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The objectives of this study are: (1) to explore the 

personal value systems of Jordanian managers; (2) to examine 

the relationship between the personal values of Jordanian 

managers and their behavior (i.e., decision making); and (3) 

to compare the personal value systems of Jordanian and 

American managers. 

To achieve the first and the second objectives, 

England's (1967) Personal Value Questionnaire (PVQ) and the 

Behavioral Measurement Questionnaire have been respectively 

utilized. To achieve the final objective, the behavioral 

relevance scores derived from this study are compared with 

those in England's (1975) study. Finally, demographic and 

organizational data are used to describe the characteristics 

of Jordanian managers and serve as covariates in the 

statistical analysis. 

In reference to the statistical techniques, England's 

scoring methodology, factor analysis and multiple 

regression, are used to determine the relationship between 

the personal value systems of Jordanian managers and their 



behavior (i.e., decisionmaking). England's (1975) "rule of 

thumb" (adjusted to 15 percent difference) and the Chi-

sguare test are used to test the significant differences 

between the personal value systems of the Jordanian and 

American respondents. 

The findings of this study are as follows: 

1. The primary value orientation of Jordanian managers 

responding to this study is moralistic in nature, while 

their secondary value orientation is pragmatic. Concerning 

the value profile, Jordanian managers have 34, 3, 8, and 21 

concepts of the PVQ as operative, intended, adopted, and 

weak values respectively. Behavior relevance analysis 

indicates that Jordanian managers have emphasized certain 

value concepts which reflect their perception of economic 

need and their social value structure. 

2. According to England's procedure, there is a 

qualified relationship between the personal values of 

Jordanian managers and their reported behavior, while there 

is a partial relationship according to factor analysis and 

multiple regression. 

3. There are similarities and/or differences between 

the personal value systems of the two managerial groups 

linally, a summary of the findings, along with 

conclusions, implications, and suggestions are offered for 

individuals and organizations doing business in Jordan. 
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CHAPTER I 

INTRODUCTION 

Jordan and other Arab Middle East nations have acquired 

increasing political and economic importance in the last few 

decades. This importance has led to renewed interest in 

Arab Middle East nations' development capabilities and 

associated problems. Because internal, social, economic, 

and political conditions are closely related to the issue of 

stability and peace in the Middle East region, it has become 

an urgent necessity that Arab governments (e.g., the 

Jordanian government) transform and modernize their 

economies within a relatively short time. 

Consequently, a considerable amount of effort and 

resources, both financial and human, have been expended over 

the past several decades to develop and improve management 

capabilities of the civil services of various Middle East 

Arab states. National, international, and regional 

organizations, acting individually or collectively, have 

addressed this most .important and fundamental task, that is, 

the development of effective management resources to 

implement the economic, political, and social evolution of 

the Arab Middle East countries. 



To promote this development, an extensive number of 

institutions have been created throughout the Arab States. 

Virtually all have established institutes of public 

administration, often with the assistance of the United 

Nations, the U.S. Agency for International Development, 

and/or the Ford Foundation. In addition, most national 

universities now offer programs in management education. 

The American universities in the region, both in Beirut and 

m Cairo, have also conducted some of the more innovative 

management development programs and serve as laboratories 

for the development of more pertinent management education 

literature and research. Such programs have usually been 

directed at those already committed to careers in civil 

service and have been post-graduate in design and 

orientation. 

Managers should be studied because they are the agents 

who formulate and implement business strategies. Their 

personal value systems, beliefs, and attitudes affect their 

behavior in terms of how they evaluate information, make 

decisions, motivate and direct their subordinates, and how 

they behave generally in business activities. Despite the 

important role managers play, there is a considerable lack 

of research on managers concerning developing countries in 

general and Jordan in particular. 

With the current strong efforts by the Jordanian 

government to develop into a modern society patterned after 



the Western type of economy with comprehensive economic 

plans, an understanding of the behavior of Jordanian 

managers in public, private, and mixed sectors of the 

economy is increasingly imperative. Recognition of the 

primacy of values and value systems in modern organizational 

settings and their effect on managerial and organizational 

behavior gave impetus to this study. 

The Research Problem 

As a developing country today, Jordan is on the verge 

of a new era of total transformation in terms of its 

economic, social, and political systems. Whether in 

private, public, or mixed organizations, Jordanian managers 

play a crucial role in pushing the country to the stage of 

being an industrialized and developed country. 

In Jordan, the major impediment to development is not 

the prolonged scarcity of skilled and qualified management 

personnel, such as personnel trained in behavioral skills, 

or the lack of conceptual and technical skills. On the 

contrary, Roy (1977), a fellow at the Harvard University 

Center for Research, found that Jordan is one of the Arab 

countries that has a large number of well-qualified and 

well-educated managerial resources. The persistent problem 

is the lack of information on personal value systems and 

business philosophies of managers, which could be an aid in 

the training and development of Jordanian managers. Most of 



the existing information on the values of Jordanian managers 

is based on preconceived ideas, interpersonal bias, and 

hearsay evidence. Studies concerning Jordanian values lack 

empirical data which can be replicated or substantiated. 

The major problem addressed by this research is the 

dearth of information concerning the personal value systems 

of Jordanian managers. This is a critical issue because it 

is these managers who are considered to be the effective 

catalysts in the development of Jordan. A related problem 

of the present study is that there has been no previous 

research on the effect of the personal value systems of 

Jordanian managers on their behavior (e.g., decision 

making). 

A final related and more general problem of the present 

study is that there has been no previous research that 

compared and contrasted the personal value systems of 

Jordanian managers with those of American managers. The 

importance of this comparison lies in the fact that there is 

a mutual interest between multinational corporations and the 

Moslem and Arab countries. American and Western European 

multinational corporations view Islamic and Arab countries 

(e.g., Jordan) as profitable markets for their products and 

services (Wright 1980). On the other hand, Arab elites or 

opinion leaders generally hold favorable and perceptive 

views of foreign multinational corporations (Ajami 1980). 



The comparison made in the research study could help 

American managers to familiarize themselves with the values 

of Jordanian managers and vice versa. Thus, the research 

focus of this study includes the identification and analysis 

of the value systems of selected responding Jordanian 

managers, the behavioral implications of their value 

systems, and how their value systems are similar to or 

different from the value systems of responding American 

managers. 

Purpose of the Study 

The first purpose of this study is to identify the 

personal value systems of Jordanian managers within public, 

private, and mixed sectors. The primary value orientations 

of Jordanian managers (pragmatic, moralistic, affect, and 

mixed) and their respective value profiles (operative 

values, intended values, adopted values, and weak values) 

are identified. Although there is much theorizing about the 

impact of the value systems of Jordanian managers, there 

have been no empirical studies of the value systems and the 

influence of those values on their managerial behavior. 

Considering the important role that managers play in the 

economic development of less developed countries like 

Jordan, this study is a crucial one. 

The second purpose of this study is to identify the 

behavioral implications of the value systems of Jordanian 



managers. Since personal values are expected to influence 

managers' perceptions and their decision-making process, 

this study will analyze the relationship between Jordanian 

managers' values and their managerial behavior. To achieve 

this purpose, a set of five job incidents is utilized. Each 

job incident represents a typical decision problem which a 

manager might face in day-to-day decisions. Each Jordanian 

manager was asked to select an appropriate action from the 

list of suggested actions for each problem. 

These job incidents were five short simulated exercises 

where the problems and alternatives posed the following five 

value issues: (1) economic costs versus human relations 

costs, (2) loyalty and performance of employees versus 

progress and technological changes that have made these 

employees redundant; (3) expediency versus ethical 

considerations in the acquisition of funds to finance 

expansion, (4) creativity, reasonable help, and unpopularity 

versus efficiency, excessive help, and reputation, and (5) 

the amount of discretion allocated to subordinates in 

decision making. 

The third purpose of this study is to compare and to 

analyze the personal value systems of selected Jordanian 

managers with those of certain United States managers. This 

part of the study addresses the question of organizational 

functioning in different countries and different cultures. 



As expressed by England, Negandhi, and Wilpert (1979, 

8), Cross-national studies are very much needed to build 

the science of organizations." The expanding involvement in 

international business has created the need and provided 

some of the data for comparative studies and an increase in 

knowledge about foreign environments. Cross-cultural, 

transcultural, and international studies could be useful to 

better understand the value systems of managers from 

different countries in order to determine the capability of 

mobility. Such knowledge also could help to improve 

business relations in international trade. 

Managers of multinational corporations (MNCs) that are 

transplanted from one culture to another usually experience 

a form of culture shock. They have to go through a period 

of adjustment before they can function effectively within 

either a social or business environment based on a different 

value system. Knowledge derived from comparative studies, 

such as this one, could help managers to familiarize 

themselves with and to better understand business values in 

different countries. Such knowledge could facilitate the 

functioning of foreign managers in a host country. 

In summary, the overall research answers being sought 

in this study involve the following questions: 

1. What are the value orientations of Jordanian 

managers? 



2. What constitutes the value profile of Jordanian 

managers as a group? 

3. What are the behavioral implications of Jordanian 

managers' value systems? 

4. What similarities and differences exist in the 

value systems of Jordanian and American managers? 

A dual research strategy is employed in providing 

answers to the above questions. This strategy combines 

secondary data with empirical findings from a survey 

questionnaire to provide an in-depth analysis of Jordanian 

managers' value systems. Detailed descriptions of answers 

to these questions are found in the chapter on methodology. 

Significance of the StnHy 

This study provides at least two contributions for 

consideration by Jordanian business leaders. The first is 

an empirical contribution. Since no primary research has 

been conducted which attempts to identify the personal value 

systems of Jordanian managers, this study provides 

exploratory empirical evidence which supplements the 

literature on social values as it relates to management. It 

also offers a data base for future research in Jordan. The 

results of this study also provide an empirical base to the 

existing literature on human values as they relate to 

Jordanian organizations. 



The second contribution is theoretical in nature. This 

study has practical implications related to various 

management activities in Jordan such as motivation 

techniques, compensation programs, selection procedures, 

training/development programs, and other managerial 

functions. Knowledge of individual values can help in the 

matching process of individual personal values with 

organizational values, if an employee's values match those 

of the employer, the organization has a better chance to 

have more cooperation from such an individual. Similarly, 

compensation programs and educational classes can be 

designed to match specific managers' values. For example, 

managers who consider autonomy very important can be 

compensated by allowing them to have more control over their 

jobs instead of giving them monetary remuneration. Training 

and development programs also can be precisely designed to 

satisfy managers' needs. 

A third contribution of this dissertation is its role 

as a cross-cultural study which addresses the question of 

organizational functioning in different countries and 

dissimilar cultures. In light of the diversification taking 

place in the business world, as evidenced by the growing 

number of multinational corporations (MNCs) and the 

different cultures they encounter, the importance of cross-

cultural studies cannot be overemphasized. Comparative 

studies such as this one help us to understand some of the 
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cross-cultural differences and values that contribute to 

differing perceptions of reality and the resulting 

differences in behavior. 

Definition of Terms 

To facilitate the understanding of this study, the 

following key terms are identified: 

1. Values represent wants, preferences, likes, and 

dislikes for particular things, conditions, or situations. 

Values describe what individuals consider to be important 

(England et al. 1974, 54). 

2. Value systems are sets of individual values that 

exist in a scale of hierarchy which reveals their perceived 

degree of relative importance (England et al. 1974, 54). 

3. Public managers are those individuals employed in 

managerial positions at government-owned business 

organizations and public service organizations. 

4. Private managers are those in managerial positions 

at organizations owned by national entrepreneurs. 

5. Mixed-sector managers are those in managerial 

positions at organizations owned by government and private 

entrepreneurs. Foreign organizations are excluded for the 

purposes of this study. 

Research Methodology 

A brief description of the research methodology 

follows. The methodology used in this study is that 
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developed by England (1967) and England et al. (1974). This 

methodology Is the result of a theoretical framework of the 

relationship of values to behavior. 

Desxgned by England, the instrument consists of a 

Personal Value Questionnaire (PVQ) which is a list of 

concepts and ideas classified into five categories: 

business goals, personal goals, groups of people, ideas 

associated with people, and ideas about general topics. The 

responses of subjects to the items on this list allowed the 

identification of both the value orientations and the value 

profiles of individual managers as well as groups of 

managers in Jordan. The instrument also has a set of job 

incidents referred to as the Behavioral Measure 

Questionnaire (BMQ,. These incidents are typical situations 

which managers might face in the daily performance of their 

duties. The respondents were asked to select an appropriate 

action from suggested actions for each job incident. This 

self-reported behavior allowed the researcher to examine and 

analyze the relationship between the personal values of 

Jordanian managers (as identified from the PVQ) and their 

behavior. Finally, the survey questionnaire consisted of 

items seeking to collect demographic and organizational data 

from the respondents. A detailed description of the 

methodology and procedures for scoring the instruments is 

found in Chapter IV, the chapter on methodology. 
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The sample chosen for this study involved public, 

mixed, and private managers who were also Jordanian natives 

conducting business in Jordan. Alien managers were 

excluded. A random sample of these managers was selected 

and administered the questionnaire via the management 

department at the Jordanian university. The university 

professors then returned all questionnaires to the 

researcher. (A detailed description of the sampling 

procedures is provided in the chapter on methodology.) 

Limitations of the Study 

There are seven limitations of this study that need to 

be addressed. One limitation is related to the arbitrary 

size of the sample. No statistical basis could be used for 

determining the maximum sample size (350 Jordanian managers) 

because the sample was restricted to managers residing and 

conducting business in Jordan. This limitation has been 

mediated by the use of the stratification technique which 

ensures the representativeness of the sample's diversity 

without the size requirement as would otherwise be desired. 

Another limitation of this work resides in the fact 

that the majority of the sample respondents are from Amman, 

the capitol of Jordan. This trait predominates because all 

Jordanian ministries and well-established companies are 

located in the Amman area. A little over one-third of the 

respondents were from other major cities in Jordan. 
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A third limitation is that a few managers perhaps did 

not participate in this study due to their companies' 

policies prohibiting them from participating in surveys, m 

such cases, appropriate substitutes were identified. The 

fourth limitation of this study is the possibility that some 

of the responding managers in the Jordanian public sector 

may have responded and returned questionnaires through 

officials other than the university. However, to ensure 

uniformity, questionnaires were sent in sealed envelopes to 

Jordanian managers with the cover letter from the management 

department at the Jordanian university requesting the 

surveyed managers to fill out and return the questionnaire 

in the sealed envelope. 

A fifth limitation is related to the translation of the 

questionnaire from English to Arabic, in cross-cultural 

studies, there is always the concern that in translation a 

loss of meaning or differences in the meaning and 

interpretation of the questionnaire concepts may occur. 

This limitation is recognized in this work due to the 

translation of England's instruments from English to Arabic. 

It is important to note that England's instruments have 

been translated into several languages. The arabic 

translation has been used both in Egypt and Lybia by Askar 

(1979) and El-Baruni (1980). The generalizability of the 

use of the Arabic translation of England's instrument is 
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sound since the classical Arabic language is the same in all 

22 Arab states. 

To attest whether or not the Arabic translation causes 

a loss or difference in the meaning of the questionnaire 

concepts, a certain procedure was followed (which is 

explained in the section of data collection in chapter 4). 

This procedure has produced two separate responses 

concurrently for two separate questionnaires by 30 Jordanian 

managers. The first questionnaire was an Arabic version, 

and the second one was retranslated from the Arabic version. 

The comparison of both responses to both questionnaires 

r6V6dl6d them to be congxuent• 

A sixth limitation is that the American managers' 

values may have changed since England's 1967 study. 

However, there seems to be strong evidence that the value 

systems indicated by England (1967) are durable in nature. 

For example, Lusk and Oliver (1974) found only 3.3 

percentage points of difference between the two time periods 

when they replicated England's (1967) study. Furthermore, 

Posner and Shcmidt (1984) replicated three categories of 

England's (1967) Personal Value Questionnaire. Their 

research findings also did not indicate significant temporal 

differences between the two studies. 

Finally, the reliability and validity of England's 

(1967) instrument may not necessarily be reliable or valid 

for the Jordanian culture. Various researchers have tested 
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the validity of England's (1967) instrument. For example, 

Whitely (1979) tested England's (1967) instrument in 

Australia and India where he found England's instrument to 

be valid for those developing countries. Additional 

discussion on the validity of England's (1967) instrument is 

presented in Chapter IV. The reliability coefficient alpha 

.70 and above was selected to determine the significant 

factors derived from the Factor Analysis. This procedure is 

explained in the data analysis section of Chapter VI. 

These seven limitations in no way reduce the value of 

this research study. To ensure objectivity, however, 

readers are informed of all provisions and limitations 

pertaining to this study and its findings. 



CHAPTER II 

REVIEW OF THE LITERATURE 

The purpose of this chapter is to clarify the concept 

of values and to review the empirical research related to 

the personal values of Jordanian managers. P i r s t, the 

concepts of values and value systems are defined. Second, 

values are differentiated from seven related concepts. 

These concepts include opinions, interests, needs, social 

norms, ideologies, beliefs, and attitudes. Third, major 

approaches for measuring and classifying values are 

summarized. Related value studies which illustrate 

potential relationships between personal values and 

managerial behavior then conclude this chapter. 

Definition of Hnm^ 

There is no universal definition of the concept of 

values and value systems in the literature. The way a 

writer defines values is affected by his or her field of 

knowledge, background, the era and purpose of research. For 

the purpose of this dissertation, definitions of the concept 

of values were found to be relevant. According to 

anthropologist Clyde Kluckhohn: 

diItinctive%raneindividuS11Cit
h°

r 

9 ~ u p , of the desirable w h i c h 0 ^ ^ ^ ^ t ^ f s ^ L ' t i o n 
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( S u c S o h n ^ W l ^ s f s ; m e a n S ' 3 n d E n d S ° f a C t i o n-

Williams, a sociologist, defines values as "those 

conceptions of desirable states of affairs that are utilized 

in selective conduct as criteria for performance or choice 

or as justification for proposed and actual behavior" 

(Williams 1967, 23). Rokeach, a psychologist, offers the 

following definition; 

conduct or end!sSt« n? f
b: l i Sf t h a t . a ^itLc mode of 

socially nrefeiah?p\n a ^ i s Personally or 
conduct or end-state of o opposite or converse mode of 

end-state of existence. (Rokeach 1973, 15) 

Other definitions which were in vogue during the 1980s 

are given below. Morrill defines values as "standards and 

patterns of choices that guide persons and groups toward 

satisfactions, fulfillment, and meaning- (Morrill i960, 62). 

To Hofstede, a shorthand definition of values is that they 

are: 

They direct our feelings of good f n f 3 o v e r o t h e r s • 
opinions on how thinos ahnnlTSf 2"d e v l 1 ' T h e y are 
also affect our percfotion, k I n d i r e ctly they 
affect our behavior. (Hofstede 1985, 337)* 3 X 6 ' a n d t h e y 

Bamberger defines values as "standards that determine what 

is considered -good,' -desirable,' or -preferred" 

(Bamberger 1986, 57). Thomas Brown sees that values 

represent priorities. "The term -values' is generally used 

to describe concepts like truth, loyalty, commitment, and 

love. -Management values' deals with the way managers 

demonstrate priorities in a work setting" (Brown 1986, 31). 
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Despite the variety of definition for what constitutes 

one s values, there seems to be some consensus regarding two 

essential elements comprising value systems. These elements 

include: (a) a frame of reference which serves as a guide, 

system or standard an individual uses in making evaluations, 

and (b) alternative behaviors from which an individual 

selects the preferred action (Powell 1977). Thus, behavior 

generally is viewed as a manifestation of values and values 

can be predictive of behavior. 

Value Rysi-om 

As stated before, values are conceptions of desirable 

behaviors, goods, services, or other entities. Values 

represent wants, preferences, or general standards of 

conduct. Every individual has a set of values that are 

ordered in a hierarchy according to their importance or 

priority to the individual. This hierarchy of values is a 

value system which is considered as one determinant of the 

person's actions enabling him or her to transmit expected 

responses to other persons (Zalezink et al. 1970). 

According to Rokeach, »a value system is an enduring 

organization of beliefs concerning preferable modes of 

conduct or end-states of existence along a continuum of 

relative importance" (Rokeach 1973, 15). A similar 

definition of value <?vRtom * 
s y s t e m x s 9 l v e n by Sikula. He has noted 

that: 
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eSist in S» er=?f 0 a S e?. o f individual values which 
degree Sf re?ai?™r-a h l ® r a r c h y t h a t reveals their 

Sss ssF?E— «rsMTS"are 

28) continuum of importance. (Sikula 1971, 

England defines one's values and value systems as: 

SSHr™ ~ £srs sr 
s ™ T S i s ts'x,;: 
nature. Likewise, a value is qppn = a 

ssrs ss as s
ic 

attitude.C^°England*1967°^54 ° r p h l l o s o p hy V^ h®t'it^i^to 

It is England's definition which serve as the 

operational definition of values and values systems for the 

purpose of this dissertation. 
Values anH Pol.ated Pnnnopfe 

There are no universally accepted, clear-cut 

definitions that distinguish values from other concepts such 

as opinions, interests, needs, social norms, ideologies, 

beliefs, and attitudes. Since beliefs and attitudes are the 

most relevant concepts, these two concepts are given more 

emphasis and elaboration than are the other concepts in the 

following discussion. 

1- PPi"i°n3. Insko (1967) describes opinions as non-

evaluative beliefs which must be distinguished from values. 

Berelson and steiner (1964) also indicated that opinions 

usually refer to topical and short run affairs reflective of 
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central personal values. Finally, Martha Brown considers an 

opinion as "a verbal expression of some belief, attitude or 

values, insufficient to produce certainty" (Brown 1976, 21). 

2. Interests. Perry (1954) considers a value as any 

object of interest. Therefore, the two concepts are 

identical. But Rokeach (1973) views interest as a narrow 

concept of value, one that cannot be classified as an 

idealized mode of behavior or end-state of existence. 

Interests resemble attitudes more than values, representing 

a favorable or unfavorable attitude toward certain objects 

or activities. 

3. Needs. Murray's (1938) list of needs has been 

transformed into white's (1951) list of values. French and 

Kahn (1962) have also indicated the similarity between 

values and needs. Moreover, Maslow (1964) has referred to 

"self-actualization" both as a need and as a higher-order 

value. Based on Maslow's mentioned arguments (values are 

equivalent to needs), then the lowly animals may possess 

values. However, Rokeach (1973) asserts that human beings 

are the only animals that have values. 

4- Social Norms. A social norm is a prescription and 

proscription to behave in a specific way in a specific 

condition (Rokeach 1973). For example, Navajo Indians were 

found to refrain from having ceremonials at the time of an 

eclipse of the moon (Kluchkohn 1951). Social norms thus 

neither refer to end-states of existence nor transcend 
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specific situations as do values. Furthermore, a norm is 

consensual and external to the person, but a value is more 

personal and internal (Rokeach 1973). 

5- Ideology. Kluchkohn defines ideology in terms of a 

system of ideas; he says that ideology: 

s o S L e f c o L ^ u S t l r t o " ' b e f b i d e H 3 ' b U t t h e Erste"» i s 

somewhat pejorative sensl which'does 3 

ideologies determiif L e ^ h ^ " * 1 7 b® a r 9 u e d t h a t 

paths of action which a*-o i ̂ e t w e e n alternative 
underlying values. 

Martha Brown defines ideology as an organization of beliefs 

and attitudes-religious, political, or philosophical in 

nature—that is more or less institutionalized or shared 

with others, deriving from external authority (Brown 1976 

21). 

6. Beliefs. J a o o b a n d p l l n g ( 1g 6 2 j 2 3 ) r e f e r t Q 

beliefs as "existential propositions held by individual 

human beings regarding the structure and operation of the 

social and physical universe and one's place in it; vectors 

which bear upon an individual as he confronts a choice of 

conduct., to scheibe, ..belief statements are answers to 

questions of fact." To Berelson and Steiner (1970, 558) 

"beliefs are basic, having to do with central values of ' 

life." I n other words, beliefs are more enduring, deep-

rooted, and reflective of central personal values. 
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Bamberger ( 1 9 7 0, 4, considers beliefs as "certain opinions 

that seem to go together." Furthermore, Williams 1970, 43) 

states that "beliefs have primarily an existential 

reference; they concern what the believer takes as reality-

properties of and relationship among entities and 

processes • Beliefs _ 
re true or false, valid or invalid, or 

not testable. There is in Kqi in-p 
mere is in beliefs as such, no criterion of 

good or bad, only -is- or -is not- in s o me sense and some 

degree." since some definitions possess a notion of fact-

orientation, it must be noted that Lesikar (1976, 31) refers 

- a person, belief about or perception of reality 1 not 

being identical with "reality" itself. 

Rokeach differentiates between three types of beliefs. 

The first type of belief is a descriptive or existential 

belief, which can be evaluated as being true or false. The 

second type of belief is an evaluative one in which the 

object of belief is judged to be good of bad. Powell (1977) 

pointed out that the third type of belief is „ 
yp ceiief xs a prescriptive 

or exhortatory belief, „ h i o h i n v o l v e s e v a l u a t ± o n Q f ^ 

means or end of action as desirable or undesirable. 

According to Rokeach, this third type of belief is a 

Thus, a value may be viewed as a particular kind of 

belief. Although the concepts of beliefs and values are 

closely related (Rokeach 1968), Scheibe differentiates 

between them in the following manner: 
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Belief statements refer to what is possible what 

M is'and 

judgments refer to what is wanted what » 

They^ggest 'oTtistl, ̂ e L e ^ i o M " 
passions, valences, or morals. (Soheibe 1970,' 41-42) 

Williams (1970, p. 443) also demonstrates that "values and 

beliefs are related but not identical." 

?• Attitudes. Attitudes have been defined in various 

ways. Here are some examples. One definition is that "an 

attitude is a mental and neural state of readiness, 

organized through experience, exerting a directive or 

dynamic influence upon the individual's response to all 

objects and situations with which it is related" (Allport 

1935, 810). Another definition is that an "attitude is 

primarily a way of being -set' toward or against certain 

things' (Murphy, Murphy, and Newcomb 1937, 889). A further 

definition is that an attitude is a "relatively stable 

affective response to an object" (Rosenberg 1956, 367). 

Finally, an attitude is a tendency or disposition to 

evaluate an object or the symbol of that object in a certain 

" a Y" ( K 3 t Z a n d S t ° t l a n d "59, 428). According to Insko 

(1970), while the first definition implies that attitudes 

refer to a very general state of readiness, and the second 

one restricts the state of readiness towards or against 

certain objects, the third and fourth definitions focus on 
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the affective tendency to favorably or unfavorably evaluate 

objects and completely discard the notion that any overt 

behavior is implied, while Wagner (1969) argues that a 

value may represent a collection of attitudes, England 

(1967) views a value as more ingrained, permanent, and 

stable in nature than an attitude. 

Other researchers have differentiated between attitudes 

and values. Rokeach (1973), for instance, has elaborated on 

the differences between an attitude and a value. Some major 

differences are: (a) while the substantial content of a 

value may concern ego defense, knowledge, or self-

actualizing functions, the concept of an attitude is related 

to such functions only inferentially; (b) values occupy a 

more central position within an individual's personality 

make up than attitudes, so they are determinants of 

attitudes and behavior; (c) whereas a value is a single 

belief, an attitude refers to the organization of several 

liefs that are all focused on a given subject or 

situation; and (d) a value is a standard but an attitude is 

not a standard. 

A similar elaboration on the differences between 

attitudes and values comes from Mindell and Gorden (1981). 

The authors view values as more pervasive and fewer in 

number than attitudes. Values do not differ from attitudes 

» quality only, but also in terms of their depth of impact, 

judgement and choices about persons and things. 
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Mai or Approaches to Values weasiirftm0nf 

There are various value scales which have been devised 

to measure values. For example, Robinson and Shaver (1973, 

review twelve instruments that have been developed by 

various theorists to measure values. Despite this variety, 

relatively few instruments have been widely used to measure 

values. Pour relevant approaches are briefly summarised. 

The Study of Values (SV) 

Spranger (1928), a German psychologist, was one of the 

first theorists to classify people according to the main 

they held. He recognized six fundamental types of 

values: theoretical, economic, aesthetic, social, 

political, and religious. These six value types have been 

summarized as follows: 

1. The Jheoretical person is primarily interested in 

the discovery of truth and in the systematic ordering of his 

knowledge. „ i s interests are empirical, critical, and 

rational. Scientists or philosophers are often this type of 

individual. 

2- The economic person is primarily oriented toward 

what is useful. He is interested in the practical affairs 

of the business world, in the production, marketing, and 

consumption of goods, and in the use of economic resources. 

He fits the stereotype of the American businessman or 

business woman. 



26 

3 • The aesthetic person finds his main interest in the 

artistic aspect of iife, although he need not be a creative 

artist. The Importance of beauty is in all aspects of 

existence, especially nature. 

4. The essential value for the gocial person is love 

P Pie. He values people as ends in themselves and tends 

to be kind, sympathetic, unselfish, and approaches life via 

a religious philosophy and attitude. 

5- T h® political person is characteristically oriented 

toward power, not necessarily in politics, but in whatever 

area he functions. Most leaders have a high power 

orientation. 

6• The jeligious person is one whose mental structure 

is permanently directed to the creation of the highest and 

most absolutely satisfying value experience. The dominant 

value for him is unity. He seeks to relate himself to the 

universe in a meaningful way and has a mystical orientation 

(Guth and Tagiuri 1963, 125-126). 

This classification scheme served as the theoretical 

basis for a questionnaire developed by Allport and his 

associates which measures the relative strength of each of 

the six value orientations summarized above, in 1931 

Allport and his associates developed this questionnaire 

consisting of 120 questions with 20 questions per value 

(Allport, Vernon, and Lindzey I960) . Revised in 1951, 
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Allports values questionnaire has received extensive usage 

for counseling, guidance and comparison (Askar 1979). 

Personal Value Questionnaire (PVQ) 

England's (1967) PVQ is another popular value-measuring 

instrument which is presented in a detail in Chapter IV, the 

chapter on methodology. England's (1967) model of personal 

value systems contains two major classes: non-relevant or 

weak values (values that have little or no impact on 

behavior), and conceived values (values that are likely to 

be translated from the intentional state into behavior). 

Conceived values are made up of "operative" values (values 

which are viewed as important but may have only a moderate 

probability of being translated from the intentional state 

into behavior), and "adopted" values (values which have less 

influence on behavior). 

The PVQ measures the importance that an individual 

attaches to sixty-six concepts classified as follows: goals 

of business organizations, personal goals of individuals, 

ideas associated with people, and ideas about general 

topics. The PVQ uses four dimensions on which respondents 

indicate their rating of concepts: (a) important-primary 

»ode, (b) successful-secondary mode, ,c) right-secondary 

mode, (d) pleasant—secondary mode (England 1967, 55-56). 

According to England, the PVQ is the only available 

measurement of values specifically developed for managers. 
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The Rokeach Value Survey (RVS) 

The RVS, a widely used instrumental technique to 

measure values, was developed by Rokeach (1973). it has 

been widely used in various disciplines such as psychology, 

sociology, and management. The RVS, which consists of 

eighteen "instrumental" values and eighteen "terminal" 

values, is presented in Table 1. The terminal values 

represent end-states of existence, while the instrumental 

values represent means towards achieving the end or terminal 

values. Respondents rank each of these lists of values by 

their perceived relative importance. 

Values for Working Questionnaire (VWQ) 

Flowers and his associates (1975) classified values 

into six profiles and developed an instrument known as the 

Values for Working Questionnaire (VWQ) based on Graves' 

(1970) work. The six value profiles identified are as 

follows: 

1. A tribalistic (traditionalistic) value system is 

arac*"er*zet* ^ rigid traditions and adherence to the 

tribe's belief system. Tribalistic individuals prefer 

routine work, strong guidance, and encouragement from their 

superiors. They expect recognition when their work is done 

properly. 

2. Egocentric (exploitive) individuals are those who 

no longer devote their energy to maintain the tribal way of 
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TABLE 1 

CONCEPTS OF THE ROKEACH VALUE SURVEY 

TERMINAL VALUES 

A comfortable life 
(a prosperous life) 

An exciting life 
(a stimulating, active 
life) 

A sense of accomplishment 
(lasting contribution) 

A world of peace (free of 
war and conflict) 

A world of beauty (beauty of 
nature and the arts) 

Equality (brotherhood, equal 
opportunity for all) 

Family security (taking care 
of loved ones) 

Freedom (independence, free 
choice) 

Happiness (contentedness) 
Inner harmony (freedom from 

inner harmony) 
Mature love (sexual and 

spiritual intimacy) 
National security 
(protection from attack) 
Pleasure (an enjoyable, 

leisurely life) 
Salvation (saved, eternal 

life) 
Sell—respect (self—esteem) 
Social recognition 

(respect, admiration) 
True friendship (close 

companionship) 
Wisdom (a mature under-

standing of life) 

INSTRUMENTAL VALUES 

Ambitious (hard-working 
aspiring) 

Broadminded (open-minded) 
Capable (competent, 

effective) 
Cheerful (lighthearted, 

joyful) 
Clean (neat, tidy) 
Courageous (standing up 

for your beliefs) 
Forgiving (willing to 

pardon others) 
Helpful (working for the 

welfare of others) 
Honest (sincere, truthful) 
Imaginative (daring, 

creative) 
Independent (self-reliant 

self-sufficient) 
Intellectual (intelligent, 

reflective) 
Logical (consistent, 

rational) 
Loving (affectionate, 

tender) 
Obedient (dutiful, 

respectful) 
Polite, (courteous, 

well-mannered) 
Responsible (dependable 

reliable) ' 
Self-controlled (restrained, 

self-disciplined) 

28? N a t " r " " f H'™anjaiues ( N e w 
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life. They are not generally inclined to live within the 

limits and constraints of society's norms. They also let 

their subordinates know that they are in charge. 

3. Conformists (sacrificial) individuals are those who 

focus on the means to ends and not on the end of existence. 

They do not tolerate others' values and may sacrifice 

themselves if their values are threatened. Conformists 

prefer job descriptions and procedures, and enforce their 

organizations' rules. 

4. Manipulative (materialistic) individuals know how 

to play the game and how to master and manipulate their 

environment. They are interested in short-run profits for 

their own reputation, and prefer leadership that does not 

ask questions as long as the work is done. 

5. Sociocentric (sociocratic) individuals are those 

who value interpersonal relations, communication, respect, 

kindness, and have little concern for material things, 

power, and wealth. They create a supportive working 

environment and emphasize cooperation with all of their 

employees. 

6. Existential individuals are those who have a high 

tolerance for the values of others. They create an open 

environment in which any individual can realize his goals, 

and they are inclined to work with their subordinates in ' 

setting goals. They also like job autonomy, job challenge. 
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imagination, initiative, and creativity (Flowers et al. 

