development mgor, 10.3% are English literature mgor, 3.4% are banking
mgor, 6.9% are computer mgor, 3.4% are psychology mgor, 10.3% are secretary mgor. In the legd department 16.7% are
politicd science mgor, 16.7% ae busness adminidration and computer mgor, 66.7% are lav mgor. In the financd
department, 50.0% are business adminigration mgjor, 25.0% are accountancy and economics mgjor, 25.0% are accountancy
and business adminigration mgor. In the protocol and public relations department, 50.0% are business adminigtration major
and the other 50.0% are internationd relations mgor. In the woman unit, 100.0% are law mgjor. In the buying and supplies
department, 50.0% are accountancy mgor, 25.0% are management and economics, 25.0% are with no specidization
(Tawjihi). In the fiscd unit, the only employee and his manager have economics mgor.

We notice that in some departments/units, there is afit between specidization and dept/unit, in other dept/units, we notice
that there are unfit quaifications such as the adminidrative affairs department where one of the employees is nurang mgor and
the personnel unit sSince its director is not specidized in human resources issues. Human resources management is considered an
important and a vita organ of any organization, it has the responghilities of dl issues in relations to human resources planning,

security, sdlection, gppraisd, training, compensation, benefits and others. The issue of having unqudified employees to suit the



dept/unit they are working in was stressed on by interviewee number 15 and 16.

5.2.10 Respondents distribution according to district offices

The digribution is presented in table 5.2.10

Table 5.2.10
Q10 Digtrict office
Frequency |Percent| Vdid | Cumuldive
Percent Percent
Vvdid | Headquarters 76 71.0 71.0 71.0
Jenin 6 5.6 5.6 76.6
Nablus 8 75 7.5 84.1
Bathlahem 3 2.8 2.8 86.9
Jerusdem 2 19 19 88.8
Hebron 1 9 9 89.7
Qdgiliah 1 9 9 90.7
Ramdlah and 4 3.7 3.7 944
Al Berah
Jericho 1 9 9 95.3
Sifit 3 2.8 2.8 98.1
Tulkam 2 1.9 19 100.0
Totd 107 100.0 | 100.0

We can see that mgority of respondents are in headquarter.

5.2.11 Respondent years of work
Thisisshownintable 5.2.11
Table 5.2.11

Q1 11 Yearsof work at PLC

Frequency | Percent | Vdid Percent | Cumuldive
Percent
vdid | 1-3years 12 11.2 11.2 11.2
4-6 years 45 42.1 42.1 53.3
7-10 years 50 46.7 46.7 100.0
Totd 107 100.0 100.0

We notice that people tend to last for a long time at the same inditution. The reason could be because governmenta work is

secure in generd and there is the temptation of retiring system. Or because the parliament is a prestigious indtitution to work for,



or it could be smply because some employees are hgppy with the idea of taking it easy in the inditution especidly with the
absence of rules and monitoring. It could be dso that and because of the current deteriorating economic Stuation there are not

many job opportunities to go for.

5.2.12 Respondent grade

Grade isthe employees’ classfication which accordingly specifies higher sdary with no indication to job title, employees
grades can gtart, from higher to lower, with director generd, manager A,B,C, and D , 1,2,3...8 . Of course, there are different
grading for lawyers which starts from legd consultant with D dassification to legd consultant with dassfications of 1, 2, or 3.

The grades are presented intable 5.2.12 .

Table5.2.12
Q1 12 Grade
Frequency | Percent | Vdid Percent | Cumulaive
Percent

vdid Generd 5 4.7 4.8 4.8

director
Director 7 6.5 6.7 115
A 6 5.6 58 17.3
3 11 10.3 10.6 279
C 6 5.6 58 33.7
7 17 15.9 16.3 50.0
1 2 19 19 51.9
4 9 84 8.7 60.6
D 11 10.3 10.6 71.2
Adting 2 1.9 1.9 73.1

director
B 13 121 125 85.6
5 3 2.8 29 885
Heed of 4 3.7 38 92.3

section
6 2 19 19 94.2
2 3 2.8 2.9 97.1
No grade 1 9 1.0 98.1

8 2 19 19 100.0
Totd 104 97.2 100.0
Missing 9 3 2.8
Totd 107 100.0




Table5.2.12.1

Q1 12 Grade*Q1_6 level of education crosstabulation

The researcher next will obtain the relation (if any) between grade and levd of education in table 5.2.12.1.

Q1 6 Leve of education
Tawjihi | Diploma| BA |[MA and above
and below Totd
QL 12 | Gened 2.9% 1.9% 4.8%
Grade director
Director 1.0% | 3.8% 1.9% 6.7%
A 1.0% 4.8% 5.8%
3 48% | 1.9% 3.8% 10.6%
C 3.8% 1.9% 5.8%
7 10.6% 29% | 29% 16.3%
1 1.0% | 1.0% 1.9%
4 29% | 3.8% 1.9% 8.7%
D 1.0% 38% | 4.8% 1.0% 10.6%
Acting 1.0% | 1.0% 1.9%
director
B 7.7% 4.8% 12.5%
5 1.9% 1.0% 2.9%
Head of 3.8% 3.8%
section
6 1.0% 1.0% 1.9%
2 1.0% 1.0% | 1.0% 2.9%
No grade 1.0% 1.0%
8 1.0% 1.0% 1.9%
Totd 14.4% | 24.0% | 37.5% 24.0% 100.0%

We can see that the relation between grade and leved of education is not clear dthough some of the variations among the
same levd of education might be explained by seniority. Still, the variation among the different levels of education is unexplained.
For example, one can find a percentage of those holding master degree and above having the same grade of those whom leve
of education istawjihi and below. Or we may find people holding bachelor degree having the same grade of those whom leve
of education is tawjihi and below. Or we might find people who hold diploma and have the same grade of those who have
mester degree.

This arose the quedtion of the existence of any standards for such variations. Would it be the years of work, bearing in
mind that PLC is only 10 years old. To examine this point, we will present the rdaion between grade and years of work in

table 5.2.12.2. Almog dl the 19 interviewees stressed on the point that nothing decide your grade or promotion but the
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persond relaions. Interviewee no. 15 said “Because there is no evauation system, grades and promotions depend on persond

relations’. Interviewee no 2 said “All promotions and gppointments occur in the form of decisons and recommendations from

upper management or PLC members’.
Table5.2.12.2
Q1 12 Grade*Q1 11 years of work cross tabulation
Q1 11 Yearsof experience
13 | 46 | 710 Toal
QL 12 | Genegd 10.2% 4.8
Grade | director
Director 6.8% 8.2% 5.8%
A 18.2% 2.3% 6.1% 17.3
3 9.1% 20.5% 2.0% 279
C 9.1% 4.5% 6.1% 33.7
7 9.1% 182% | 16.3% 50.0
1 4.1% 51.9
4 18.2% 6.8% 8.2% 60.6
D 9.1% 9.1% 12.2% 71.2
Ading 2.3% 2.0% 731
director
B 11.4% | 16.3% 85.6
5 2.3% 4.1% 88.5
Head of 18.2% 4.5% 92.3
section
6 9.1% 2.0% 94.2
2 6.8% 97.1
No grade 2.0% 98.1
8 4.5% 100.0
Totd 100.0% | 100.0% | 100.0%

We natice that we have employees who spend 7-10 years a work but dill have the same grade of those who spent only
1-3 years. Aswe saw intable 5.2.12.1 thereis no ration between grade and leve of education.

5.2.13 Respondent job title

Table 5.2.13
Q1 _13 Jobtitle
Frequency | Percent | Vdid | Cumuldive
Percent Percent

vdid Generd director 1 9 1.0 1.0
Accountant 1 9 1.0 19
Auditor 1 9 10 29
Head of department 22 20.6 21.0 23.8




Acting director 9 8.4 8.6 324
Store keeper 1 9 1.0 333
A department director 5 4.7 4.8 38.1
Driver 4 3.7 38 41.9
Maintenancetechnician 1 9 1.0 42.9
A unit director 7 6.5 6.7 49.5
Externd relations officer 1 9 10 50.5
Office manager 14 131 133 63.8
Committee reporter 8 75 7.6 714
Reporter’ s assstant 6 5.6 57 77.1
Typist (HANSARD) 1 9 1.0 78.1
Committee administrator 1 9 10 79.0
Researcher 3 28 29 81.9
Legd consultant 1 9 10 829
TV programs manager 1 9 1.0 83.8
Photographer 2 19 19 85.7
Secretary 7 6.5 6.7 924
Typing and communication officer 1 9 1.0 93.3
Messenger 5 4.7 4.8 98.1
Archiving adminigtrator 1 9 1.0 99.0
Didtrict offices’ acting director 1 9 1.0 100.0
Totd 105 98.1 100.0
Missng 99 2 1.9
Totd 107 100.0

The researcher was interested in looking for the relation between job title and grade, so a conduction of crosstabulation anadysis
between job title and grade indicated that there is no clear reation between grade and job title. For example, we can see tha
respondents holding grade A can be department/unit directors, committee reporters or office managers. Respondents holding
grade D could be a department manager or atypist. Respondents holding grade C could be department/unit managers or office

managers. Respondents holding grade B could be head of departments or researchers, at the same time we find that 100.0% of

grade 8 are researchers.