1975). 

Related Value Studio 

Since no empirical research has been conducted on the 

value systems of Jordanian managers and since Jordan is a 

Moslem-Arab state and a developing country, the researcher 

focuses this literature review on related studies conducted 

in other nations and cultures that highlight potential 

findings relevant to this dissertation. Studies in the 

following five areas are discussed: value studies conducted 

in Arab countries, value studies concerning Arab managers 

and Arab students (future managers) studying in the United 

States, value studies conducted in Moslem countries, value 

studies concerning managers and students (future managers) 

from Moslem countries working or studying in the United 

States, and value studies conducted in some underdeveloped 

countries. 

Value Studies Conducted in Arab rnontrio. 

Few empirical studies have been conducted concerning 

Arab managers doing business in Arab countries. Only three 

studies were found in the literature and these were 

conducted on the personal value systems of Arab managers in 

Egypt (Askar 1979), Libya (El-Baruni 1980) and Iraq (All 

1982). Since both Egypt and Iraq are Arab, Moslem and 

underdeveloped, these studies are believed to be relevant to 
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the basic thrust of this dissertation. A detailed summary 

of these studies follows. 

Personal Value Systems of Egyptian 
Managers (Askar 1979) 

The objectives of Askar's study were (a) to identify 

the value systems of a national sample of Egyptian managers, 

(b) to examine the relationship between the personal value 

systems and the behavior of Egyptian managers, (c) to 

determine the influence of personal/organizational variables 

upon the personal value systems of Egyptian managers, (d) to 

compare the value systems of Egyptian managers with those of 

American, Indian, Japanese, and Korean managers in previous 

studies of Dr. England and his associates. 

To achieve these objectives, Askar utilized England's 

(1967; England et al. 1974) research methodology. Primary 

data were received from a national sample of 236 Egyptian 

managers. Secondary data came from the studies of England 

and his associates on personal value systems of managers in 

the united States (England 1967), Korea (England and Kim 

1968), Japan (England and Kokie 1970), and India (England, 

Dhingra, and Agarwal 1974). 

Askar (1979, study found the following results: 

1- The value orientation of Egyptian managers as a 

group appeared to have a more moralistic than pragmatic or 

affect orientation, of the 236 Egyptian managers, 49% had a 

moralistic orientation, 36% had a pragmatic orientation, 3% 
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had an affect orientation, and 28% had a mixed orientation. 

The value profile of Egyptian managers showed that there 

were thirty-eight concepts as operative values, eight 

concepts as adopted values, five concepts as intended 

values, and fifteen concepts as weak values. 

Behavioral relevance scores showed that Egyptian 

managers placed high behavioral relevance scores on concepts 

such as high productivity, organisational stability and 

efiiciency, security, dignity, prestige, technical staff, 

highly skilled workers, my company, my subordinate, honor, 

y, and religion. Low behavioral relevance scores were 

placed on organizational growth, profit maximization, 

owners, stockholders, and labor unions. 

The Egyptian managers' emphasis on high productivity 

and on organizational stability and efficiency was 

consistent with E g y p t . s n 6 e d t o d e v e l o p ^ 

increased productivity with efficient use of limited 

On the other hand, organizational growth and 

profit maximization were viewed as means to an end in the 

perception of the Egyptian managers. T he i r concern with 

security, dignity, and prestige reflected the interplay of 

islamic religion, class, and family traditions in the value 

structure of Egyptian managers. This particular concern of 

Egyptian managers is consistent with England's findings that 

the personal value systems of managers as a group seem 

relatively stable and do not change rapidly. 
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2. Results Indicated that the personal value systems 

of Egyptian managers were related to and/or influenced the 

way managers behave on the job. Of the seventeen 

predictions, thirteen (76.5%) were supported by the data. 

3. Results supported the relationship between the 

personal value systems of Egyptian managers and some 

personal/organizational variables, across levels of 

managerial responsibility, high income, an experience. 

4. The comparison of the value systems of Egyptian 

managers with those of their counterparts in America, japan, 

Korea, and India indicated that there were differences 

between Egyptian managers and American, Korean, and Japanese 

managers. 

Also, similarities were found to exist between Egyptian 

and Indian managers. Managers from Egypt and India appeared 

to be more moralistic than other managers in Korea, Japan, 

and the United States. Askar indicated that this similarity 

in value orientation could be related to some common 

characteristics between Egypt and India. Both countries are 

underdeveloped, are predominantly agrarian societies, were 

occupied by Great Britain, and have a substantial public 

sector. Further, Muslims settled in India and ruled the 

country for a long period of time (Narain 1971). 

Only four trait differences were found to exist between 

Egypt and India. These four traits were each country's 

S i Z 6 ' P r e d 0 ," i n a n t economic organisation, and 
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political system. All of these factors have a direct 

relationship with each country's unique culture. 

Personal Value Systems of Libyan 
Managers (El-Baruni 1980) 

This study is an exploratory research of the personal 

value systems of Libyan managers in private and public 

sectors of selected Libyan organizations. The objectives of 

El-Baruni's (1980) study were (1) to explore the personal 

value systems of Libyan managers in Libya; (2) to determine 

the relationship between the personal value systems of 

Libyan managers and selected behavioral variables such as 

job satisfaction and success of managers; (3) to identify 

the value differences between (a) more successful and less 

successful Libyan managers and (b) the value differences 

between more satisfied and less satisfied Libyan managers; 

and (4) to compare the value systems of Libyan managers with 

the value systems of their counterparts in America. 

In his research, El-Baruni used England's (1967) 

methodology. He also used The Index of Success of England 

and Lee (1974). Success was defined as managerial pay in 

relation to age (England and Lee 1974). Primary data were 

derived from a national sample of 189 Libyan managers. 

Secondary data were acquired from England's studies (1967; 

1975; England et al. 1974). 
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The findings of El-Baruni's (1982) study are: 

1. The value orientation, value profile, and 

behavioral relevance scores of Libyan managers as a group 

are identified. The value orientation of Libyan managers 

appears to be more pragmatic than moralistic or affect 

oriented. Of the 189 Libyan managers, 109 managers (58%) 

are found to have a pragmatic orientation, 44 managers 

(23.4%) to have a moralistic orientation, 12 managers (6.4%) 

to have an affect orientation, and 23 managers (12.4%) to 

have a mixed orientation. The value profile of the Libyan 

managers indicates that thirty-eight concepts are operative 

values, twenty-six concepts are weak values, two concepts 

are intended values, and no concept is an adopted value. 

The sample data analysis indicates that concepts such 

as organizational efficiency, high productivity, 

organizational stability, organizational growth, my company, 

technical employees, craftsmen, employees, customers, my co-

workers, loyalty, honor, aggressiveness, cooperation, 

ability, trust, skill, ambition, dignity, success, 

achievement, security, job satisfaction, creativity, 

religion, rational, and caution received the highest rating 

on the operative value scale. On the other hand, concepts 

such as industry leadership, profit maximization, managers, 

me, labor unions, owners, stockholders, tolerance, 

compassion, prejudice, leisure, autonomy, power, 

individuality, money, influence, conservatism, change, risk, 
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emotion, compromise, authority, government, force, and 

conflict received low behavioral ratings on the value 

scales. El-Baruni indicates that this study could be 

accurate in assigning behavioral relevance scores if it used 

a disguised survey because Libyan managers have been exposed 

to a certain social, political, and economic philosophy 

since 1969. 

2. There is no significant relationship between the 

personal value systems of Libyan managers and their 

managerial success or their job satisfaction. These findings 

are contrary to El-Baruni's expectations and to England's 

(1975) findings on this topic in five countries: the United 

States, Japan, Korea, India, and Australia. 

3. Comparing the value systems and demographic 

characteristics of the most and the least successful (the 

upper 20th and the lower 20th percentile) managers of the 

Libyan sample, El-Baruni found there to exist value 

differences between the two groups. Similarly, performing a 

by-concept analysis for the most satisfied and the least 

satisfied managers (the upper 30th percentile who obtained 

satisfaction scores of 24 or over versus the lower 30th 

percentile who obtained satisfaction scores of 20 or less), 

El-Baruni found value differences between the two groups. 

4. The comparative analysis between the value systems 

of Libyan managers and the value systems of American 

managers shows that Libyan managers are similar to American 
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managers in their value orientations. The Libyan and 

American managers' primary value orientations are pragmatic, 

and the secondary value orientations are moralistic and 

ethical. Despite this similarity, El-Baruni would not expect 

similar managerial behavior in both countries due to their 

different value profiles. 

An Empirical Investigation of Managers' Value 
Systems for Working in Iraq (Ali 1982) 

This study was conducted for an unpublished 

dissertation by Ali (1982) and was presented three years 

later at the annual meeting of the academy of International 

Business, Midwest Division, Chicago, 1985. The objectives 

of Ali's study were (a) to investigate the value systems of 

Iraqi managers in Iraq, (b) to compare the value systems of 

Iraqi managers with the value systems of American managers 

in the study by Flowers and his associates (1975), (c) to 

test the relationship between the value systems of Iraqi 

managers and selected demographic/organizational variables, 

and (d) to find out if the value systems of the relatively 

successful managers differ from those of relatively less 

successful managers in Iraq. 

To achieve these objectives, Ali used the survey 

instrument of Flowers and his associates (1975), which 

consists of six value systems: tribalistic, egocentric, 

conformist, manipulative, sociocentric, and existential. 

Each of these six value systems is decided by scaling 
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techniques (1-12 points) which are assigned to the managers' 

responses to the following items of the VWQ: company, 

loyalty, bosses, money, profit, work, freedom on the job, 

big companies, and company rules. To measure managerial 

success, Ali incorporated the definition employed in three 

studies: England et al. 1974; England and Lee 1974; and 

Watson and Williams 1977. Those researchers defined 

managerial success as managerial pay relative to age. 

To find out the similarities or differences between 

successful and unsuccessful managers, Ali depended on 

empirical research findings which showed managerial success 

to be associated with value systems of managers and that 

successful managers had similar value systems (Sikula 1971; 

England and Lee 1974; England et al. 1974; Watson and 

Williams 1977). 

Ali used two sources of data. The primary data came 

from a national sample of 232 Iraqi managers. The secondary 

data came from the study of Flowers and Hughes (1975). 

The results of Ali's study are as follows: 

1. The investigation of the value systems of Iraqi 

managers shows a high proportion of Iraqi managers to be 

sociocentrxc. Of the 232 Iraqi managers, 23% were 

sociocentric, 20% were conformist, 20% were existential, 16 

percent were manipulative, 16% were tribalistic, and 5% were 

egocentric. One similarity was found to exist in the 

egocentric value systems of both Iraqi and American 
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managers. Slight similarities were also found in the 

existential and conformist value systems 

2. The comparison of the value systems of the Iraqi 

managers and the value systems of American managers shows 

there to be differences between the sociocentric, 

manipulative, and tribalistic value systems. 

3. Results show the value systems to differ among the 

sample of Iraqi managers across various demographic and 

organizational variables. These variables included sex, 

age, region of childhood, father's occupation, educational 

level, field of education, income level, length of service 

with the present company, managerial functions, type of 

industry, size of the company, and sector of enterprise. 

Results from exploration of the value systems of Iraqi 

managers across selected demographic and organizational 

variables in Ali's (1982) study provid only limited support 

for the findings of Flowers et al. (1975). 

4. The results of this study show that the relatively 

successful and less successful Iraqi managers differed only 

in their conformist value system. This part of Ali's 

finding also provides partial support for the findings of 

England et al. (1974) and England and Lee (1974). 

Value Studies Concerning Arab Managers and Arab 
Students Studying in the United Stai-sa 

Very few studies exist which have surveyed Arab 

managers or graduate students (potential Arab managers) 
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studying in the United States. Two value studies will be 

discussed here. These studies highlight the potential 

findings of the researcher and test England's (1967) 

findings that the personal value system of an individual 

manager is relatively stable over time. 

A Comparative Study of the Effects of Personal 
Value Structure on Decision Making Between 
Egyptian and American Graduate Students 

(Badr 1979) 

This study was conducted for an unpublished 

dissertation by Badr (1979) and later published by Badr, 

Gray, and Kedia (1982). The objectives of this study were 

(a) to study the impact of different cultures (Egyptian and 

American) on the personal value structures and choice of 

action structures of Egyptian and American graduate business 

students (future managers), (b) to examine the effect of the 

personal value structures of Egyptian and American graduate 

students (future managers) on their decision-making process, 

and (c) to determine the impact of different kinds of 

experience and/or education on the personal value structure 

of the two Egyptian student groups (business and science 

students). 

For the purpose of this study, two populations were 

identified. The first population included all Egyptian 

graduate business and science students studying in the 

United States from one to four years. The second population 
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encompassed American male graduate business students 

studying at Louisiana State University. 

Badr utilized two questionnaires in his study. The 

first questionnaire, developed by Allport, Vernon, and 

Lindsey (I960), measured the personal value structures of 

the subjects. It also generated personal value scores for 

each respondent for each of the six value orientations: 

aesthetic, economic, political, religious, social, and 

theoretical. The second questionnaire, developed by 

Pezeshkpur (1975), measured relative individual preferences 

for different alternatives by having respondents answer 

questions regarding specific decision situations. Fourteen 

situations were provided. The data were obtained from a 

random sample of sxity American graduate business students 

and from a convenience sample of forty-six Egyptian graduate 

business students and forty-seven Egyptian graduate science 

students. 

The findings of Badr's (1979) study are as follows: 

1. There are obvious differences between the value 

ordering of the two groups. The rank ordering of values for 

the Egyptians was theoretical, religious, social, political, 

and aesthetic. The rank ordering of values for the 

Americans was economic, political, theoretical, religious, 

aesthetic, and social. 
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2. Results support the notion that there is a 

significant relationship between individuals' personal 

values and their decision making. 

3. Data examination clearly reveal that the personal 

value structures of the two groups (Egyptian business and 

science students) basically remain stable over time. This 

finding supported England's (1967) finding that the personal 

value system is relatively stable. 

A Comparison of Values and Job Satisfaction 
Among Arab and American Managers 

(Al-Omar 1984) 

The research questions of Al—Omar's study were? 

(1) What are the similarities and differences in the levels 

of job satisfaction between American male middle level 

managers and those from the Arab Gulf states? (2) What are 

the similarities and differences in the value orientations 

of the above two groups? (3) What general relationships 

exist between value orientations and job satisfaction? 

To answer these research questions, Al-Omar selected an 

Arab sample which consisted of Arab men who were middle 

level managers in their own country, but who at that time 

were on leave to complete a graduate degree in business and 

management in Southern California. This Arab sample was 

composed of individuals from the Arab Gulf states, including 

Kuwait, Saudi Arabia, and the United Arab Emirates. The 

American managers were drawn from a population of fully 
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employed individuals in private and public employment in 

southern California and who were concurrently enrolled in 

graduate programs in business and management. The total 

sample of this study was 160 American and 70 Arab managers. 

The research approach was a descriptive-elemental 

survey. The data were derived from a two—part self— 

administered questionnaire specifically designed for the 

purpose of this study. 

The first part of the questionnaire focused on job 

satisfaction issues derived from previous research in this 

area. The job satisfaction dimension of the questionnaire 

was composed of twenty items categorized into five areas: 

compensation, immediate supervisor, interpersonal relations 

with others, the job itself, and the individual's concern 

for the organization and the perception of the 

organization's concerns of the individual. The second part 

of the questionnaire was designed to elicit responses 

regarding value orientations. Al-Omar derived the items of 

this questionnaire from Donoghue's (1977) formulation of 

society as being divided into what he termed a "keeprah" 

framework composed of seven systems: kinship, economy, 

education, polity, religion, association, and health. The 

data analysis was a simple item-by-item percentage 

comparison of response distributions between the two 

samples. 
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The findings of Al-Omar's study are as follows: 

1. Regarding overall job satisfaction, there are close 

similarities between Gulf states Arab managers and American 

managers. Responses from both groups showed the 

participants to be quite satisfied with all dimensions of 

their job situation. However, while some important 

differences do appear in the area of job achievement, no 

cultural differences are found which translate into job 

satisfaction differences. 

2. Regarding value orientations, the findings reveal a 

sharp contrast between the two groups of managers, while 

Arab managers took quite conservative positions regarding 

male and female equality, children's obligations to their 

parents, level of commitment to obeying the laws of society, 

and husband/wife obligations, American managers took very 

liberal positions on each of these issues. 

3- The findings do not show a relationship between the 

value orientations and job satisfaction. 

Value Studies Conducted in Moslem 

islam is not merely a religion; it is an economic, 

political, and social system based on the Koran and sharia. 

These two works direct all aspects of islamic life. T h e 

Islamic religion influences the whole society including all 

behavioral aspects of social and individual life (saleh 

1987). There are two studies conducted in two Moslem and 
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underdeveloped countries, Nigeria and Malaysia. Since 

Jordan is a Moslem and underdeveloped country, these studies 

might highlight the researcher's potential findings. 

Work Value Systems of Malaysian Managers: 
An Exploratory Study (Ismail 1977) 

The objectives of Ismail's (1977) study were (a) to 

explore the value system patterns of Malaysian managers, (b) 

to examine the relationship of value systems of Malaysian 

managers and some demographic/organizational variables, (c) 

to examine the relationship of value systems of Malaysian 

managers and their relative managerial success, and (d) to 

determine the differences and similarities between the 

relatively successful and unsuccessful managers in Malaysia. 

To achieve these purposes, Ismail used the instrument 

of Flowers et al. (1975), which consists of six value 

systems (trxbalistic, egocentric, conformist, manipulative, 

sociocentric, and existential). He also used the Index of 

Success by England and Lee (1974) to measure managerial 

success. Data were derived from a sample of public and 

private Malaysian managers comprised of Malay, Chinese, and 

other races which make up the Malaysian population. The 

sample size consisted of 391 managers of whom 180 were Malay 

managers, 164 were Chinese managers, and 47 were managers 

from ethnic groups from eleven states in peninsular 

Malaysia. Ismail used mail questionnaires in Malaysia for 

his study. 
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The results of Ismail's study are as follows: 

1. Malay managers are more egocentric and sociocentric 

than Chinese managers, while Chinese managers are more 

conformist than Malay managers. 

2. The examination of work value systems of Malaysian 

managers differed across levels of education, age 

categories, length of service, size of organization, and 

racial origin. On the other hand, work value systems were 

not found to differ among Malaysian managers across sex, 

income, childhood background, region of employment, type of 

industry, managerial function, and sector of enterprise. 

3. Results from the study show a significant 

relationship between the work value systems and managerial 

success. The value systems of relatively successful Malay 

managers and the relatively successful Chinese managers were 

found to be similar, but the value systems of the relatively 

unsuccessful Malay managers and the relatively unsuccessful 

Chinese managers were found to be different. 

Personal Values of Nigerian Managers 
(Sokoya 1985) 

The objectives of this study were (a) to identify the 

personal value systems of Nigerian managers within the 

public and private sectors in Nigeria, (b) to compare the 

value systems of public and private managers in Nigeria, (c) 

to measure the relationship between values and some 

personal/organizational characteristics, (d) to analyze the 
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relationship between values and managerial behavior, and (e) 

to compare the personal value systems of nigerian public and 

private managers with those of their United States 

counterparts. 

Sokoya utilized England's (1967) methodology. Primary 

data were received from a national sample of 329 Nigerian 

managers. Secondary data came from England's (1967) study. 

The findings of Sokoya are as follows: 

1• The Nigerian managers' value systems were 

identified and were found in general to be more pragmatic 

than moralistic or affect. Out of 329 Nigerian managers, 

143 (43.4%) were found to have a pragmatic value 

orientation, 86 (26.1%) moralistic, 33 (10.2%) affect, and 

the remaining 67 (20.3%) a mixed value orientation. The 

value profile of Nigerian managers showed that there were 

twenty-four concepts classified as operative values, fifteen 

as intended values, and twenty-six as weak values. There 

were no concepts as adopted values. 

Behavioral analysis of Nigerian managers' values using 

behavioral relevance scores shows concepts such as 

achievement, success, ability, skill, high productivity, and 

organizational efficiency to receive high behavioral 

relevance scores. Low behavioral relevance scores were 

given to concepts such as labor unions, laborers, force, 

emotions, leisure, individuality, aggressiveness, prejudice, 

and social welfare. 
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In summary, as a group the Nigerian managers show a 

high element of pragmatism, place low importance on employee 

groups as a significant reference group, and place a high 

emphasis on personal goals and on traditional organization 

goals such a profit maximization and high productivity. 

2. The comparison of managers in the public and 

private sectors in Nigeria reveals no significant 

differences in the primary value orientations of the two 

groups. 

3. Examination of the relationship between personal 

values and selected organizations' personal characteristics 

reveals most Nigerian managers to be similar despite varying 

organizational size, degree of organizational 

entrepreneurship, or whether employed by a national company 

or foreign subsidiary in Nigeria. These results show the 

Nigerian managers to have homogeneity in terms of their 

values. 

4. The results do not support the relationship between 

the Nigerian managers' values and their reported behavior. 

Across the job incidents, only 11 out of the 25 (44%) 

predictions are in the expected direction, and only 2 of the 

11 (18%) correct predictions are statistically significant. 

However, Sokoya's study is inconclusive about the direction 

of the influence of values on behavior./ 

5. The results also reveal there to be differences 

between the personal value systems of Nigerian public and 
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private managers and the personal value systems of American 

managers. The differences were found mostly on concepts 

classified as values related to groups of people, ideas 

associated with people, and ideas about general topics. 

Such differences between the two groups are likely to be 

primarily due to different cultural environments. However, 

there are similarities with respect to most personal goals. 

Value Studies Concerning Managers and Students 
From Moslem Countries Working or Studying 

in the United States 

As value studies conducted in Moslem countries are few, 

value studies concerning managers or students (future 

managers) from Moslem countries working or studying in the 

United States are also few. Since these managers or 

students were from Moslem countries similar to Jordan, and 

since these participants had been working or studying in the 

United States between one and six years, these studies were 

considered to possibly shed light on the researcher's 

findings and to test England's (1967) finding that one's 

personal value system is relatively stable. 

Values in Management: A Cross-Cultural Study 
Investigate the Value Categories of 
Iranian and American Managers 

(Golchin 1981) 

This study concerned Iranian managers working in the 

United States. The research problem of Golchin's study was 

(a) to investigate similarities and differences in the value 
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categories between Iranian managers and American managers, 

and (b) to determine whether there were any relationships 

within each of the two groups between these value categories 

and the age, level of education, and years of managerial 

experience of the group members. 

The data were obtained from a sample of thirty-nine 

Iranian and forty-two American managers. Both groups of 

managers lived and worked in Southern California. For 

methodology, the Value Transaction Inventory (VTI) by Rucker 

and Korf (1981) was used in this study for the first time in 

a cross-cultural study of values among managers from two 

nations. 

The results of this study are as follows: 

1. The results of the study indicate that the Iranian 

and American managers do not differ significantly on most of 

the selected value categories as measured by the VTI. Both 

groups of managers show a significant positive outlook in 

scoring themselves in each of the eight VTI value 

categories: affection, respect, skill, understanding, 

power/influence, economic well-being, personal well-being, 

and responsibility. 

2. The results concerning the relationship within each 

of the two groups between the value categories and some 

demographic variables reveal that older Iranian managers 

generally perceive themselves as receiving more affection 

from others than do younger ones, and more educated American 
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managers, generally, demonstrat a high perception of skill 

in themselves. However, managerial experience is not 

related to any of the VTI value categories for either 

managerial group. 

The Relationship Between Personal Values 
and Decision Making in Samples of 

Iranian and American Students 
(Salimi 1981) 

The purpose of this study was to examine the 

relationship between the personal value systems and 

decision-making processes of Iranian and American business 

students (future managers). Salimi intended the study to 

provide knowledge which would be used to enhance the 

understanding of the relationship between one's personal 

value structure and the decision-making processes. 

In his methodology, Salimi used a questionnaire 

designed to collect demographic data and to rank the 

importance of personal values and value-related decisions. 

The data were obtained from a sample of 45 Iranian 

undergraduate business students as well as 44 Iranian and 41 

American graduate business students. Coefficients of rank 

correlation were obtained. 

The results of Salimi's study are as follows: 

1. The results of the study reveal that the rank 

orders of personal values and of preferred courses of action 

of Iranian business students are significantly different 

from those of American students. 
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2. The rank orders of personal values and. of preferred 

courses of action of Iranian undergraduate business students 

are significantly different from those of Iranian graduate 

business students. 

3. The rank order of personal values of preferred 

courses of action of American graduate business students do 

not change drastically from one age group to another. 

4. The rank order of personal values and of preferred 

courses of action of Iranian business students have not 

changed a great deal during their stay in the United States. 

The last two results support England's (1967) findings that 

the personal value system is relatively stable. 

A Comparison of Personal and Interpersonal 
Values Among Turkish and American Middle-

Level Managers (Eroglu 1985) 

The research problem of Eroglu's study concerns the 

following questions: (a) To what extent do Turkish and 

American middle-level managers agree on personal values 

which influence their managerial behavior? (b) To what 

extent do Turkish and American middle-level managers agree 

on interpersonal values which influence their managerial 

behavior? 

The research approach for both research questions was 

an indirect descriptive-elemental survey. Eroglu (1985) 

established certain criteria for the participating subjects. 

To qualify this criteria, a Turkish manager had to be a 
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Turkish national, be at middle-level management, be employed 

by the same company at least four years, have not resided in 

the United States for more than six years, be employed by a 

company located in the State of California, and be employed 

by a company which operates in one of the following 

industries: finance, insurance, consumer goods, or high 

technology. The same criteria applied to each participant 

of American managers, with the exception of Turkish 

nationality and the limited residency in the United States. 

Gordon's (1984) two instruments, the Survey of Personal 

Values (SPV) and the Survey of Interpersonal Values (SIV), 

were employed in this study. Incorporated instruments (SPV 

and SIV) were mailed to 350 Turkish and 150 American 

managers. A random selection was conducted to limit the 

sample size to 50 managers for each survey group. 

Eroglu's findings are as follows: 

1. Data analysis reveals that there were similarities 

and differences between the two sample groups in each of the 

six components of the personal values: practical-

mindedness, achievement, decisiveness, variety, orderliness, 

and goal orientation. With respect to similarities, both 

groups agreed on the importance of three components, ranking 

decisiveness as fourth most important, practical-mindedness 

as fifth, and variety as sixth. With respect to 

differences, respondents showed differences in their 

rankings of achievement, orderliness, and goal orientation. 
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2. Data analysis also reveals both similarities and 

differences between the two sample groups in each of the six 

components within interpersonal values of support, 

conformity, recognition, independence, benevolence, and 

leadership. With respect to similarities, both groups 

selected leadership as the most important component, 

independence as the second most important component, and 

recognition as the least important component. With respect 

to differences, both groups showed differences in their 

rankings of support, benevolence, and conformity. 

Value Studies Conducted in Underdeveloped Countries 

The scarcity of value studies conducted in Arab/Moslem 

countries imposed the necessity for examining relevant 

studies conducted in other nations and cultures. Since 

Jordan is an underdeveloped country, three related studies 

conducted in Korea, India, and Greece were selected from the 

few studies conducted in underdeveloped countries. The 

rationale behind this selection is that various aspects of 

social activity, legal economic and political systems, 

mores, education, and technology could be common 

denominators among these countries and Jordan. Although 

Greece and Korea are currently neither underdeveloped nor 

developed countries, the value studies conducted in these 

two countries and in India were thought to hold potential 
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which could be relevant to the potential findings of the 

researcher. 

Personal Value Systems of Korean 
Managers (England and Kim 1968) 

The primary interest of the researchers was to identify 

the value orientation and the value profile of Korean 

managers and to measure their behavioral relevance. On the 

basis of the 1966 Directory of Korean Business Firms, a 

publication compiled by the Korean Chamber of Commerce and 

Industry, companies were divided into small size firms (50-

99 employees), medium size firms (100-449 employees), and 

large size firms (500 or more employees). One hundred 

companies were selected from each size grouping by a 

systematic random sampling method. With slight 

modification, a sample of 295 firms resulted. 

A list of 1,150 managers was compiled on the basis of 

the directory and by means of direct contact with the 

selected firms. Managers from the director of the board or 

president down to the department director were included in 

the selection for this study. Questionnaires with return 

postage enclosed were mailed to the sample of managers or 

were personally administered to the managers by college 

students. The usable returns were 225 questionnaires. 

Utilizing England's (1967) methodology, the researchers 

provided the following findings: 
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1. Managers are a relatively diverse group in terms of 

personal variables (age, experience, education, income, and 

job satisfaction) and organizational variables (type of 

company, size of company, department of function, 

organizational level, and line-staff position). 

2. Data analysis indicates that the primary 

orientation of Korean managers is pragmatically oriented, 

and their secondary orientation is ethically and morally 

oriented. Of the 225 Korean managers in the present study, 

61% had pragmatic, 12% had moralistic, 9% had affect, and 

18% had mixed orientation. The value profile of Korean 

managers also showd that there were twenty-seven concepts as 

operative values, six concepts as intended values, four 

concepts as adopted values, and twenty-nine concepts as weak 

values. 

3. The behavioral relevance of each concept for 225 

Korean managers is presented. With respect to the goals of 

business organizations, high productivity represented value 

with high relevance scores, but employee welfare and social 

welfare had low relevance scores. With respect to ideas 

associated with people, ability received the highest 

relevance scores, and the set of concepts including loyalty, 

honor, tolerance, obedience, conformity, compassion and 

prejudice represented values with low behavioral relevance. 

With respect to groups of people, the set of concepts 

including managers, my company, and technical employees 
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represented the highest level of reference groups. But 

concepts such as my boss, owners, stockholders, white collar 

employees, my co-workers, government, labor unions, and 

laborers had low behavioral relevance and did not represent 

significant reference groups. With respect to personal 

goals, creativity, success, and achievement were the 

personal goals that represented high level operative values 

for Korean managers. Influence, individuality, power, 

dignity, prestige, and leisure were concepts that 

represented personal goals with low behavioral relevance. 

With respect to general topics, competition, caution, 

property, rational, and force were moderately important 

values for Korean managers. But authority, compromise, 

liberalism, change, equality, religion, risk, emotions, 

conservatism, and conflict were value with relatively low 

behavioral relevance scores. Values with high relevance 

scores would influence Korean managers' actions,decisions, 

or behavior. On the other hand, values with low relevance 

would not influence Korean managers. 

The Manager and the Mam A Cross-Cultural 
Study of Personal Values (England, 

Dhingra, and Agarwal 1974) 

The study of England et al. focused on the personal 

value systems of a national sample of Indian managers. Its 

major purposes were (a) to assess the personal value system 

of Indian managers as a group, (b) to compare the Indian 
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manager value patterns with those managers in America and 

Australia, (c) to determine the relationship between the 

personal value systems of Indian managers and their 

behavior, (d) to assess the influence of personal and 

organizational characteristics of Indian managers on their 

personal values, and (e) to determine the relationship 

between Indian managers and their success as managers. 

The researchers utilized England's (1967) methodology, 

England's (1974) Success Index, and the Adapted Work 

Effectiveness Measures from Mahonoy (1966). The primary 

data came from a national sample of 623 Indian managers, and 

the secondary data for American and Australian managers came 

from England's (1967) study and England and Lee's (1974) 

study, respectively. 

The findings of this study are as follows: 

1. Indian managers generally appear to be more 

moralistic than pragmatic or affect. Of the 623 Indian 

managers in the present study, 275 (44%) had moralistic 212 

(34%) pragmatic, 14 (2%) affect, and the remaining 122 (20%) 

mixed value orientations. 

2. The comparison of value systems of Indian, 

American, and Australian managers shows that major 

differences among the three countries occurred on five of 

the organizational goals. Probably the biggest difference 

between Indian and American managers was that organization 

stability was an "end goal" for Indian managers while profit 
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maximization was a "means goal." The reverse was true for 

American managers. 

The most important difference between Indian and 

Australian managers lay in the lower relevance given to 

organizational stability and organizational growth by 

Australian managers. Data for personal goals of individuals 

reveal that personal goals played an important role in the 

value structure of Indian managers more than in those of 

American and Australian managers. The more striking 

observation is that groups of people did not play as 

significant a part in the value systems of Indian managers. 

This finding is found in the studies of Haire et al. (1966), 

Neghandhi and Prasad (1971), and Smith and Thomas (1972). 

3. The results provide strong support for the 

contention that values are related to behavior in meaningful 

ways for Indian managers. Across all five incidents, 19 out 

of 25 (76%) predictions were supported by the data. 

4. The analysis of the relationship between personal 

and organizational characteristics of Indian managers and 

their value patterns indicates that managers with different 

personal and organizational characteristics (such as age, 

experience, level of responsibility, level of eduction, and 

company size) differ in value patterns to a significant 

degree. 

5. The results support a relationship between the 

personal values of Indian managers and their success as 
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managers. The overall correlation between personal values 

and the success index was .35. According to England (1974), 

a relationship of .35 between personal values and personal 

success is both statistically and practically significant 

and is of similar magnitude to the validity coefficients 

generally reported for predicting manager's success by other 

types of predictors. 

The Greek Manager: Personal Values 
and Behavior (Nomikos 1984) 

The purposes of Nomikos' study were (a) to assess the 

personal value systems of Greek managers, and to compare 

these value systems primarily with those of American 

managers and secondarily with those of Australian, Indian, 

Japanese, and Korean managers in the studies of England and 

his associates; (b) to determine if the personal values of 

Greek managers are influenced by personal and organizational 

characteristics; (c) to ascertain the relationship between 

the personal value systems of Greek managers and their self-

reported managerial behavior; (d) to determine the potential 

relationship between the personal value systems of Greek 

managers and their success as managers; (e) to determine if 

differences exist in how the most successful and least 

successful managers evaluate the effectiveness of a work 

unit; and (f) to determine the relationship between 

successful groups of Greek managers and selected personal 

and organizational characteristics. 
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To achieve these purposes, Nomikos utilized England's 

(1967; England et al. 1974) methodology. He also used 

England's (1975) Index of Success to determine the 

relationship between personal values of Greek managers and 

their success as managers. Finally, he used England' (1974) 

Fifteen Unit Work Effectiveness Measures, adapted from 

Mahonoy (1966), to determine possible differences between 

the most successful and least successful Greek managers. 

The primary data were derived from a national sample of 

1,906 Greek managers. The secondary data concerning 

American managers came from England's (1967) study. 

Nomikos's findings are as follows: 

1. The assessment of the personal value systems of 

Greek managers indicates that of the 1,906 Greek managers, 

34.2% had a pragmatic orientation, 21.6% had a moralistic 

orientation, 10.5% had an affect orientation, and 33.7% had 

a mixed orientation. It appeared that pragmatic managers 

represented the highest proportion within the Greek sample. 