5.3 Presentation of questions related to the main issue of research
5.3.1 Hiring process:. table 5.3.1 presents the respondent hiring process.
Table5.3.1

Q2_1 Hiring process

| Frequency

Percent

vaid | A competition 31

29.0
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Appointment without competition 53 495
A decison fromtop leve authorities 22 20.6
Totd 106 9.1
Missng 9 1 9
Totd 107 100.0

The researcher started this part by asking respondents about the hiring process since it is an important procedure and is
attached to the policy of hiring the right person in the right place. (29.0%) of respondents were hired through a competition,
(49.5%) were hired through appointment without competition and (20.6%) were hired through a top level decisions.

Thismeans that 70% of respondents didn’t go through any kind of competition. This in fact, violates the avil service law
(1998) in hiring people. Article 19 of the law indicates that vacancies should be advertised for in & least two dally newspapers
and then ora and written competitions are held through a specid committee. The policy of hiring people without competition
may lead to having unqudified employees with (sometimes) high grades. This may enhance the fedings of unjust among those
who were hired through a competition. The issue of hiring was mentioned by the 19 interviewees, for example, interviewee no
11 sad “There are defects in the hiring process. During the period between 1996-1998, hiring process used to occur
sysemdticaly and according to laws. After that, hiring isleft to the PLC presidency”.

Actudly these results reflect the poor performance of personnd department which is separated from adminigrative department.
From the researcher’ s observations, personnel unit has no say in hiring process; actudly it did nothing in following up the affairs

of employees.

Table53.1.1
Q2_14 In my organization, management tends to hire peoplefirst, then to create jobs for them
| Frequency | Percent | VaidPercent | Cumulative Percent
vdid |Strongly agree 26 24.3 24.8 24.8
Agree 44 41.1 41.9 66.7
S0-s0 20 18.7 19.0 85.7
Disgree 13 121 124 98.1
Srongly 2 19 19 100.0
disagree
Totd 105 98.1 100.0
Missing 9 2 1.9
Tota 107 100.0

In question 2_14 (In my organization, management tends to hire people fird, then to create jobs for them) respondents were
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asked to indicate their agreement with such statement. (24.3%) strongly agreed, 41.1% agreed, 18.17% in between and 12.1%
disagreed strongly and 1.9% disagreed srongly. This shows that 65.4% of respondents agree that the PLC management hires
people not according to the need of jobs but vice versa, they hire them firgt and then creste the jobs. Hiring employees through

acompetition was practiced during the firgt year of PLC foundation. (Abu Safieh, 2004).

5.3.2 Theorganizational chart

In questions 2 2 and 2_4, when respondents were asked if they have ever seen a chart at the organization, (36.4%)
answered yes, (53.3%) answered no and (9.3%) said | don’t know. The percentage of category “I don’t know” might be
added to the category of “No” since their answer indicates that they haven’t seen one. So the percentage will be (62.6%). It is
aquite big percentage for employees not to see a chart in their organization that represents its identity. As a maiter of fact, dl 19
interviewees stressed on the issue of the nonexistence of an offiad chart.

When employees whom answer was “Yes’ were asked to indicate if this chart exigs in the organization, (9.3%) of them
sad “Yes’, (39.3%) sad “No” and (9.3%) sad “I don’t know”. So, even though some respondents believe that they saw a
chart, ill, most of them said the chart doesn’t exist in the organization. For those people whose answer was “the chart doesn’t
exig”, they were asked to indicate the reasons behind the nonexistence of a chart. The answers of respondents are presented in
table 5.3.2.

Table5.3.2

Q2_4 Thereason behind the nonexistence of an organizationa chart is

Frequency | Percent | Vdid | Cumulative
Percent | Percent

Vdid [Theadminidrative unwillingnessto create 32 29.9 43.2 43.2

one

Theinability to create one (human and 4 3.7 54 48.6

financid resources)

The nonexistence of political willingness 15 14.0 20.3 68.9

The adminigrative unwillingnessand the 5 4.7 6.8 75.7

inability to create one

The nonexistence of political willingness 1 9 14 77.0

and the ability to execute the chart

The adminigrative unwillingnessto cregte 1 9 14 784

oneduetotop level decison

The adminidrative and politica 1 9 14 79.7

unwillingness, dueto top level decison
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Theinability to create one and the 1 9 14 811
nonexistence of political willingness
The nonexistence adminigrative and 12 11.2 16.2 97.3
political willingnessto creste one
The adminigtrative and politica 1 9 14 98.6
unwillingnessto create one +Theinability
to create one
The lack of expertise 1 9 14 100.0
Totd 74 69.2 100.0
Missing |99 8 7.5

Sysgem 25 234
Totd 33 30.8

Totd 107 100.0

When we look at the results and reasons, we find the fallowing: (48.5%) of the respondents beieve that the reason
behind the nonexistence of a chart is the adminidrative unwillingness to create one, (10.2%) believe tha the reason is the
inghility to create one. (28.8%) believe that the reason is the palitical unwillingness to create one and (0.9%) beieve that the
reason is the ingility to execute the chart. It means that employees are losng fath in both management and politicians. The
researcher sensed afeding of frudtration, despair and the need for change. Interviewee no 18 said “ the nonexistence of a chart

isdue to the inability to separate between palitics and management, and the absence of strong qudified management for PLC, it

hes an illegitimate status after dl, we need to conduct new legidative dections’.

5.3.3 Job rotation and movement among departments/units
When respondents were asked whether they have ever worked in other department/unit other than their current ones, (22.4%)

sad“Yes and (77.6%) sad “No’. Those who answered “Yes’ were asked about the reasons behind their movement. Ther

answers are daified in table 5.3.3.

Table5.3.3
Q2_5 1 Reasons behind working in other dep/unit

| Frequency Percent
vdid |Adminidrative reasons 12 112

Reward 4 3.7

Problemswith the direct manager 2 1.9

Getting coursesin TV production 1 9

Personal request 1 9

The existence of avacancy 1 9

Changein maritd satus 2 1.9
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| believethat the criteria of 1 9
movement depends on personal
reaions
Totd 24 224
Missing 99 4 3.7
System 79 73.8
Tota 83 77.6
Totd 107 100.0

It is clear that the reasons of employees’ movement are not on clear basis to enrich the employees’ experience. It is mosily for
adminigrative reasons, punishment, reward or persona relations. Interviewee no 2, for example sad “didribution and

trandferring of employees from one department to another occur as a punishment and not for pure professond reasons’.

5.3.4 Work specialization and employee’s development and training

Tables 5.3.4.1, 5.3.4.2, 5.3.4.3, 5.3.4.4 and 5.3.4.5 represent the respondent’s answers concerning questions related to this

isue.

Table5.34.1

Q2_6My organization has apolicy to develop employees

Frequency | Percent |Vdid Percentf Cumuldive
Percent
vdid | Srongly 11 10.3 10.6 10.6
agree
Agree 25 234 24.0 34.6
No 13 121 125 47.1
opinion
Disagree 33 30.8 31.7 78.8
Srongly 22 20.6 21.2 100.0
disagree
Totd 104 97.2 100.0
Missng 9 3 2.8
Tota 107 100.0

Table5.3.4.2
Q2_7 My work in the department/unit is characterized by:

It was noticed that 50.0% of respondents believe that PLC doesn’t have a policy to develop employees.

Vdid

Frequency

Percent

Vdid Percent

Cumuldive
Percent

Vaiety

66

61.7

64.1

64.1

Routine

33

30.8

32.0

96.1
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| don't 4 3.7 39 100.0
know
Totd 103 96.3 100.0
Missng 99 4 3.7
Totd 107 100.0

We notice that (61.7%) of respondents said thet their jobs within the departments and units are characterized by variety, thisis

maybe due to the nature of work of parliament.

Table5.3.4.3
Q2_8 Inyour opinion, does your organization provide training for employees?
| Frequency | Percent | Valid Percent |Cumulative Percent

vdid | Always 6 5.6 5.7 5.7

Usudly 28 26.2 26.7 324

Rardly 61 57.0 58.1 90.5

Never 10 9.3 95 100.0

Totd 105 98.1 100.0

Missing 9 2 19

Totd 107 100.0

We can see that (66.3%) said that the organization rarely or never provide training for employees.

Table5.3.4.4
Q2_9 Inyour opinion, the mechanism of choosing trainees occurs:.
Frequenc| Percent | Vdid Percent | Cumuldive
y Percent
vdid Randomly 27 25.2 26.2 26.2
Sdentificaly 25 234 24.3 50.5
According to 50 46.7 485 99.0
persond relations
According to 1 9 10 100.0
politica relations
Totd 103 96.3 100.0
Missng 9 4 3.7
Totd 107 100.0

According to the mechaniam of choosing trainees, 25.0% of the respondents said that this occurs randomly, (23.4%) sad it

occurs stientificaly, (46.7%) sad that it occurs according to persond relations, (.9%) said that it occurred according to politica

relations. It seems that training process in PLC needs attention from top management

Table5.3.4.5
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Q2_10 Thetraining provided by organization is planned and targeted to achieve the goals

Frequency Percent
vdid Always 10 9.3
Usudly 25 234
Rady 58 54.2
Never 12 11.2
Totd 105 98.1

Asanaturd result for such training mechaniam, ( 65.4%) of respondents said that the training provided is rardly or never
planned and targeted to achieve the gods. According to interviewee no 13, he sad one of the man problems is “the
incompliance of top management with code of training that was established in 2000. This led to ddlay in the process of
increesing the efficiency of employees’ training”. Interviewee no 7 said “The training provided for employees is consdered top

secret and is exdusivdy for few people’.

5.35 Departmentalization

The respondents’ answers are presented in tables 5.3.5.1, 5.3.5.2, 5.3.5.3,

Table5.35.1

Q 2_11 Inyour opinion, the departments and units of the PLC were established on the basis of

| Percent
vdid Functions 42.1
Randomly 84
Toplease 34.6
certain
individuds
| don’t 131
know

Most employees indicated that departments and units were established based on functions which may represent the beginnings
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of PLC egablishment. But ill, we have a good percentage who indicated that the reason is to please certain individuds. This

may indicates the existence of power control in PLC.

Table5.3.5.2
Q2_12 Inyour opinion, the number of departmentsand unitsinthe PLC is
| Percent
vdid Vey lage 215
Large 43.9
Reasonable 299
Smdl 2.8
Veay smdl 9
Most respondents said that the number of department and unitsis big.
Table5.3.5.3
Q2_13 Inyour opinion, the reason behind any addition of a dep./unit to PLC structureis.
| Percent
vdid  [Toachievethe organization’sgoas 159
The increased amount of work 2.8
No clear reason 14.0
To please certain individuas 43.0
| don’t know 9.3
The increased amount of work and To please certain 75
individuds
To achievethe organization’ s goals and The increased 4.7
amount of work
To achievethe organization’ s gods and to please 19
catanindividuds

Agan thereisafocus on the issue of pleasing individuas. PLC has no specific strategy in establishing the departments and
units. Interviewee no 7 said “The dysfunctiond PLC gtructure is deliberated by a palitical decison. Directors are hired firg and

then departments are created to suit their needs and interests’.

5.3.6 Chain of command

When respondents were asked about the chain of command, (83.2%) said it is not clear, (9.3%) sad that it is clear and
(7.5%) said “I don’t know”. Actudly, from the researcher’ s experience as an employee a PLC, the chain of command is one
of the most complicated issues facing employees. Those who said that the chain of command is not clear, they were asked to

give the reasons. It was found and according to question Q 2 15 1 that the man reason behind the unclear chain of command
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is the parliament members’ interference in managerid affars, next is that some employees consider themsdves above the
organization’ slaws (authority power), then the nonexistence of organizationd chart, then, the carelessness of management and
finelly the overlap of functions between the PLC in both West Bank and Gaza. The issue of chain of command was raised by
interviewees no 12, 9,13,8,7,14,7 and 4. Interviewee no 12 said that” there is overlapping of authority between the generd
manager and the secretary generd”. Interviewee no 7 said “the big problem is the fact that the PLC secretary who is supposed
to be the top adminigrative authority is a parliament member”. Interviewee no 8 sad “The interference of PLC members causes
work delay”. Interviewee no 7 said “The lines of authority are not clear”. According to interviewee no 14 “there is a duplication
of management in my section”.

The other results of questions related to chain of command are presented in tables 5.3.6.2, 5.3.6.3, 5.3.6.4, 53.6.5 and

5.3.6.6.
Table 5.3.6.2
Q2_16 In your opinion, departments and unit should report to

| Percent

vdid |PLC genera manager 69.2

PLC secretary 16.8

PLC speaker 5.6

Other( secretary generd who is not amember) 6.5

Totd 98.1

Missing (99 19
Totd 100.0

We can conclude that most of employees fed that they should report to the PLC generd director, but dill other percentages

indicate the existence of other bodies which is not a hedthy issuein any organization.

Table5.3.6.3
Q2_17 In my department, it is clear to me whom | report to
Frequency | Percent | Vadlid Cumulative
Percent Percent

vdid Yes 70 65.4 66.7 66.7
No 28 26.2 26.7 93.3
| don't 7 6.5 6.7 100.0

know

Inside the departments/units themsel ves, the reporting mechanism seems more clesr.



Table5.3.6.4

Q2 _18Isthereaclear accountability sysem inthe PLC?

| Percent
vdid Yes 224
No 65.4
| don’t know 11.2

Most respondentsindicate that thereis no clear accountability syssemin PLC.

Table5.3.6.5
Q2_19The communication between upper management and lower managerid levelsis
| Percent
vdid Easy 15.9
Complicated 18.7
Has no criterion 64.5
The communication between upper management and lower levels hasno criteriaor
Complicated.
Table5.3.6.6
Q2_20 When | have aproblem concerning work, |, sometimes return to
| Percent
vdid 1.My immediate supervisor 70.1
2.PLC generd manager 12.1
3.PLC secretary 3.7
4.PLC speaker 2.8
5.Politicd party 19
Other 4.7

Although most respondents said thet they will refer to their direct supervisor in case of work problem, it is dangerous that
employees tend to refer to top management and to the palitical party. It indicates the overlap in authority and the bypassng of

the direct supervisors. It seems that there is no separation between management and politicsat PLC.

5.3.7 Team work and level of communication

When respondents were asked about team work, (45.8%) sad that they disagree and drongly disagree with the
exigence of any kind of team work.(20.5%) agreed and srongly agreed with the existence of team work, (31.8%) sad’ so0
s0”. Concerning coordination and communication among departments and unit, (16.8%) said it is very good and good, (29.0%)
sad that it is average, (54.2%) said that it is poor and very poor. According to existence of coordination between West Bank

and Gaza, ( 12.1%) agreed and strongly agreed on the existence of coordination, (35.5%) sad “s0 s0 “, and (51.4%)
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disagreed and disagreed strongly on any existence of coordination between West Bank an Gaza. Management should
consder this issue carefully because it is againg the unity of PLC. According to interviewee no 16 “There is a lack of
communication with Gaza'. Interviewee no 19 sad “The coordination among departments is moody and there is tota

separation between PLC in WB and Gazd' . Interviewee no 8 said “Work ethics among employees is absent”.

5.3.8 Managers’ questions and span of control

As the researcher was interested in the answers of both employees and managers of departments and units, she built a
section in the questionnaire to be answered by managers only. The researcher found that many employees filled this section
dthough they are not dept/unit managers, maybe the confusion between grade and job title caused this issue snce most of
employees hold a grade of manager regardless of its dassficaion (A,B,C,D).

When managers were asked about the number of employees under ther span of control, the answers were
0,1,2,3,5,8,10,18. Of the 12 managers, 10 answered the question. There are two possible reasons for the two managers, it is
ether they don’t know or don’t want to state the number intentionaly. We notice that the span of control varied in numbers
from one department to another. We have managers who have 18 employees under hisher direct control, others have only one
employee or none. It isvery important to review the human resources needs for the departments/units and their digtributions to
dept/units, maybe some units or departments need to be joined or even cancdled. Such as the woman unit which has only one
employee and the unit’ s manager.

The answers of questions are presented in tables 5.3.8, 5.3.8.1 and 5.3.8.2.

Table5.3.8

Q2_25 The number of your employeesis

| Frequency Percent
vdid Large 1 8.3
Suitable 5 41.7
Smdl 5 41.7
Totd 11 91.7
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When managers were asked whether this number is large, suitable or amdl, the same ten managers answered the
question. One of the two managers mentioned above didn’t answer a dl and the other one answered it dthough he didn’t state
the number of employees under his span of control and he continued to answer the rest of the questions.

Table 5.3.8.1

Q2_26 Doesthis number obstacle or facilitate your work

Frequency Percent
vdid Obgtacle 6 50.0
Facilitate 4 333
Suitablefor my work 1 8.3
Totd 11 91.7
Missing Sydem 1 8.3
Totd 12 100.0

Most managers said the number of their employees obstacle their work.

Table5.3.8.2
Q2_27 Sometimes, | fed that there is overlap between my functions and the functions of other directors
| Frequency Percent
vdid Strongly agree 1 83
Agree 7 58.3
disagree 4 333
Totd 12 100.0

As a mater of fact, managers have mgor responghility in organizing the work of ther departments/units. They should
redly work on establishing job description, jobs distribution...etc. Most interviewees were managers and they complained
about issues which are their responghility such as persond relations dominate work in departments, PLC members’ interference
with departments, the lack of job descriptions and evduation system. Managers can work more on such issues. The researcher
discovered that managers themsdves are not happy and satisfied, so how can they motivate their employees.

Mangers of departments and units are supposed to set policies for their territory even if the adminidrative performance is

weak in PLC, there are certain functions that are the managers’ responsbility and there is no excuse to abandon them.