The comparison of this primary value orientation of 

Greek managers with those of American, Australian, Indian, 

Japanese, and Korean managers in England's (1975) study 

reveals several interesting findings. The proportion of 

Greek managers who have a pragmatic value orientation is one 

of the lowest compared to that of managers from the other 

country; only that of the Indian managers is slightly lower. 

The proportion of Greek managers who had an affect value 
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orientation was also the highest for all countries and was 

similar to that of both Japanese and Korean managers. 

The comparison of behavioral relevance scores of Greek 

managers with those of managers from other countries showed 

significant differences > Greek managers were characterized 

by a rather low level of personal and organizational 

competence and rather high humanistic orientation. 

2. It was found that personal values of Greek managers 

are influenced by four of eleven personal and organizational 

characteristics: size of the company, geographical 

location, father's occupation, and the field of study. 

3. The measure of self-reported managerial behavior 

indicates that the values of Greek managers are related to 

managerial behavior. 

4. Results reveal a significant relationship between 

the personal values of Greek managers and their managerial 

success (managers scoring in the top 10 percent of the 

success index). 

5. Data analysis concerning the Fifteen Unit Work 

Effectiveness Measure reveals that there are significant 

differences in the evaluation of work effectiveness between 

the most and least successful managers in Greece (the top 10 

percent and the bottom 10 percent of managers on the success 

index). With respect to the evaluation of work 

effectiveness of their own unit measures, significant 
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differences again appears between the most successful and 

the least successful managers in the Greek sample. 

6. Results assert there is evidence of a significant 

relationship between managerial success (top 10 percent, 

medium 80 percent, and bottom 10 percent) and the following 

five personal/organizational characteristics: size of the 

company, geographical location, the nature of the business, 

formal education, and the field of education. 



CHAPTER III 

THE VALUES OF AMERICAN MANAGERS AND ANTICIPATED 

VALUES OF JORDANIAN MANAGERS 

In this chapter, the researcher focuses on the American 

managers' values and the major factors affecting the values 

of Jordanian and American managers. Before discussing the 

values of American managers (the control groups) as 

established in previous studies, it is useful to discuss the 

major factors that affect the values of Jordanian and 

American managers. The corroborative data for this study is 

provided from selected pertinent studies. 

The Sociocultural Factors that Affect the Values 
of Jordanian and American Managers 

Since Jordanian and American managers operate in 

different countries, a comprehension of the sociocultural 

elements of both countries is essential for successful 

identification and analysis of these managers' values. An 

understanding of these sociocultural elements, as well as 

the similarities and differences between them, is useful for 

setting the researcher's hypotheses. The assumption is that 

if the sociocultural factors are similar, the values of 

Jordanian and American managers are also similar. If these 

65 
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factors are different, then the values of these managers 

also will be different. 

In this chapter, the researcher (a) illustrates the 

concepts of society, social systems, and culture, (b) 

discusses the major sociocultural factors affecting the 

value systems of Jordanian and American managers, and (c) 

compares the dimensions of the major sociocultural factors 

affecting the values of Jordanian and American managers. 

Society and Social Systems 

For the purpose of this study, society is defined as a 

system whereby people live together in organized 

communities. The social systems of a society include all 

aspects of the economic and social activities, the legal and 

political systems, the religion, mores, education, language, 

demographics, and technology existing in that society. As 

the internal set of beliefs and values in a society forms a 

cohesive link among its groups and parts which differ from 

those in other societies (Shartle et al. 1964), it is 

expected that the value systems of Jordanian managers differ 

from those of their American counterparts. Actually, the 

characteristics of societies do not remain static, 

especially in the ever-changing, dynamic world of today. 

For example, technological advancement led to rapid changes 

in the heterogeneous American society. In the more 
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traditional societies such as Jordan, however, the process 

of change has been much slower. 

Culture 

Defining culture is an inextricably complex task. 

There is little consensus on a definition of culture as 

Korber and Kluckhohn (1952) attest in their cataloguing of 

164 separate definitions. However, two definitions are 

relevant for the purposes of this dissertation. Wren (1987, 

5) defines culture as "our total community heritage of 

nonbiological, humanly transmitted traits which includes the 

economic, social, and political forms of behavior associated 

with the human race." Beres and Pertwood (1979, 21), on the 

other hand, define culture as a "cognitive frame of 

reference and a pattern of behavior transmitted to members 

of a group from previous generations of the group." 

According to Beres and Pertwood, culture has three 

dimensions of behavior: (a) a psychological dimension in 

learning and using a mind-set common to the group; (b) a 

social dimension in the interaction among group members; and 

(c) a historical dimension in the transmission of mind-sets 

and practices across generations of a group. 

Although there is no universally accepted definition of 

culture, Hall (1977) finds three cultural dimensions for 

which agreement does exist: (a) culture is learned; it is 

not innate, (b) various aspects of culture are interrelated, 
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and (c) culture defines the boundaries of different groups, 

and thus any culture is shared. 

Major Sociocultural Factors that Affect the 
Values of Jordanian and American Managers 

Wheelen and Hunger (1987) point out that: (a) as 

economic factors affect the exchange of materials, money, 

energy, and information, (b) as technological factors 

generate problem-solving inventions, and (c) as political-

legal forces allocate power and provide constraining and 

protecting laws and/or regulations, sociocultural forces 

concurrently regulate values, mores, and customs. Shartle 

et al. (1964) advances an approach for establishing the 

dimensions of values based on the assumption that values are 

determined by culture. Hofstede's (1976) study of 372 

middle-level managers from forty nationalities who attended 

resident management programs in Lausanne, Switzerland, 

reveals that both linguistic and cultural reasons led to 

similarities and differences in the managers' value profiles 

in each country. In another study, Hostede (1980) finds 

value systems to be culturally determined to a large extent. 

Similar findings are provided by England et al. (1974), 

England (1975), and Whitely and England (1977, 1980). 

In order to understand the complex phenomenon of 

culture and cultural differences, one should study the 

elements of culture. Murdock (1945) provides a classical 

list of seventy—three cultural universals including 
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language, communication, nonverbal communication, religion, 

and attitudes toward family, authority, material, time, 

achievement, change, risk, and decision making. Wheelen and 

Hunger (1987) also identified various sociocultural factors 

such as life-style changes, career expectations, consumer 

activism, rate of family formation, growth rate of 

population, age distribution in population, regional shifts 

in population, life expectancies, and birth rates. Finally, 

Buchhols (1986) identifies various influences on values such 

as technology, shifts in population, education, family, 

religion, the increasing numbers of working women, and 

affluence. 

In practice, these sociocultural elements are closely 

interrelated. They are separated throughout the following 

pages only to facilitate their presentation. For practical 

reasons, only major sociocultural factors affecting values 

are discussed, excluding other cultural phenomena. The 

researcher's experience as an owner and general manager for 

an export and import company in Cairo, Egypt, for more than 

a decade also is employed in interpreting the relevance of 

specific sociocultural factors. 

A Comparison of Major Sociocultural Factors 
Affecting the Values of Jordanian 

and American Managers 

After the concepts of society and culture are presented 

and several sociocultural factors are illustrated, a 
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comparison of the major factors affecting the values of 

Jordanian and American managers follows. These major 

factors include family, friendship, groups, experience, 

peers, religion, education, shift in population, affluence, 

and technology. 

The Family 

The family is the first basic institution that affects 

values (Buchhols 1986). Child-rearing practices are an 

expression of the family's values and the values of the 

social group to which the family belongs (England et al. 

1974). Parents and other members of the family have great 

influence on the formation of an individual's values. 

Consciously or unconsciously, children tend to internalize 

their parents' values and attitudes regarding religion, 

education, friendships, work, spending money, decisions 

concerning how to resolve conflicts with friends, good or 

bad behavior, etc. Of course, the individual's values are 

not expected to be exactly the same as those of his or her 

parents there may be some differences and conflicts in 

values due to the influence of other sources of values or 

because of other factors (Kalish 1970). 

The Middle Eastern family structure (e.g., Jordanian 

family) xs heavily influenced by Islam. According to the 

Koran (the Moslem's holy book) and the preachings of the 

prophet Muhammad (peace upon him), Moslem family members 
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respect their parents' wishes. The level of authority flows 

downward, according to age from the father to the eldest son 

to the younger sons. The individual Arab is aware of his 

level of authority in the family and accepts it. 

Accordingly, each member of the family accepts the higher-

level authority of those above him and enforces his 

authority on those family members below him. This 

traditional family structure has undergone very little 

change throughout the years (Pezeshkpur 1978). 

In Jordan, social life centers largely on the family, 

and the individual's loyalty to his or her family overrides 

other obligations. A man's honor and dignity are tied to 

the good repute of his kin group and especially to that of 

the groups of women; this reflects the significance of the 

concept of honor in Jordanian society as well as in most 

Middle Eastern societies. The household is composed of 

kinsmen, and family ties knit together the structure of 

clans and tribes. However, increased opportunities for both 

social and physical mobility have begun to undermine the old 

family ties and the values that subordinated the individual 

to his kin group. A growing individualism is emerging among 

the educated Jordanian young, and women are beginning to 

enjoy increasing opportunities for education (Nyrop 1980). 

According to Buchhols (1986), the American family plays 

a crucial role in the socialization of children and the 

transmitting of values from generation to generation. But 
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with the increasing numbers of American women employed 

outside the home, more and more children are spending their 

early years in day-care centers or nursery homes. The 

increasing divorce rate also has destroyed many American 

families, having a severe impact on the American culture. 

On the other hand, Pezeshkpur (1978) indicated that 

many changes have occurred in the American family, m the 

frontier days, the American family was very close-knit. It 

was the center of educational, religious, and recreational 

activities. But gradually these activities have been taken 

over by specialized groups external to the family, such as 

schools, churches, and social organizations. American 

family members have less contact with each other today than 

they ever had in past years, in addition, the tremendous 

mobility of American society during the last several decades 

has physically separated family members. Consequently, 

Americans have become less dependent on their immediate 

family members and have become more tolerant of other people 

around them who are external to the family. 

Friendships, Groups, Experiences, and Peers 

A factor related to the family is the combination of 

the individuals' friendship groups, their experiences, and 

peers. Personal experiences and the values of friends 

interact with an individual's personality and values to 

affect his or her value system (Kalish 1970). Posner and 
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Schmidt (1984) found that the value system of American 

managers was affected by their peers, subordinates, and 

superiors. Since no empirical studies have been conducted 

on the values of Jordanian managers, it might be possible 

that the personal value system of Jordanian managers is 

affected by the same aforementioned variables which affect 

the value system of American managers. 

Religion 

Davies (1976, 219) defined religion as "the expression 

of man's belief and reverence for a superhuman power 

recognized as the creator and governor of the universe." 

Judaism, Christianity, and Islam are religions that claim to 

be divinely inspired (Lutfiyya 1970). For many people, 

values are derived from a religious commitment which may 

conflict with the dominant values of a society. Shinn said 

that "it is hard to imagine any serious religious commitment 

that does not shape the values of its adherents" (Shinn 

1980, 117). 

The dominant religion in America is Christianity. Like 

other religions, Christianity has various groupings such as 

Roman Catholics, Protestants, and Eastern Orthodox. For 

Christianity, God is the center of value. Grant (1984), for 

example, supports the idea that God is the center of value 

according to the value theory in Neibuhr's (1960) theology. 

In his recent ambitious research, Fichter (1983) also finds 
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that the American nation is witnessing a reevaluation that 

is leading to the deprivitization and ^institutionalization 

of religion. 

In Jordan, more than ninety percent of the people 

adhere to Surni Islam. Religious minorities include 

Christians of various denominations, a few Shiite Muslims, 

and a few adherents to other faiths (Nyrop 1980). Islam 

influences values which are inseparable from the Islamic 

religion (Barger 1962). Islam is a total religion and a 

philosophy of life. Islam is not only a religion but an 

economical, political, and social system based on the Koran 

and Sharia as interpreted by religious orders. Both the 

Koran and the Sharia have directions for all facets of life 

(Polk 1980). 

Although both Middle Easterners (e.g., Jordanians) and 

Americans are religious persons, the religious orientation 

of the American person is tempered by other values. While 

the Middle Easterner believes that God oversees his or her 

most minute activities, the American person has a tendency 

to categorize situations according to individual 

circumstances rather than viewing all events within a 

religious context (Pezeshkpur 1978). 

Education 

Education is also an important sources of values. 

Values are acquired from and are influenced by formal and 
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informal education. Students are influenced by the books 

they read, the teachers to whom they listen, their 

classmates, television, etc. (Kirschenbaum and Simon 1973). 

Education influences cultural values because it broadens 

individuals' horizons and acquaints people with new sets of 

possibilities. In addition, education gives people access 

to different directions or dimensions of life. As people 

attain more formal education, they may question their values 

or reject some traditional values and adopt other values 

that achieve their desires and goals (Buchholz 1986). 

In 1921, when Jordan was created, educational 

facilities consisted of twenty-five religious schools that 

provided a narrow, tradition-oriented education. Now Jordan 

has a variety of institutions of higher learning, including 

both universities and non-university institutes of 

vocational and technical training such as teachers' 

colleges, schools of nursing and social work, midwife 

schools, commercial training institutes, and advanced 

vocational institutes. The primary curriculum stresses 

basic literacy skills. Religion (Islam for Muslims and the 

appropriate religion for non-Muslims) occupies a prominent 

topic in education (Nyrop 1980). 

The Jordan Ministry of Education (1980) asserted 

various objectives for higher education in Jordan: (a) 

developing loyalty to God through Islamic education which 

makes students responsible before God and puts their 
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capacities into fruitful and useful functions, and (b) 

performing activities and publications to bring sciences 

into the service of Islamic thought and to enable the 

country to participate in building human civilization on 

Islam's genuine principles that steer mankind to 

righteousness and spare humanity material and atheistic 

deviations (Tell 1980). 

On the other hand, American colleges and universities 

have been committed to moral education (Morrill 1980). 

Values clarification has received great devotion from 

various educators (Simon, Howe, and Kirshenbaum 1972; Raths, 

Harmin, and Simon 1978). However, the tradition of moral 

education in most contemporary colleges and universities 

became weak for various reasons: autonomy and 

professionalization of the disciplines, the prestige of 

value-free scientific method as a model for all inquiry, and 

the secularization and pluralism of society and the 

university. 

The turbulence of the American campuses during the late 

1960s and early 1970s helped to generate and mask a serious 

plea for reform in liberal education (Morrill 1980). 

Despite recent interest in moral education and human values, 

education and educators find a breach between knowledge and 

values, according to a study of twelve professors of various 

disciplines (Sloan 1980). Although values in education are 

as important for a student's development as math and 
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sciences, schools are often captured by academic achievement 

goals, excluding factors contributing to young people's 

character (Hornbec 1987). Consequently, Morrill (1980) and 

Hornbec (1987) suggest that schools should put high emphasis 

on values teaching in classroom curricula at all schools and 

universities. 

Shifts in Population 

A shift in population influences the dominant values in 

society. For example, if the aged come to be a majority of 

the population, the values of this majority as a group will 

exercise more influence over the whole society. When young 

people became the majority of the American population in the 

1960s, their values dominated many segments of American 

society during those years (Buchholz 1986). 

Various researchers have provided empirical evidence 

that shifts in population affect managers' values. For 

example, Cherrington (1977) and Cherrington et al. (1979) 

find that older workers emphasize different value concepts 

from those emphasized by younger workers. Similarly, Askar 

(1979), El-Barum (1980), and Ali (1982) provide empirical 

evidence from Egypt, Iraq, and Libya, respectively, that 

shifts in populations' demographic characteristics 

(managers' age) affect their personal value system. Since 

Jordan is an Arab-Moslem state like Egypt, Libya, and Iraq, 
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shifts in population might affect the values of Jordanian 

managers. 

Affluence 

Buchholz (1986) indicated that affluence influences 

values. The author argued that society can be looked at 

from the point of view of the Maslowian hierarchy of needs 

(1959). When more and more people in a society become 

affluent and thus fulfill their basic needs, they can move 

up the hierarchical ladder to fulfill a higher order of 

needs, with increased levels of income, other things become 

important to them that were not within the range of 

possibility before. Besides their economic needs, they 

desire other services and pursue other goals in order to 

improve the quality of life for the whole society. 

As affluence affects values in America (Buchholz 1986), 

various related studies in Egypt (Askar 1979), Iraq (Ali 

1982), and Malaysia (Ismail 1977) provide empirical evidence 

that high levels of income affect managers' personal values. 

Similarly, high income might affect values in Jordan. 

Technology 

Technology includes both the so-called "hardware" 

technology, such as labor ratio, product design, 

manufacturing methods, and patent and "software" or 

managerial technology (Yeh 1986). Differences in managerial 

technology are attributed to cultural origins that can be 
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measured by managers' values (Hofstede 1980). Technology 

affects values in that it makes some things possible that 

could never be done before, or allows one to do something 

more easily or cheaply than before, changing the benefit-

cost ratio. 

Various examples of the effect of technology follow. 

The invention of the airplane has made it possible to travel 

long distances with relative ease and at increased speeds, 

making accessible more distant places. Modern medical 

technology has made it possible for more people to enjoy 

good health than ever before. Technological information 

also changes the importance of certain things in American 

society. For example, since it became known that using the 

environment for dumping dangerous wastes is commonplace, the 

importance of protecting the environment has increased 

dramatically with more resources being allocated to cleaning 

it up (Buchholz 1986) and preventing future irreparable 

harmful occurrences. 

The influence of technology on Jordanian managers' 

values has been felt in cities and towns through imported 

technology from the West (Europe, Canada, and America). 

Imported technology has affected business, industry, most 

professions, and general patterns of life in matters ranging 

from recreation to dress (Shelibi 1987). However, research 

on multinational corporations (MNCs) raises many vital 

issues, one of the most interesting being the transfer of 
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technology within MNCs (Baranson 1978; Stobaugh and Wells 

1984). m general, technological advancements in 

communication and information have brought the world closer, 

resulting in increased interaction and cultural borrowing 

(attitudes, beliefs, and values) among societies. 

The Values of ftmeriran Managprc 

Various scholars assert the primacy of personal values 

managerial and organizational behavior. Schmidt and 

Posner (1982) recognize managerial values as the silent 

power in personal and organizational life. Brown (1986) 

Indicates that personal values determine managers- behavior 

and Bamberger (1986) points out that personality values 

influence strategic organizations' behavior, other 

tigators find a relationship to exist between personal 

values, behavioral variables such as individual motivation, 

organizational commitment, job satisfaction, managerial 

success, organizational effectiveness, and the decision-

making process (Kankoff 1974; Kidron 1978; Kalleberg 1977; 

England 1978; Pezeshkpur 1975; singer 1975). Moreover, 

personal values have a great influence on organizational 

strategic behavior (Sturdivant et al. 1985). J u s t as 

organizational members have values (Rokeach 1973), 

organizations themselves have values, too (Posner « al. 

1985). The congruence between individual values and 

organizational values is important 
portant. Posner and Schmidt's 
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(1984) findings reveal clearly that efforts to clarify and 

merge personal and organizational values can have a 

significant result for both managers and their 

organizations. Posner et al. (1985) indicates that the 

existence of incompatible values between individuals and 

their organizations is serious and takes its toll on both 

personal effectiveness and organizational productivity. 

On the other hand, McMurry (1963) draws attention to 

the conflicts in human values among the organizational 

individuals. Such conflicts lead to situations where top 

management faces particularly troublesome areas such as 

labor-management strife, poor employee morale, declines in 

performance standards, failures in superior-subordinate 

relations, and communication problems. Brown (1986) also 

indicates that differences in individual values can create a 

gap between how the organization runs and the way it should 

run. Consequently, Barone (1986) suggests that team members 

with similar values will most likely work together 

harmoniously. Moreover, Alexander (1987) recommends certain 

management training programs to solve value conflict among 

individuals in organizations. 

England's (IMi, 

England shares the belief that personal values are 

important in understanding managers and their behavior. 

England's studies of American managers' personal value 
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systems and their behaviors are directed toward furthering 

this understanding. The studies of England (1967, 1975) and 

England et al. (1974) were selected to supply the secondary 

data which was subsequently compared with the primary data 

of Jordanian managers. England's aforementioned studies 

were conducted as a long-term research project. 

Personal Value Systems of American 
Managers (England 1967) 

The data provided in England's study stem from a long-

term research project directed toward the description, 

measurement, and understanding of the personal value systems 

of managers and the effect of values on behavior. England 

views personal value systems as relatively permanent 

perceptual frameworks which shape and influence the general 

nature of individual behavior. 

A national sample of 3,042 American managers was 

selected from Poors' 1965 Directory of Corporations. 

Executives, and Directors on the basis of three stratifying 

variables (size of organization in terms of employees, level 

of the manager in the organization, and organizational 

function of the manager). A Personal Value Questionnaire 

(PVQ) and an accompanying letter were mailed to each 

manager. After one follow-up letter, 1,072 managers 

responded with usable data. Data analysis concerned three 

constructs: (a) the general value orientation, (b) the 
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value profile, and (c) the behavior analysis of the 1,072 

American managers responding to the PVQ. 

With respect to the value orientations presented in 

Table 2, the managers' primary orientations as a total group 

were pragmatic (when managers rated some concepts as highly 

important and successful). The first part in Table 2 shows 

that 29 of the 66 PVQ concepts are rated by the total group 

of managers as highly important and successful. The second 

part of Table 2 shows that 562 of the 1,072 managers (the 

majority) assigned more of the concepts to the "high 

importance-successful" cell than to the other eight cells. 

The first part of Table 2 shows also that the managers' 

secondary orientation was moralistic and ethical. Of the 66 

PVQ concepts, 10 are rated as highly important and right. 

The second part of Table 2 shows that 276 of the same 

managers (about one-fourth) have assigned more of the 

concepts to the "high importance-right" cell than to the 

other eight cells. 

The value profile of American managers presented in 

Figure 1 is an interpretation of the responses of 1,072 

managers to the 66 concepts in value terms with implications 

for behavior. Since the managers were pragmatically 

oriented, their value profile indicated the following: 

1. The 29 concepts that were viewed as highly 

important and successful represented the "Operative Values" 

for these managers. These concepts were considered 
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TABLE 2 

GENERAL VALUE ORIENTATION—AMERICAN MANAGERS 
(N = 1072) 

a. The distribution of the 66 
for the managers as a total 

concepts to the 
group. 

nine cells 

Concept 
High 

Importance 
Average 
Importance 

Low 
Importance 

Successful 
1st Ranked 29 7 2 

Right 
1st Ranked 10 11 0 

Pleasant 
1st Ranked 0 6 1 

Total = 66 concepts 

b. The distribution of the 1072 managers as each assigned 
to the cell that contains the highest number of concepts for 
him. 

Concept 
High 

Importance 
Average 
Importance 

Low 
Importance 

Successful 
1st Ranked 562 101 0 

Right 
1st Ranked 276 87 0 

Pleasant 
1st Ranked 12 29 5 

Total = 1072 managers 

Source: Adapted from George W. England, "Personal VAlue 

lQSMarch 19^7)^60 M a n a g e r s'" Academy of Management Journal . 
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important and suited the primary orientation (pragmatic) 

pattern of the group. These concepts should influence the 

behavior of the managers more than the ideas and concepts in 

any of the other cells in the value profile. 

2. The 9 concepts located in the cells labelled 

Adopted Values Situationally Induced" incorporate the 

values that have been observed as being successful in the 

managers' organization experience but which they found 

difficult to internalize and view as being of high 

importance. According to England, the values represented by 

the 9 concepts would not be expected to influence the 

behavior of managers to the extent that operative values 

would because the managerial respondents were not as wholly 

committed to adopted values as they were to operative 

values. 

3. The 10 concepts in the cells labelled "Intended 

Values Socially Induced" included those considered as highly 

important by the managers throughout most of their lifetimes 

but which did not fit their organizational experience. 

These values were professed values but not those that were 

operative or directly influential of behavior to a great 

extent. 

4. The 18 concepts found in the cells labelled "Low 

Behavioral Relevance" were those not expected to influence a 

manager's behavior to any great extent because these values 
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were not considered important and did not fit the pragmatic 

orientation of the managers. 

With respect to behavioral relevance, Tables 3, 4, 5, 

6, and 7 present more detailed information about each set of 

concepts. The columns of data in the tables present the 

following: (a) the percentage of the total group of 

managers who rated each concept as having "high importance," 

(b) the percentage of the total group of managers who ranked 

"successful" as best indicating the meaning of each concept 

to them, and (c) the percentage of the total group of 

managers who both rated the concept as having "high 

importance" and ranked the concept as "successful." 

According to England (1967), the useful general measure of 

the behavioral relevance of each concept is shown in the 

third column of Tables 3-7. 

England's (1967) study presents empirical evidence 

about the nature of the personal value systems of American 

managers and a theoretical rationale for considering the 

impact of values on behavior. According to England, 

additional studies and analyses undoubtedly will help to 

clarify the role of values in understanding managers and 

their behavior. 

The Manager and His Values: An International 
Perspective (England 1975) 

England (1975) conducted a study of the personal value 

systems of over 2,500 managers in five countries: The 



88 

United States, Japan, Korea, India, and Australia. The 

ideas and data presented stem from a long-term research 

project aimed at the description, measurement, and 

TABLE 3 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
GOALS OF BUSINESS ORGANIZATIONS 

(N = 1072) 

Concept 
% High 

Importance 
% Successful 
1st Ranked 

% High Importance 
and Successful 

1st Ranked 

Organizational 
Efficiency 81 71 60 

High Produc-
tivity 80 70 60 

Profit Maxi-
mization 72 70 56 

Organizational 
Growth 60 72 48 

Industrial 
Leadership 58 64 43 

Organizational 
Stability 58 54 38 

Employee 
Welfare 65 20 17 

Social Welfare 41 8 4 

Source: George W. England, "Personal Value Systems of 
American Managers," Academy of Management Journal 10 (March 
iyb /) : 62 • * 
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TABLE 4 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
IDEAS ABOUT GENERAL TOPICS 

(N = 1072) 

Concept 
% High 

Importance 

% High Importance 
% Successful and Successful 
1st Ranked 1st Ranked 

Competition 66 54 41 

Change 45 50 31 

Risk 36 62 27 

Rational 58 33 26 

Authority 42 39 22 

Property 45 38 21 

Compromise 19 41 13 

Emotions 23 24 13 

Force 11 55 9 

Conflict 9 46 9 

Conservatism 13 28 8 

Liberalism 11 26 8 

Equality 29 12 8 

Caution 13 30 7 

Religion 40 8 7 

Source: George W. England, "Personal Value Systems of 
American Managers," Academy of Management Journal 10 (March 
1967): 63. v 
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TABLE 5 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
GROUPS OF PEOPLE 

(N = 1072 ̂  

% High Importance % High and Successful 
1st Ranked 1st Ranked 

Concept 

My Company 

Customers 

Managers 

My Boss 

My Subordinates 

Technical 
Employees 

Employees 

Me 

My Co-workers 

Craftsmen 

Owners 

Stockholders 

White Collar 
Employees 

Blue Collar 
Employees 

Government 

Laborers 

Labor Unions 

63 

84 

65 

67 

48 

52 

48 

41 

35 

44 

28 

21 

55 

44 

48 

37 

54 

47 

43 

43 

38 

29 

31 

42 

Source: George W. England. 
American Managers,» Academy 
1967) : 64. 

42 

42 

39 

32 

32 

31 

29 

24 

21 

19 

16 

15 

"Personal Value Systems of 
of Management .Tmimai 1 0 (March 



91 

TABLE 6 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
PERSONAL GOALS OF INDIVIDUALS 

(N = 1072) 

Concept 

% High Importance 
% High % Successful and Successful 

Importance 1st Ranked 1st Ranked 

Achievement 

Success 

Creativity 

Job Satisfac-
tion 

Individuality 

Money 

Influence 

Prestige 

Autonomy 

Dignity 

Security 

Power 

Leisure 

83 

70 

70 

88 

53 

28 

18 

21 

20 

56 

29 

10 

11 

69 

64 

63 

41 

29 

46 

47 

35 

31 

20 

21 

52 

7 

63 

53 

50 

41 

21 

20 

15 

14 

13 

13 

12 

9 

4 

Sources George W. England, "Personal Value Systems of 
Amerxcan Managers," Academy of Management Journal 10 (March 

d / ) : 65. 
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TABLE 7 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
IDEAS ASSOCIATED WITH PEOPLE 

(N = 1072) 

Concept 
% High 

Importance 

% High Importance 
% Successful and Successful 
1st Ranked 1st Ranked 

Ability 84 72 65 

Ambition 75 73 57 

Skill 70 75 55 

Cooperation 78 46 40 

Aggre s s ivene s s 42 76 33 

Loyalty 80 19 18 

Trust 91 18 18 

Honor 86 12 12 

Tolerance 39 18 12 

Prejudice 11 36 10 

Obedience 30 19 8 

Compassion 29 10 8 

Conformity 6 23 4 

Source: George W. England, "Personal Value Systems of 
American Managers," Academy of Management Journal 10 (March 
1967): 66. v 
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understanding of the personal value systems of managers and 

the impact of values on managerial behavior. 

Since the researcher's focus is on the value systems of 

American managers, he avoided discussing the personal value 

systems of managers in other countries. The American sample 

consisted of 997 managers from over 500 companies. The 

selection of this national sample was based on three 

stratifying variables: (a) the size of the organization in 

terms of number of employees, (b) the level of manager in 

the organization, and (c) the organizational function 

presently performed by the manager. In a telephone 

interview on 5 January 1989, England stated that the 

aforementioned number of American managers was drawn from 

the 1,072 managers participating in England's (1967) study 

to purify his data. 

England's classification of the 997 American managers 

was as follows: 51% had a pragmatic orientation, 30% had a 

moralistic orientation, 1% had an affect orientation, and 

11% had a mixed orientation. American managers were largely 

pragmatic in nature and secondarily moralistic in nature. 

England found that the degree of pragmatism among American 

managers increased from small to large companies but was not 

related to the level in organization, type of company, or to 

the age of manager. 

Figure 2 presents a value profile of the American 

managers which shows the behavioral relevance score for each 
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Craftsmen 
Rational Stockholders 

Employee Welfare 

Individuality 

Aggressiveness 
White Collar Employees 
Change 

Dignity 
Property 
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BHie Collar Workers 
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Government Weak Values 
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Caution 
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Social Welfare 
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force 

Prejudice 
Leisure 
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Fig. 2. Value profile—American managers. Source: George 
W. England, The Manager and His Values: An International 
E|E§Ee5Mve, Cambridge, MA: Ballinger Publishing Company, 
19/51 87. 
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of the 66 concepts in the PVQ and categorized the concepts 

into operative values, intended values , adopted values , and 

weak values for the total sample of American managers. To 

reiterate an earlier discussion, operative values are most 

highly internalized into the value system of managers and 

are most readily translated into behavior. Intended values 

are felt to be important, but are less likely to be 

translated from intentionality into behavior. Adopted 

values are not viewed as important by the managers, but have 

been reinforced in their organizational experience. Their 

influence on behavior is largely situation-dependent. Weak 

values are those that are viewed as neither important nor 

fitting one's experience and are expected to influence 

behavior minimally. 

Looking at the content of the operative values for 

American managers shown in Figure 3, England made several 

observations. Managers have internalized organizational 

goals to a relatively high degree. This was especially true 

of efficiency, productivity, and profit. It was true to a 

lesser degree for growth, industry leadership, and 

stability. Employee welfare was a mid-level intended value. 

Social welfare was a very weak value. 

A part of the operative value set in Figure 3 showed 

that American managers have a high level of competence 

orientation (ability, ambition, skill, cooperation, and 

competition) and a high achievement orientation 
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(achievement, creativity, success, and job satisfaction). 

The intended values also revealed that American managers 

have an intended humanistic orientation (trust, loyalty, 

honor, employee welfare, individuality, dignity, and 

*^®ligion). The more that these intended values are 

translated into behavior, the more conflict will exist with 

the operative value set of the American managers. 

Furthermore, the adopted value category formed a set of 

behavioral strategies (aggressiveness, change, authority, 

money, risk, and compromise) which are probably used when 

the situation is perceived to require them and when their 

impact on behavior is problematical. Finally, the set of 

weak values for American managers (conformity, social 

welfare, autonomy, security, compassion, equality, 

obedience, and tolerance) showed that American managers 

clearly reject organizational egalitarianism as a part of 

value structure. Such egalitarian orientation would be in 

direct conflict with their competence and achievement 

orientation, so it is rejected. 

England (1975) also found evidence that the value 

system of American managers was remarkably stable over a 

six-year time period (1966-1972) when there was a 

considerable amount of social and environmental change 

occurring in the United States. However, the outstanding 

value characteristics of American managers as a group 

include a pragmatic orientation, competence/achievement 
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orientation, organizational goal orientation, intended 

humanistic orientation, and the rejection of organizational 

egalitarian orientation. 

In terms of behavioral relevance, Tables 8, 9, 10, 11, 

and 12 present more detailed information about each set of 

concepts. The columns of data in the tables present the 

operative value scores of American managers. The sample of 

American managers is smaller than the reported one in this 

study because managers with mixed orientations were 

excluded. 

American Managers' Personal Value .qYsi-g™« — 
Revisited fLusk and Oliver 1974^ 

England's study (long-term research study) was 

conducted during 1966 and was published in March, 1967. 

Later England's study was replicated by Lusk and Oliver in 

1972 (long-term research project) and the researchers' 

findings were published in September, 1974. 

Lusk and Oliver replicated England's study to measure 

the magnitude and direction of the change in decision-maker 

personal value systems. The authors' study was cross 

sectional, measuring the personal value systems of a 

randomly selected sample of responding managers in 1972 and 

contrasting them with England's 1966 findings. 

Lusk and Oliver surveyed 1,072 American managers, 

randomly selected from the 1971 edition of Standard ,nH 
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TABLE 8 

ORGANIZATIONAL GOALS N = 885) 

Concept 
Percent of 

Operative Value Scores 

Organizational Efficiency 
High Productivity 
Organizational Stability 
Organizational Growth 
Employee Welfare 
Social Welfare 
Profit Maximization 
Industry Leadership 

65 
63 
41 
47 
34 
8 

58 
43 

Source: George W. England. The Manager and His v* 
International Perspective (Cambridge, MA: Ballinger 
Publishing Company, 1975), 30. 