5.3.9 Centralization and decentralization
When employees were asked to give opinion about who is actudly with the top adminidrative authority in PLC, the

results were amazing and are presented in the table 5.3.9.
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Table 5.3.9

Q29 Thetop adminigtrative authority

Frequency | Percent | Vdid | Cumulative
Percent | Percent
vdid PLC generd 4 3.7 39 39
manager
PLC secretary K%} 31.8 333 37.3
PLC spesker 56 52.3 54.9 922
All three 3 2.8 2.9 9.1
The secretary and 2 19 2.0 97.1
the speaker
According to the 1 9 10 98.0
power of the
person
PLC members 1 9 10 99.0
Thosewith 1 9 10 100.0
Political authority
Totd 102 95.3 | 100.0
Missng 9 5 4.7
Totd 107 100.0

These reaults indicate that respondents dthough believe that the adminidrative authority should be in the hands of PLC
generd director, ill actudly it ismodly in the PLC speaker who shouldn’t have any adminidrative role. Thisis quite an obvious
interference from a palitica figure in adminidrative issues. This reflects aso the degree of centrdization in the organization. The
authority isin the hand of one or two persons. The results dso reflect the poor adminidretive authority of the PLC generd
director. Interviewee no 12 said “The decison meking process is very centra”.

Other people indicate that the PLC members have an adminidretive authority; the truth is that PLC members have no
legitimete adminidrative authority. Authority power and persona reations are clear here, it seems that they determine who your
top adminidrative authority is. The interference of PLC membersis quite obvious when it comes to the work of digtrict offices.
Interviewee no 1 said “There are no clear bylaws or working mechaniam for the staff of digtrict offices. The policy and politica

atitudes of PLC members decide the work mechanism. Members have the upper hand in ther didricts;, they hire and fire

employees with (sometimes) no reference to the adminidrative department in PLC”.
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In another question, (71.0%) of respondents said tha there is no delegation of authority from higher to lower

adminidrative leves.

5.3.10 Formalization

Table 5.3.10 daifies the respondents’ results concerning formdization.

Table5.3.10
Questions | Yes No | don’t know
Q2_31 When you were employed, 29.9 70.1 -

you were shown awritten job
description for your position

Q2_32 Theorganization has clear 36.4 38.3 24.3
written policies and procedures
Q2_34 The organization has acode of 20.6 43.9 355

professional conduct that employees
are expected to follow

It seems that the PLC doesn’t follow formdization which is very important for the organization. In asking respondents
about the mechanism of applying policies and procedures on employees and the monitoring by management to make sure that
employees follow them, the respondents’ results are darified in tables 5.3.10.1 and 5.3.10.2.

Table 5.3.10.1

Q 2 33 The policies and procedures of the PLC are applied on employees.

| Frequency | Percent |Valid Percent|Cumulative Percent
vdid Entirdy 11 10.3 105 105
Sdectively 67 62.6 63.8 74.3
No opinion 27 25.2 25.7 100.0
Totd 105 98.1 100.0
Missng 9 2 19
Totd 107 100.0

It happened again to have sdective people on which policies are applied. It seems that the authority and power of such
people exceed the management’s. This may lead to a feding of frudration and unjust by other employees and accordingly to
disstisfaction. Interviewee no 9 focused on the “absence of clear written gods and work policies’.

Table 5.3.10.2

Q2_28 Employees are watched closely to assure that rules and procedures are followed
| | | Frequency | Percent |Valid Percent| Cumulative Percent |
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vdid | Strongly agree 7 6.5 6.7 6.7
Agree 38 355 36.5 43.3
Disagree 46 430 44.2 87.5
Srrongly 13 121 125 100.0
disagree
Totd 104 97.2 100.0
Missng 9 3 2.8
Totd 107 100.0

(56% ) disagreed and srongly disagreed with having a kind of accountability or monitoring over employees, whereas
(43%) agreed and strongly agreed on having a monitoring system over employees. The variance in answers on such question is
not hedthy since the answer redly should be clear to everybody; monitoring elther exists or doesn’t exis. Interviewee no 10

sad “Every employee is working according to higher terms, the accountability is not clear”.

5.3.11 Strategy
Thisis presented in table 5.3.11.1.
Table5.3.11
Q2_35 Do you think that the PLC has a clear well-defined strategy ?

Frequency |Percent| Vdid Cumuldive
Percent Percent

Vdid Yes 24 224 224 224
No 83 77.6 77.6 100.0
Totd 107 100.0 | 100.0

Most respondents believe tha the PLC doesn’t have a clear wel defined strategy. For any organization to succeed there
should be a clear dtrategy to direct the organization towards achieving the gods effidently. PLC should look into adopting a

drategy that should be mogt efficient for its effect on the organization and on the employees’ performance.

5.3.12 Environment
Respondents were asked about the PL.C mechanism of dedling with any challenges or negative outside effects. The results
are presented intable 5.3.12. and 5.3.12.1 .

Table5.3. 12
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Q2_36 The PLC’ smanagement tends to update the organizationa structure to cope with any new chalenges

| Frequency | Percent | VaidPercent | Cumulative Percent
vdid |Strongly agree 5 a7 4.7 4.7

Agree 16 15.0 151 19.8
So-So 21 19.6 19.8 39.6

Disagree 53 49.5 50.0 89.6

Srrongly 11 10.3 10.4 100.0

disagree
Totd 106 9.1 100.0

Missng 9 1 9
Totd 107 100.0

Since mogt respondents believe that there is no clear exiging chart, and there are no clear characteristics for the PLC
organizationd sructure, we can’t expect to have any attempts in respect of updating the organizationd structure. 59.8%

disagree and disagree srongly to any attempts by PLC to update its organizationd structure dthough the chalenges are huge.

Table5.3.12.1

Q 2_42 The PLC’ smanagement understands any Situation that the employees might face that have negative effects on their

performance
| Frequency | Percent | Valid Percent | Cumulative Percent
vdid [Strongly agree 5 4.7 4.7 4.7

Agree 15 14.0 14.2 18.9
So-So 45 42.1 425 61.3

Disagree 22 20.6 20.8 82.1

Srongly 19 17.8 17.9 100.0

disagree
Totd 106 99.1 100.0

Missing 9 1 9
Totd 107 100.0

Thereis no exisence of a body to understand any Stuation employees might face or to evaduate their performance to reach the
necessary solutions or adopt certain policies. Responses to question 2_42 indicate that there are no clear human resources

policies or evauation.
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5.3.13 Authority power / Power control / work attendance

From the researcher’ s own observations, she noticed that there are certain same people who are on the coundl’s cadre
and receive a sdary but they don’t come to work at dl and they even don’t have offices at PLC. This issue is in fact under
discusson by most employees. The issue is not they have ahigh rate of absenteeism but it is that they don’t come at dl, nobody
knows them. The number of such personsis unknown to the researcher dthough she tried to ask about it, she had to back off
because she redized that it is a sengtive issue for those in power. The researcher tried to get the extent of gpprova on such
issue from the respondents and she explained to them the idea of the question in order to avoid any interpretations. The results
are presented in table 5.3.13.

Table 5.3.13

Q2_ 38 Giveyour opinion on the following sentence: (Some people beieve that there are certain employees who are on the
PLC cadre, but they don’t attend work).

| Frequency | Percent | Valid Percent | Cumulative Percent
vaid | Srongly 51 477 486 486
agree
Agree 36 33.6 34.3 829
S0-s0 12 11.2 114 94.3
Disagree 2 19 19 96.2
Srongly 4 3.7 3.8 100.0
disagree
Totd 105 98.1 100.0
Missng | 99 2 19
Totd 107 100.0

Itisclear that most respondents agreed and strongly agreed on the existence of certain employees who are on the PLC
cadre, but they don’t attend work.

The researcher then asks the respondents if the number of employees between West Bank and Gaza is known to them,
(29.0%) sad yes, 70.1% sad no. This may indicate ether the number isredly unknown due to the people we mentioned earlier
(who don’t atend work) or because they logt interest in the organization and they don’t redly care to know the number of
employees. We can add that the poor communication between WB and Gaza helpsin the direction of not knowing, at least, the
number of employees there. Interviewee no 12 sad “There is an existence of informd authority, it laysin the hand of few people

related to the governing party”. Interviewee no 7 said that “the authority power dominates work relations’.

5.3.14 Technology
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Table 5.3.14

Q 2_39 Plc employees have an easy access to information which facilitate their work

Frequency | Percent | Vadid Percent Cumulative Percent
vdid Yes 27 25.2 255 255
No 79 73.8 74.5 100.0
Totd 106 9.1 100.0
Missing 9 1 9
Totd 107 100.0

We conclude that most respondents believe that they don’t have accessto information to fecilitate their work.

Table5.3.14.1
Q2_40 The web site of the PLC is updated:

Frequenc| Percent Vdid Percent | Cumulative Percent
y
vdid Always 7 6.5 6.5 6.5

Usaudly 22 20.6 20.6 27.1
Rardy 40 374 374 64.5
Never 19 17.8 17.8 82.2

| don’t know 19 17.8 17.8 100.0
Totd 107 100.0 100.0

The web gte of PLC is not updated on regular basis. Interviewee no 17 sad “The PLC webste lacks the continuous

updeting”.
Table5.3.14.2
Q2_41 To what extent does the PLC rely on technology (Equipment, specialized software, intranet..etc) to facilitate employees
" work?
| Frequency | Percent | VaidPercent | Cumulative Percent
vdid | Always 16 15.0 15.1 151
Usudly 26 24.3 24.5 39.6
So-So 39 36.4 36.8 76.4
Rardy 19 17.8 17.9 9.3
Never 6 5.6 57 100.0
Totd 106 99.1 100.0
Missing 9 1 9
Totd 107 100.0

We can see that, generdly, the PLC rdies on technology to fadilitate work of employees. As a matter of fact and as an

observer, PLC received such support (equipment) from the donors but the question is in the maintenance of such equipment
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Interviewee no 12 said “The incompetence of the IT department and the technica department led to contracting outside

companies which is costly and time consuming”.

5.3.15 PLC administrative performance

Table 5.3.15
Q2 _43 Do you think that the adminigtrative performance of PLC isweak?
Frequency | Percent | Vdid |Cumulative Percent
Percent
vdid Yes 81 75.7 75.7 75.7
No 26 24.3 24.3 100.0
Totd 107 100.0 | 100.0

(75.7%) of respondents indicated that the adminidrative performance of PLC is weak. For those who said that the

adminigrative performance is weak, they were asked to rank 7 factors according to the extent of their effect on the weak

adminidrative performance of PLC. 1 represents the maximum effect, 7 represents the lesst effect. The seven factors aree PLC

speaker, PLC generd manager, The coundl’s afars committee, PLC members, Directors and generd directors and the

occupation. After cdculaing the means for the saven factors, the results were:

1.

2.

PLC speaker isthe number one factor which has an effect on the weak performance of PLC.

PLC secretary generd is the number two factor which has an effect on the weak performance of PLC.

The PLC members are the number three factor which has an effect on the weak performance of PLC.

PLC generd director isthe number four factor which has an effect on the weak performance of PLC.

Directors and generd directors are the number five factor which has an effect on the weak performance of
PLC.

Counal’ s affairs committee is the number gx factor which has an effect on the weak performance of PLC.

The occupation is the number seven factor which has an effect on the weak performance of PLC. This means
that respondents believe that dthough they work under difficult political Stuation due to the Isradli occupation,

dill, such stuation is no excuse for the PLC poor adminidrative performance.

5.3.16 Job satisfaction
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Table 5.3.16

Q2_45 Areyou asatisfied employee?

Frequency | Percent | Vdid Cumuldive
Percent Percent
vdid Yes 12 11.2 11.2 11.2
No 72 67.3 67.3 785
Tosome 23 215 215 100.0
extent
Tota 107 100.0 | 100.0

In mogt sudies, people are generdly satisfied a work (Greenberg& Baron, 2003). Inthe PLC 67.3% of respondents are
disstidfied, 11.2% are satidied and 21.5% are sisfied to some extent. Actions should be taken by PLC management
concerning employees’ leve of satisfaction. For those who said that they are not stisfied, they were asked to give reasons. The
results were: the firg reason for dissatisfaction is the feding of injustice, then comes the policy of not hiring the right person in the
right postion, followed by the nonexistence of organizationd chart, then the nonexistence of any vison for future career
development and findly the lack of respect and appreciation by management towards employees. When respondents were
asked about whether their immediate supervisor makes them fed that they are important in their depts/units, ( 46.7%) agreed on
this, 3.8% said s0-s0, and 20.5% disagreed and strongly disagreed.

The researcher was interested in making some relaions between the process of hiring and job satisfaction. She found thet
respondents who were hired through top leved decison were the most satisfied followed by those who were hired through a
competition and findly those who were appointed without competition.

In relating the satisfaction with the degree grade, it was found that only the generd directors are satisfied to some extent.

Therest of respondents from dl other grades, the less the grade is, the least is the satisfaction.

5.3.17 PLC and corruption
Table5.3.17

Q2_47 Inyour opinion, isthere an administrative corruption in PLC?

Frequency | Percent | Vdid Percent | Cumulative Percent
vdid Yes A 879 88.7 88.7
No 12 11.2 113 100.0
Totd 106 9.1 100.0
Missng 9 1 9
Totd 107 100.0
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Most employees indicated that there is an adminidrative corruption in PLC.

Table5.3.17.1

Q2_48 To what extents do you think there is an administrative corruption at PLC?

| Frequency | Percent | Valid Percent | Cumulative Percent
vdid Extremdy 38 355 39.2 39.2
Very much 39 36.4 40.2 794
So-s0 18 16.8 18.6 97.9
Little 1 9 10 99.0
Scarce 1 9 1.0 100.0
Totd 97 90.7 100.0
Missing 99 10 9.3
Totd 107 100.0

Most employees believed that thereisa great ded of adminidrative corruption in PLC.

The researcher tried to relate between the process of hiring and the existence of adminidrative corruption a PLC. All the
employees indicate that there is corruption regardiess of their hiring process but with different degrees. (93.5%) of respondents
who were hired through competition said tha there is corruption. (90.6%) of respondents who were appointed without

competition said there is corruption and findly (76.2%) of the respondents who were hired through top level decisons sad

there is adminigtrative corruption at PLC.

5.4 PLC structure and design

If we want to see what type of organizational desgn exigts in the PLC, we find that the organization is not totdly
mechanigic and not organic for sure. There is a need to rethink about the basc 9x eements that determine organizationd

dructure which are work gspecidization, depatmentdization, chan of command, span of control, centrdization and

decentrdization and formaization.

32



5.5 Conclusion

In conclusion, we find that the Paestinian Legidative Council needs to work hard on dl issues related to restructuring the
organization. Work should be done on hiring process, chart, job rotation, employees traning and deveopment,
depatmentdization and formdization. The PLC had so much work on employees’ job satisfaction. In the next chapter, the

researcher will present the mgor results and conclusions of the study and accordingly, to make the necessary recommendations.
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Chapter six
Results and recommendations

6.1 Preview

When reviewing the literature related to the main topic of the study, which is organizationa structure and design, we found
that many theorists were interested in this subject for its importance in achieving the organization’s goads. The concepts of
organization, organizationd theory and organizationa dructure and desgn were claified. The man building blocks of
organizationd sructure and the different design approaches were introduced.

There is no doubt that structure, people and gods are the basic factors of any organization (Meyer, 1995). Studies
proved that structure of any organization has a direct effect on employees’ performance. Accordingly, there is a great need to
restructure organizations in the most efficient way that guarantees the achievement of the organization’ s gods (Mulling, 2002).

As the researcher is an employee at the Paegtinian Legidaive Council (PLC) for the last seven years, she noticed through
her observation that the PLC isin need for restructuring; there is no existence of a clear structure, which led to dissatisfaction
among employees. The researcher decided to conduct this study in an attempt to reach conclusons regarding the need for
organizationd restructuring in the public sector in generd taking the Pdedtinian Legidative Council as a case study.

The researcher used both quditative and quantitative methods in collecting data. The triangulaion approach was adopted.
Depending on literature review, persona observation, interviews, and comparison with other parliaments and survey
conduction, the researcher was able to reach results upon which she will make the necessary recommendations. The survey was
only conducted in West Bank since the researcher was banned from didributing the questionnaire in Gaza. The sample was
selected through proportiona dratified probability sampling and it was alocated according to departments and units. 114

guestionnaires were distributed in West Bank and 107 were received.

6.2 The main findings

Before we start presenting the findings of the research, the researcher would like to point out and as was mentioned in

chapter 3 that atide 11 of the Pdegtinian bylaws (1996) granted the PLC secretary administrative supervisory functions over



the departments and unitsof PLC. A director genera for PLC was gppointed to overcome the bias of PLC secretary being an
elected Member of Parliament. The concept of “supervisory functions’ is not clear and may be misnterpreted; the secretary’s
extent of adminidrative authority may be questioned and may overlap with the genera manager’s. Slill, inthe eyesof PLC, heis
the legitimate top adminidrative source or reference and it is up to him to regulate the work through the PLC director generd.

The findings of the study indicate that the Pdestinian Legidative Council (PLC) has faled in accomplishing most of the
dementsin rdation to organizationd structure. Accordingly, and Snce organizationd design is the way in which the dements of
organizationd structure are arranged (Greenberg & Baron, 1999), the result was that PLC ends with poor, undefined design.
Not only the PLC has a poor gructure and design, but aso, it has faled to establish the three main dements that are the
essence of any organization. These three dements are structure, people and gods (Robbins and Coulter, 2003). The most
qudified people can’t work under a poor dructure and unclear gods. The PLC has the poor sructure, unclear gods and
people who auffer the contradictions of the inditution, the lack of well-planned training and the absence of rules and procedures
to guide them in their work. This equation is the recipe of the falure of any organization.