TABLE 9 

PERSONAL GOALS OF INDIVIDUALS (N = 885) 

Concept 

Dignity 
Success 
Achievement 
Security 
Job Satisfaction 
Creativity 
Prestige 
Leisure 
Autonomy 
Power 
Individuality 
Money 
Influence 

Percent of 
Operative Value Scores 

30 
52 
63 
15 
51 
53 
11 
3 

13 
6 

33 
19 
12 

Publishing Company, 1975), 32. Ballinger 
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TABLE 10 

GROUPS OF PEOPLE AND INSTITUTIONS (N = 885) 

Concept 
Percent of 

Operative Value Scores 

My Company 
69 

Technical Employees 51 

Employees 
60 

Laborers 
22 

Blue-Collar Workers 28 

Craftsmen 
38 

Customers 
71 

My Co-Workers 
43 

My Subordinates 
56 

My Boss 
54 

Managers 
59 

White Collar Employees 35 

Me 
47 

labor Unions 
14 

Owners 
39 

Stockholders 
37 

Source: George W. England. The Manager and wis A n 

PnhHgh Perspective (Cambridge, MA: Ballinger S 

Publishing Company, 1975), 33. y 
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TABLE 11 

IDEAS ASSOCIATED WITH PEOPLE (N = 885) 

Concent Percent of 
Operative Value Scores 

Loyalty 

Honor 

Aggressiveness 

Cooperation 

Ability 

Trust 

Skill 

Ambition 

Conformity 

Obedience 

Tolerance 

Compassion 

Prejudice 

43 

41 

35 

53 

65 

46 

55 

58 

2 

18 

22 

16 

4 
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TABLE 12 

IDEAS ABOUT GENERAL TOPICS fN = on*\ 

Percent of 
Operative Value Scores 

Concept 

Equality 

REligion 

Rational 

Caution 

Competition 

Liberalism 

Property 

Conservatism 

Change 

Risk 

Emotion 

Compromise 

Authority 

Government 

Force 

Conflict 

16 

19 

37 

9 

48 

6 

31 

9 

34 

28 

12 

13 

29 

25 

6 

6 



102 

Poor's Directory of Corporations,. The sample selection was 

based on three variables: the size of organization (number 

of employees), the level of manager in the organization, and 

the organizational function of the manager. Since the 

researchers' study addressed the extent of change in 

personal value systems, it was necessary to determine if 

their current sample differed from England's sample, in 

analyzing the sample responses, the current members of the 

organizations' decision networks constituted a different 

managerial group than that existing for these organizations 

in England's sample. The implication for analysis is that 

the change in personal value systems must be interpreted in 

light of essentially two different populations. 

To facilitate the analysis, the authors established a 

managerial value profile grid, presented in Figure 3, using 

the same classification of England's (1967) managerial value 

profile, a joint model frequency. A contrast of Lust and 

Oliver's (1974) managerial value profile with England's 

(1967) managerial value profile revealed five observations. 

1. Of the 30 concepts rated "high importance and 

successful," only "rational" and "money" represented 

statistically significant shifts from England's (1967) 

study. 

2. Of the 8 concepts occupying pragmatically induced 

cells, only "equality" significantly shifted. 
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3. Of the 20 concepts represented in the low 

behavioral impact category, "autonomy" was the only concept 

found to have shifted from "pleasant" to "right." 

4. Of the 8 concepts represented in the 

socioculturally induced value cells, no concept shifted into 

these cells. However, some shifts in the concepts were 

found in the Managerial Personal Value Systems Profile. The 

two researchers claim that one would interpret these shifts 

m concepts, such as "employee welfare" and "social 

welfare, as responding to a heightened social/environmental 

consciousness. But such concepts still remain outside the 

functional value classification. 

Consequently, the authors' findings indicate that 

personal value systems of American managers seem to be 

relatively stable. The researcher's detailed statistical 

contrast of each of the 66 concepts of the Personal Value 

Questionnaire reveals that only four concepts show 

statistically significant change. 

Singer (1973) has also reported a high level of value 

nsistency over a ten-year period for a sample of 100 top 

level American managers as measured by the Allport, Vernon, 

and Lindzey study of values (1960). England (1974, 1978) 

commented on this issue, indicating that he had measured the 

personal value systems of a national sample of United States 

managers in 1966 which was published in 1967. Later, in 

1972, professors Edward Lusk and Bruce Oliver of the 
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University of Pennsylvania Wharton School replicated 

England's earlier study. For a comparable national sample 

of United States managers, Lusk and Oliver (1974) argued 

that the widespread environmental and social issues (e.g., 

pollution, the Vietnam war, lifestyle changes, change in 

expectations of the labor force, minority/disadvantaged 

group employment problems) between 1966 and 1972 would be 

accompanied by changes in the value systems of managers. 

The differences between the value systems of the 1966 

sample and the 1972 sample of managers were found to be few. 

The average difference in t h e value importance of the 66 

concepts measured by the PVQ was only 3.3 percentage points 

between the two periods. A difference of 10% or greater 

ween the two samples was found on only 4 of the 66 

concepts. The 1972 sample placed greater value on the 

epts of dignity," "trust," and "change" than the 1966 

sample. The 1972 sample also placed a lower value on the 

concept of "my boss" than the 1966 sample. 

Consequently, the personal value systems of the 1972 

managers as a group were found to be similar to those of the 

1966 managers as a group. The personal value systems of 

managerial groups thus were found not to change rapidly even 

during period of environmental and social flux. E n g l a n d 

attributed this stabilitv t-r> 
y the nature of employees' 

selection, the managers' developmental process, the 

requirement/constraints that the job of manarri™ i 
j o or managing places upon 
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managers, and the fact that personal values are a relatively 

stable human characteristic. 

Values and the American Manager; An Update 
(Posner and Schmidt 1QRA) 

Posner and Schmidt (1984) found a dearth of continuous 

research to exist on the values of American managers. These 

researchers also indicate that the values of American 

managers, especially those of top executives, usually 

receive attention when a corporate scandal hits the 

headlxnes. News of a faulty product, bribery, pollution of 

the environment, or some other socially conscious issue 

causes people to ask, "What kind of people are running 

American companies?" On these and similar occasions, people 

become aware of the influence that personal values have on 

managers. 

In their updated research, Posner and Schmidt (1984) 

polled 6,000 executives and managers in a survey sponsored 

by the American Management Association. The number of 

managers in each category who provided complete information 

included 889 executive managers, 422 middle managers, and 

149 supervisory managers. The demographics of these survey 

respondents incorporated age, salary, education, and gender. 

The major objectives of this study were to determine 

priorities among organizational goals, priorities among 

organizational stockholders, and managers' relationships 

with others. Posner and Schmidt hoped that the first two 
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objectives would provide partial support for England's 

(1967) study where he presented empirical evidence about the 

nature of the personal value systems of American managers 

and a theoretical rationale for considering the influence of 

values behavior. 

To find out how American managers assign priorities to 

their organizational goals, Posner and Schmidt asked their 

respondents to rate a representative sample of typical goals 

that previous researchers (England 1967; Posner and Munson 

1981) demonstrated to be directly related to managerial 

behavior. Respondents were asked to rate each goal on a 

seven-point Likert-type scale with a value of "1" indicating 

"lxttle or no importance to me," and a "7" indicating "very 

important to me." Because many of the goals were rated at 

the high end of the scale, the authors' analysis utilized 

rank order rather than absolute rating. 

To find out the importance of various organizational 

stockholders, respondents were also asked to rate on a 

seven-point scale the importance of 16 different 

organizational stockholders. The list also came from 

previously published research (England 1967; Posner and 

Munson 1981) and included commonly recognized important 

stockholders in organizations. 

Although this study is not a replication of England's 

(1967) study, one might infer partial support for England's 

statement that the personal values of American managers are 
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relatively stable and do not change rapidly. If the 

importance of various organizational goals and the 

importance of various organizational stockholders for the 

total sample are converted from their rating on a seven-

point scale to their percentage of high importance (Tables 

12 and 13), then a comparison between Posner and Schmidt's 

(1984) study and England's (1967) study is made possible. 

When England (1971) compared the personal value systems of 

union leaders in the United States with those of American 

managers in England's (1967) study, he considered a 

deviation of ten percent or more between the percentages of 

operative values scored by the union leaders and American 

managers as a useful general measure of difference. El-

Baruni (1980) considered fifteen percent as a reasonable 

difference. The latter fifteen percent rule is used in the 

comparison between England's (1967) study and Posner and 

Schmidt's (1984) study. 

With respect to the comparison of "goals of business 

organizations" and "groups of people" (Tables 13 and 14), 

none of the 18 concepts used in both studies was found to be 

significant according to El-Baruni (1980). According to 

England (1967), only one concept ("my co-workers") had a 

significant difference (24%). Consequently, the personal 

value systems of American managers in 1984 were found to be 

very similar to those of their counterparts in 1967. 
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TABLE 13 

COMPARATIVE VALUE SCORES—ORGANIZATIONAL GOALS 

Concept 
England (1967) 

% High Importance 

Posner/Schmidt 
(1984) 

% High Importance 

Organi z ational 
Efficiency 81 81 

High Productivity 80 86 

Profit Maximization 72 71 

Organizational Growth 60 72 

Industrial Leadership 58 

Organizational 
Stability 58 58 

Employee Welfare 65 — — 

Social Welfare 41 

Source: George W. England, "Personal Value System of 
American Managers, " Academy of Management Journal 10 (March 
19S7); Barry Z. Posner and Wareen H. Schmidt, "Values 
and the American Manager: An Update," California 
Review 26 (Spring 1984): 205. H 

Posner and Schmidt (1984) indicate the following 

conclusions about the values of American managers. The 

central goal for American managers is to have effective 

organizations by being productive and efficient, having high 

morale, providing leadership, arid maintaining positive 

reputations. Contrary to popular stereotypes, profit 
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TABLE 14 

COMPARATIVE VALUE SCORES—GROUPS OF PEOPLE 

Concept 
England (1967) 

% High Importance 

Posner/Schmidt 
(1984) 

% High Importance 

My Company 91 «... 

Customers 92 88 

Managers 74 79 

My Boss 73 83 

My Subordinates 78 88 

Technical Employees 63 75 

Employees 84 86 

Me 65 89 

My Co-workers 67 81 

Craftsmen 48 66 

Owners 52 66 

Stockholders 48 50 

White Collar Employees 41 46 

Blue Collar Workers 35 mm mmm 

Government 44 38 

Laborers 28 

Labor Unions 21 

Source: George W. England, "Personal Value System of 

1967t-a62 S i r ™ ' / p C a d e m Y Q5 M a n a q e m e n t 10 (March 
»nrt a ? p ° s n e r and Wareen H. Schmidt, "Values 
EeviS Callf°""-» Manan^nt 
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maximization and stockholders were not found to be the 

central focus of managers. In general, American managers 

have not lost sight of the customer's importance. 

Subordinates want their bosses to demonstrate integrity and 

bosses, in turn, admire subordinates with integrity. 

Personal Values and Managers' Behavior 

England's theoretical model, which is fully discussed 

in Chapter IV, indicates that personal value systems are 

expected to influence both an individual's perceptions of 

problems and the decisions he or she makes to resolve them. 

To examine the relationship between the managers' personal 

values and their behaviors, England (1967) developed a 

behavioral measures questionnaire to provide a measure of 

self-reported behavior of managers when confronted with 

typical problem situations. The Behavior Measure 

Questionnaire, as presented in Appendix B, consists of five 

job incidents, each representing a situation which a manager 

may encounter in the performance of his or her job. 

Managers are asked to read each incident carefully and then 

to indicate the action they would take by choosing the 

appropriate statement from a list of suggested actions. 

Although there are several approaches in which one 

could examine the relationship between personal value 

systems and reported behavior of managers, England (1974) 

indicates that the most appropriate approach is to make 
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predictions about behavior based on rational or logical 

expectations generated from value responses to specific 

concepts in the Personal Value Questionnaire presented in 

Appendix B. For example, in terms of Job Incident I, 

England and his associates (1974) developed the following 

three rational expectations: 

1. If the "employee welfare" concept is scored as an 

operative value by a manager, he or she will be willing to 

spend more money on redoing the cafeteria and restroom 

facilities than will a counterpart who does not score the 

same concept as an operative value. 

2. If the "profit maximization" concept is scored as 

an operative value by a manager, he or she will be willing 

to spend less money on redoing the cafeteria and restroom 

facilities than will a counterpart who does not score the 

same concept as an operative value. 

3. If the "all employees" concept is scored as an 

operative value by a manager, he or she will be willing to 

spend more money on redoing the cafeteria and restroom 

facilities than will a counterpart who does not score the 

same concept as an operative value (England et al. 1974, 

46). 

Both the logic of the concept predictions and the use 

of operative values as being more behaviorally relevant than 

non-operative values are thus involved in these 

expectations. England and his associates made directional 
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behavior predictions (spend more, spend less) for logically 

selected concepts for each of the five job incidents 

presented in Appendix B. Table 15 shows the concept 

expectations for each job incident and the directional 

behavior expectations. The data in Table 15 will be 

subsequently compared with the actual behavior for operative 

values of Jordanian managers. 

England's (1974) findings concerning Indian managers 

provides strong support for the contention that values are 

related to behavior in meaningful ways for managers. In 

another study, England's (1975) findings concerning 

Australian managers provides the same support. Other 

researchers support the findings of England et al. (1974). 

Askar (1979) found a relationship between Egyptian managers' 

values and behavior. Similar findings are provided by Badr 

(1979), Nomikos (1984), and Sokoya (1985). 

Anticipated Personal Value Systems of 
Jordanian Managers 

Variations in personal, societal and cultural 

experience generate individual differences in value systems 

(Rokeach 1973). Based on differences in the dimensions of 

major sociocultural factors affecting the values of Jordan 

and American managers mentioned in this chapter, one could 

anticipate that the personal value systems of Jordanian 

managers might differ from those of their American 

counterparts. 
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TABLE 15 

VALUE-BEHAVIOR RELATIONSHIP 

Concept 

Expected Behavior Direction 
For Operative Value Managers 
As Compared to Non-operative 

Value Managers 

Job Incident 1 
Profit Maximization 
Employee Welfare 
Employees 

Job Incident 2 
Technical Staff 
Employee Welfare 
Loyalty 
Profit Maximization 

Job Incident 3 
Employee Welfare 
Labor Unions 
Trust 
Loyalty 
Compassion 
Tolerance 
Dignity 
Blue Collar Workers 

Job Incident 4 
Creativity 
Change 
Cooperation 
Job Satisfaction 

Job Incident 5 
My Subordinates 
Trust 
Influence 
Power 
Authority 
Caution 

Spend less 
Spend more 
Spend more 

Spend more 
Spend more 
Spend more 
Spend less 

Less 
Less 
Less 
Less 
Less 
Less 
Less 
Less 

willing 
willing 
willing 
willing 
willing 
willing 
willing 
willing 

Sham Lai chosen more 
Sham Lai chosen more 
Ram Lai chosen more 
Ram Lai chosen more 

Delegate more 
Delegate more 
Delegate less 
Delegate less 
Delegate less 
Delegate less 

Source: George W. England, 0. P. Dhingra, and Naresh C 

Personal ^ t h e M a n i A nrnHW-Cultural st-nAy 
ersonal Values (Kent, Ohio: Kent State University, 1974) 



CHAPTER IV 

METHODOLOGY 

This chapter includes a discussion of the theoretical 

model on which the study is based, measurement instruments, 

value orientation, value profile, interpretation and scoring 

procedures, sampling design and techniques, and data 

collection. Reasons for utilizing this methodology and for 

choosing this method of inquiry are also included. 

Theoretical Model 

England's (1967) methodology is replicated in this 

study (see Appendix A). The methodology used is based on a 

theoretical framework of the relationship of values to the 

behavior of managers. The model presented in Figure 4 was 

developed by England (1967), and sequentially revised by 

England and Keaveny (1968); England, Agarwal, and Terrise 

(1971); and finally by England, Dhingra, and Agarwal (1974). 

Several major classes of overlapping values are identified 

in the framework. All values which might be held by an 

individual or a specific group constitute the total value 

space and are identified as potential values. These 

overlapping values are categorized into two broad classes of 

values: 

116 
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1. Non-relevant or weak values are values which have 

little or no impact on behavior; and 

2. Conceived values are values which are likely to be 

translated from the intentional state to behavior. 

Conceived values are made up of (a) Operative values, which 

have the highest probability of being translated into 

behavior; (b) Intended values, which are viewed as important 

but do not have a high probability of being translated into 

behavior because of situational factors; and (c) Adopted 

values. which are less a part of the personality structure 

of the individual, and affect behavior only because of 

situational factors (England 1967; England et al. 1974). 

The model also indicates two ways in which values can 

influence behavior through behavior channeling and 

perceptual screening: 

1. Behavior channeling. Behavior channeling has a 

rather direct influence of values on behavior. According to 

England, behavior channeling is illustrated by the behavior 

of an individual who places a high value on honesty and 

integrity when approached with a proposition which involves 

deception and questionable ethics. This individual's 

behavior would be channeled away from the proposition as a 

direct result of his or her operative values. 

2- Perceptual screening. Perceptual screening has an 

indirect influence on behavior and is illustrated by the 

idea of one seeing what he or she wants to see or hearing 
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what he or she wants to hear. The power of personal values 

to select, filter, and influence interpretation of what one 

sees and hears occurs frequently in common experience and in 

scientific studies of behavior (England 1967; England et al. 

1974) . 

The model also shows that the impact of values on 

behavior must be considered in relation to other 

environmental influences and constraints before definite 

predictions of statements can be attempted regarding an 

individual's behavior at a specific time and under specific 

conditions. However, values are one of many determinants of 

behavior in any given situation (England 1967; England et 

al. 1974). 

Measurement Instruments 

The measurement instruments used in this study were 

developed by England. The measurement technique includes 

three instruments: the Personal Value Questionnaire, the 

Behavior Measures Questionnaire, and demographic/ 

organizational information. Copies of these instruments, as 

adapted for this study, are provided in Appendix B. 

Personal Value Questionnaire (PVQ) 

England's (1967) development of the PVQ, used in this 

study, was based on the rationale that meanings an 

individual attaches to a carefully specified set of concepts 

provide a useful description of his or her personal value 
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system, which in turn relates to his or her behavior in a 

systematic way. England's approach was influenced by the 

work of Osgood et al. (1957) and represents an adaptation of 

their methodology. In order to measure personal values of 

managers, a final set of 66 concepts and certain modes of 

valuation processes that are relevant were developed to make 

up the PVQ. This final set was drawn from an initial pool 

of 200 concepts after considerable screening, 

experimentation, and revision by a panel of experts. The 

panel of experts reduced this initial pool to a set of 96 

concepts, which was further reduced to the final 66 concepts 

based on preliminary findings with a pilot sample of 

managers. The PVQ concepts were selected from literature 

dealing with organizations, individual and group behavior, 

and ideological and philosophical concepts in order to 

represent a major belief system. To provide a conceptual 

framework within which respondents could conveniently 

evaluate each concept of the PVQ, the concepts of the PVQ 

were categorized into five classes: goals of business 

organizations, personal goals of individuals, groups of 

people, ideas associated with people, and ideas about 

general topics. Table 16 presents a listing of these 

concepts. The PVQ scores each of the concepts on four 

dimensions: (a) importance to the individual, (b) success 

(organization perspective), (c) right (ethical), and 

(d) pleasant (aesthetic). 
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TABLE 16 

CONCEPTS OF THE MANAGERIAL PVQ 

Goals of Business Personal Goals Groups of People 

Employee Welfare Achievement All Employees 
High Productivity Autonomy Customers 
Industry Leadership Creativity Government 
Organizational 

Creativity 

Efficiency Dignity Labor Unions 
Organizational Growth Individuality Managers 
Organi z at ional 

Managers 

Stability Influence Me 
Profit Maximization Job Satisfaction My Boss 
Social Welfare Leisure My Company 

Money My Co-workers 
Power My Subordinates 
Prestige Owners 
Security Skilled workers 
Success Stockholders 

Technical Staff 
Unskilled workers 
White-Collar 

Employees 

Ideas Associated with People Ideas about General Topics 

Ability Authority 
Aggressiveness Caution 
Ambition Change 
Compassion Competition 
Conformity Compromise 
Cooperation Conflict 
Honor Conservatism 
Loyalty Emotions 
Obedience Equality 
Prejudice Force 
Skill Liberalism 
Tolerance Property 
Trust Rational 

Religion 
Risk 

Source: George England, Personal Value Systems of American 
Managers, Academy of Management Journal 10 (March 1967). 
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The PVQ also employs a dual scheme of valuation. The 

primary mode of valuation is called the power mode of 

valuation (important-unimportant scale). The rationale 

behind the use of this scale is similar to that underlying 

most value measurements. The general value of objects or 

ideas to an individual is largely a function of how 

important the individual thinks the object or idea is. The 

primary mode of valuation utilized results in the 

designation of a high, average, or low importance level. 

In order to study the behavioral effect of values, 

three types of secondary models of valuation were developed 

by England to determine why individuals considered certain 

concepts to be important or unimportant. These three 

secondary models are: 

^• The pragmatic mode of valuation is represented by a 

successful scale which suggests an evaluative framework 

guided by successful-failure consideration. 

2. The ethical—moral mode of evaluation is represented 

by a right scale which suggests an evaluative framework 

guided by ethical consideration influencing behavior toward 

actions and decisions judged to be right and separate from 

actions which are evaluated as wrong. 

3. The affect or feeling mode of evaluation is an 

indication of an evaluative framework guided by hedonism, 

behaving in a manner to increase pleasure and decrease pain. 



123 

This mode is measured through a "pleasant" scale (England 

1967; England et al. 1974). 

In predicting the behavior of the manager, England 

reasoned that a combination of primary and secondary modes 

of valuation would be a better predictor of likely behavior 

than would either mode alone. For example, when a manager 

who is generally pragmatically oriented says something is 

important, he most often sees it as successful rather than 

right or pleasant. Such a manager's behavior would, 

therefore, be best predicted by viewing it as a joint 

function of concepts that were important and those viewed as 

successful (England 1967). 

Behavioral Measures Questionnaire (BMQ) 

The previously mentioned theoretical model indicated 

that personal value systems are expected to influence both 

an individual's perceptions of problems and the decisions 

made in an attempt to resolve them. To examine the 

relationship between personal value systems and managerial 

behavior, England et al. (1974) developed the BMQ which 

provides a measure of self-reported behavior of managers. 

England's questionnaire consisted of five job incidents, 

each representing a typical decision problem which managers 

face in the daily performance of their duties on the job. 

Managers are asked to read these situations and make 

decisions by indicating the appropriate statement from a 
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list of suggested actions. The job incidents are presented 

in Appendix B. 

In order to interpret the relationship between personal 

value systems and the reported behavior of managers, England 

suggested the use of prediction based on rational or logical 

expectations generated from value responses to specific 

concepts of the behavior. For example, England proposed an 

illustration of Job Incident I (See Appendix B for the 

entire incident). It is expected that managers who have 

employee's welfare as an operative value are willing to 

spend more money for redoing the cafeteria and rest room 

facilities than managers who do not have employee's welfare 

as an operative value (England et al. 1974). 

Demographic and Organizational 
Information (DOI) 

The research technique used in this study also allows 

for the collection of demographic and organizational 

information which allows the determination of relationships 

which may exist between the managers' values and these 

characteristics in future research. The DOI is presented in 

Appendix I. Information from the DOI serves as covariates 

in a subsequent multiple regression. 

Value Orientation 

England's methodology allows the classification of 

respondents into four primary value orientations: 
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pragmatic, moralistic, affect, and mixed. The 

classification of a manager into one of the orientations is 

based on his or her evaluation of the 66 concepts in the 

Personal Value Questionnaire according to the following 

guidelines: 

1. The manager who considers most of the concepts 

which he or she ranks high in importance as successful is 

classified as having a pragmatic value orientation. 

2. The manager who considers most of the concepts 

which he or she ranks high in importance as right is 

classified as having a moralistic value orientation. 

3. The manager who considers most of the concepts 

which he or she ranks high in importance as pleasant is 

classified as having an affect value orientation. 

4. The manager who cannot be placed in one of the 

above value orientations is classified as having a mixed 

value orientation. In terms of behavioral implications, 

only the first three value orientations (pragmatic, 

moralistic, and affect) are relevant (England 1967; England 

et al. 1974). 

Value Profile 

Based on the primary value orientation of a manager, 

his or her value profile can be constructed. The value 

profile, unlike the value orientations, allows 

interpretation of responses to the sixty-six concepts of the 
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Personal Value Questionnaire in value terms with behavioral 

implications. The value profile utilizes four categories of 

values: operative, intended, adopted, and weak. England 

operationally defined these values as follows: 

1. Operative values for an individual are those 

concepts which are rated as "high importance" and fit his or 

her primary value orientation. For a pragmatic manager this 

implies those concepts which he or she rates as "high 

importance" and "successful." For a moralistic manager, 

this implies those concepts which he or she rates as "high 

importance" and "right." For an affect manager, this 

implies those concepts which he or she rates as "high 

importance" or "pleasant." In terms of implications for 

behavior, operative values are likely to be the most 

influential. 

2. Intended values for an individual are those 

concepts which an individual rates as "high importance," but 

which do not fit his or her primary orientation. These 

values are generally socioculturally induced. For a 

pragmatic manager, this implies those concepts which he or 

she rates as "high importance" and "right" or "pleasant." 

For a moralistic manager, this implies those concepts which 

he or she rates as "high importance" and "successful" or 

"pleasant." For an affect manager, this implies those 

concepts which he or she rates as "high importance" and 

"successful" or "right." Intended values may imply a 
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conflict between what one has learned to believe and what 

one sees rewarded in his or her organizational environment. 

Consequently, these values are viewed as less likely to 

influence one's behavior than do operative values. 

3. Adopted values are those concepts which fit the 

primary value orientation of an individual, but he or she 

does not rate them as "high importance." Such values are 

situationally induced. They are born out by an individual's 

organizational experience, but are difficult for the 

individual to internalize. For a pragmatic manager, this 

implies those concepts which he or she rates as either 

"average or low importance" and "successful." For a 

moralistic manager, this implies those concepts which he or 

she rates as either "average or low importance" and "right." 

For an affect manager, this implies those concepts which he 

or she rates as "either average or low importance" and 

"pleasant." In terms of implications for behavior, adopted 

values are expected to exercise less influence on an 

individual's behavior than operative and intended values. 

4. Weak values are those concepts which are neither 

highly important nor do they fit the primary value 

orientation of the individual. For a pragmatic manager, 

this implies those concepts which he or she rates as 

"average and low importance" and "right and pleasant." For 

a moralistic manager, this implies those concepts which he 

or she rates as "average and low importance" and "successful 
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and pleasant." For an affect manager, this implies those 

concepts which he or she rates as "average and low 

importance" and "successful and right." Weak values are not 

expected to influence a manager's behavior to a great extent 

(England 1974). 

Based on the above definitions of the four categories 

of values, the Jordanian managers' value profile was 

constructed by listing the sixty-six concepts of the 

Personal Value Questionnaire which included operative, 

intended, adopted, and weak values. The Jordanian managers' 

value profile was constructed for all managers in the 

sample, except those having a mixed value orientation. This 

exclusion was necessary because the probability scores used 

in this procedure could not be computed for a manager with a 

mixed value orientation. 

Interpretation and Scoring Procedures 

The scoring of the Personal Value Questionnaire is 

based on the importance rating (high importance, average 

importance, and low importance) and the term that is given a 

rank of one on the secondary mode evaluation (successful, 

right, and pleasant) which best indicates the meaning of the 

concept to the respondent. 

England's instrument does not yield a total score for 

each respondent. However, the probabilities of a respondent 

making a given response are calculated from his or her 
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response matrix, which is the frequency distribution for the 

total number of concepts that he or she scored. The first 

step in this scoring procedure is to construct a response 

matrix of the total number of concepts scored for each 

individual manager. Each of the sixty-six concepts of the 

PVQ is constructed for each respondent, according to the 

concept importance rating and the secondary mode which he or 

she ranked one (England 1975, 157). 

Although many probabilities can be obtained from the 

matrix, England (1975) recommends the following conditional 

probabilities for such analysis: 

P (right) 
P (successful) 
P (pleasant) 
P (high importance) 
P (average and low importance, 

or not high importance) 
P (right given high importance) 
P (successful given high importance) 
P (pleasant given high importance) 
P (right given not high importance) 
P (successful given not high importance) 
P (pleasant given not high importance 
P (right and high importance) 
P (successful and high importance) 
P (pleasant and high importance) 

or P (R) 
or P (S) 
or P (P) 

or P (HI) 

or P (HI) 
or P (R/HI) 
or P (S/HT) 
or P (P/EI) 
or P (R/HI) 
or P (S/HI) 
or P (P/HI) 
or P (RflHI) 
or P (SnHI) 
or P (POHI) 

According to England, a questionnaire is considered as 

incomplete and excluded from analysis if the subject has 

left blank or has not responded to more than 5 percent of 

the sixty-six concepts of the Personal Value Questionnaire 

(England 1975, 158). 

The Personal Value Questionnaire data are analyzed in 

two ways: (a) by-person analysis where individuals are 
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examined across concepts, and (b) by-concept analysis where 

concepts are examined across individuals. 

By-Person Analysis 

By-person analysis of the PVQ data requires the 

examination of the responses of each individual (in the 

Jordanian samples) across all sixty-six concepts in the PVQ. 

On the basis of the responses summarized in his or her 

response matrix, an individual is classified into one of the 

following primary orientations: pragmatic, moralistic, 

affect, or mixed. The following three steps, as stated by 

England, were followed in this classifications 

1. Among the concepts an individual reports as 
being of high importance, identify the proportion 
classified as first ranked on each of the scales 
representing secondary mode of valuation, and select 
the largest category. More precisely, the following 
conditional probabilities are computed: 

Managers 
P (S/HI) 
P (R/HI) 
P (P/HI) 

where terms inside the parentheses are S = successful, 
R = right, P = pleasant, and HI = high importance. 

Thus, the first step is to identify the largest 
conditional probability for an individual. 

2. Compare the value of largest conditional 
probability to its complement. If, for example, the 
first step was P (S/HI), its complement is the 
probability of responding successful, given a rating of 
average importance and low importance, or, that is, P 
(S/HI), where HI refers to average importance plus low 
importance. If P (S/HI) is greater than its complement 
P (S/HI), then the individual's primary orientation 
would be pragmatic. If, however, the complement 
probability is greater, it would imply a mixed value 
orientation. 

In step one, if the two highest conditional 
probabilities are tied, the difference between each of 
these conditional probabilities and its complement is 
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calculated. The primary orientation is then 
represented by the conditional probability having the 
largest difference between itself and its complement. 

3. After the primary orientation has been 
determined, calculate the value of the joint 
probability of the cell which constitutes the 
individual's operative value cell. If this joint 
probability is less than .15, implying that less than 
15 percent of the total concepts in the PVQ are 
operative values for the individual, his primary 
orientation is reclassified as mixed.If the primary 
orientation is pragmatic, for example, the joint 
probability of the operative value cell is the 
probability of responding "successful" and "high 
importance" or, that is, P (SflHI) . This can be 
calculated as follows: 

P (SOHI) = 
Number of concepts rated "successful" and "high 
importance" 

Total number of concepts 
where P (S/HI) = the number of concepts rated 
"successful" and "high importance." 

Essentially, steps one and two provide the 
decision rules for determining primary orientation by 
utilizing the conditional probabilities of the cells in 
the "high importance" column. Step three provides a 
means of determining whether or not this primary 
orientation should be reclassified by utilizing the 
joint probability of the operative cell (England 1975, 
160-161). 

England's summary of the decision rules is presented in 

Table 17. England provided several examples to illustrate 

the application of these decision rules. Similarly, four 

examples are presented from the data analysis for sampled 

Jordanian managers. 

Example Is The response matrix in Table 18 presents a 

frequency distribution of the sixty-six concepts for a 

moralistic manager on a Personal Value Questionnaire 

analysis. 
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TABLE 17 

DECISION RULES FOR PRIMARY ORIENTATION CLASSIFICATION 

Primary Orientation 
Classification Decision Rule 

Pragmatic P (S/HI) is the largest 
P (S/HI) > P (S/HI) 

Moralistic P (R/HI) is the largest 
P (R/HI) > P (R/HT) 

Affect P (P/HI) is the largest 
P (P/HI) > P (P/HI) 

Note: In all cases, if the complement probability is greater 
than its principal, it would imply a mixed value 
orientation. Source: George W. England. The Manager and 
His Values: An International Perspective. (Cambridge, MA: 
Ballinger Publishing Company, 1975), 160. 

Of the forty-one concepts evaluated as being of "high 

importance," .83 are classified as being "right," .12 are 

classified as being "successful," and .05 are classified as 

being "pleasant." Since P (R/HI) is the largest (.83) of 

these conditional probabilities, it is compared with its 

complement. The probability of responding "right" given 

"average and low importance" P (R/HI), which is 8/25, or 

.32. 

It appears that the largest conditional probability, 

.83, is greater than its complement, .32. Therefore, this 

Jordanian manager is classified as a moralist. 
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TABLE 18 

RESPONSE MATRIX FOR A MORALISTIC MANAGER 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Right 45 5 4 42 

Successful 5 10 2 17 

Pleasant 2 4 1 7 

Total 41 19 6 66 

The joint probability of the operative cell is 

examined. Since the manager is a moralist/ the joint 

probability of the operative cell is the probability of 

responding "right" and "high importance," P (RHHI), which is 

34/66, or .51. Since .51 is greater than the minimal 

probability value of .15, which is given in England's (1975) 

decision rule in step three, the moralistic orientation of 

this manager is not reclassified. 

Example 2: The response matrix in Table 19 presents a 

frequency distribution of the sixty-six concepts for a 

pragmatic manager on the Personal Value Questionnaire 

analysis. 

The largest frequency in the "high importance" column 

in Table 19 is twenty-two, which is the largest conditional 

probability, 22/31 or .70. Therefore, P (S/HI) = .70. Its 

complement is P (S/HI) = 14/35, or .40. Since the 

conditional probability is greater than its complement (.70 
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TABLE 19 

RESPONSE MATRIX FOR A PRAGMATIC MANAGER 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Right 22 9 5 36 

Successful 6 12 3 21 

Pleasant 3 4 2 9 

Total 31 25 10 66 

> .40), the primary orientation of the Jordanian manager is 

classified as pragmatic. As the joint probability P (SflHI) 

= 22/66, or .33, is greater than the minimal probability 

value, .15 (.33 > .15), the primary orientation of this 

manager is not reclassified. 

Example 3: The response matrix in Table 20 presents a 

frequency distribution of the sixty-six concepts for an 

affect manager on the Personal Value Questionnaire analysis. 

The largest frequency in the "high importance" column 

of Table 20 is twenty-four, which is the largest conditional 

probability, 24/32, or .75. Its complement is P (P/HI = 

25/34, or .44. Since the conditional probability is greater 

than its complement (.75 > .44), the primary orientation of 

this Jordanian manager is classified as an affect manager. 