The researcher will present next the main findingsin details.
6.2.1 Chain of command

0 Thechan of command is not clear in PLC. There is confuson in the adminidrative authoritetive source in PLC. The
PLC speaker interferes in adminidrative issues. There is overlap in authority between the PLC director generd and
PLC secretary. There is aso overlap in authority between PLC speaker and secretary bearing in mind that the speaker
isa paliticd figure and he has no legitimate adminigrative authority but through the Council’s affairs committee which
man function is to create the broad policies of PLC. The result was that the authority of PLC director generd is
margindized.

0 Although most employees believe (in theory) that the PLC director generd should be the top adminidrative reference
for dl departments and units upon delegations from the secretary, but in practice, PLC speaker is the top adminidrative
authority in PLC, dthough he has no legitimate adminidretive authority. There is confuson between palitics and
management in the Paledtinian Legidative Council. There is no separation between the two levels. Accordingly, the unity
of command isviolated in PLC.

0 According to some respondents, the authoritative source depends on the dtudion, it could be the PLC speaker,



secretary, director generd , PLC members , the palitica party or to certain individuds who have the power to affect
decisons ; power control dominates the work of PLC. Communication between top management and lower managerid
levels has no criterion.

0 Thereisno accountability sysem in PLC. Interviewee no. 10 sad “Every employee is working according to hisher

terms, the accountability is not clear”.

6.2.2 Organizational Chart

0 Thereisno exigence of organizationd chart in the organization athough some respondents said they have seen one.
Thereis nather adminidrative nor politica willingness to create a proper chart for PLC. All previous efforts that were
made to create a chart were neglected because of the inahility to gpply one for issues related to power and authority
control. If management wants to apply any chart, this will contradict with certain people’s interests who consider
themsdlves above law. They know for fact that a wdl planned structure and an organized didribution of functions and
positions according to qudifications will deprive them from their authority. The chart that was created by the European
Assstance Team suggested reducing the number of departments and joining some departments or units together. This
means that there will be a conflict on managing the joint departments. As we don’t have a strong body in PLC to gpply
the chart regardless of people and because our adminidration is dominated by the palitica figures, the best solution was
for dl beneficd parties to leave the Studion as it is Applying the chart will be in the way of both the current

management and political authority. So it is a matter of power.

6.2.3 Departmentalization
Depatmentdization, or how jobs are grouped together, has no basis in PLC. Few depatments and units were
edtablished, during the first years of parliament, according to functions (Abu Safieh, 2004), the rest were established mogtly
randomly or to please certain individuds The addition of new departments and units occurs aso to please certain individuds
and not for drategic reasons. It was noticed that the number of departments and unitsis large (Respondents no 15, 73).
0 Didrict offices have no clear structure, policies or functions. There are many offices that are totaly separated with no

body to organize and monitor their work.



6.2.4 Centralization and span of control
0 Thespan of control varies from one department/unit to another. In some departments/units, the director isin charge of
one employee or he/she has no employees at dl.
0 PLCisahighly centrdized organizaion. Decison-making isin the hand of one or few people. There is no ddegation of

authority from higher to lower manegerid leves.

6.2.5 Formalization
0 Formdizaion hardly exigsin the organization. There are no offidd clear written policies and procedures for employees
to follow. Policies are gpplied on employees selectively. There are no clear written internd bylaws to darify and control
the work of PLC. Although the dvil service law (1998) had organized the issues of promotions, evaudtion, transfer of
employees for temporary duties, unpaid vacations, but PLC adminidtration has not been serioudy implementing these

laws. It dl depends on persond rdations and favoritiam.

6.2.6 Hiring process
0 PLC violates the dvil service lav (1998) when it comes to hiring process. It occurs mogly through appointments
without competition or through decisions from top-level management. This resulted in the existence of some unqudified
employees with good grades and led to unnecessary increase in the number of employees. The cross tabulation thet was
conducted by the researcher on the rdaion between grade and leve of education indicated thet there is no reation
between the grades obtained and levd of education. It was aso found that in some cases, the employees’ specidization

or levd of education doesn'’tfit the functions they are performing in their departments/units.

6.2.7 Specialization and employees’ development and training
0 Thereisno palicy of involving employees in more jobs to enrich their experience. The movement among departments
and units occurred manly as punishment or according to persond relations.

0 ThePdedinian Legidative Council doesn’t provide enough training for dl employees. When it does, the mechanism of



choosing the trainees occurs mogtly according to persond relations and randomly. Findly, most respondents indicate

that the training provided is not mostly planned and targeted to achieve the gods.

6.2.8 Work relations and coordination
0 Teamwork and coordination amnong departments and unitsis poor.
0 Concerns do exig amnong some employees concerning unethical behavior of some employees.
0 Thereisno unity between PLC in both West Bank and Gaza. The fact that PLC is scattered over two geographicd

areas and the difficulty in movement created duplicationsin departments and units.

6.2.9 Strategy

0 Thereisno clear rategy for PLC. Management has no drategy or plan to cope with any chalenges or Stuations that

employees might face and that have influence on their performance.

6.2.10 Technology
0 Accesstoinformation to facilitate employees’ work is poor.
0 ThePLC web steisnot updated most of thetime.

0 Ingenerd, PLC rdies on technology when it comes to equipment and tools but the problem lies in mantaning them.

Intranet does exig but its is not effective for communication.

6.2.11 Employees’ perception of the administrative performance of PLC
0 ThePdedinian Legidative Councl’sadminidrative performance is Weak.
0 There is a great ded of adminidrative corruption in the Pdedtinian Legidaive Council. Respondent no 2 sad
“corruption in PLC exceeds, dramaticaly, the corruption in other ingitutionsin so many ways, what | want to say is that
corruption exigsin PLC in so many other different types and forms, but, for now, | can say no more??".

0 Someemployees havelos confidencein both PLC management and members. Respondent no 9 said “thereis no hope



inreforming PLC management”.
0 Most employeesfed tha thereis a need for radica changes in the current PLC management. Respondent no 48 said,

“We need anybody, under any job title, the important thing is to take care of employees’.

6.2.12 The contributing factors to the PLC’s poor administrative performance

0 PLC spedker is the number one person to cause the weak performance of the organization. Followed by PLC
secretary, then PLC members, director generd, directors and generd directors, Council’ s affairs committee and findly
occupation. Occupation is no excuse for weak performance and it has the least effect on causng the weak
adminigrative performance of PLC.

0 Thereisagreat ded of interference in management by PLC members. They interfere in hiring, promoting, transfer of
employees from one department to another and nominating candidates for externd training. From the observation of the
researcher, PLC members tend to contract some researchers in PLC to conduct studies for ther private inditutions.
Thefact that some PLC members have other careers besides thair being parliament members contributes to the weak
performance of the PL C.(Respondents no 41, 14, 82, 107, 16). They were categorized as number three in causng the
weak performance of PLC.

0 Managers and generd managers of departments and units have ther share of responghility in weskening the
adminidrative performance of PLC. There is no excuse for managers not to have internd procedures for ther
departments and units. They are supposed to be policy makers and should set an example for their employees. 50% of
the managers were hired through gppointment with no competition and upon decisons from top-level management. This
might get in the way of any desire for achievement.

0 We can add that power control and the fact that there are certain people who can affect decison-making manly
through ther closeness to the governing party has great effect on the weak adminidrative performance of PLC. Most

respondents agreed and strongly agreed that there are a number of people on the PLC cadre, who do not attend work.

6.2.13 Employees’ level of satisfaction

0 Thereisahighlevd of disstisfaction anong PLC employees. The mogt satisfied employees are those who were hired



through top-level decisions. Promotions, grades, injustice, hiring process, grades and low sdaries were among the most
important issues that led to disstisfaction.

0 Personnd unit and adminidrative department should be the most important bodies in the organization since they should
provide support to the daff and the follow up of their affairs this was indicated in their tasks that we mentioned in
chapter 3. Unfortunately, they both faled to perform ther functions. The fact that personnd is separated from the
adminigraive department and its attachment to the finandd department weakened its role (Abu Safieh, 2004). Most
employees’ problems are related to the personnd unit. This led to dissatisfaction among employees. The adminigrative
department is exdusve only to managing the cleaners of PLC. There are problems in the structure, management,

functions and g&ffing of the adminigrative affairs department and the personnd unit. (Respondent no 16).

6.2.14 PLC design
0 ThePLC organizationd designisnot clear. It isacollection of contradictions. It is not following the bureaucracy desgn
totaly snce the essence of bureaucracy is formdization, specidization, and clear chain of command which do not exist
in PLC. It adapted the centrdization, exert of power, unclear span of contral. It is not aso falowing totdly the
functiond design.

0 We conclude that restructuring is a need for the Pdegtinian Legidative Council.

6.3 Recommendations

6.3.1 Introduction:

In the fallowing part, we will introduce the recommendations related to the findings of the study. The findings indicate that
PLC has no dear chain of command and there is overlap in authority between PLC speaker and secretary, there is no
exigence of organizationd chart and there is neither politicd nor adminigraive will to create one, the number of
departments and units is large and they are formed on no basis or to please certain individuds and formdization hardly
exigs in the organization. We aso find that PLC has no criterion for hiring employees and it is mosily done through
gppointments without competition or through decisions from top level management. The training provided relies mogly on
persond rdations or randomly and coordination and teamwork is poor while there is no unity between West Bank and

Gaza. The findings dso indicate that PLC has no clear drategy, no clear accountability sysem or monitoring on



employees performance, access to informetion to facilitate employees’ work is poor and the PLC web sSteis not updated

most of the time. Most respondents indicated that the PLC’ sadminidrative performance isweak and thereis a greet ded

of adminigtrative corruption. The man contributing factors to PLC’s poor adminidrative performance according to order

are the speaker, the secretary, PLC members, PLC director generd, managers and generd managers of departments and

units, councl’ s affairs committee and findly the occupation. All thisled to ahigh levd of dissatisfaction anong employees.

6.3.2 Recommendations in relation to the legal and political level

0

0

0

0

It is very urgent to approve the dection law as soon as possible in order to be able to conduct new legidative
eections. Asthe resultsindicate, most respondents focused on the confuson between palitics and adminigtration in
PLC and the exisence of power control of the governing party. This means that making changes on the
adminigrative leve will dways be attached to padliticd issues unless we have new dections and hopefully new
paties entering the legidative life Employees are suffering the interference of the current PLC members in
adminigraive issues and this causes frustration and affects their performance.

Thereis an urgent need to make changes on the Paegtinian bylaws concerning the postion of PLC secretary. This
postion should be replaced by the postion of secretary generd tha is not an eected parliament member
(Respondents 60, 53) like the Egyptian example. Secretary Generd should be a avil servant, non-partisan,
professona with strong persondity, highly qudified and specidized in Parliamentary management and preferred to
be with a legd background. Such postion should be advertised for, open to the public and filled through a
competition and a persond interview conducted by an internd and externd committee. (Respondentss3, 28, 78,
34). This means cancdling the pogtion of director generd.

To make changes on the Pdedtinian bylaws concerning the duties of speaker which should be more clear in the
bylaws (induding his responghility in gpproving the appointment of the secretary generd who in turn will report to
him directly). This will give the secretary generd the legitimate authority needed to run the PLC adminidrative
afars The duties of the two deputies should be presented in detailsin the bylaws.

We recommend that the PLC should be an independent unit adminigratively and finanddly. As parliaments are

inditutions with delicate functions and are characterized by big work load and pressure, independence will fecilitate



their missons. This can be applied to PLC. Independence will give employees a sense of privilege. Accordingly,
sdaies should be raised and handed in dollars taking into consderaion the standards leve of living cost
(Respondents 82, 48, 85, 82). This change requires a legd status which can be solved by adding an article in the
avil service law gaing that PLC employees are excluded from the dvil service law when it comes to regulaing
employees’ finandd and adminidrative affars. Interna bylaws can be gpproved by PLC management to regulate
the employees finendd and adminigrative affairs.

0 If the previous recommendation did not work out, there is a necessity to gpply both the adminigrative and finencd
sections of the avil service lawv (Respondent no 27). There is no sense in goplying only one section, which is the
finendd one, and it is not totdly in practice. We need a more clear comprehensive picture. Both sections complete
eech other and enable employees to understand their status, and the PLC should respect and comply with the
Pdedtinian bylaw (Respondent 34).

0 The functions and respongbilities of the Councl’s afars committee should be daified in the bylaws and
empowered. The Coundil’s afars committee will consst of the speaker, his deputies and some heads of
committees can have specific responghilities related to broad drategic decisons and policies. We need to reduce

the interference of PLC members as much as possible in adminigrative affairs.

6.3.3 Recommendationsin relation to the administrative level

0 Werecommend and in order to reduce the effects of the secretary generd being appointed by the PLC speaker, and in
order to overcome any bias of fallowing his policies, the secretary generd will gppoint and head an assstant board to
assgt him/her in running the PLC adminigraive affairs. The board can condtitute of the heads of dl functiond areas. An
internd bylaw should be created to organize and darify the respongbilities of such board.

In this way, decisons can be made in consultancy with the assisting board, which could be a connection between top
management and employees.

0 Werecommend srongly reinforcing the concept of unity between West Bank and Gaza. The PLC secretary generd isthe
only managerid source for employeesin both WB and Gaza (Respondent no 39). It is up to himvher to look for suiteble

mechaniam of interaction between WB and Gaza.



We recommend that the firg mission of the secretary generd asssted by his board is to assgn a commiittee to invedtigate
the exiging gdtuation. This incdludes assessng the employees’ qudifications, pogtions, exact number of daff, Saff
digributions to department and units, vacancies needed and cregting mechanism with those over graded or promoted
(Respondents 17, 40). Maybe some employees need to be retired, trained, or given no further promotions. We
recommend giving the chance for those qudified middle managers to participate in rebuilding the organization.

Respondent no 51said “Top levd management should be changed darting from the generd manager and ending with
managers of department and units, we need to reevauate their qudifications and abilities and to keep the suitable ones
only” Respondents no (8, 28, 19, 53,20) dso stressed this point. This indicates the degree of trust employees hold for
managers and generd managers of departments and units and the employees’ dissatisfaction with their performance.
Work should be done on creating an organizationa chart scientificaly taking into consideration the needs and gods of
PLC, falowing the strategy of putting the right person in the right position Respondents (2, 3, 4,6,7,56,58, 66, 67, 72,
90).

Work should aso be done on goplying the chart with no consderations but the benefit and welfare of the organization
(Respondents 103, 5, 48, 59).

Departments should be restructured and created according to the functions they perform. Units should be included in such
departments each according to its mogt Smilar function (Respondents no 15, 73, 18).

The chain of command should be clear; the organization should redly start to move towards less managerid levels and to
encourage teamwork. Training and good use of technology may facilitate this misson (Respondent 15, 17, 18, 54).

PLC should rdly more on technology through activating PLC web Ste and the intranet for more effective channes of
communication and access to information.

We recommend creating internd bylaws for the organization to regulate dl employees’ issues of concern. Promotions,
hiring, attendance, unpad vacations...etc in accordance with the avil service law (Respondents 60, 2, 15). Hiring
process should aso comply with the avil service law. Thisisin case the PLC is not an independent body finencidly and
adminigratively as we recommended before.

Respondent no 87 said “ some employees take the Isradi road blocks as an excuse for not atending work, There should

be afirm system to organize and control the employees’ attendance’.
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We recommend the establishment of written job descriptions for employees’ positions. Departments dso should have
clear description according to the gods they are expected to achieve.

The organization should have clear dtrategy and gods. The direction should be defined. As the PLC d&f provides
sarvices to a sector that isimportant and need timdy mannered services, the gods should be towards achieving efficency
through technology and training. At the same time, hdf of employees are in Gaza, the other hdf; about third of it is
working in other didricts. This requires adopting more technology and provides more traning and move towards less
centraization.

We recommend contracting a consultant in human resources development to talk to employees and try to reach results
concerning motivation issues in cooperation with the managers. The consultant will work aso on investigating the training
needs of employees and talor training courses suitable for each group of employees. The training and development
section in PLC has the responsbility to hep and follow up and file dl programs suggested and make the necessary
recommendations. History of dl traning issues should be kept for future following up. Respondent no 54 suggested the
establishment of a permanent adminidrative development section in PLC.

We recommend focusing on parliamentary training since there is a lack of parliamentary knowledge or specidization or
previous experience among employees. We can dso work on the idea to teach parliamentary courses in universties. We
recommend the establishment of parliamentary training indtitute for both saff and PLC members.

We recommend looking into the functions, management and performance of both personne unit and adminidrative affairs
department since they had faled in mantaining their real role. Personnd unit should be part of the human resources
department within the adminigration function. Actudly, the traning unit should be added to the human resources
department sinceit is attached to human resources issues. We need to add sections for HR development and employees’
relations and complaints, respondent no 54 stressed the idea of the establishment of a specid section for employees’
complaints. A section for research on HR issues will be of great advantage. The technica department should be part of
the Adminigtration function.

Respondent no 44 suggested rehabilitating dl the cleaners and work on training them since they are working in a
prestigious organization and cleanlinessisan issuein PLC.

0 We recommend the establishment of adminidrative, finandd and technicad oversght section conssts of qudified
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professonds to monitor the work of departments, observe any viodlations and make the necessary reporting and
recommendations to management (Respondents no 14, 48, 72, 87).

0 We recommend the establishment of the postion of internd auditor to report directly to the PLC speaker to
perform the functions of finendd oversght on PLC. Buying section and supply section in the supply and buying
department should be separated. Buying section can be part of the finendd function, and the supply section and
stores can be attached to the adminigtrative function.

0 Enhance and activate the role of planning and development unit, which should report directly to PLC speaker.

0 We recommend the dissolve of didrict offices, they are no more part of the adminigtrative cadre of PLC. Each
member can be given hisher own budget to provide his or her own offices and adminidrative support.