As the joint probability P (pnHI) = 24/66, or .37 is greater 



135 

TABLE 20 

RESPONSE MATRIX FOR AN AFFECT MANAGER 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Right 24 5 10 39 

Successful 5 3 9 17 

Pleasant 3 2 5 10 

Total 32 10 24 66 

than the minimal probability value, .15 (.37 > .15, the 

primary orientation of this manager is no reclassified. 

Example 4: The response matrix in Table 21 presents a 

frequency distribution of the sixty-six concepts for subject 

4 on the Personal Value Questionnaire analysis. 

The largest frequency in the "high importance" column 

in Table 21 is fourteen, which is the largest conditional 

probability, 14/36, or .39. Therefore, P (S/HI = .39. Its 

complement is P (S/HI) = 17/30, or .57. As the conditional 

probability is less than its complement (.39 < .57), the 

primary orientation of this Jordanian manager is classified 

as mixed. 

England added two additional examples. The first 

implies that the two highest conditional probabilities of 

the cells in the "high importance" column are tied. In such 

a case, the differences between each of these conditional 



136 

TABLE 21 

RESPONSE MATRIX FOR A MIXED MANAGER 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Right 14 9 8 31 

Successful 10 2 4 16 

Pleasant 12 4 3 19 

Total 36 15 15 66 

probabilities and its complement are calculated, compared, 

and the largest is determined. The primary orientation is 

then represented by the conditional probability having the 

largest difference between itself and its complement. The 

supposed response matrix is presented in Table 22. 

The individual evaluated forty-six concepts as being of 

"high importance," with nineteen concepts classified as 

"successful," nineteen concepts classified as "right," and 

eight concepts as pleasant. Consequently, their conditional 

probabilities are equal, [P (S/HI) = P (R/HI)] = .41. The 

complement of P (S/HI) is P (S/HI), which is 5/20, or .25. 

The complement of P (R/HI) is P (R/HI), which is 6/20, or 

30. The difference between the conditional probabilities 

and their complement are .16 and .11, respectively. Since 

the primary orientation is represented by the conditional 

probability having the largest difference between itself and 
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TABLE 22 

RESPONSE MATRIX FOR AN INDIVIDUAL WITH TWO 
EQUAL CONDITIONAL PROBABILITIES 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Successful 19 5 0 24 

Right 19 6 0 25 

Pleasant 8 8 1 17 

Total 46 19 1 66 

Source; George W. England. The Manager and His Values: An 
International Perspective (Cambridge, MA: Ballinger 
Publishing Company, 1957), 162. 

its complement, this individual is classified as being 

pragmatic. 

The joint probability of the operative cell P (SOHI) is 

19/66, or .29, which is greater than .15, the minimal 

probability value. The value orientation of this individual 

is not reclassified. The second example implies that the 

joint probability is less than .15, the minimal probability 

value. 

Table 23 presents the response of an individual who 

evaluated eleven concepts as being of "high importance," 

with six concepts classified as "successful," four concepts 

classified as "right," and one concept classified as 

"pleasant." The highest probability is P (S/HI) = 6/11, or 

.55. Its complement is P (S/HI) = 28/55, or .51. Since the 
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TABLE 23 

RESPONSE MATRIX FOR AN INDIVIDUAL WITH 
JOINT PROBABILITY LESS THAN .15 

1st Ranked 
High 

Importance 
Average 

Importance 
Low 

Importance Total 

Successful 6 28 0 34 

Right 4 20 1 25 

Pleasant 1 5 1 7 

Total 11 53 2 66 

Source: George W. England. The Manager and His Values: An 
International Perspective (Cambridge, MA: Ballinger 
Publishing Company, 1957), 164. 

value of the largest conditional probability is greater than 

its complement (.57 > .51), the value orientation of this 

individual is classified as pragmatic. 

The joint probability of the operative cell P (S HI) is 

6/66, or .09, which is less than .15, the minimal 

probability value. Therefore, the primary orientation of 

this individual is reclassified from pragmatic to mixed. 

The aforementioned rules were used to identify the 

value orientation of each individual in the sample of 

Jordanian managers. The primary value orientation for the 

total sampled group was determined by adding the number of 

individuals in each primary orientation category. The 

secondary value orientation was determined similarly. 
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By-Concept Analysis 

According to England, by-concept analysis of the 

Personal Value Questionnaire data involves looking at 

responses to each concept across all respondents in the 

surveyed sample. A concept may represent an operative, 

intended, adopted or a weak value for an individual. When 

data are aggregated across all individuals in a group, the 

results show the number of individuals as a proportion of 

the group for whom the concept is an operative, intended, 

adopted, or a weak value. In such aggregations, all 

individuals with a mixed value orientation are excluded 

because it is not possible to get the needed scores for them 

(England 1975). 

According to England, a concept is classified as an 

operative value for an individual if it is rated as "high 

importance" and fits the individual's primary orientation. 

Thus, different methods are used for identifying operative 

values for individuals with different primary orientations 

(England 1975). Three examples from the sampled Jordanian 

managers' data illustrate the application of England's 

operational definition of operative, intended, adopted, and 

weak values. 

Example 1: The response matrix in Figure 5 represents 

a frequency distribution of the sixty-six concepts for a 

pragmatic subject on the Personal Value Questionnaire 

analysis. For a pragmatic individual, operative, intended, 
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Fig. 5. Value profile for a pragmatic individual. N = 
Number of concepts. 

adopted, and weak values are defined in terms of the primary 

orientation and importance scale, as shown in Figure 5. 

The value profile of this pragmatic Jordanian manager 

indicates the manager has assigned 22, 9, 14, and 21 

concepts as his operative, intended, adopted, and weak 

values. 

Example 2: The response matrix in Figure 6 presents a 

frequency distribution of the sixty-six concepts for a 

moralistic subject on Personal Value Questionnaire analysis. 

For a moralistic individual, operative, intended, adopted, 

and weak values are defined in terms of the primary 

orientation and importance scale, as shown in Figure 6. The 

value profile of this moralistic Jordanian manager indicates 
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Fig. 6. Value profile for a moralistic individual. N = 
Number of concepts. 

that he or she has assigned 34, 7, 8, and 17 concepts as his 

or her operative, intended, adopted, and weak values. 

Example 3: The response matrix in Figure 7 presents a 

frequency distribution of the sixty-six concepts for an 

affect manager on the Personal Value Questionnaire analysis. 

For an affect manager, operative, intended, adopted, and 

weak values are identified in terms of the primary 

orientation and importance scale as shown in Figure 7. 

The value profile of this affect Jordanian manager 

indicates that he or she has assigned 14, 22, 17, and 13 

concepts as his or her operative, intended, adopted, and 

weak values. 
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Given the assigned scores for each individual in the 

sampled Jordanian managers for each of the concepts in the 

Personal Value Questionnaire, the matrix in Table 24 is 

derived by aggregation. As an example to illustrate the 

application of assigning a concept as operative, intended, 

adopted, or weak value, the High Productivity concept is 

used. 

In this matrix it appears that the concept High 

Productivity is an operative value for 108 managers (74%), 

an intended value for 18 managers (12%), an adopted value 

for 12 managers (8%), and weak value for 8 managers (6%). 

The by-concept data are utilized mainly for two 

purposes: (a) deriving an average value profile for the 
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TABLE 24 

MATRIX FOR HIGH PRODUCTIVITY CONCEPT 

High Importance Average-Low Importance 

Primary 
Orientation 

(PO) 

Not Primary 
Orientation 

(PO) 

108 
(74%) 

18 
(12%) 

12 
(8%) 

8 
(6%) 

group being studied; and (b) analyzing behavioral relevance 

of each concept for a group of individuals. It is used to 

determine whether a concept has a strong, moderate, or 

average behavioral influence on an individual or a group. 

Value Profile 

Based on the primary value orientations, a value 

profile was also constructed for Jordanian managers as a 

group. This value profile, unlike the value orientations, 

has behavioral implications. The value profile of Jordanian 

managers allows interpretation of the responses of the 

managers to the sixty-six concepts in value terms. In order 

to develop a managerial value profile of Jordanian managers, 

responses to the sixty-six concepts were assigned to one of 

the nine cells using the model frequency method for the 

total group of managers (England 1967). In other words, any 

concept to be assigned to one particular cell of the total 
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group of managers must have been assigned to that particular 

cell more than to any other cell. 

The following four categories of values represent the 

managerial value profile: 

1. Operative values are represented by a rating of 

"high-importance" for different concepts with the successful 

characterization. 

2. Intended values are represented by a rating of 

"high-importance" for different concepts with the right and 

pleasant characterization. 

3. Adopted values are represented by a rating of 

"average-importance" and "low-importance" with successful 

characterization. 

4• Low behavioral relevance values are represented by 

a rating of "average-importance" and "low-importance" with 

the right and pleasant characterization (England 1967, 61). 

Sampling Design and Technioues 

The sample of Jordanian managers for this study was 

drawn from public, private, and mixed sectors in order to 

reflect their relative contribution in economic activities. 

For the purpose of this study, public managers are defined 

as those in managerial positions at government-owned 

business organizations and public service organizations. 

Private managers are those in managerial positions at 

organizations owned by national entrepreneurs. Managers of 
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the mixed sector are those in managerial positions at 

organizations owned by government and private entrepreneurs. 

Foreign organizations are excluded. 

A maximum of 350 managers employed in Jordanian-owned 

public, private, and mixed organizations constituted the 

sample size. This sample size corresponds with the small 

business size in Jordanian organizations. On the other 

hand, the sample size is relatively large when compared to 

previous studies in the Middle East area. For example, 

Ajami (1979), Al-Shabi (1979), and Muna (1980) based their 

studies on a managerial sample of sixty-six managers each 

for Iraq and Kuwait, fifty-five managers for Iraq, and 

fifty-two managers for the United Arab Emirates, 

respectively. Thus, the sample size is compatible with the 

size suggested by Clark and Schkade (1974) for the standard 

proportion test in order to decide statistical significance. 

In order to ensure that the national sample of Jordanian 

managers represents the population from which it was drawn, 

the technique of stratified random sampling was used. Such 

procedure of sampling tends to ensure representation of the 

diversity that characterizes the population without the 

necessity of selecting a large sample. 

The sampling technique was chosen after consultations 

with businessmen, experts in the ministry of planning, and 

faculty members at management departments in Jordanian 

universities. Consideration was also given to the effects 
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of recent developments in the country. Questionnaires were 

distributed to managers in 100 major Jordanian 

organizations: 100 (28.57%) to ministries, 100 (28.57%) to 

the public sector, 50 (14.28%) to the mixed sector, and 100 

(28.57%) to the private sector. 

In order to ensure the sample represented the 

population, respondents were selected randomly from each 

ministry and each sector. Because each ministry employs 

more than 1,000 employees, the level of managerial position 

was the only basis in stratification used in selecting the 

sample for ministries. The three managerial levels are top, 

middle, and bottom levels. An equal number (ten managers) 

were selected from each of the major fifteen ministries 

listed in the public directory for each ministry. Because 

the listing is done by different levels, a systematic random 

sampling technique was used at each level of position in 

selecting the sample from each ministry. Three managers 

from each of the top and middle level positions and four 

managers from the bottom level positions were chosen. This 

is because there are more managers at the bottom level than 

at the other two levels. In choosing the managers at each 

level, a random starting point was selected. Every third 

manager was chosen from the top level and middle level, and 

every fourth manager was chosen from the bottom level. 

The sample of public, mixed, and private enterprises, 

from the Directory of Amman Financial Market of April 1988, 
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is the universe from which the sample was drawn. The 

directory, issued in Arabic, lists the names and addresses 

of the companies, the names of their managers, and the 

number of their employees. To compare this study with 

England's study, and to ensure the representativeness of the 

population, the sample was stratified, based on three 

variables. The bases of stratification were the size of the 

company (based on the number of employees), level of 

managerial positions, and managerial function. Three size 

classifications, based on the number of employees, include 

small size companies employing 200 employees, medium size 

companies employing between 201 and 500 employees, and large 

size companies employing 501 or more employees. The three 

levels of management were designated as top level 

management, which includes those in the highest level 

positions in the company (president, chief executive 

officer, chairman, general managers, and director); middle 

level managers, which include middle level positions (vice-

presidents, deputy, general manager, branch manager, and 

head of division); and bottom level managers, which include 

lower level positions (heads of departments, supervisors, 

and sectional heads). The functions selected as most 

relevant were production/operations, engineering, 

finance/accounting, personnel/industrial relations, and 

general administration. The above mentioned variables were 

adapted from England's (1975) study. 
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Data Collection 

On June 6, 1988, the researcher went to Amman, Jordan, 

to probe the possibility of discussing the study in 

Jordanian organizations. To obtain participation and 

cooperation from the Jordanian University, a meeting was 

held with the Dean of Economic and Administrative Sciences 

and the importance of the study was explained to the 

Jordanian business organizations and the Jordanian 

government. The Dean asked that similar meetings be held 

with the Chairman of the Management Department for the same 

purpose and with the Chairman of the Political Science as a 

governmental procedure. The meetings were successful. It 

was agreed that the Political Science Department would 

administer the questionnaire through the Management 

Department, either by mailing it to the department or in the 

presence of the researcher. Some faculty members from both 

departments were assigned to distribute and collect the 

questionnaires. The first practical step of the meetings 

was the generation of a panel of experts (whose doctoral 

degrees were from the United States and England) who 

translated the questionnaire into Arabic. 

On April 20, 1989, the assigned committee at the 

College of Economic and Administrative Sciences (mainly the 

Political Science Department) was contacted to begin the 

administration of the questionnaire (the process of 

distribution and collection). A combination of mailed 
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questionnaires and personal interviews were originally 

planned; however, only the mailing process was used in order 

to avoid potential interviewer bias and pressure for 

immediate response by the subjects. Mailed questionnaires 

give respondents a feeling of anonymity and encourage open 

responses. On April 30, 1989, a cover letter was attached 

to each of the translated questionnaires (Appendix C), and 

the translated questionnaires were distributed to give the 

same opportunity for all participants. The cover letter 

described the nature of the study and asked the subjects for 

their cooperation (Appendix D). A follow-up letter 

requesting the respondents' support was sent three weeks 

after the original questionnaire mailing date to encourage 

the return of questionnaires (Appendix E). After the two 

mailings, the assigned committee for the questionnaire 

administration waited another three weeks for responses to 

be received. 

Previous studies have reported rates of return ranging 

from 20 percent to 72 percent (20%; 26%; 30%; 31%; 72%; in 

Korea, Japan, Australia, the United States, and India, 

respectively). The relatively high response rate for India 

is due to the use of interviewing as the primary data 

collection method (England 1975, 14). Thus, the expected 

response was somewhere between the two extremes of Korea and 

India. 
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The total number of returned questionnaires was 201 

(57.4%). Of the 201 questionnaires, 166 (47.4%) were 

usable. A questionnaire was considered incomplete if the 

manager did not respond to at least 63 (95%) of the concepts 

of the Personal Value Questionnaire. Consequently, 35 

incomplete questionnaires were excluded from the total. 

This study provided the primary data. Secondary data 

were obtained from England's (1967, 1974, 1975) studies, as 

explained in Chapter I. 

Next, upon the request of the researcher, the assigned 

committee at the Jordanian University sent forty of the 

Arabic version questionnaires to the Fine Arts Department of 

Yarmouk University in Jordan. Based on an agreement with 

the Fine Arts Department, a panel of experts consisting of 

four faculty members was established to retranslate the 

Arabic version into the English language. These experts, 

who had earned doctorates from United States' universities, 

performed the translation (presented in Appendix F) and 

reproduced forty copies of the retranslated questionnaire. 

Upon the request of the assigned committee at the 

Jordanian University, the panel of experts at Yarmouk 

University mailed thirty dual questionnaires of both 

versions to thirty Jordanian managers at top, middle, and 

low management levels. The selected managers held bachelors 

or graduate degrees from American universities in Cairo, 

Egypt, or Beirut, Lebanon, or from universities in the 
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United States or England. Each subject was requested to 

answer the two attached versions of the questionnaire at the 

same time and to mail them back to Yarmouk University in the 

stamped envelope provided. 

In order to obtain the required number of respondents 

(forty managers), it was necessary to issue substitutes two 

times. Returned questionnaires were mailed to the assigned 

committee at the Jordanian university and then forwarded by 

mail to the researcher. Thirty usable dual questionnaires 

were randomly selected. Questionnaires were considered 

usable and complete if the respondent answered sixty-three 

of the sixty-six concepts in the PVQ. Responses to both 

versions were compared in order to determine whether or not 

the translation into Arabic caused a loss or difference in 

the meaning of the questionnaire concepts. 

Reasons for Choosing this Methodology 

Reasons for choosing England's methodologies include 

claims by England and his associates that their measurement 

instrument is responsive to relevant theoretical and 

definitional notions of contemporary value theory, that it 

is designed in light of the characteristics of managers, and 

that it is clearly cognizant of the behavioral relevance of 

values as primary in importance and relevance (England et 

al. 1974). 
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Watson and Simpson support England's claims. They 

confirm that England's PVQ was designed for managers of 

organizations and that the pVQ is responsive to contemporary 

definitions of value theory (Watson and Simpson 1978, 315). 

In addition, Whitely and England (1980) stress that the PVQ 

is the only available measurement of values specifically 

developed for managers and that it has more widespread use 

and popularity than the other instruments. 

Warrier (1982) notes that the PVQ is an innovative 

method to measure personal values and that the development 

of the PVQ was based on persons' verbalization. 

The validity of the PVQ was proven by (a) a pilot study 

(England 1967); (b) a complete synthesis of the research on 

the PVQ as measured by its sixty-six concepts by England, 

who also discussed the construct validity from a number of 

dimensions; (c) a replication by Lusk and Oliver (1974) of 

England's methodology; (d) an internal validity test by 

Whitely (1979) through a cross-national test; (e) a report 

by Munson and Posner (1980) that the PVQ demonstrated 

acceptable levels of concurrent validity in its ability to 

discriminate management from nonmanagement personnel; and 

(f) Hofstede's (1980) test of the convergent validity of his 

instrument and seven other measures of values including the 

PVQ and his finding that the highest correlation between any 

two instruments was .49 (across sixty-four respondents. 
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significant at the .001 level), which is certainly 

acceptable. 

Unlike other instruments, the PVQ is well suited for 

cross-cultural studies. It has been shown to differentiate 

value orientations among managers from different cultures 

(England 1975). 

One of the value instruments which was avoided was the 

Allport et al. (1960) instrument which is probably a measure 

of interests rather than values and does not measure value 

intensity. This instrument was standardized primarily on 

college students in liberal arts colleges (Powell 1977). A 

second instrument, the Rokeach Value Survey (1973) was 

avoided because it contains values which may be considered 

outside the range of experience of indigenous persons in 

developing countries (Nomikos 1984). A third instrument, 

the Flowers et al. (1975) instrument of "values for working" 

is related to the attitudes and behaviors of persons in the 

work place, generally employees and managers (Ali 1982). 

Finally, the fordon Survey of Personal Values (1967) was 

avoided because it has items which are of doubtful 

significance for cross-cultural study (Nomikos 1984). These 

deficiencies led to the avoidance of the mentioned 

instruments for measuring values and qualified consideration 

of the use of England's (1967) instrument. 



154 

Reasons for Using this Method of Inquiry 

The decision to use this method of inquiry is based on 

the following reasons: 

1. Since this study is in part exploratory in nature 

and in part is a logical extension of England's (1967) 

study, it seems appropriate for reasons of consistency to 

use the same method of inquiry employed by England (1967). 

2. Survey research provides accurate information on 

whole populations using relatively small samples (Kerlinger 

1979). 

3. Survey data are most useful in obtaining a spectrum 

that represents cultural differences in values. In 

addition, a development of quantitative methods makes it 

possible to interpret and compare values in different 

environmental settings (Emory 1980). 

4. Using the survey research provides a way to contact 

a larger number of subjects in a limited time than other 

methods (e.g. interview method) (Emory 1980). 

5. Survey research avoids potential interviewer bias 

and the pressure for immediate response on the subject. It 

also gives respondents a feeling of anonymity and, 

therefore, encourages open responses to sensitive questions. 

6. It is generally recognized that the survey method 

is less costly than other methods (Kidder and Judd 1986). 
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Hypotheses 

After the elaboration of major sociocultural factors 

affecting the values of Jordanian and American managers, 

emphasizing the different dimensions of these factors, and 

the preliminary anticipation of the values of Jordanian 

managers, the following hypotheses were formulated: 

1. The primary value orientation of Jordanian managers 

is moralistic-ethical, and their secondary value orientation 

is pragmatic. 

The sample of Jordanian managers (public, private, and 

mixed sectors) were used to develop their value orientations 

as a group. Value orientations were constructed from the 

responses of Jordanian managers to the PVQ sixty-six 

concepts. The value orientations allowed the distribution 

of the managers into four possible primary value orientation 

categories (pragmatic, moralistic, affect, and mixed value 

orientations). Data analysis of the Jordanian managers 

revealed their primary and secondary value orientations. 

2. There is no relationship between the Jordanian 

personal values and their managerial decision making. This 

hypothesis explores the relationship of each value to 

managerial behavior. To test this hypothesis, response from 

the Personal Value Questionnaire and the Behavioral Measures 

Questionnaire were used. According to England, the most 

appropriate approach is to look at the relationship between 

the personal value systems and the reported behavior. The 
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relationship should be based on logical expectations from 

value responses to specific concepts in the pVQ. For each 

job incident in the BMQ, rational expectations were 

developed by England by drawing on experience from previous 

studies. The following example explains how these 

expectations were developed and then compared to the actual 

behavior. 

In Job Incident 3 (Appendix B) "compassion" was chosen 

as a rational value concept to be considered. England 

reasoned that managers for whom "compassion" was an 

operative value (i.e., the value which is more behaviorally 

relevant) were less likely to obtain research and 

development funds by depriving employees from a potential 

wage increase than were managers for whom "compassion" was 

not an operative value. In this case the managers were 

separated into two groups: those for whom "compassion" was 

an operative value, and those for whom it was not. Based on 

the ranking from 1 to 10 (1 being the least willing) on the 

willingness scale that was checked, the means were 

calculated for the two groups. It was expected that the 

mean willingness score of the managers for whom "compassion" 

was an operative value would be less than the mean of those 

for whom it was not. 

The following hypothetical example is taken from this 

study: 
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Managers for whom "compas- Managers for whom "compas-
sion "is an operative value sion" is not an operative 
N = 39 value N = 107 
Mean willingness score = 3.05 Mean willingness score = 5.08 

In this example, the responses are in the expected 

direction and the data support the rational expectation. 

This procedure was followed for each of the five job 

incidents. In addition, factor analysis and multiple 

regression were used to verify the results of England's 

(1974) procedure. The independent variables in this study 

(personal value systems) includes the responses of the 

sampled Jordanian managers to the sixty-six concepts of the 

PVQ. The dependent variable includes the responses of the 

sampled Jordanian managers to the five job incidents. 

3. There is a significant difference between the value 

systems of Jordanian managers and the value systems of 

American managers. The rationale behind this hypothesis is 

the differences in the dimensions of sociocultural factors 

affecting the values of Jordanian and American managers as 

stated in Chapter III. In addition, it appears to a large 

extent, that the value systems are culturally determined 

(Shartle et al. 1964; Hofstede 1980). Previous studies also 

indicate differences and similarities among managers from 

different cultures and among different types of functional 

managers (Whitely 1980). To test this hypothesis, a chi-

square was used at an alpha of .05. 



CHAPTER V 

PERSONAL VALUE SYSTEMS OF JORDANIAN MANAGERS 

This chapter addresses the first major objective of 

this study (i.e., the analysis of the personal value systems 

of Jordanian managers). The data received from a national 

sample of Jordanian managers are discussed in detail in this 

section. First, the description of the sample 

characteristics, which include selected demographic and 

organizational information is presented. Second, the value 

orientations of Jordanian managers and their value profile 

as a group are presented. Finally, the behavior analysis of 

values for Jordanian managers is presented. The behavior 

analysis of values includes the sixty-six concepts of the 

PVQ which are categorized into five classes: organizational 

goals, personal goals of individuals, groups of people and 

institutions, ideas associated with people, and ideas about 

general topics. 

Sample Characteristics 

The sampling design and techniques were presented in 

Chapter IV. The design called for three stratified 

samplings: size of the organization, level of managerial 

position, and managerial function. Other variables in the 

sample were obtained from demographic and organizational 

158 
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information of the questionnaire. Of the 350 questionnaires 

distributed, 201 (57%) were returned. Of the 201 returned 

questionnaires, 166 (55%) were returned with usable, 

complete data. Although this rate of return is not high, it 

is not considered low for a country such as Jordan where 

questionnaires are a relatively new phenomenon. 

Table 25 presents selected demographic and 

organizational variables of the sampled Jordanian managers. 

Demographic variables include gender, material status, age, 

education, major field of study, country awarding the 

highest degree, annual income, and managerial experience. 

Organizational variables include managerial level, size of 

organization, nature of ownership, nature of business (type 

of industry), and present department. A brief discussion of 

the Jordanian sample characteristics follows. 

With respect to the gender of the sampled Jordanian 

managers, data in Table 18 show that 146 (88%) managers were 

males and 20 (12%) were females. Plausible explanations 

could be the following; (a) women in Jordan have enjoyed 

increasing opportunities for education (Nyrop 1980); (b) 

women in Jordan accept less pay than men; and (c) Jordanian 

employees (especially technicians and educated individuals 

have emigrated to the rich Arab countries such as Saudi 

Arabia and the Arab gulf states (Dwairi 1989). 

Data concerning the marital status of the responding 

managers show that the majority (60%) were married and 
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TABLE 25 

DEMOGRAPHIC AND ORGANIZATIONAL CHARACTERISTICS OF 
JORDANIAN MANAGERS (N = 166) 

Variable Frequencies Percentages 

Gender of Managers 
Male 
Female 
Total 

Widow 

40-44 
45-49 

Major Field of Study-
Humanities 
Fine Arts 
Engineering 
Physical Sciences 
Biological Sciences 

146 88 
_20 _12 
166 100 

Marital Status 

S ^ 9 l e , 39 23 
99 60 

5 

Married 
Divorced "g 
Remarried 12 

Widower 5 
Other 

Total 

7 
3 2 

Age in Years 
20-29 5 
30-34 
35-39 4I 

50 and over 22 
Total 

3 

166 100 

3 
11 6 

25 
51 31 
36 22 

13 
166 100 

Formal Education 
Some High School 
High School Degree _ 
Some College g ~~ 
Technical Training 22 t 
Bachelor's Degree 82 4q 
Master's Degree 
Doctorate 
Other 
Total 

50 30 
16 11 

166 100 

34 20 
18 11 
28 17 
11 7 
9 5 
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Variable Frequencies Percentages 

Social Sciences 
Business Administration 
Other 
Total 

Country Awarding Highest Degree 
Middle East 
Europe 
USA/Canada 
Other 
Total 

Annual Income in Jordanian Dinars (JD) 
JD 2,000-JD 2,999 K ' 
JD 3,000-JD 3,999 
JD 4,000-JD 4,999 
JD 5,000-JD 5,999 
Over JD 6,000 
Total 

Managerial Experience 
0-5 years 
6-10 years 
11-15 years 
16-20 years 
21-30 years 
Over 30 years 
Total 

Managerial Level 
Top Level Management 
Middle Level Management 
Lower Level Management 
Other 
Total 

Nature of Organizational Owership 
Public 
Private 
Mixed 
Total 

Nature of Business (Industry) 
Agricultural 
Construction 

13 
43 
10 

166 

80 
42 
42 

2 
166 

12 
16 
22 
46 
56 

166 

21 
30 
39 
19 
24 
33 

166 

36 
70 
48 
12 

166 

40 
66 
60 

166 

13 
18 

8 
26 
6 

100 

49 
25 
25 
1 

100 

7 
10 
13 
28 
34 

100 

13 
18 
23 
12 
14 
20 
100 

22 
42 
29 
7 

100 

24 
40 
36 

100 

8 
11 
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Variable Frequencies Percentages 

Manu f ac turing 
Transportation/Public Utilities 

Wholesale/Retail Trade 
Government 
Services 
Marketing/Sales and Distribution 
Finance/Insurance and Real Estate 
Other 
Total 

si«« Organization (No. of Employees) 

50-99 
100-199 
200-299 
300-399 
400-499 
500-599 
600-699 
700-1000 
Over 1000 
Total 

Present Department 
Production/Operations 
Sales/Distribution 
Engineering 
F inance/Accounting 
Personnel/Industrial Relations 
Information/Legal 
Public Relations/Advertising 
Research and Development 
General Administration 
Other 
Total 

17 
20 

11 
14 
17 
18 
23 
15 

166 

5 
8 

19 
36 
24 
22 
18 
10 
11 
13 

166 

14 
18 
10 
15 
12 
15 
23 
5 

36 
18 

166 

10 
12 

7 
8 

10 
11 
14 
9 

100 

3 
5 
11 
17 
14 
13 
11 

6 
7 
8 

100 

8 
11 

6 
9 
7 
9 

14 
3 

22 
11 

100 

slightly over one-fifth (23%) were single. in addition, 

divorced and remarried managers have low percentages (5% and 

7», respectively). This finding is consistent with 
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Jordanian culture. There is a strong cultural tendency and 

preference to employ managers who are married. The low 

percentages of divorced and remarried managers are also 

compatible with the social culture of Jordan. 

The average age of the respondents at the time of this 

study was 42.3 years. Of the sampled Jordanian managers, 3 

percent were between twenty and twenty-nine years old, 6 

percent were between thirty and thirty-four years old, 25 

percent were between thirty-five and thirty-nine years old, 

31 percent were between forty and forty-four years old, 22 

percent were between forty-five and forty-nine years old, 

and only 13 percent were fifty years and over. This 

indicates that almost one-third of the sampled managers 

(31%) were between thirty and thirty-nine years old, and 

slightly over half (53%) were between forty and forty-nine 

years of age. This finding is consistent with Dwairi's 

(1989) research which indicated that Jordanian employees 

emigrate to Saudi Arabia and the Arab gulf states between 

the ages of twenty-five and thirty-five. The low percentage 

of managers 50 years and over is due to the low average age 

in Jordan. 

The typical Jordanian manager in this study had a 

college degree, it was found that 49 percent of the sampled 

Jordanian managers had bachelor's degrees 30 percent had 

master's degrees, 11 percent had doctorates and 16 percent 

had some college degree or technical training. 
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This finding is consistent with Roy's (1979) finding 

that Jordan is one of the Arab countries which has a large 

number of well-qualified, well-educated and able managerial 

manpower resources. Dwairi (1989) also found that Jordan is 

the Arab state ranked first in education. This also reveals 

that Jordan relies heavily on its education group. It could 

be inferred that there is an acute awareness of the amount 

of education that each Jordanian individual has. Dwairi 

(1989) points out that education is a major guide in the 

selection procedure for managers. At any level of a firm, 

it is not appropriate to assign an individual to supervise 

employees who have more education. Dates of degrees are 

checked to be sure that the individual who first obtained a 

degree is above those who follow. Of course, there are 

exceptions to this policy. For example, young individuals 

who obtained advanced degrees in Western countries (United 

States, Canada, and Europe) are assigned to high positions 

at an early age. 

As to the major fields of study, Business 

Administration (26%), Humanities (20%), and Engineering 

(17%) degrees were held by 62 percent of the sampled 

Jordanian managers. This finding is consistent with the 

fact that Jordan is an underdeveloped, non-industrialized 

country. 

It was found that while 50 percent of the sampled 

Jordanian managers were awarded their highest degrees from 



165 

Western countries (Europe, United States, and Canada), 

slightly less than 50 percent were awarded their highest 

degrees from the Middle East. This finding is consistent 

with Jordanian economic conditions, and the country's good 

relationship with Western countries. 

The average yearly income for the respondents at the 

time of the study was 4626.2 Jordanian dinars or an 

equivalent of approximately $13,878.60. This low level of 

income for managers can be partly explained as a result of 

the poor economic conditions in Jordan. However, some 

official resources in Jordan expect the dinar to regain its 

strength (Asharq Al-Awsat 1989). 

Slightly less than one-third of the respondents had 

between five and ten years of managerial experience, 

slightly over one—third had between ten and twenty years of 

managerial experience, and approximately one-third had more 

than twenty years. This finding indicates that managers in 

Jordan begin their managerial career before their mid-

thirties . 

Less than one-third (22%) of the respondents were top 

managers, less than one—third (29%) were lower level 

managers and less than one-half (42%) were middle level 

managers. Forty percent of the respondents were private 

sector managers, followed by 36 percent from mixed sector 

managers, and 24 percent from public sector managers. The 

percentage of managers at the organizational and ownership 
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levels is consistent with the size and nature of Jordanian 

organizations. 

Most respondents came from private enterprises owned by 

Jordanian citizens. The private sector accounted for 40 

percent, mixed enterprises accounted for 36 percent, and 

public enterprises accounted for 24 percent. A possible 

reason for these percentages is that public sector employees 

have more restriction on survey participation than mixed and 

private sectors in Jordan. 

Based on the number of employees in Jordanian 

organizations, the majority of respondents came from small 

and medium enterprises. Small enterprises accounted for 36 

percent, medium enterprises accounted for 44 percent and 

large enterprises accounted for 15 percent. Small 

enterprises were from the private sector while the medium 

and large enterprises were from mixed and public 

enterprises. 

In terms of departmental involvement, more than one-

third (36%) of the managers were handling administrative 

functions, while these were scattered over production and 

operations (8%), sales and distribution (11%), engineering 

(6%), finance and accounting (9%), personnel and industrial 

relations (7%), and research and development (3%). The low 

percentage of research and development (3%) of the sampled 

Jordanian managers reflects the fact that business 
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organizations in Jordan do not allocate adequate funds to 

research and development. 

Primary Value Orientations 

The major purpose of this study is to identify the 

personal value systems of Jordanian managers as a group by 

classifying each Jordanian manager according to his or her 

primary value orientation. As discussed in Chapter IV, 

respondents could be classified into one of four primary 

value orientations: pragmatic, moralistic, affect, or 

mixed. Jordanian managers were classified into one of these 

primary value orientations on the basis of his or her 

evaluations of the sixty-six concepts in England (1967) 

Personal Value Questionnaire (PVQ). According to England, 

the essential purpose of this classification is to provide a 

means of eliminating some of the intentionality of values 

and to get closer to values that are behaviorally relevant 

(England 1975, 19). As mentioned earlier, a pragmatic 

manager is described as one who ranked most of the PVQ 

concepts as high in importance and successful. A moralistic 

manager is one who ranked most of the PVQ concepts as high 

in importance and right. An affect manager is one who 

ranked most of the PVQ concepts as high in importance and 

pleasant. A mixed value orientation manager is one who 

could not be placed in one of the other groups (England 

1975, 19-20). 
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Following England's (1975) decision rules described in 

Chapter IV, the sampled Jordanian managers were classified 

into one of the four categories of primary value 

orientation. Analysis of the PVQ data for each individual's 

responses across all the concepts in the PVQ reveals that 

Jordanian managers, in general, appeared to be more 

moralistic than pragmatic or affect, as seen in Table 26. 

This table reveals that when these managers as a group 

regarded a concept as being of high importance, they also 

tended to view it as right. Of the 166 Jordanian managers 

in this study, 87 (52%) had moralistic value orientation, 46 

(28%) had pragmatic value orientation, 13 (8%) had affect 

value orientation, and 20 (12%) had mixed value orientation. 

TABLE 26 

PRIMARY VALUE ORIENTATION OF A NATIONAL SAMPLE 
OF JORDANIAN MANAGERS (N = 166) 

Primary Value 
Orientation Frequency Percentage 

Moral-Ethical 87 52 

Pragmatic 46 28 

Affect 13 8 

Mix 20 12 

Total 166 100 
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According to England (1974), primary value orientation 

is only a means to help determine which concepts are more 

behaviorally relevant for an individual. Therefore, a 

similar primary value orientation does not necessarily 

indicate similar behavior. However, different value 

profiles can indicate expected behavioral differences. 

Value Profile 

Based on the value orientation of managers as a group, 

a value profile was constructed for the sampled Jordanian 

managers. In developing the value profile, by-concept 

analysis described in Chapter IV was utilized. By-concept 

analysis involves looking at responses to each concept 

across all individuals in the sample. A concept may 

represent an operative, intended, adopted, or weak value for 

an individual. According to England's (1974) operational 

definition of these terms, operative values are those 

concepts which are rated by an individual as high in 

importance and fit his or her primary orientation 

(moralistic, pragmatic, or affective). Intended values are 

those concepts which are rated by an individual as high in 

importance but do not fit his or her primary orientation. 

Adopted values are those concepts which are rated as average 

or low in importance by an individual but do fit his or her 

primary orientation. Weak values ar those concepts which 
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are rated by a individual as average or low in importance 

and do not fit his or her primary orientation. 

Based on these definitions of the four categories of 

values, a value profile was constructed for all the managers 

in the sample except those having a mixed value orientation. 

According to England (1974), this exclusion is necessary 

because the probability scores used in this procedure cannot 

be computed for a manager with a mixed value orientation. 

The value profile of the sampled Jordanian managers is 

presented in Figure 8. Considering that the Jordanian 

managers generally tended to be moralistic, the overall 

value profile for managers suggests the following: 

1. The operative or motive values (thirty-four 

concepts) are considered highly important and fit the 

primary orientation (moralistic) pattern of the group. In 

terms of behavior, these concepts are likely to be more 

influential than concepts in any other cell in the value 

profile. They have a relatively high probability of being 

translated from the intentional state into actual behavior. 

Therefore, it is safe to conclude that these concepts 

influence Jordanian managers' behavior and their 

expectations of others' behavior. 

2. The intended values (three concepts) are considered 

highly important but do not fit their organizations' 

experience. They have a moderate probability of being 

translated from the intentional state into behavior because 
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of situational factors. These values, according to England, 

are generally socioculturally induced. England also 

indicates that these values are termed "professed" or 

"talking" values when there is a conflict between what one 

has learned to believe and what one experiences in his or 

her accepted environment. Therefore, values have no direct 

influence on behavior. 

3. Adopted values (eight concepts) are the concepts 

that are observed as being right in the Jordanian managers' 

organizational experience but which are found difficult to 

internalize and view as being highly important. They are 

less a part of the personality structure of the individuGial 

and affect behavior only because of situational factors. 

According to England (1974), adopted values are 

situationally induced and are expected to have less 

influence on behavior than operative and intended values. 

4. The weak values (twenty-one concepts) are neither 

highly important nor do they fit the primary value 

orientation (moralistic) of Jordanian managers. According 

to England (1974), weak values have low behavioral 

relevance. 

Behavior Analysis of Value for 
Jordanian Managers 

While the value profile indicates behavioral 

implications, the behavioral relevance scores for each 

concept in the PVQ provide a more detailed picture for each 
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set of concepts. Table 27 presents the percentages of 

Jordanian managers' responses when a concept represents an 

operative, intended, adopted, or a weak value. 

England (1974) describes two procedures to derive the 

behavioral relevance scores. The first procedure is to use 

a weighing scheme for all the sixty-six concepts in the PvQ 

which weights the four value categories in descending order 

from operative to weak values in terms of behavioral 

relevance. This scheme gives a weight of three, two, one 

and zero to operative, intended, adopted, and weak values, 

respectively. When this weighting scheme is applied to a 

concept and divided by three it generates a behaviorally 

relevance score which can range from zero to one hundred. 

Using a concept of high productivity as an example from 

Table 27, this scoring procedure can be simply explained. 

Behavioral Relevance Score for High Productivity = 

3(operative score) + 2(intended score) + 1(adopted score) 

3(74) + 2(12) +1(8) 
= 84.7 

The second procedure for generating the behavioral 

relevance score is to use only the operative value which is 

simply the percentage of the total group for which the 

concept is an operative value. This score can also vary 
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TABLE 27 

PERCENTAGES OF RESPONDENTS WHEN A CONCEPT REPRESENTS AN 
OPERATIVEr INTENDED, ADOPTED, OR A WEAK VALUE 

(N = 146)* 

Operative Intended Adopted Weak 
Concept Values Values Values Values 

Organizational Goals 
Employee Welfare 38 21 23 18 
High Productivity 74 12 8 6 
Industry Leadership 33 22 18 27 
Organization 

Efficiency 76 10 9 5 
Organization Growth 66 12 12 10 
Organization 

Stability 68 10 8 14 
Profit Maximation 41 18 21 20 
Social Welfare 26 21 26 27 

Personal Goals 
Achievement 72 17 5 6 
Autonomy 23 12 23 42 
Creativity 57 22 10 42 
Dignity 60 18 6 16 
Individuality 22 14 27 37 
Influence 20 15 22 43 
Job Satisfaction 52 25 15 8 
Leisure 18 17 21 42 
Money 24 12 25 39 
Power 21 13 25 41 
Prestige 44 17 11 28 
Security 46 18 15 21 
Success 65 19 11 5 

Groups of People 
All Employees 53 20 15 11 
Customers 60 14 10 16 
Government 40 10 12 38 
Highly Skilled 
Workers 48 15 13 14 

Labor Unions 14 21 27 38 
Manager 48 20 11 21 
Me 41 17 22 20 
My Boss 45 11 14 30 
My Company 70 10 12 10 
My Co-Workers 42 29 16 13 
My Subordinates 52 16 12 20 
Owners 27 14 38 21 
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Operative Intended Adopted Weak 
Concept Values Values Values Values 

Semi-Skilled Workers 19 16 32 42 
Stockholders 24 10 19 47 
Technical Staff 56 12 13 19 
Unskilled Workers 12 11 26 51 
White-Collar Employees 33 14 33 20 

Ideas Associated with 
With People 

Ability 61 18 12 9 
Aggressiveness 13 10 26 51 
Ambition 55 12 18 15 
Compassion 26 6 25 43 
Conformity 18 8 27 47 
Cooperation 65 17 7 11 
Honor 75 11 9 5 
Loyalty 67 12 11 10 
Obedience 32 22 18 28 
Prejudice 10 12 25 53 
Skill 59 14 21 6 
Tolerance 28 21 24 27 
Trust 58 20 12 10 

Ideas About General 
Topics 

Authority 36 18 30 16 
Caution 27 28 23 24 
Change 24 16 22 38 
Competition 42 21 24 13 
Compromise 17 11 22 50 
Conflict 6 14 32 48 
Conservatism 21 13 20 46 
Emotions 22 10 24 44 
Equality 66 12 10 12 
Force 8 15 22 55 
Liberalism 20 12 20 48 
Property 35 14 18 33 
Rational 41 23 12 24 
Religion 74 10 4 12 
Risk 19 10 28 43 

•Respondents with mixed value orientation were excluded 
from the sample in order to develop the above figure. 
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between zero and one hundred for any given concept. For the 

concept high productivity, 74 percent of Jordanian managers 

viewed this concept as an operative value. 

According to England (1974), these two scoring methods 

are expected to be highly correlated (.90 for the Jordanian 

managers) and there is little difference which one is used 

to present the group results. England chose the second 

procedure (operative values) because it is simpler and more 

easily understood than the first one. Although both 

procedures are presented, the second behavioral relevance 

scores was used for the behavior analysis and for the 

comparison of the value systems of Jordanian managers with 

those of American managers. 

The behavioral relevance scores for each set of 

concepts are presented in Tables 28, 29, 30, 31, and 32. It 

should be remembered that the higher the operative value 

score the greater the behavioral relevance of the concept 

for managers. 

Table 28 shows the behavior analysis of values with 

respect to organizational goals. It can be seen that these 

eight organizational goals can be divided into three subsets 

of goals. The first subset includes the goals of 

Organizational Efficiency, High Productivity, Organizational 

Stability and Organizational Growth. These goals seem to 

be the primary organizational goals which Jordanian managers 

consider of primary importance in their decision making and 
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TABLE 28 

BEHAVIORAL ANALYSIS OF VALUES RELATING TO 
ORGANIZATIONAL GOALS (N = 146)* 

Concept 
Percentage of 

Operative Value Scores 

Organizational Efficiency 76 
High Productivity 74 
Organizational Stability 68 
Organizational Growth 66 
Profit Maximization 41 
Employee Welfare 38 
Industry Leadership 33 
Social Welfare 26 

•Respondents with mixed value orientation were excluded 
from the sample. 

behavior, and are useful in generating alternative courses 

of action or ways of behaving. This result is consistent 

with the national goal of exceeding the rate of Jordanian 

economic development. 

Organizational Efficiency is a primary objective for 

business organizations in Jordan to increase productivity 

through their limited facility. High Productivity is a 

criterion by which managers' performance is measured by 

their contribution to the achievement of this goal. The 

Jordanian managers seem to believe that securing 

Organizational Stability is one of the main goals of 

Jordanian organizations which are facing economic 

fluctuation and political unrest. Finally, Jordanian 

managers perceive that Organizational Stability is 
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associated with the goal of Organizational Growth. The high 

behavioral relevance scores and the content of the goals of 

Organizational Efficiency, High Productivity, and 

Organizational Stability suggest that they are what Simon 

(1964) calls maximization criteria. 

A second subset of organizational goals consists of 

Profit Maximization, Employee Welfare, and Industrial 

Leadership. The secondary position of these goals reveals 

that Jordanian managers view the goal of Profit Maximization 

as a means to let their business organizations survive and 

grow, but not to compete for Industrial Leadership. 

BEhavioral relevance of the goals suggests that they may not 

be sought in and of themselves, but that they are viewed as 

associative constraint goals and may be used as constraints 

in alternative testing. Jordanian managers decide on given 

actions to influence their maximization criteria goals, and 

then check the expected impact on the goals in the second 

subset. A possible way of considering the first and the 

second subsets of organizational goals is in terms of means-

end distinctions. Efficiency, productivity, stability, and 

growth in business organizations are viewed as ends by 

Jordanian managers while Profit Maximization, Employee 

Welfare, and Industrial Leadership are viewed as means. 

The final subset of organizational goals includes only 

social welfare which is considered an adopted value. Since 

adopted values are expected to exercise less influence on 
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the managers' behavior than operative and intended values, 

it seems that Jordanian business organizations are not 

committed to business social responsibility. A plausible 

explanation for the low behavioral score for Social Welfare 

is the poor economic condition in Jordanian business 

organizations and the fact that a large share of such 

responsibility is left to the government in Jordan. 

Table 29 shows the behavior analysis of values relating 

to the personal goals of individuals. Achievement, Success 

and Dignity are the first subset of the personal goals that 

represent high level operative values for Jordanian 

managers. While Dignity reflects the old cultural 

background of Arabs, Achievement seems to be adopted from 

Western cultures due to the fact that Many Jordanian 

managers have been educated in the West or have been sent on 

a technical mission in the West. 

As Creativity and Job Satisfaction represent a second 

level of operative values for Jordanian managers, Security 

and Prestige represent a third level of their personal 

goals. According to England (1974), the three sets of 

concepts are keystones in the motivational structure 

underlying managerial behavior. These concepts represent 

the personal goals that Jordanian managers are striving to 

achieve, and their relatively high level of operative value 

scores suggests that a high degree of personalism is 

involved in the Jordanian managers' value systems. 
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TABLE 29 

BEHAVIORAL ANALYSIS OF VALUES RELATING TO 
PERSONAL GOALS OF INDIVIDUALS 

(N = 146)* 

Percentage of 
Concept Operative Value Scores 

Achievement 72 
Success 65 
Dignity 6 0 
Creativity 57 
Job Satisfaction 52 
Security 46 
Prestige 44 
Money 24 
Autonomy 23 
Power 22 
Individuality 21 
Influence 20 

•Respondents with mixed orientations were excluded. 

The final subset of personal goals includes Money, 

Autonomy, Power, Individuality, Influence, and Leisure. 

These concepts represent weak values and have the least 

behavioral impact on Jordanian managers. 

Jordanian managers, in general seem to have no 

traditional motives and goals of Money, Autonomy, Power, 

Individuality, Influence, and Leisure. The value of money 

has been replaced by other values such as Achievement, 

Success, Dignity, and Prestige. Reasons for such 

replacement could be that the relatively poor economic 

conditions impede financial rewards and discourage managers 

from expecting better financial compensation. On the other 
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hand, the traditional belief of the Jordanian culture is 

that material possessions are less important than Dignity 

and Prestige. Similarly, the low behavior relevance score 

of Individuality can be explained by the fact that 

Individuality has a negative connotation, such as 

selfishness, which is not favored by the culture or by the 

Islamic religion. 

A further explanation is that the individual's lower 

level needs, in Maslow's (1954) hierarchy of needs, have 

already been satisfied and the individuals (Jordanian 

managers) are more concerned with satisfying their higher 

needs of self-esteem, self-actualization, and creativity. 

Table 30 shows the behavior analysis with respect to 

groups of people. The first subset includes the ideas of My 

Company and Customers. This result indicates that managers 

make decisions and behave using these concepts as a 

significant reference group. In other words, Jordanian 

managers want to balance their importance in their 

organizations with that of their customers. 

The second subset includes the concepts of Highly 

Skilled Workers, All Employees, and My Subordinates. 

Although managers have indicated their interest in all 

employees, the first priority was given to Highly Skilled 

Workers in Jordanian organizations. This priority reveals 

that Jordanian managers generally admire this group of 

employees who are mostly needed to operate new technology to 
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TABLE 30 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
GROUPS OF PEOPLE AND INSTITUTIONS 

(N = 146)* 

Concepts 
Percentage of 

Operative Value Scores 

My Company 70 
Customers 60 
Highly Skilled Workers 58 
Technical Employees 56 
All Employees 54 
My Subordinates 52 
Managers 48 
My Boss 45 
My Co-Workers 42 
Me 41 
Government 40 
White Collar Employees 33 
Owners 27 
Stockholders 24 
Semi-Skilled Workers 19 
Labor Unions 14 
Unskilled Workers 12 

•Respondents with mixed orientations were excluded. 

supply market demand in Jordan. Managers also rated their 

subordinates higher than themselves as a reflection of 

cultural background and to show that they are not selfish. 

The third subset includes the concepts of Managers, My 

Boss, My Co-Workers, Me, and Government. The concept of My 

Boss was rated less than the concept of Managers to reflect 

Jordanian managers' resistance to the traditional family as 

an authoritarian institution. On the other hand, this 

reflects the interest in participation in management by 
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managers at the middle and lower managerial levels. Me was 

rated less than Co-Workers in order to reflect the notion of 

brotherhood in Islamic religion. The concept of Government 

reveals the role of the Jordanian government, which shapes 

all aspects of life in Jordan and is characterized by a 

strong central control system. 

The final set includes White Collar Employees, Owner, 

Stockholders, Semi-Skilled Workers, Labor Unions, and 

Unskilled Workers. The concept of White Collar Employees 

was given a low behavioral score because there are many 

students with bachelors degrees in Art, Humanities, Social 

Sciences, and Business ADministration. For managers in the 

public and mixed sectors, owners and stockholders have only 

an abstract existence as compared with real existence in the 

private sector. Labor Unions in Jordan do not have the 

right to organize strikes as in the United States. 

Jordanian managers, from the researcher's personal 

observation, generally appear to be people-oriented managers 

as well as being concerned with Organizational Efficiency, 

High Productivity, Organizational Stability, and 

Organizational Growth. If managers, especially at top 

managerial levels, fail to satisfy both needs (people-

oriented and production-oriented) they could lose their 

positions. Although favoritism plays a great role in 

assigning the majority of managers to their managerial 

positions by those in a high level of authority, Jordanian 
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managers have to be highly experienced in human relations 

and to be able to defend their positions and work 

effectively as managers. 

Table 31 presents the behavioral analysis of values 

with respect to ideas associated with people. The first set 

includes the concepts of Honor, Loyalty, and Cooperation. 

TABLE 31 

BEHAVIOR ANALYSIS OF VALUES RELATING T 0 

IDEAS ASSOCIATED WITH PEOPLE 
(N = 146)* 

Percentage of 
Operative Value Scores 

Honor 
Loyalty 
Cooperation 
Ability 
Skill 
Trust 
Ambition 
Obedience 
Tolerance 
Compassion 
Conformity 
Aggressiveness 
Prejudice 

75 
67 
65 
61 
59 
58 
55 
32 
28 
26 
18 
13 
10 

*Respondents with mixed orientations were excluded. 

The high behavioral relevance scores given to these three 

concepts reflect dominating Jordanian social values which 

emphasize an individual's personal honor and loyalty to his 

family. Family members in Jordan cooperate and help each 
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other according to the family rules dominating Jordanian 

society. 

The second subset includes the concepts of Ability, 

Skill, Trust, and Ambition. The high relevance scores given 

to Ability, Skill, and Ambition reveal that Jordanian 

managers emphasize competency. The high relevance score 

given to Trust reveals the traditional culture of Jordan. 

Trust is an important element in assigning managers' 

subordinates, especially at top management level. 

Sometimes, unfortunately, Trust exceeds Ability and Skill. 

Ambition reflects the encouragement of family and religion. 

Families encourages their members to be ambitious and to 

compete against members of other families. The Islamic 

religion also encourages ambition in several verses of the 

Koran. 

The third set includes Obedience, Tolerance, and 

Compassion. Obedience was given less than a moderate 

Behavioral Relevance Score. This reflects the revolution of 

thought in Jordan which allows that subordinates do not 

always have to be obedient to their superiors. Islam is 

misunderstood by some followers who demonstrate that they 

have to obey all kinds of superiors. Although tolerance is 

required by Islam, it appears that extreme social and 

economic pressure lets managers deviate from this 

traditional and religious requirement. 
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The final set includes Conformity, Aggressiveness, and 

Prejudice. The low Behavioral Relevance scores given to 

these three concepts reveal that although Conformity affects 

what is going on in organizations, this concept is not 

highly internalized by Jordanian managers. Aggressiveness 

may be explained by the expression of opinions of 

controversial issues. Such a process is an attempt to 

impose one's authority on another. The usual result is 

disagreement on controversial issues. It appears that 

managers avoid such complications so that harmony can 

prevail. Prejudice's low Behavioral Relevance score 

reflects the Islamic impact which discourages prejudice, and 

requires equality in rights and responsibilities. 

Table 32 presents the behavioral analysis of values 

with respect to ideas about general topics. The first set 

includes Religion and Quality. The high scores given to 

these two concept reflect the impact of the Islamic culture. 

In general, Islam still retains it central position in the 

cultural, social, political, and symbolic life of Jordan. 

The second set includes Competition and Rational. The 

relatively moderate Behavioral Relevance scores assigned to 

these two concepts reflect different types of values based 

on the fact that such concepts are not highly internalized 

by Jordanian managers. 

The third set includes the concepts of Authority, 

Property, and Caution. The fact that the first two concepts 
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TABLE 32 

BEHAVIOR ANALYSIS OF VALUES RELATING TO 
IDEAS ABOUT GENERAL TOPICS 

(N = 146)* 

Percentage of 
Concept Operative Value Scores 

Religion 74 
Equality 66 
Competition 42 
Rational 41 
Authority 36 
Property 35 
Caution 27 
Change 2 4 
Emotion 22 
Conservatism 21 
Liberalism 20 
Risk 19 
Compromise 17 
Force 8 
Conflict • • 6 

•Respondents with mixed orientations were excluded. 

are adopted values concepts and the last one is intended 

values indicates that these three concepts are not highly 

internalized by the Jordanian managers. 

The final set includes the concepts of Change, Emotion, 

Conservatism, Liberalism, Risk, Compromise, Force, and 

Conflict. Since these concepts are weak values, they are 

not expected to affect managers' behavior. Although change 

is a weak value 24 percent of the sampled Jordanian managers 

considered it an operative value. Change seems to indicate 

that Jordanian managers have become aware of the importance 

of change as a strong mover in progress and development. 
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Conservatism and Liberalism have almost the same behavioral 

relevance scores (10% and 21%, respectively). It appears 

that these two values do not play a strong role in the value 

structure of Jordanian managers. 

In general, risk taking is not acceptable behavior in 

Jordanian society because it is very closely associated with 

gambling. The Islamic religion considers gambling a major 

sin which all Moslems should avoid. The low behavioral 

relevance scores given to Compromise reflects the Jordanian 

social value rooted in the old Arab tradition. However, 

Islam encourages tolerance and compromise with other 

Moslems. Finally, Conflict and Force have been 

organizationally accepted but not strongly internalized by 

Jordanian managers. 



CHAPTER VI 

PERSONAL VALUES OF JORDANIAN MANAGERS AND 

THEIR REPORTED BEHAVIOR 

This chapter provides an analysis of the relationship 

between personal values and self-reported behavior of 

Jordanian managers, thus addressing the second objective of 

this study. Two approaches are utilized to achieve this 

objective. The first one is England's procedure. The 

second one is a more sophisticated statistical procedure 

consisting of Factor Analysis and Multiple Regression. The 

latter procedure goes a step beyond England's (1974, 1975) 

studies and other previous studies (Askar 1979; Nomikos 

1984; and Sokoya 1985). 

England's Procedure 

England's theoretical model, as described in Chapter 

IV, indicates that personal value systems are expected to 

influence an individual's perception of problems and the 

decisions that an individual makes in solving these 

problems. In order to analyze the relationship between the 

value systems of Jordanian managers and their behavior 

(managerial decision-making), the responses of the sampled 

Jordanian managers to the Personal Value Questionnaire (PVQ) 

189 
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and the Behavioral Measure Questionnaire (BMQ), as described 

in Chapter IV, were utilized. 

The sampled Jordanian managers were asked to assign a 

degree of importance (high, average, or low) and a certain 

description (successful, right, or pleasant) for each of the 

sixty-six concepts in the PVQ. The BMQ as presented in Job 

incidents 1 through 5, consists of five job incidents which 

describe typical situations that an average manager might 

encounter during the performance of his or her duties. The 

first two job incidents were developed to cover a budgeting 

problem. The third job incident was a problem dealing with 

a morally questionable procedure for obtaining research and 

development funds. The fourth job incident vras a problem 

dealing with the selection of an assistant. The final job 

incident was concerned with the delegation of authority. 

The managers sampled were requested to read these job 

incidents carefully, and then select an action from a list 

of actions below each job incident. The response 

distributions of each of the Jordanian managers sampled in 

regard to the five job incidents are presented in tabular 

form. For reasons already mentioned, managers with mixed 

value orientation were excluded. 

England (1974) indicated that the most suitable 

approach to the examination of the relationship between a 

personal value system and reported behavior is to make 

predictions based on rational or logical expectations 
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generated from value responses to certain concepts in the 

Personal Value Questionnaire. As illustrated in Chapter IV, 

Compassion was taken as an example of Job Incident 3. This 

concept was chosen as a rational value concept to be 

considered. England reasoned that managers for whom 

Compassion is an operative value are less willing to obtain 

research and development funds by depriving employees of a 

potential wage increase than managers for whom Compassion is 

not an operative value. A lower mean of Willingness score 

for those for whom Compassion is an operative value is 

expected. According to England (1974), both the logic of 

the concept predictions and the use of the operative values 

as being more behaviorally relevant than non-operative 

values are involved in these expectations. In such cases, 

England made directional behavior predictions for logically 

selected concepts for each job incident. 

In this study, the same selected concepts used in 

England's (1974; 1975) studies were used. England's 

procedure for computing the mean score for those for whom 

these concepts are operative values and for whom the same 

concepts are not operative values were used as well. 

Finally, the actual behavior of Jordanian managers was 

compared with the prediction in England's previous studies. 

However, this study goes a step beyond the previous studies. 
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Job Incident 1 

Assiime that you are the owner-director of a small 
manufacturing company. Recently your employees have 
been complaining about the cafeteria and restroom 
facilities at the factory. These facilities were 
remodeled twenty-five years ago. Since then, the 
facilities have only had routine maintenance. Knowing 
that the anticipated profits for the year are 6' 0 0 0 

Jordanian dinars (about average for the company), w i 
of the following actions would you take? 

Table 33 presents the percentages of the Jordanian 

managers' response distribution for Job Incident 1. Major 

responses are given to the second action of choice, while no 

responses are assigned to the last choice. 

TABLE 33 

RESPONSE DISTRIBUTION FOR JOB INCIDENT 1 

Percent Responding Response 

32 Installation of new equipment, 
complete repainting and cleaning -
expected cost: 1,800 Jordanian 
dinars. 

40 Partial installation of new equipment, 
complete repainting and cleaning -
expected costs 750 Jordanian dinars. 

20 Major repairs, repainting and cleaning 
- expected cost: 380 Jordanian 
dinars. 

0 Leave the facilities are they are. 

Based on England's (1974) expectations, managers who 

have the concepts of Employee Welfare and All Employees as 
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operative values are expected to be willing to spend more 

money on the renovation of the facilities at the factory 

than are managers who have these concepts as non-operative 

values. On the other hand, managers who have the concept of 

Profit Maximization as an operative value are also expected 

to spend less money on redoing the facilities at the factory 

than managers who have this concept as a non-operative 

value. 

For Job Incident 1, the detailed findings are presented 

in Table 34. The higher the mean score, the more willing 

managers are to spend money on renovating the facilities of 

the company. 

TABLE 34 

DETAILED FINDINGS FOR JOB INCIDENT 1 

Concept 

No. of Managers 
For Whom the 
Concept is an 
Operative Value 

Mean 
Score 

No. of Managers 
for Whom the 
Concept is not 
an Operative 
Value 

Mean 
Score 

Employee 
Welfare 
All Employees 
Profit 
Maximization 

55 
79 

60 

2.61 
2.18 

1.76 

91 
67 

86 

1.27 
2.04 

2.32 

The data analysis of value behavior relationships for 

Job Incident 1 is presented in Table 35. These data show 

the actual behavior of Jordanian managers. Jordanian 
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TABLE 35 

ACTUAL BEHAVIOR OF JORDANIAN MANAGERS 
FOR JOB INCIDENT 1 

Concept Expected Behavior Actual Behavior 

Employee Welfare Spend More Spend More 

All Employees Spend More Spend More 

Profit Maximization Spend More Spend Less 

managers who have Employee Welfare and All Employees as 

operative values are more willing to spend more than 

managers who have Profit Maximization as an operative value. 

All predictions are in the right direction. 

Job Incident 2 

Assume that you are the manager of the Research 
and Development Department. In your section are ten 
engineers who specialize in a phase of engineering in 
which there have been great breakthroughs in knowledge. 
As a result, only the engineers who have graduated 
within the last few years are trained with respect to 
the new knowledge. 

You as a manager of this section, have been asked 
to make a recommendation about re-training the 
"obsolete" engineers of letting them go and hiring 
recent graduates. You have found that retraining would 
take about six months of full-time studying on the part 
of the "obsolete" engineers, and it is not certain that 
all would successfully complete the training. You know 
that these ten engineers have made significant 
contributions to the company in the past and have an 
average tenure of seven years. Which of the following 
would you recommend? 



195 

Table 36 presents the percentages of the Jordanians 

response distribution for Job Incident 2. Major responses 

are assigned to the third action of choice. 

TABLE 36 

RESPONSE DISTRIBUTION FOR JOB INCIDENT 2 

Percent Responding Response 

22 Retrain all the engineers and have the 
company pay all the retraining fees. 

6 Retrain all the engineers and have the 
costs of retraining shared equally by 
the company and the individual. 

5Q Retrain only those engineers who are 
"trainable" and have the cost of 
retraining shared equally by the 
company and the individual. 

2 No retraining. Retrain only those 
engineers who can continue to make 
significant contributions to the 
company. 

Following England's (1974) rational expectations, 

managers for whom the concept of Technical Employees, 

Loyalty, and Employee Welfare are operative values are 

expected to be willing to spend more on retraining than 

managers who have these concepts as non-operative values. 

On the other hand, managers who have the concept of Profit 

Maximization as an operative value are expected to spend 



196 

less on retraining than managers who have the same concept 

as a non-operative value• 

For Job incident 2, the detailed findings are presented 

in Table 37. The higher the mean score, the more willing 

TABLE 37 

DETAILED FINDINGS FOR JOB INCIDENT 2 

Concept 

No. of Managers 
For Whom the 
Concept is an 
Operative Value 

Mean 
Score 

No. of Managers 
for Whom the 
Concept is not 
an Operative 
Value 

Mean 
Score 

Technical 
Employees 

Loyalty 
Employee 
Welfare 
Profit 
Maximization 

82 
98 

55 

60 

2.19 
2.27 

2.47 

1.06 

64 
48 

91 

86 

2.46 

2.47 

2.24 

2.52 

managers are to spend money. The mean score of each concept 

determines its right direction. 

The data analysis of Value-Behavior relationships for 

Job Incident 2 is presented in Table 38. These data show 

the actual behavior of Jordanian managers. 

Data analysis indicates that two of the four 

predictions are in the expected direction. Jordanian 

managers who have Employee Welfare as an operative value are 

willing to spend more on retraining, while those who have 
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TABLE 38 

ACTUAL BEHAVIOR OF JORDANIAN MANAGERS 
FOR JOB INCIDENT 2 

Concept Expected Behavior Actual Behavior 

Technical Employees Spend More Spend Less 

Loyalty Spend More Spend Less 

Employee Welfare Spend More Spend More 

Profit Maximization Spend Less Spend Less 

Profit Maximization as an operative value are willing to 

spend, less on retraining . 

Job Incident 3 

Assume that you are the general manager of a 
manufacturing company. Your Research and Development 
Staff has been working on a project aimed at the 
development of an automated plant which will result in 
substantial reduction in the labor costs of production. 
It is expected that this plant can be made operational 
in five years, if necessary funds are available from 
Research and Development (R & D). The alternative 
which would represent the lowest cost to the company is 
as follows: The production workers are union members. 
The union has been pushing for a retirement pension 
plan for its members, and the union is willing to 
accept a plan in which the benefits become available 
only after an employee has put in twenty years of 
service with the company. The company has been opposed 
to the plan in the past because the company felt that 
the potential costs of such a plan could not be 
accurately estimated. 

Negotiations for a new industrial agreement or 
award are coming up in a few months. In view of the 
projected automated plant, the company will no longer 
need most of the current work force after five years. 
Therefore, the cost of accepting the pension plan would 
be relatively small. You have also ascertained that 
the union will accept a wage increase of about ten 



198 

Piasters per hour less than what would be the case if 
the retiring pension plan is not adopted. Assume that 
the total number o£ production hours per year are such 
that the required funds for R & D can be obtame 
through reduction in production f^ds by 
indicate your willingness to obtain the R & D tunas py 
putting an "X" at the appropriate place. 

Table 39 presents the percentage of the Jordanian 

managers' response distribution for Job Incident 3. Higher 

responses are assigned to the unwillingness category. 

TABLE 39 

RESPONSE DISTRIBUTION FOR JOB INCIDENT 3 

Not Willing at All 

0 

23 10 

3 4 5 6 7 

percentage Response 

11 15 8 10 4 

10 

12 

According to England's expectations, managers who have 

the concepts of Employee Welfare, Dignity, Compassion, 

Loyalty, Tolerance, Trust, Labor Unions, and Unskilled 

Workers as operative values are expected to be less willing 

to obtain research and development funds than are managers 

who have these concepts as non-operative values. The Job 

Incident response of each manager was assigned a weight of 1 

to 10, depending on the category of Willingness that was 

checked by the manager. A weight of 10 was assigned to the 
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"Most Willingness" category, and a weight of 1 was assigned 

to the "Least Willingness" category. 

For Job incident 3, the detailed findings are presented 

in Table 40. The less the mean score, the less willing 

managers are to use such funds. 

Concept 

TABLE 40 

DETAILED FINDINGS FOR JOB INCIDENT 3 

No. of Managers 
For Whom the 
Concept is an 
Operative Value 

No. of Managers 
for Whom the 
Concept is not 

Mean Mean an Operative Mean 

Score Value Score 

3.70 91 4.78 

3.56 59 5.77 
3.05 107 5.08 
3.52 48 6.31 

2.18 113 5.07 
4.05 61 4.93 
3.65 124 4.85 

2.35 129 4.73 

Employee 
Welfare 
Dignity 
Compassion 
Loyalty 
Tolerance 
Trust 
Labor Unions 
Unskilled 
Workers 

The data analysis of value-relationships for Job 

Incident 3 is presented in Table 41. The data show the 

actual behavior of Jordanian managers 

Data Analysis reveals that all responses of Job 

Incident 3 for Jordanian managers are in the expected 

direction, and their actual data support England's rational 

expectations. The results reveal a high degree of 
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TABLE 41 

ACTUAL BEHAVIOR OF JORDANIAN MANAGERS 
FOR JOB INCIDENT 3 

Concept 

Employee Welfare 

Dignity 

Compassion 

Loyalty 

Tolerance 

Trust 

Labor Unions 

Unskilled Workers 

Expected Behavior 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Actual Behavior 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

Less Willing 

moralistic orientation for Jordanian managers. The results 

also reflect value personalistic goals and status 

orientation. 

Job Incident 4 

Assume you are the administrative manager in a 
company and you are evaluating two senior clerks for a 
newly-created position of assistant manager in your 
department. Both have worked for you for the past five 
years, and are equally competent. However, the two men 
differ in the following ways: 

Mr. Ahmed is a very creative man who has been 
constantly making suggestions for improvement in office 
procedures. Although all his ideas are not practical 
ones, you have, in the past, adopted some of his 
suggestions. Mr. Ahmed is sincere and is a hard 
worker, and he can be helpful to others if asked for 
his help. He is, however, not very popular in the 
department because other employees do not like 
procedural changes and extra pressures which they 
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sometimes think are unnecessary. 
Mr. Ali, equally as efficient as Mr. Ahmed, is not 

a "man of ideas." He, on the other hand, is a very 
congenial and well-liked person. Mr. Ali goes out of 
his way to help others whenever they have a problem. 
He is definitely contributing to the good morale of 
your department. He enjoys the reputation of being a 
kind man. Please indicate whom you would recommend by 
checking the proper space. 