0 Themanagement of PLC should think more of employees as the main asset of the organization, motivations should
be considered. Management should work on establishing and encouraging channels of socid communication among
employees, creating socid events, cdebraing occasions, establishing a fund for certain occasons’ celebrations,
providing pogtive feedback, encouraging the positive competition among departments and unit and findly to be far
and firm.

0 Respondents no 54 and 104 raised the issue of gossp and the unethica behavior of some employees and they
recommend that management should be rationd, fair and wise in deding with such issues. Respondent no 41 said
“management should take courses in crigs management”. We recommend the establishment of code of ethics for
both PLC members and employees.

0 Hddng PLC management accountable for corruption and being the reason behind deteriorating the PLC
adminidrative performance (Respondent no 18). We recommend retiring al those who are involved in corruption

(Respondents 51, 28, 78).

0 We recommend that PLC will follow the design of high formdization, specidization especidly for departments
which provide technica and research services. Departments should be according to functions, clear chan of
command and unity of command, centrdized and narrow span of control for the time being for control issues.
Gradudly, PLC should move towards less managerid levels, wider span, and decentraization. Teamwork should

be encouraged. As PLC work under uncertan circumstances due to politica gStuation and is scattered



geographicaly, technology and training should be enhanced. Employees and managers should be trained to handle
any emergencies and there dways should be emergency plans. Women should be more empowered.
0 Thereisagreat urgency for PLC not only to approve anew organizationd structure but to put it in to action.
0 HAndly, we recommend the falowing chart to be adopted by PLC. In cregting the chart, the researcher took into
congderation:
Asthe g&ff of PLC provides the support needed to PLC members to accomplish their misson and godls, it is necessary
to attain an organizationd structure that facilitetes the gaff’ smisson in doing so. The proposed organizationd structure for
PLC amsat:
- Mesting the needs and gods of PLC.
- Providing arationd organizationd structure, with no duplication of functions.
- Providing clear management and reporting lines
The researcher looked a other examples such as Estonia and South Africa and tried to use some recommendations
incduded in the PLC development plan (2000) that was conducted by European Assistance team. The researcher adopted the
things she found suitable and added other new things. There is no harm to benefit from dl previous work that was done on PLC
sructure. The suggested organizationd structure has the following features.
* The establishment of the postion of secretary generd who is none elected parliament member; he is a avil
servant, dl heads of functions should report to him/her.
*  Theedtablishment of an assdting board to help the secretary generd in managing the organization.
» Thejoining, creation or demolish of some departments/units.
* The edablishment of dx generd directorates according to the function they provide in accordance with the
needs of PLC. These directorates are:
1. Adminigration generd directorate: to develop, manage and provide services to the human resources of
the organization effectively.
2. Fnance generd directorate: to develop and manage PLC finandd resources.
3. Legd andyss generd directorate: to provide PLC members and committees with technical andyds for

legidation.
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. Research and information generd directorates to provide PLC members and employees with
information and the necessary andysds to enable them to perform ther job effectively.

Informatics and media generd directorate: to enhance the image of PLC and to make sure that the
publiciswdl informed about its activities and functions

. Committee and plenary sessions’ afairs generd directorate: to keep dl offidd records of PLC.

Chart 6.3.3.
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PL C proposed organizational chart

The speaker ’s office: It provides the link between the members and secretariat

The speaker’s commisson will consst of the speaker and histwo deputiesin case of the secretary generd not being an elected

member. There are no mgor recommended changesin his office but the addition of:

An internd auditor who reports to the speaker directly. He/she provide dl finandd monitoring over PLC accounts to
enaure transparency in PLC’ s management of public money, plans and activities. It isa new postion.

Adtivaing the role of protocol section. Its misson isto perform al logidtics related to parliamentary delegations and the
members’ vists to other parliaments. There should be complete follow up and filing for dl these events. This section
exised before but need to be activated and reorganized.

Planning and development unit report to the speaker directly. It will provide dtrategic planning, consultancy, and
adminidrative control to make sure that broad plans are met and to monitor any violations. This unit used to report to

PLC generd director and was dysfunctiond.

The secretary general’s office:

It has major recommended changes.

The pogition of secretary generd is new. Heisaavil servant.

The establishment of an assging board to provide consultancy to the secretary generd and will be headed by him and
will congst of the generd directors of dl directorates. It isanew addition.

The addition of internd oversight, which provide adminidrative, technical and finandd monitoring. It is a new addition.
The secretary generd will have an office director generd which provide him with dl the necessary adminidrative

support.
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* Hewill bein charge of the fdlowing:

1. Resear ch and information general director ate:
Itisanew joint department that will be headed by a generd director and we recommend induding:
e Library. It used to be a separate department.
* Paliamentary Research department. It used to be a separate unit.

e IT department. It used to be a separate department.

2. Adminigtration director ate:
A generd director heads this directorate. It used to consst only of adminidrative affars (cleanerst messengers) and
digtrict offices management. We recommend the fallowing new structure:
*  Adminidrative afars department.
0 Logidicd support department (Technicad department). It used to be a separate department.
0 Supply department. It used to be part of the supply and buying department and has a no-clear rdaion with the
finandid department.
0 Human resources department. This department is new and we recommend to include
o Personnd. It isused to be a separate unit.
o Traning and HR development section. It used to be a separate unit.
o Employess rdations and complaints section. It isanew addition.
0 Archive and secretary. It sanew addition, its missonisto put together and keep dl documentations in relation
to dl PLC adminigrative correspondence and publications, and to provide fax, printing and photocopying
sarvices for the PLC generd directorates when needed.

0 Removing digrict offices management section.

3. Committee and plenary sessions’ affairs department:

It is headed by the chief clerk. No mgor changes on ther structure but there is a change in the department title. It conssts of:
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e Committee clerk department.

* Councl clerk department.

* Record keeping clerk department.

e Hansard.

4. Informatics and media general directorate:

Itisanew joint directorate. It will be headed by a generd director and will consist of:

* Media department. It used to be a separate department.

» Public rdations department: this section’ smission is to enhance the image of PLC in the eyes of the public and it ams a

establishing relations and deals with dl sectors of society. It used to be a separate department.

5. Finance general directorate: No mgor changes will happen on its interna structure but to darify the addition of buying

department.

0

O

Accounts department.
Didrict offices finance department.

Budget department.

Treasury department.

Buying department.

6. Legal analysis general directorate:

It will be headed by a generd director. No mgor change on its structure and will dill consst of legidaive services

department and legd services department.

The only change is to be involved more with the laws related to women since we recommend the cancding of woman

unit. Any research related to women issues will be the responghility of the research and information department.

As we saw in chapter three, a full description was provided for dl departments and units, gods, number of employees

and the problems attached with their work. To gpply any new organizationd structure, reevauation of the human resources
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digribution, vacancies and qudifications should be in place. This will be accompanied with the existence of clear rules and
procedures and the proper training to achieve the needs of PLC and endble the g&ff to perform ther job effectively.
The internd structure of departments and sections of each genera directorate will be reorganized and daffed in

cooperation with the generd directors of each generd directorate.

6.4 The implementing bodies of recommendations

We can say that the respongihility of goplying al these issues lies on the shoulders of more than one party. For example,

the changes to be done on the Pdedtinian bylaws can be done only by PLC speaker and members. Such issue should be raised
for ingance by a PLC member and it should be voted a by PLC members and then it has to get the gpproval of the head of
date. Lobbying here can play rolein explaining the advantage of thisissue. Recommendations might be presented in the form of
acomparative sudy conducted by researchers of PLC and can be distributed to dl PLC members.

The issues concerning organizationd structure and design can be accomplished by the new secretary generd assisted by
his board. As managers of departments are members of the board, they have input in dl these issues. These implementing
bodies should work on establishing long-term Strategies and create easy channds with employees. This requires a great ded of

commitment, quaifications and training.

6.5 Generalization of results

The results not only can be generdized on dl the organization, but aso on other public sector inditutions. As such
inditutions have smilar environment and culture, this can hep them to understand the concept of organizationd structure and

desgn and its effect on employees’ performance. Thismay help inimproving the performance of public sector ingitutions.

6.6 Contribution to research

This study is the firg detailed study to be conducted on the organizationd structure of PLC. There are other sudies on
PLC but it focused mainly on its monitoring and legidative functions, committee work, and financid aids. Some of them contain

a quick mention of the main adminigrative organs of PLC. Maybe this study will help other organizations to assess ther
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organizations and understand how structure can affect employees. 1t will educate people about the body that represents them.
Maybe the picture is not a nice one but there is dways a glimpse of hope for change. Such change dso liesin the hands of dl

people for a better future.

6.7 Recommendations for other studies

As the researcher was banned from conducting the study in Gaza, we recommend further studies that indude the
employees of PLC in Gaza. Further sudies on the same topic to be conducted on other public sector inditutions are
recommended. One must say that conducting any study on PLC is the responshility of dl the Pdedinian researchers and

academics snce sudying and improving the parliament in dl aspectsis a nationd responghility.
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