Table 42 presents the percentages of the Jordanian 

managers' response distribution for Job Incident 4. 

However, these percentages do not determine the actual 

behavior of Jordanian managers; the mean score does. 

TABLE 42 

RESPONSE DISTRIBUTION FOR JOB INCIDENT 4 

Respondents 

Recommending Percentage 

Mr. Ahmed 
Mr. Ali 5 5 

For Job Incident 4, the detailed findings, concerning 

the choice of Mr. Ahmed or Ali, are presented in Table 43. 

Managers for whom the concepts of Creativity and Change are 

operative values are expected to choose Mr. Ahmed more often 

than the managers for whom these concepts are non-operative 

values. On the other hand, managers for whom the concepts 

of Cooperation and Job Satisfaction are operative values are 
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TABLE 43 

DETAILED FINDINGS FOR JOB INCIDENT 4 

Concept 

Creativity 

No. of 
Managers 
for Whom 
the Con-
cept is an 
Operative 
Value 

84 

Percentage 
Choosing 
Mr. Ahmed 

40 

No. of 
Managers 
for Whom 
the Concept 
is not an 
Operative 
Value 

62 

Percentage 
Choosing 
Mr. Ahmed 

35 

Change 35 91 111 27 

Concept 

No. of 
Managers 
for Whom 
the Con-
cept is an 
Operative 
Value 

Percentage 
Choosing 
Mr. Ali 

No. of 
Managers 
for Whom 
the Concept 
is not an 
Operative 
Value 

Percentage 
Choosing 
Mr. Ali 

Coopera-
tion 97 53 49 65 

Job Sat-
faction 76 63 70 44 

expected to choose Mr. Ali more than managers for whom these 

concepts are non-operative values• 

The analysis of value-behavior relationships for Job 

Incident 4 reveals the actual behavior of Jordanian managers 

in Table 44. Mr. Ahmed was chosen more frequently by 

Jordanian managers for whom Creativity and Change are 

operative values than by their counterparts for whom the 

same two concepts are not operative values. On the other 

hand, Mr. Ali was chosen more frequently by Jordanian 
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TABLE 44 

ACTUAL BEHAVIOR OF JORDANIAN MANAGERS 
FOR JOB INCIDENT 4 

Concept Expected Behavior Actual Behavior 

Creativity Ahmed Chosen More Ahmed Chosen More 

Change Ahmed Chosen More Ahmed Chosen More 

Cooperation Ali Chosen More Ahmed Chosen More 

Job Satisfaction Ali Chosen More Ali Chosen More 

managers for whom Job Satisfaction is an operative value 

than their counterparts for whom the same concept is not an 

operative value. However, Ali was not chosen more 

frequently by Jordanian managers for whom Cooperation is 

anoperative value than by their counter parts for whom the 

same concept is not an operative value. The data analysis 

in Table 44 shows that three predictions are consistent with 

the actual behavior of Jordanian managers, but the fourth 

prediction is not. 

Job Incident 5 

Assume that you are appointed as the manager of a 
recently reorganized personnel division of a mid-sized 
manufacturing company. You have a personnel assistant 
in your division who reports directly to you and is of 
a roughly similar background as yours. You are 
responsible for the total operation of your division. 
Given that you have to hire two technical employees for 
the Quality Control section of the company, which of 
the following functions would you delegate to your 
assistant? Please note that the following functions 
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are arranged in sequential order so that each 
subsequent function includes all the preceding 
functions. 

Table 45 presents the percentages of the Jordanian 

managers' response distribution for Job Incident 5. Major 

responses are assigned to the third action of choice. 

TABLE 45 

RESPONSE DISTRIBUTION FOR JOB INCIDENT 5 

PPTTPTlt 
Responding Response 

2 Calling a placement office and placing orders. 

8 Calling newspapers for placing advertisement, 
and composing same (in addition to the 
preceding.) 

46 Screening the applicants and selecting a list 
of candidates to be called for interviews (in 
addition to the preceding.) 

29 interviewing the candidates and, after select-
ing two persons , sending them to the supervisor 
of Quality Control for final approval (in 
addition to the preceding.) 

10 Making an offer to those finally chosen (in 
addition to the preceding.) 

5 Negotiating with the candidates, if the first 
offer is not acceptable, and making the final 
offer. 

Managers for whom Trust and My Subordinates are 

operative values are expected to delegate authority to their 

assistants more frequently than managers for whom these two 

concepts are non-operative values. On the other hand, 
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managers for whom the concepts of Authority, Caution, 

Influence, and Power are operative values are expected to 

delegate less authority than managers for whom these 

concepts are non-operative values. Detailed findings for 

job incident 5 are presented in Table 46. The higher the 

mean score, the more willing managers are to delegate to 

their assistants. 

My Sub-
ordinate 
Trust 
Authority 
Caution 
Influence 
Power 

TABLE 46 

DETAILED FINDINGS FOR JOB INCIDENT 5 

No. of Managers 
For Whom the 
Concept is an 
Operative Value 

76 
85 
51 
39 
31 
31 

Mean 
Score 

2.76 
2.63 
2.70 
2.77 
1.90 
2 . 0 6 

No. of Managers 
for Whom the 
Concept is not 
an Operative 
Value 

70 
61 
95 
107 
115 
115 

Mean 
Score 

2.24 
3.40 
2.41 
2.50 
2.70 
2.65 

The data analysis of value-behavior relationships for 

Job Incident 5 shows the actual behavior of Jordanian 

managers as presented in Table 47. The data indicate that 

only four of the six predictions are consistent with the 

expected predictions. Jordanian managers who have My 

Subordinates and Trust as operative values are willing to 

delegate authority to their assistants more than managers 
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TABLE 47 

ACTUAL BEHAVIOR OF JORDANIAN MANAGERS 
FOR JOB INCIDENT 5 

Concept 

My Subordinates 

Trust 

Authority 

Caution 

Influence 

Power 

Expected Behavior 

Delegate More 

Delegate More 

Delegate Less 

Delegate Less 

Delegate Less 

Delegate Less 

Actual Behavior 

Delegate More 

Delegate More 

Delegate Less 

Delegate Less 

Delegate Less 

Delegate More 

who have these two concepts as operational values. On the 

other hand, Jordanian managers who have Influence and 

Poweras operative values are willing to delegate more to 

their assistants than managers who have Authority and 

Caution as operative values. 

Table 48 is a summary of value-behavior relationships 

for Jordanian managers. The logically derived expectations 

relating values to behavior yielded a qualified support by 

the data. From the analysis in this study, it can be 

concluded that there is a relationship between values and 

behavior. This relationship is fully supported by the data, 

Twenty of the twenty-five (80%) predictions were in the 

expected direction. 
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TABLE 48 

VALUE-BEHAVIOR RELATIONSHIPS FOR 
JORDANIAN MANAGERS 

Concept 

Expected Behavior 
Direction for 
Operative Value 
Managers as Com-
pared to Non-
Operative Value 
Managers 

Actual Behavior for 
Operative Value 
Managers as Com-
pared to Non-
Operative Value 
Managers 

Job Incident 1 
Profit Maximization 
Employee Welfare 
All Employees 

Job Incident 2 
Technical Staff 
Employee Welfare 
Loyalty 
Profit Maximization 

Job Incident 3 
Employee Welfare 
Labor Unions 
Trust 
Loyalty 
Compassion 
Tolerance 
Dignity 
Blue Collar Workers 

Job Incident 4 
Creativity 
Change 
Cooperation 
Job Satisfaction 

Job Incident 5 
My Subordinates 
Trust 
Influence 
Power 
Authority 
Caution 

Spend Less Spend Less 
Spend More Spend More 
Spend More Spend More 

3 of 3 Correct 

Spend More 
Spend More 
Spend More 
Spend Less 

2 of 

Less 
Less 
Less 
Less 
Less 
Less 
Less 
Less 

Willing 
Willing 
Willing 
Willing 
Willing 
Willing 
Willing 
Willing 

8 of 

Spend Less 
Spend More 
Spend Less 
Spend Less 

4 Correct 

Less Willing 
Less Willing 
Less Willing 
Less Willing 
Less Willing 
Less Willing 
Less Willing 
Less Willing 

8 Correct 

Ahmed Chosen More 
Ahmed Chosen More 
Ali Chosen More 
Ali Chosen More 

Ahmed Chosen More 
Ahmed Chosen More 
Ahmed Chosen More 
Ali Chosen More 

3 of 4 Correct 

Delegate More 
Delegate More 
Delegate Less 
Delegate Less 
Delegate Less 
Delegate Less 

4 of 6 

Delegate More 
Delegate More 
Delegate More 
Delegate More 
Delegate Less 
Delegate Less 

Correct 
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According to England, the findings of this study should 

be viewed in light of the following considerations-, (a) The 

Behavior that is being measured is only simulated on-the-

job behavior. Managers are only indicating how they would 

deal with the problems. These managers' actual behavior in 

a real work situation might be different. (b) Only one 

concept at a time is being used for the obtained results. 

If one were to use all the concepts of expectations relevant 

to a given job incident at the same time, even greater 

differences in job incident responses would be expected, 

(c) The positive results are obtained even though there is a 

great variety in the sample in terns of demographic and 

organizational variables. According to England's 1974 

procedure, the value-behavior relationships are not observed 

by all of the demographic and organizational differences 

within the sample of managers. 

In general, the generated results provide qualified 

support for the idea that values are related to behavior in 

meaningful ways for Jordanian managers. This study provides 

evidence of the role of the personal value system in 

influencing the problem-solving and decision-making process. 

Further statistical Analytical Techniques 

Although several researchers (Askar 1979: Nomikos 1984; 

and Sokoya 1985) followed England's procedure to analyze the 

relationship between personal values and managerial 
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behavior, current statisticians (Luker 1989; Sharp 1989) 

question England's procedure which depends mainly upon the 

mean scores of managers for whom concepts are operative 

values, as well as their counterparts, for whom the same 

concepts are non-operative values. England (1974; 1975) did 

not provide a significant statistical difference between the 

aforementioned means. Finally, these statisticians did not 

approve the exclusion of the mixed managers from the 

surveyed sample. They believe that Factor Analysis and 

Multiple Regression are more appropriate and effective than 

is England's Judgmental Procedure. For this study, the 

independent variable (personal value systems) includes 

responses of the 166 Jordanian managers to the sixty-six 

concepts of the Personal Value Questionnaire and the 

dependent variable is the response of the same managers to 

five job incidents. 

Factor Analysis 

Factor Analysis is a statistical technique used to 

identify a relatively small number of factors that can be 

used to represent relationships among sets of many 

interrelated variables (Narusis 1985). The sixty-six 

concepts of the Personal Value Questionnaire are variables 

which can be expressed as a function of factors produced by 

Factor Analysis. 
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The basic assumption of Factor Analysis is that 

underlying factors can be used to explain a complex 

phenomenon. Observed correlations between variables from 

their sharing of these factors indicate that the goal of 

Factor Analysis is to identify the factors not directly 

observed on a set of observable factors (Narusis 1985). For 

example, the goal of using Factor Analysis in this study xs 

to generate the indirectly-observed factors based on the 

sixty-six concepts in the Personal Value Questionnaire as a 

set of observable variables. 

The mathematical model for Factor Analysis appears to 

be somewhat similar to Multiple Regression Equation, and 

each variable is expressed as a linear combination of 

factors which are not actually observed (Narusis 1985). For 

example, the Organizational Goals Index could be expressed 

as: 

Organizational Goals — a(High Productivity) + 

b(Organization Efficiency) + c(Organization Stability) + 

U(Organizational Goals). 

However, this equation differs from the usual Multiple 

Regression in that High Productivity, Organizational 

Efficiency, and Stability are not single independent 

variables. Actually, they are labels for groups of 

variables that characterize the concepts in which these 

groups of variables constitute the factors. Usually, the 

factors are useful in characterizing a set of variables 
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which are not known in advance, but which are determined by 

Factor Analysis. 

High Productivity, Organization Efficiency, and 

Organization Stability are called Common Factors since they 

are all variables which are expressed as functions of these 

variables. The U in the aforementioned equation is called a 

Unique Factor since it represents that part of the 

Organizational Goals Index that cannot be explained by the 

Common Factors. It is unique to the Organizational Goals 

Index variables. The Unique Factors are assumed to be 

unrelated to each other and to the common factors. The 

factors generated by Factor Analysis are derived from the 

observed variables and can be estimated as linear 

estimations for them (Norusis 1985). 

To conduct a successful Factor Analysis for this study, 

the following goals were considered: (a) to parsimoniously 

represent relationships between sets of variables (i.e., the 

researcher would like to explain the observed correlations 

using as few factors as possible.), and (b) to prepare the 

meaningful factors. A successful Factor Analysis is both 

simple and easily interpreted. When factors can be 

interpreted, new insights are possible. For example, if 

preferences can be explained by factors of the Personal 

Goals category, the organization is able to match the 

personal goals of prospective employees with Organization 

Values for the purpose of the selection of employees. 
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In this study, Factor Analysis proceeded in four steps: 

The first step was the Correlation Matrix. The 

Correlation Matrix for all responses of the 166 Jordanian 

managers to the sixty-six concepts of the Personal Value 

Questionnaire was computed. Kaiser-Meyer-Olkin of Sampling 

Adequacy = .67530 and Bartlett Test of Sphericity = 

5881.7409. Significance = .00000 was reasonable but not 

high. 

The second step was the Factor Extraction. The goal of 

Factor Extraction is to determine the factors. Methods for 

Factor Extraction are Principal Components Analysis and 

Maximum Likelihood Algorithm. However, the Factor 

Extraction procedure consists of two phases: The first 

phase is the initial statistics. Using the Principal 

Components Analysis, Factor Analysis for the responses of 

the 166 Jordanian managers to the 66 concepts of the 

Personal Value Questionnaire extracted twenty factors 

according to Eigenvalue (Eigenvalue is greater than one). 

Factors with a variance less than one are no better than a 

single variable, since each variable has a variance of one. 

Initial statistics for each factor produced two separate 

parts of data. The first part provides information about 

the individual variables. The information includes the name 

of the variables (sixty-six value concepts) and communality 

(the proportion of variance accounted for by the common 

factors) which is 1.0, indicating that all the variances are 
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explained by the common factors. The second part provides 

information about factor numbers, Eigenvalue, percentage of 

variance, and cumulative percentage. Factors are arranged 

in descending order by variance explained. Under the 

Eigenvalue, the total variance explained by each factor is 

listed. The percentage of variance indicates the percentage 

of total variance attributed to each factor. The cumulative 

percentage indicates the percentage of variance attributed 

to that factor and to the factors in the order they proceed 

it. 

Then the factor correlation matrix for the twenty 

retained factors was produced. Each row under each factor 

contains the coefficients used to express a standardized 

variable in terms of the factors. These coefficients are 

called "factor loadings" since they indicate how much weight 

is assigned to each factor. Factors with large coefficients 

(in absolute value) for a variable are closely related to 

the variable. These factor loadings (whether the factors 

are orthogonal or not) are the standardized regression 

coefficients in the multiple regression equation with the 

original variables as the dependent variable and the factors 

as the independent variables. The second phase of Factor 

Extraction is the Final Statistics. The factor matrix of 

the "final statistics" yielded the desired number of factors 

(twenty) that were extracted. When factors are estimated 

using the method of "principal component analysis," the 
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factor statistics are the same in the tables representing 

the initial and final statistics with the exception of the 

communalities. The communalities in the final statistics 

are different, since all the variances of the variables are 

not explained when only a subset of factors is retained. 

The third step was the rotation phase of Factor 

Analysis. Although the factor matrix obtained in the 

extraction phase indicates the relationship between the 

factors and the individual variables, it is difficult to 

identify meaningful factors based on that matrix. Moreover, 

the variables and the factors do not appear to be correlated 

in any interpretable pattern, and most factors are 

correlated with many variables. 

Since one of the goals of the Factor Analysis is to 

identify factors that are substantially meaningful in the 

sense that they summarize sets of closely related variables, 

the rotation phase in this study attempts to transform the 

"initial matrix" (produced in the extraction phase) into one 

that is easier to interpret. Rotation does not affect the 

goodness of fit of a factor solution. Although the factor 

matrix changes, the communalities and the percentage of 

total variances explained do not change. However, the 

percentage of variance accounted for by each of the factors 

does change. Rotation redistributes the explained variance 

for the individual factors. Different Rotation Methods 

(Varimax, Quartimax, Equamax, and Oblimin Methods) may 



215 

produce somewhat different factors. The most commonly used 

method is the Varimax Method, which attempts to minimize the 

number of variables that have high loading on a factor. 

This enhances the interpretability of the factors (Norusis 

1985). 

Actually, the unrotated initial factor matrix 

(generated from the responses of the 166 Jordanian managers 

to the sixty-six concepts in the Personal Value 

Questionnaire) was difficult to interpret. Many of the 

sixty-six variables have moderately-sized correlations with 

several factors. However, after the Rotation Phase (using 

Varimax Method), the number of large and small factor 

loadings increases. In addition, variables are more highly 

correlated with single factors. Finally, interpretation of 

the factors appears to be possible (Table 49). For example, 

the second factor indicates positive correlations with the 

concepts of Loyalty, Cooperation, Success, and Religion. 

After the "Varimax Rotation" is used for all factors 

exceeding the Kaiser criterion (Eigenvalues exceeding 1.0), 

it is possible to identify the twenty factors extracted in 

the extraction step mentioned before. As presented in Table 

49, the "rotated factor matrix" indicates the number of each 

factor and grouped certain variables that have large loading 

for each factor. 

Data analysis reveals that the first ten factors in 

Table 49 are the most significant factors in terms of the 
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TABLE 49 

FACTOR ANALYTICAL RESULTS FOR JORDANIAN MANAGERS 
(N = 1 6 6 ) 

Factor Number Variable Name 

Employee Welfare 
Obedience 
Industrial Leadership 
Tolerance 
Individuality 

Loyalty 
Cooperation 
Success 
Religion 
Dignity 

My Subordinates 
My Boss 
Managers 
Ambition 
Technical Employees 

Skill 
Prejudice 
All Employees 
Equality 
Security 
Ability 

Aggressive 
Conformity 
Social Welfare 
Autonomy 

Influence 
Money 
Power 
Compassion 

Creativity 
Achievement 
Job Satisfaction 

.81 

. 7 0 

.68 

.66 

. 6 3 

.80 

. 6 4 

.62 

.61 

. 4 0 

. 7 8 

. 6 5 

. 5 0 

. 4 7 

. 3 7 

.66 

.66 

. 5 2 

. 4 4 

. 4 0 

. 4 0 

. 7 2 

. 6 9 

. 5 0 

. 4 4 

. 7 8 

. 6 3 

. 4 5 

. 4 0 

. 7 1 

.66 

. 4 0 
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TABLE 49—Continued 

Factor Number Variable Name Factor Loading 

7 fi 
8 Compromise 

Semi-skilled Workers 

9 

12 

13 

Profit Maximization •67 
Leisure , 6 4 

Government 

Conflict 

.51 

Rational 

10 Property '2P-
Emotions • 'Ji 
White Collar Employees *55 

11 Liberalism 
Unskilled Workers «49 
Competition *47 

Organization Effectiveness -76 
Organization Stability *72 
High Productivity *40 

Labor Unions *74 
.62 

14 Owners *76 
Stockholders *59 

15 Highly-Skilled Workers .80 
My Company *43 
My Co-workers '40 

16 Conservatism .80 
Risk *63 

17 Caution *76 
Me -45 

18 Customers *78 

19 Authority .84 

20 Change .70 
Force .58 
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large factor loadings. Using coefficient Alpha, the 

reliability for scales of the ten factors indicates that 

five of the aforementioned ten factors are above .70 as 

follows: factor 1, factor 2, factor 3, factor 4, and factor 

6 are .8124, .7830, .7295, .7196, and .7124, respectively. 

The responses for each of the five Job Incidents for 

the 166 Jordanian managers are computed. To avoid 

interaction among the five Job Incidents and to remove the 

common variance among them, the residuals for each Job 

incident are produced. These residuals are generated by 

regressing each of the five Job Incidents on the other four 

job Incidents. 

At the same time, the demographic and organizational 

variables are held to be covariates. The generated 

residuals of each of the five Job Incidents are regressed on 

the responses of the sampled Jordanian managers included m 

the five significant factors. In addition, the same 

residuals are also regressed on the demographic and 

organizational variables. Table 50 presents the 

aforementioned multiple regressions. 

Regression analysis in Table 50 indicates a partial 

relationship between the personal value systems of Jordanian 

managers and their reported behavior. This partial 

relationship is represented in Job Incident 3 and Job 

Incident 5. There are significant relationships between Job 

Incident 3 and three of the five significant factors (factor 
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TABLE 50 

REGRESSION RESULTS OF THE RESIDUALS OF THE 
FIVE JOB INCIDENTS 

Independent 
Variables 

Job 
Incident 

1 

Job 
Incident 

2 

dbiuuaxo UJ. 
Job 

Incident 
3 

Job 
Incident 

4 

Job 
Incident 

5 

Factor 1 .080 
(3.204) 

-8.798 
(0.275) 

-.532*** 
(-6.793) 

.021 
(1.004) 

-8.258 
(-.248) 

Factor 2 -.029 
(-.697) 

.086 
(1.600) 

-.592*** 
(-4.481) 

.042 
(1.155) 

-.015 
(-.279) 

Factor 3 .015 
(.497) 

-.107 
(2.778) 

.172 
(1.819) 

-.012 
(-.474) 

1.252** 
(3.102) 

Factor 4 .063 
(2.262) 

-5.035 
(-.142) 

.141 
(1.621) 

-1.056 
(-.043) 

.056 
(1.528) 

Factor 5 7.455 
(.181) 

7.411 
(.141) 

-.264** 
-2.058 

.028 
(.782) 

-.185*** 
(-3.395) 

Gender .086 
(.603) 

.083 

.459) 
4.574 
(.010) 

.154 
(1.245) 

.136 
(.722) 

Marital 
Status -.049 

(-.761) 
-.057 
(-.702) 

.036 
(.197) 

.026 
(.518) 

.021 
(.275) 

Age .045 
(.497) 

.106 
(.913) 

-.167 
(-.587) 

-.096 
(-1.209) 

-.221 
(-1.829) 

Experience .010 
(.117) 

-.111 
(-.944) 

.197 
(.617) 

.091 
(1.123) 

.190 
(1.544) 

Education .107 
(.815) 

.088 
(.524) 

.011 
(.029) 

.026 
(.518) 

-.164 
(-.938) 

Major Field .010 
(.397) 

-2.783 
-.085 

-.016 
(-.212) 

-.026 
-1.190 

-.022 
(-.661) 

Country 
Awarding 
Highest 
Degree 

• 
-.075 
(-.822) 

.100 
(.861) 

.177 
(.623) 

-.063 
(-.797) 

.170 
(1.405) 
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TABLE 50—Continued 

Residuals of 
job Job Job Job Job 

Independent Incident Incident Incident Incident Incident 
Variables 1 2 3̂  4 5 

M ^ v l ! r i a l .074 .082 .201 - .021 - .131 
(.767) (.762) (.670) (-.021) (-1.025) 

Organiza-
tion 
Ownership -.032 .044 -.085 8.295 

(-.435) (.462) (-.363) (.124) -.831 

Organiza-
tion Size .023 .036 -.139 -5.428 -.066 

(.871) (1.056) (-1.648) (-.229) (-1.842) 

Nature of 
Business -.016 -.041 .060 .015 .033 

(-.694) (-1.422) (.845) (.754) (1.155) 

Present 
Department -3.638 -.033 -.074 .013 -.021 

(-.170) (1.212) (-1.111) (.740) (-.745) 

Regression 
Anaylsis 

a -2.460 -.370 10.765 -1.411 .866 

R 2 .14 .11 .38 .06 .26 

F 1.395 1.110 5.296 .581 2.997 
Sig F .15 .34 .00 .90 .00 

*P < .05 
**P < .01 
***P < .001 
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1, factor 2, and factor 5). There are also significant 

relationships between Job Incident 5 and two of the five 

significant factors (factor 3 and factor 5). 

in other words, two of the five Job Incidents, Job 

incident 3 and Job Incident 5 (40%), have significant 

relationships with four of the five significant factors 

(80*). While factor 1, factor 2, factor 3, and factor 5 

have an impact on the responses of Job Incident 3 and Job 

incident 5, factor four has no impact on any of the five Job 

Incidents. 

According to Whitely (1979), more than one significant 

relationship between the personal value systems and behavior 

(the five job incidents) is required to test the value 

issue. Following Whitely's (1979) recommendation, the 

results of the Multiple Regression Analysis provide evidence 

that there is a relationship between the personal value 

systems of Jordanian managers and their behavior (i.e., 

decision making). The finding of the significant 

relationships between the two Job Incidents (Job Incxdent 3 

and Job Incident 5) and the four significant factors 

(factors 1, 2, 3, and 5) exceeds chance. It might be safe 

to conclude that the results of the further statistical 

analysis technique (Factor Analysis and Multiple Regression) 

partially support England's finding of the relationship 

between personal value systems and managers' behavior. 



CHAPTER VII 

COMPARISON OF VALUE SYSTEMS OF JORDANIAN 

AND AMERICAN MANAGERS 

This chapter addresses the final objective of this 

study, the comparison of the value systems of Jordanian 

managers with those of their counterparts in the United 

States of America. The value systems of American managers 

have been addressed in previous studies (England 1967, 1974, 

1975). England's theoretical model and measurement 

techniques, as previously indicated, were utilized to assess 

the personal value systems of Jordanian managers. This 

approach enabled the researchers to compare and contrast 

this study with England's studies using the same common 

framework. 

The primary purpose of this section is to identify 

possible similarities and differences between the personal 

value systems of Jordanian managers and the personal value 

systems of American managers. This comparison facilitates 

the presentation of behavior expectations which emerge from 

the observed differences. This comparison includes the 

value orientation, value profile, and the operative value 

scores (behavioral relevance score) for both groups. 

222 
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Primary Value Orientations 

Table 51 presents comparative figures of value 

orientations (in percentages) of Jordanian and American 

managers. As a group, Jordanian managers appear to be more 

moralistic than pragmatic or affect. The data provided xn 

Table 51 indicate that, of the 166 sampled Jordanian 

managers, 52.4 percent have a moralistic value orientation, 

27.7 percent have a pragmatic orientation, 7.8 percent have 

an affect orientation, and 12.1 percent have a mixed value 

orientation. 

On the other hand, England's previous studies revealed 

that American managers as a group appeared to have a more 

pragmatic value orientation than moralistic or affect. The 

data in Table 51 indicate that 54.3 percent of the 997 

sampled American managers have a pragmatic orientation, 30.8 

percent have a moralistic value orientation, 1.2 percent 

have an affect value orientation, and 11.2 percent have a 

mixed value orientation. 

The major distinction between the value systems of 

moralists and pragmatists is a situation in which moralists 

have a bureaucratic, humanistic approach as opposed to an 

economic and organizational competence orientation approach 

for pragmatists. The difference in value orientation 

between the Jordanian and American managers could be 

attributed to the difference in the dimensions of cultural 

factors, as explained in Chapter III. 
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TABLE 51 

PRIMARY VALUE ORIENTATION OF JORDANIAN 
AND AMERICAN MANAGERS 

Country 

Jordan 
America* 

Size Moralistic Pragmatic Affect Mixed 

166 
997 

52.4% 
30.3% 

27.7% 
57.3% 

7.8% 
1.2% 

12.1% 
11.2% 

•Source: George W. England. The Manager and His^ 
vaiiiBfi; An Internal Perspective, (Cambridge, MA: Ballmger 
Publishing Company, 1975), 20. 

The pragmatic value orientation of American managers 

and the moralistic value orientation of Jordanian managers 

can be explained in terms of cultural factors. While the 

Jordanian Arab, and Moslem cultures were against capitalism, 

the Protestant ethic (through Calvinism) was compatible and 

supportive of the emergence of American capitalism. Johnson 

and his associates (1976, 275) state that "the favor served 

as a practical justification for a work ethic that could 

provide salvation both in this world and the next. This set 

the stage for increasing secularization and focus more on 

this life and material things than the spiritual next life. 

Wallin (1976, 49-59) states that, "a set of values 

including: Individualism, Materialism, Mobility, 

Informality, Hard Work, Youth, and Optimism has had quite an 

impact on American culture." Contrary to the Protestant 

ethics, Islam warned against the accumulation of wealth and 
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encouraged spending money for the sake of helping poor 

people. 

However, it should be remembered that primary value 

orientation is only a means to help determine which concepts 

are more behaviorally relevant for the individual. 

Therefore, when two individuals have different value 

orientations, they may not be expected to behave 

differently. The important aspect is whether or not the two 

individuals have different value profiles (England 1975, 

20) . 

A chi-square test revealed that there is a significant 

difference between the value orientation of Jordanian 

managers and the value orientation of American managers (P < 

.05). 

The Value Profile 

The value profile of American managers was presented in 

Chapter III. Table 52 represents the General Value Profile 

of American managers. Considering the fact that, as a 

group, American managers are pragmatically oriented, England 

(1975) describes their value profile as follows: (1) there 

are twenty-nine concepts that represent the operative values 

of these managers; (2) there are nine concepts that are 

considered adopted values-—situationally induced; (3) there 

are 10 concepts that represent the intended valued—socio-

culturally induced; and (4) there are eighteen concepts that 
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TABLE 52 

GENERAL VALUE PROFILE FOR AMERICAN MANAGERS 
(N = 997) 

High 
Importance 

Primary Orientation 
Not Primary Orientation 

29 
9 

10 
18 

Sources George W. England. . 
nlmiii an International Perspective. (Cambridge, HA. 
Ballinger Publishing Company, 1975), 87. 

represent the low behavioral relevance, or weak values. 

On the other hand, the value profile of Jordanian managers 

was presented in Chapter V. Table 53 represents the general 

value profile of the Jordanian managers. Considering the 

fact that the Jordanian managers, as a group, are 

moralistically oriented, their value profile is described as 

follows: (1) there are thirty-four concepts that represent 

the operative values of these managers; (2) there are three 

concepts that represent the intended values, socio-

culturally induced; (3) there are eight concepts that are 

considered adopted values——sxtuationally induced, and (4) 

there are twenty-one concepts found to be of low behavioral 

relevance, or weak values. 

The general value profile of American managers consists 

of 29, 10, 9, and 18 concepts representing their operative, 

intended, adopted, and weak values, respectively. The 
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findings of this study indicate that the general value 

profile of Jordanian managers consists of 34, 3, 8, and 21 

concepts representing their operative, intended, adopted, 

and weak values. 

TABLE 53 

GENERAL VALUE PROFILE FOR JORDANIAN MANAGERS 
(N = 166) 

High 
Importance 

Average/Low 
Importance 

Primary Orientation 
Not Primary Orientation 

34 
3 

8 
21 

Operative Value Scores 

The operative value scores (i.e., behavioral relevance 

scores) of Jordanian managers are compared with the 

operative values of American managers. 1 This comparison 

includes five separate categories of values: organizational 

goals, personal goals, groups of people, ideas suggested 

with people, and ideas about general topics. Statistically 

and practically, differences are defined in terms of 

England's (1975) 10 percent rate. However, a difference is 

considered significant in this study if it exceeds 15 

percent due to the difference in cultural dimensions (El-

Bruni 1980). In addition, statistically significant 
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differences according to chi-square test of statistical 

independence (P < .05) have bene computed and are reported. 

Organizational Goals 

Table 54 presents the extent to which each of the eight 

concepts represent an operative value for Jordanian and 

American managers. The higher the operative value 

(behavioral relevance score), the greater the expected 

influence the value will have on behavior. Table 54 

indicates that, according to the chi-square test, Jordanian 

managers differ from American managers on two of eight (25%) 

of the organizational goals. In addition, Jordanian 

managers also differ from American managers on four of eight 

(50%) organizational goals. While Jordanian managers place 

a greater value on organizational stability, growth, and 

social welfare, American managers are much more concerned 

with profit maximization. Although there is a close 

similarity concerning employee welfare between Jordanian and 

American managers, both groups have relatively similar 

attitudes concerning organizational efficiency and high 

productivity. Jordanian managers place greater value on 

organizational efficiency and high productivity. American 

managers place greater value on industrial leadership. 

In general, Jordanian managers place higher value 

scores on organizational efficiency/stability and high 

productivity than do American managers. This situation 
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TABLE 54 

COMPARISON BETWEEN JORDANIAN AND AMERICAN MANAGERS 
CONCERNING THE OPERATIVE VALUES RELATING TO 

ORGANIZATIONAL GOALS 

Concept % Operative Value Scores 
American Managers Jordanian Managers 

(N = 885)# (N = 146)@ 

Organizational 
Efficiency 76 65 

High Productivity 74 63 
Organizational 

Stability 68 41+* 
Organizational Growth 66 47+* 
Profit Maximization 41 58+* 
Employee Welfare 38 34 
Industry Leadership 33 43 
Social Welfare 26 8+* 

+Differences according to England's (1975) adjusted 
rule. 

•Significant differences according to a chi-square test 
(alpha = .05). 

#Source: George W. England. The Manager and His 
Values: An International Perspective (Cambridge, MA: 
Ballinger Publishing Company, 1975), 30. 

@The data for Jordanian managers are derived from this 
study. 

indicates Jordan's urgent need for consumer products to 

satisfy the requirements of the Jordanian market. Finally, 

Jordanian managers place lower value on industrial 

leadership than do American managers. This occurrence 

suggests that managers from highly economic and 

technological countries (i.e., the United States) are more 

concerned with industry leadership than managers from 

underdeveloped countries (i.e., Jordan). The rationale 

behind this suggestion is that American managers are from a 



230 

country that has a well-established industry with high 

productivity and growth in a stable national environment. 

Consequently, American managers are interested in competing 

and leading in world industry. 

Personal Goals 

Table 55 presents the data for personal goals of 

Jordanian and American managers. Using the 15 percent rule 

and the chi-square test (38%), significant differences are 

found between Jordanian and American managers. Table 55 

shows that Jordanian managers place a higher value on 

dignity, security, prestige, power, and leisure than do 

American managers. Despite the agreement of both managerial 

groups, there is a close similarity on creativity and job 

satisfaction and a relative similarity on achievement, 

success, autonomy, money, individuality, and influence. 

In summary, Jordanian managers place considerable 

emphasis on dignity, prestige, and power. Their emphasis on 

dignity goes back to an historical root to reflect the old 

tradition of Bodewin Arabs (Patai 1983). The emphasis on 

prestige and power can be traced to the old Arab traditions 

and their highly centralized bureaucratic institution on the 

value structure on Jordanian managers. Similar emphasis is 

on security and leisure. This reveals the fact that 

Jordanis not an advanced country in terms of standard of 

living, availability of employment, and economic stability. 
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TABLE 55 

COMPARISON BETWEEN JORDANIAN AND AMERICAN MANAGERS 
CONCERNING OPERATIVE VALUES RELATING TO 

PERSONAL GOALS 

% Operative Value Scores 
Jordanian Managers 

(N = 146)0 
American Managers 

(N = 885)# 

Achievement 72 63 
Success 65 52 
Dignity 60 30+* 
Creativity 57 53 
Job Satisfaction 52 51 
Security 46 15+* 
Prestige 44 11+* 
Money 24 19 
Autonomy 23 13 
Power 22 6+* 
Individuality 21 33 
Influence 20 12 
Leisure 19 3+* 

+Differences according to England's (1975) adjusted 15 
percent rule. 

•Significant differences according to a chi-square test 
(alpha < .05). 

#Sources George W. England. The Manager and his 
Values: An International Perspective (Cambridge, MA; 
Ballinger, 1975), 32. 

@The data for Jordanian managers is derived from this 
study. 

The opposite is true for the United States. The emphasis is 

on achievement, success, and creativity. Actually, this 

emphasis reflects the new change of Jordanian managers, who 

have been influenced by Western Europe, Canada, and the 

United States. This influence has been caused by Jordanian 

managers' who are educated in these Western countries. The 

fact that more emphasis is placed on money by Jordanian 
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managers than by American managers may be attributed to the 

relatively low standard of living in Jordan 

On the other hand, Jordanian managers have lower 

operative value scores on individuality than do American 

managers. This result can be explained by the fact that 

individuality is associated with selfishness in the minds of 

the Jordanian people. For American, individualism is one of 

the most significant cultural values. Wallin (1976) 

indicates that "Individualism" does not mean the same thing 

as individualistic. Individualism describes the attitude of 

independence and liberalism of the individual who feels an 

abundance of freedom in the conduct of his or her personal 

life. On the contrary, one with an individualistic 

personality separates himself or herself from others, 

distinguishes carefully between his or her behavior in 

essential and trifle activities, and maintains a general 

sense of distrust, hostility, and separation. According to 

Wallin (1976), the American individual is generally group-

oriented, displays confidence in viewing others, establishes 

a relationship with others, and is willing to offer 

information and help. 

Groups of People 

Table 56 presents data relating to groups of people and 

institutions for the two groups of Jordanian and American 

managers. Using the 154 percent rule (as previously 
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TABLE 56 

COMPARISON BETWEEN JORDANIAN AND AMERICAN MANAGERS 
CONCERNING OPERATIVE VALUES RELATING TO 

GROUPS OF PEOPLE AND INSTITUTIONS 

Concept % Operative Value Scores , 
Jordanian Managers American Managers 

(N = 146)0 (N = 885)# 

My Company 70 
Customers 60 
Highly Skilled Workers 58 
Technical Employees 56 
All Employees 54 
My Subordinates 52 
Managers 48 
My Boss 45 
My Co-workers 42 
Me 41 
Government 40 
White Collar Employees 33 
Owners 27 
Stockholders 24 
Semi-skilled Workers 19 
Labor Unions 14 
Unskilled Workers 12 

69 
71 
38+* 
51 
60 
56 
59 
54 
43 
47 
25+* 
35 
39 
37 
28 
14 
22 

+Differences according to England's (1975) 15 percent 
rule. 

•Significant differences according to the chi-square 
test (P < .05). 

•Source: George W. England. The Manager and His 
Values; An International Perspective (Ballinger, 1975), 34, 

@The data for Jordanian managers is derived from this 
study. 

indicated) the chi-square test yields only two of seventeen 

(11%) significant differences between Jordanian and American 

managers. Jordanian managers differ significantly for 

American managers on two of seventeen concepts (11%) 

relating to groups of people and institutions. Jordanian 
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managers place higher value on Highly Skilled Workers and 

Government than do American managers. The high value placed 

on Highly Skilled Workers is due partially to an urgent need 

for these groups to operate new technological advances in 

companies. The high value on Government is generally due to 

the strong role played by the Jordanian government in 

sharing all aspects of life in Jordan. 

On the other hand, there is a close similarity between 

Jordanian and American managers on My Company, Technical 

Employees, All Employees, My Subordinates, Managers, My Co-

workers, Me, White Collar Employees, and Labor Unions. 

There is also a relative similarity on Customers, My Boss, 

Owners, Stockholders, and Unskilled Workers, in general 

American managers tend to give higher operative value scores 

on Customers, My Boss, Owners, Stockholders, Semi-skilled 

Workers, and Unskilled Workers than do Jordanian managers. 

American managers place considerable emphasis on Customers . 

because America enjoys a free economic system and the 

world's most free economic enterprise structure, in fact, 

American business organizations compete in offering the best 

possible service to customers. Jordanian managers place low 

operative value scores on Owners and Stockholders because 

most Jordanian managers work for government-owned 

enterprises or mixed enterprises (owned by government and 

citizens), owners and stockholders are only abstract 

concepts for Jordanian managers in the public and mixed 
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sections. Finally, Jordanian managers place lower operative 

value scores on semi-skilled workers than do American 

managers because Jordan has few industrial enterprises, and 

the country has an excess of semi-skilled workers. Probably 

the most important reason for the fact that Jordan has 

received many semi and unskilled workers (guest workers) 

from Egypt and the Far East is because these people are 

willing to accept lower wages. 

Ideas Associated with People 

Table 57 presents data relating to ideas associated 

with people. Using the 15 percent rule and the chi-square 

test yields five of thirteen (46%) significant differences 

between Jordanian and American managers. While Jordanian 

managers place higher operative value scores on Honor, 

Loyalty, Obedience, and Conformity, American managers place 

higher operative value scores on Aggressiveness. 

According to Pezeshkipur (1978, 54), the considerably 

higher value scores on Honor and Loyalty can be explained by 

social values that stress the individual's personal honor 

and loyalty to his family. To an extent, Jordanian managers 

selection personnel give priority to the individual who is 

expected to offer loyalty to his superiors. If the choice 

is between loyalty and competence, it is not always true 

(especially at the present time) that Arabs such as Jordan 

would let potential loyalty dominate the selection process. 
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TABLE 57 

COMPARISON BETWEEN JORDANIAN AND AMERICAN MANAGERS 
CONCERNING OPERATIVE VALUES RELATING TO 

IDEAS ASSOCIATED WITH PEOPLE 

% Operative Value Scores 
Jordanian Managers American Managers 

(N = 885)# (N = 146)@ 

Honor 
Loyalty 
Cooperation 
Ability 
Skill 
Trust 
Ambition 
Obedience 
Tolerance 
Compassion 
Conformity 
Aggressiveness 
Prejudice 

75 
67 
65 
61 
59 
58 
55 
32 
28 
26 
18 
13 
10 

41+* 
43+* 
53 
65 
55 
46 
58 
18+* 
22 
16 
2+* 

35* 
4 

rule. + D l f f e r e n c e s according to England's (1975) 15 perdent 

test (pi?nto5)ant d i f f e r e n c e s according to the chi-square 

Valiioo?OUfCei 4_
Geor9<: w- England. The Manager and Hi« 

Values. An International Perspp>r+i^o (Ballinger. 19751 34 

study* * ^ f° r J ° r d a n i a n " W r s is deriled'f"! ^ i s 

Pezeshkipur (1978), in fact, ignores Arab history. He does 

not attribute the aforementioned emphasis on Honor and 

Loyalty which are rooted in old Arabs' history. 

Jordanian managers have similar high value scores on 

Obedience and Conformity which can be interpreted as an 

emphasis on organization compliance by these managers. 

Jordanian people are accustomed to taking orders from their 

local government bureaucrats, just as they did under British 
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Imperialism before Jordan's independence (Dwairi 1989). 

Unfortunately, many individuals in Jordan's top management 

are still, to an extent, authoritarian (like other Arab and 

the Third World countries) in their relationship with 

subordinates. The typical organizational structure of 

Jordanian enterprises is highly centralized and personal. 

Consequently, there is frequently a gap between the few in 

control at the top and those at levels of lower middle 

management and first line supervision. 

On the other hand, Jordanian managers place low value 

on Aggressiveness. As stated previously, this result 

reveals Jordanian manager's belief that the expression of 

opinions and controversial issues is perceived as an attempt 

to impose one's authority on another, and would cause 

disagreements and bad feelings. Probably, it is preferred 

that individuals talk about substantial subjects as a matter 

of creating harmony. 

American managers' loyalty toward their organizations 

influences managers to stress competence above and beyond 

individual loyalty in their personal selection (Pezeshkipur 

1978). To American managers, Aggressiveness means progress. 

However, it was very interesting to find that both 

managerial groups placed similar value scores on Ability, 

Skill, Ambition, Tolerance, and Prejudice, while Ability, 

Skill, and Ambition reflect the competence of Jordanian 

values, Tolerance and Prejudice reflect their social and 
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religious values. Relatively similar value scores are 

placed on Cooperation and Compassion. This indicates that 

Jordanian managers seek more cooperation and are more 

compassionate than American managers. 

Ideas About General Topics 

Table 58 presents data concerning Jordanian and 

American managers related to ideas about general topics. 

Using the 15 percent rule, Jordanian managers differ from 

American managers on three of fifteen concepts (20%) 

relating to ideas about general topics. Use of the chi-

square test yields significant differences on five of 

fifteen concepts (33%) of the same category. Jordanian 

managers place higher value on Religion, Equality, Caution, 

Conservatism, and Liberalism than do American managers. 

The Islamic religion seems to have a strong influence 

on Jordanian managers. American managers are also 

religious, but their religious orientation is tempered by 

other values, in fact, Jordanian managers do not view all 

events within a religious context as Pezeshkipur (1978) 

contends, but American managers have a stronger tendency to 

categorize situations according to individual circumstances. 

Pezeshkxpur (1978) also demonstrates that Americans' concern 

for worldly as well as spiritual matters has caused 

individual Americans to be multinational in their approach 
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TABLE 58 

COMPARISON BETWEEN JORDANIAN AND AMERICAN MANAGERS 
CONCERNING OPERATIVE VALUES RELATING TO 

IDEAS ABOUT GENERAL TOPICS 

Concept % Operative Value Scores 
Jordanian Managers American Managers 

(N = 146)@ (N = 885)# 

18+* 
16+* 
48 
37 
29 
31 
9+* 

34 
12 
9* 
6* 

28 
13 
6 
6 

+Differences according to England's (1975) 15 percent 
]TU1.G • 

•Significant differences according to the chi—square 
test (P < .05). 

•Source: George W. England. The Manager and His 
Values:—An International Perspective (Ballinger, 1975), 34. 

@The data for Jordanian managers is derived from this 
study. 

to life rather than monolithic. Actually, the 

aforementioned Americans' concern is not the main reason 

that high technology and the advanced economy in the United 

States play an important role in this aspect. The high 

operative value scores given to Equality and Caution reflect 

the social and religious values of Jordanian managers. 

Religion 74 
Equality 66 
Competition 42 
Rational 41 
Authority 36 
Property 35 
Caution 27 
Change 24 
Emotion 22 
Conservatism 21 
Liberalism 20 
Risk 19 
Compromise 17 
Force 8 
Conflict 6 
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According to England's (1975) rule (adjusted to 15% 

instead of 10%), there is no difference between Jordanian 

and American managers in regard to Conservatism and 

Liberalism. However, the chi-square test shows a 

significant difference between the two groups of managers 

for the same value concepts. The high value scores given to 

Conservatism reflect the traditional and bureaucratic 

orientation of Jordanian managers. On the other hand, the 

Jordanian managers- high educational levels and their better 

exposure to international trends, coupled with the effect of 

the Socialist and religious movements in the Middle East, 

may account for the high operative value scores on 

Liberalism. 

In addition to these differences/ there are 

similarities. There is a close similarity between Jordanian 

and American managers concerning Conflict, Force, and 

Property. There is also a relative similarity on 

Competition, Authority, change. Emotion, an Risk. Jordanian 

managers place higher value on Rational, Authority, Emotion, 

Compromise and Force, American managers place higher values 

on Competition, Change, and Risk. 

In general, Jordanian managers' emphasis on Rational, 

Compromise, and Emotion reflects their social value in thl 

Jordanian society. As previously states. Authority is 

rarely delegated. T o an extent, the organization follows 

the personal tendencies of its top management. The 
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decision-making process usually occurs at the top level of 

management. Top management assigns almost all activities, 

which are initiated by middle or lower management. For 

example, a consultant who suggests decentralization of 

operations and delegation of authority may face strong 

resistance at all management levels (Dwairi 1989). 

In American organizations, especially in large 

companies and corporations, substantial amounts of authority 

are vested in higher and middle managers (Changiz 1978). In 

fact, American managers have been substantially more 

successful in their organizational job design and in 

establishing an equitable authority and accountability 

system. 

American managers place higher value on Competition 

because this concept represents a major value in American 

society. Although Jordanian managers place moderate value 

on Change to reflect their willingness to Change, American 

managers place more emphasis on this concept, which reflect 

the dynamic American society. 

Finally American managers place high value on Risk 

while Jordanian managers place lower value on the same 

concept, m general, risk-taking is very closely associated 

with gambling. T h e I s l a J n i c r e l i g i o „ c o n s l d e r s g a m b l i n g a 

major sin which all Moslems should avoid. Moreover, the low 

economic standard of the majority of the Jordanian 

population does not encourage risk-taking. 
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In summary, the comparison between the value systems of 

the sampled Jordanian and American managers produced twenty-

one differences according to England's (1975) adjusted 15 

percent rule, and twenty-five significant differences across 

the five categories of the Personal Value Questionnaire. 

The number of differences in values between the two 

managerial groups can be explained, or better understood, if 

it can be assumed that the following assertions are correct; 

1. There are cultural differences between Jordan and 

the United States of America. 

2. There are economic and technological differences 

between the two countries where these two factors combine. 

They seem to have a synergistic difference, which causes the 

number of value differences between two groups in the two 

countries. This is evidenced by observing the information 

presented in Tables 54-58. 

In conclusion, there are similarities and differences 

m the personal value systems of Jordanian and American 

managers. This seems to indicate that the personal value 

systems of managers in each country have their own 

characteristics due to cultural differences. 



CHAPTER VIII 

SUMMARY, CONCLUSIONS, IMPLICATIONS, AND SUGGESTIONS 

FOR FUTURE RESEARCH 

This chapter includes the restatement of the major 

objectives of this study, and a summary of findings and 

conclusions. Implications of the findings of this study are 

also discussed. Finally, recommendations for future 

research on personal value systems are presented. 

Research Objectives 

The three major objectives of this study were (a) to 

identify the personal value systems of a national sample of 

Jordanian managers; (b) to analyze the relationship between 

personal values and the behavior of the sampled Jordanian 

managers; and (c) to compare the personal value systems of 

Jordanian managers with those of their United States 

counterparts so as to identify possible similarities and/or 

differences in their personal values. 

The foregoing objectives were important because this 

study should provide at least two contributions to Jordan. 

The first is an empirical contribution. Since no empirical 

research has been conducted on the personal value systems of 

Jordanian managers, this study could provide empirical 

evidence to supplement the literature on human values as 
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they relate to management and a data base for future 

research in Jordan. The second is a theoretical 

contribution. The results of this study could help in the 

design of several programs in management such as motivation, 

compensation, employment selection, training/development, 

and general managerial functions. Finally, this study 

presents a cross-cultural study in terms of addressing the 

question of organizational functioning in different 

countries and different cultures. The importance of this 

study is enhanced by the diversification taking place in the 

business world as evidenced by the growing number of 

multinational corporations and the different cultures and 

subcultures they encounter. 

Summary of Research F ind ings nnrt C o i m l i i g | n . e 

A total of 350 questionnaires were distributed to the 

sampled Jordanian managers in several Jordanian 

organizations (public, private, and mixed sectors). The 

total response rate was 47 percent (166 usable/complete 

questionnaires). As a group, the responding Jordanian 

managers appeared to have a more moralistic than pragmatic 

or affect orientation. This conclusion is based on the 

following data: 87 Jordanian managers (53%) have a 

moralistic value orientation, 46 (28%) have a pragmatic 

value orientation, 13 (87%) have an affect value 
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orientation, and the remaining 20 (12%) have a mixed value 

orientation. 

The managerial value profile of Jordanian managers 

consisted of 34 concepts as operative values, 3 concepts as 

intended values, 8 concepts as adopted values and 21 

concepts as weak values. Operative values are expected to 

have a strong behavioral influence on Jordanian managers 

behavior (i.e., decisionmaking). 

Behavior Relevance Scores for Jordanian managers 

indicated the following: 

1. With regard to Organizational Goals, Jordanian 

managers placed the highest Behavioral Relevance Scores on 

Organizational Efficiency, High Productivity, and 

Organizational Growth. This finding reveals that these 

goals were primary goals which influenced the responding 

managers' behavior, actions, and decisions. On the other 

hand, the Jordanian managers placed the lowest Behavioral 

Relevance Scores on Industrial Leadership and Employee 

Welfare, in other words, managers in Jordan are not 

expecting industry in Jordan to compete for leadership, nor 

do they heavily emphasize Employee Welfare due to economic 

conditions in Jordan. 

2. With regard to Personal Goals, Jordanian managers 

placed the highest Behavioral Relevance Scores on 

Achievement, Success, and Dignity. On the other hand, 
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Jordanian managers placed low scores on Money, Autonomy, 

Power, Individuality, Influence, and Leisure. 

3. With regard to Groups of People, it was found that 

a certain set of concepts play a significant role in the 

value systems of Jordanian managers. High Behavioral 

Relevance Scores were found for five concepts including My 

Company, Customers, Highly-skilled Employees, All Employees, 

and My Subordinates. In contrast, low Behavioral Relevance 

Scores were found for such concepts as Owners, Stockholders, 

and Labor Unions. 

4. With regard to Ideas Associated with People, 

Jordanian managers placed high Behavioral Relevance Scores 

on Honor, Loyalty, Cooperation, Ability, skill. Trust, and 

Ambition. On the other hand, Jordanian managers placed the 

lowest Behavioral Relevance Scores on Compensation, 

Conformity, Aggressiveness, and Prejudice. 

5. Wxth regard to ideas About General Topics, the 

highest Behavioral Relevance Scores were placed on Religion 

and Equality. This finding reflects the importance of 

islamic culture to Jordanian managers, m general, islam 

still retains its central position in the social, cultural, 

political, and symbolic life of Jordan, in contrast, 

Jordanian managers placed the lowest Behavioral Relevance 

Scores on Liberalism, Compromise, Force, and Conflict. 

in conclusion, the findings of this study indicate that 

there is a great deal of variation in the personal value 
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systems of Jordanian managers. Some managers have a very 

small set of operative values; other managers have a large 

set of operative values. Some managers are highly 

achievement oriented as opposed to others who are not. 

Finally, some managers have what England (1975) called "Hard 

and Soft" values. Hard operative values include concepts 

such as Ambition, Obedience, Aggressiveness, Achievement, 

Success, Competition, Risk, and Force. Soft operative 

values include concepts such as Loyalty, Trust, Cooperation, 

Compassion, Tolerance, Employee Welfare, and Religion. 

Consequently, one can expect differences in behavior and in 

feelings of conflict arising out of these variations in 

values. 

The results of this study also indicate that the 

personal value systems of Jordanian managers are related to 

and/or influenced by the way managers behave on their jobs. 

Across the five Job Incidents, 20 of 25 (80%) of the 

predictions concerning the actual behavior of Jordanian 

managers were in the expected direction. This result 

provides qualified finding that values are related to 

behavior for Jordanian managers. Moreover, factor analysis 

and multiple regression produce partial support to the 

relationship between the value systems of Jordanian managers 

and their behavior. 

Finally, the personal value systems of Jordanian and 

American managers were compared. The comparison indicated 
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that the primary value orientation of Jordanian managers is 

moralistic and their secondary value orientation is 

pragmatic. In contrast, England (1975) indicates that the 

primary value orientation of American managers is pragmatic, 

and their secondary value orientation is moralistic. While 

the value profile of Jordanian managers consisted of 34, 3, 

8, and 21 concepts as operative, intended, adopted, and weak 

values, respectively, the value profile of American managers 

consisted of 29, 8, 10, and 18 concepts as operative, 

intended, adopted, and weak values, respectively. 

With respect to Behavioral Relevance, of the 66 

concepts 18 (27%) show significant differences exist between 

Jordanian and American managers using England's 15% adjusted 

rate (a difference is significant if it is 15% or more). 

Using a chi-square test (p > .05), significant differences 

are in 21 of the 66 concepts (32%) between the two 

managerial groups. 

In conclusion, there are similarities and differences 

between the personal value systems of Jordanian and American 

managers. This finding is compatible with the cultural 

differences in the two countries including social, 

political, and economic conditions. 

England (1975, 88) made three observations about the 

American managers' values as follows: (a) large element of 

pragmatism, (b) low importance of political and social 

values, and (c) emphasis on traditional organizational 
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goals, such as Profit Maximization, Organizational 

Efficiency, and High Productivity. 

With regard to Jordanian managers, six observations can 

be made about their values. Jordanian managers show a (a) 

high degree of moralistic orientation, (b) high emphasis on 

social and political values, (c) high emphasis on 

organizational stability with minimum or steady change, (d) 

high value for organizational compliance, more than for 

organizational competence, (e) high value on most employee 

groups, and (f) high relevance on a mix of humanistic with 

bureaucratic orientation. 

Implications of the Research Findings 

The findings of the present study have generated 

theoretical and practical implications. The theoretical 

implications concern Jordanian and American managers, in 

general. The practical implications concern Jordanian 

management practices, in particular. 

Theoretical Implications 

Theoretical implications constitute a conceptual 

framework derived from the findings of the personal value 

systems of both managerial groups' value-behavior 

relationship and a comparative analysis. The findings for 

the value profiles of Jordanian and American managers 

suggest that the evaluative framework of Jordanian managers 

consists of ethical considerations because they channel 
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their managerial behavior towards actions and decisions 

which they judge to be right. American managers, on the 

other hand, are guided in their behavior primarily by a 

success-failure consideration. However, the major 

distinction between the value systems of moralists and 

pragmatists is one where moralists have a bureaucratic and 

humanistic orientation as opposed to an economic and 

organizational competence orientation for pragmatists. 

These findings raise two important issues. The first 

concerns a plausible explanation for the two different value 

orientations of both managerial groups. The second concerns 

the preference and effectiveness of pragmatic or moralistic 

value orientation with regard to a better managerial 

decision. 

With regard to the first issue, a plausible explanation 

is that the dimensions of major sociocultural factors 

(family, religion, education, friendship, experience, 

groups, peers, shifts in population, affluence, and 

technology) affecting the values of Jordanian and American 

managers are different. For example, family is the first 

basic institution that affects values. The Jordanian family 

structure is heavily influenced by religion which allows 

authority to flow downward from the father to family members 

according to age. The traditional Jordanian family 

structure has undergone very little change throughout the 

years. 
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On the other hand, the great mobility of American 

society during the last several decades has physically 

separated American family members. Consequently, American 

individuals have become less dependent and less reliant upon 

their families. These and related consequences for the 

other sociocultural factors in both countries have led to 

different value orientations. 

With regard to the second issue, one might argue that 

the managerial decisions of moralistic managers are 

relatively less effective in management practices than those 

of their pragmatic counterparts. The reason behind this 

argument is that moralistic managers have a bureaucratic and 

humanistic orientation, and the pragmatic managers have an 

economic and organizational competence orientation. 

According to England's studies, these orientations suggest 

that Jordanian managers could be relatively less effective 

than American managers in some management practices. 

Although American managers have an economic and 

organizational competence orientation, they are no longer 

leaders in several industries. Moreover, corporate scandals 

hit the headlines almost every day. News of workplace 

fatalities, faulty products, bribery, pollution of the 

environment, or some other issues cause people to ask, "What 

kind of people are running American companies? 

Consequently, one might argue that moralists are more 
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effective in management practices because they are guided in 

their behavior primarily by ethical considerations. 

There exists epidemic proportions of bribery and 

corruption among public, mixed, and private managers in 

Jordan. Being approached with a bribe is perhaps more 

recognition of one's values as much as the financial 

benefits that come with it. However, bribery does not 

necessarily have to be in monetary form. A plausible 

explanation of this epidemic phenomenon is that managers 

sometimes may neglect their values. These arguments imply 

that managers with different or similar value orientation 

are not expected to behave in a specific way, either 

similarly or differently. Perhaps a good ajnswer is that the 

implication of this issue is not to find better values, but 

to be faithful to those that both managerial groups have 

professed to be present within the values of effective 

decision makers. 

The findings for the value profiles of both managerial 

groups again reflect the different dimensions of the major 

factors affecting the values in both countries. This means 

that the different value orientations among managers lead to 

different value profiles. The implications of the findings 

of the Jordanian managers' value profiles and value 

orientations of Jordanian managers provide new opportunities 

for multinational corporations due to the knowledge of 

values of Jordanian managers. Socialization programs can be 
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developed for the training of expatriate managers to avoid 

cultural shock before they work in Jordan or in the Middle 

East Arab countries. 

Similar to the value orientations and managerial value 

profiles of the two groups (American and Jordanian 

managers), their behavioral analysis suggests the following 

implications: 

1. The findings concerning Organizational Goals 

revealed that these goals were primary goals which 

influenced managers' behavior, actions, and decisions. The 

emphasis of Jordanian managers on certain goals suggests 

that there is an urgent need for Jordan to develop the 

economy through increased productivity with efficient use of 

limited resources, in terms of means-ends distinctions, 

Organizational Efficiency, High Productivity, and 

Organizational Stability are viewed as ends by Jordanian 

managers, while Growth and Profit Maximization are viewed as 

the means. However, Jordanian managers do not expect 

industry in Jordan to compete for leadership, nor do they 

heavily emphasize employee welfare due to economic 

conditions in Jordan as an underdeveloped country. On the 

other hand, the emphasis of American managers on other 

certain goals of the same category suggests that America has 

well established American industries in a stable country. 

The findings also suggest that American managers are looking 
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for industrial leadership and emphasizing the traditional 

goals, Profit Maximization and Employee Welfare. 

2. The findings concerning Personal Goals suggest that 

the Jordanian managers' value structure has its roots in a 

traditional society which goes back to the Arab Bedouin 

origins or belong to the Bedouin substratum. The emphasis 

on certain value concepts of the Personal Goals is derived 

from the Arab Bedouin values (hospitality, generosity, 

courage, honor, and self respect). These findings are 

consistent with England's (1975) findings that the personal 

value systems of managers as a group seem relatively stable 

and do not change rapidly. 

On the other hand, the findings for the Personal Goals 

suggest that American managers have a different value 

structure. For example, individualism is associated with 

selfishness in the minds of Jordanian people, in contrast 

to this, individualism to American people describes the 

attitude of independence and liberalism of the individuals 

who feel an abundance of freedom in their personal lives. 

This implies that Jordanian and American managers have 

different social values as reflected in the two different 

cultures. 

3. The findings concerning Groups of People and 

institutions suggest that Jordanian managers reveal their 

country's need for Technical Employees and Highly Skilled 

Workers. This implies that Jordan has an urgent need for 
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these groups to operate new technology in Jordanian 

companies due to the insufficient supply of these skills in 

the Jordanian market, in addition, it appears that the 

Jordanian government plays a great role in directing the 

economy and in shaping all aspects of life in Jordan. 

Consequently it can be inferred that managers in the public 

sector view business owners and stockholders as an abstract 

concept. 

Historically the public sector in Jordan is an off-

shoot of the old British colonial administration. During 

that era the government ministries were set up as 

administrative centers which were managed by Great Britain. 

The influence of the civil service practices established 

decades ago are still prevalent in the public sector. In 

fact, these practices inhibit the capacity of Jordanian 

managers. There is a need to change many of the archaic 

civil service practices that have adverse effects on the 

efficiency of public sector in Jordan. This implies that 

the focus of the public sector needs to change from an 

administrative perspective to a management perspective as 

suggested by the Jordanian Management Institute. 

The findings also show that American businesses do not 

have the same urgent need for technical and highly skilled 

workers as Jordanians do, nor do they have similar 

restrictions on the economic sector as Jordanians do. 

American managers also differ from Jordanian managers in 
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their evaluation of stockholders and owners. This implies 

that if American companies want to establish businesses in 

Jordan, they need to consider three factors: (a) the 

shortage of technical employees and highly skilled workers, 

(b) the Jordanian managers' point of view regarding owners 

and stockholders, and (c) the background of the Jordanian 

public sector (governmental ministries with which they will 

work. 

4. The findings concerning Ideas Associated with 

People and Institutions show that both managerial competence 

(Ability, Skill, and Ambition) and an organizational 

compliance (Loyalty, Honor, Cooperation, and Trust) are 

dimensions of the personal value systems of Jordanian 

managers. This means that these two sets of dimensions are 

expected to influence Jordanian managers' behavior as well 

as the way they evaluate others. 

Organization compliance by Jordanian managers has its 

roots in the Turkish Empire when all Arab and Moslem 

countries were governed by Turkey. Arab masses are 

accustomed to taking orders from landowners and local 

Turkish government bureaucrats. This implies that there are 

still managers in Jordan who have to establish and 

demonstrate their authority to direct their works, to give 

orders, and to maintain discipline since there is nothing in 

Jordanian tradition which gives automatic sanction to the 

prerogatives of management. 
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There are many top authoritarian managements in the 

Arab and Moslem states which are residuals from the Turkish 

Empire. In relative terms, the typical organization 

structure in Jordan is still highly centralized and 

personalized. There is a gap between the few who control at 

the top, the ranks of lower and middle management and first 

line supervision. On the other hand, the findings show 

generally that American managers are more sensitive to their 

task environment than Jordanian managers. This implies that 

America has a more competitive business environment than 

Jordanian. 

The findings also show that different emphasis on 

certain value concepts displays different social values of 

both managerial groups. One might infer that managers in 

Jordan give priority to those with potential loyalty to 

their superiors during the selection process. In other 

words, if there is a choice between loyalty and competence, 

potential loyalty will dominate the selection. In contrast, 

American managers stress competence over an individual's 

loyalty during the selection procedures. Similar 

implications are inferred from the concepts Trust and 

Aggressiveness. 

5. The findings concerning Ideas About General Topics 

reveal that Jordanian managers emphasize religion more 

highly than their American counterparts do. This implies 

that Islamic religion appears to have a strong impact on 



258 

Jordanian managers. This religious motive led to equality 

in rights and responsibilities among Moslems despite their 

race, color, or origin. 

Although American managers generally do not emphasize 

rsli^ion in their daily management practices , they are 

religious individuals. The implication of this finding 

reveals that the American individual is also religious, but 

his or her religious orientation is tempered by other 

values. Rather than viewing all events within a religious 

context, the American has a tendency to categorize 

situations according to individual circumstances. 

In addition, the findings of this value category imply 

several issues. One major issue is that Jordanian managers 

do not highly emphasize the concept, Authority. Although 

Authority is rarely delegated, 36 percent of the sampled 

Jordanian managers have emphasized Authority as an operative 

value. Jordanian organizations generally follow the 

personal tendencies of their top managers, and decision 

making of any consequence only takes place at the top. No 

one in the organization initiates any activity unless it is 

particularly assigned to him or her by top management. 

However, there is a considerable portion (24%) of Jordanian 

managers who are seeking change in Jordanian organizations. 

This implies that there is a struggle between the old and 

the new. in contrast to Jordanian organizations, the 

findings imply that in American organizations, especially 



259 

large companies and corporations, a substantial amount of 

authority is vested in higher and middle managers as well as 

those at the top. 

In addition the findings show that for American 

managers competition represents more of a major value than 

for Jordanian managers. A possible explanation is that 

America is more advanced in industry and technology than 

Jordan. A related implication is that American managers are 

oriented toward risk-taking more than the Jordanian 

managers. Again, Islam considers risk as gambling; 

therefore, it is not an acceptable behavior. In addition, 

the poor economic conditions in Jordan do not encourage 

risk-taking in that country at the time of this writing. 

Similar to value orientations, value profiles, and 

behavior analysis, the value-behavior relationship has 

further implications. The findings of this study imply that 

the personal value systems of Jordanian and American 

managers play an important role in their managerial 

decisions. However, the success of public, mixed, and 

prxvate organizations relatively depends on the development 

of competent managers in Jordan and America. 

Jordanian managers carry on day-to-day managerial 

functions to the degree that these managers heavily 

influence the economic conditions in the country through 

their managerial decisions. Thus, Jordanian managers' 

decisions are important due to the complexity of the 
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industrialization battle they fight with limited resources 

in Jordan. This implies that Jordanian managers should 

recognize the influence of their personal values on their 

decision-making processes. The most obvious role of 

personal values is in attaching importance to various 

results to the decision making process of managers. For 

example, decision makers may agree on the specific 

probability involved, but the importance of any particular 

result will vary with the perspective of the decision 

makers. Although the aforementioned findings provide 

similar implications for American managers, they do not have 

the complexity of the industrialization battle and the 

limited resources like their Jordanian counterparts. In 

contrast to Jordan, America is a developed country with 

abundant resources and advanced technology. 

Since personal value systems influence the decision-

making process, and since the organization strategy is a 

stream of decisions, then managers' personal value systems 

may influence the organization strategy. This implies that 

there is a relationship between the personal value systems 

of Jordanian managers and the organizational strategy 

process. 

Since the personal value systems affect managerial 

decisions, and since success, motivation, commitment, 

satisfaction, and effectiveness are other dimensions, like 

decision making, of the managers' behavior, then the 
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managers' personal values may affect the aforementioned 

dimensions of their behavior. Consequently, one might infer 

that there are relationships between the personal value 

systems of managers and their managerial success and 

effectiveness, motivation, and job satisfaction. 

These implications raise an important issue. One might 

ask, "Whose value systems have the most likelihood to 

influence their behavior? Those of pragmatic managers, or 

those of their counterparts, the moralistic managers?" 

Actually, there is no definite answer. Some studies find 

relationships between the value systems of pragmatic 

managers and their behavior. Other studies find similar 

relationships for moralistic managers. 

Finally, the findings of the comparative analysis 

between the personal value systems of Jordanian and American 

managers have yielded other implications. In general, there 

are similarities and differences between the personal value 

systems of both groups. These findings imply that the 

dimensions affecting the value systems of both managerial 

groups are different. This implication is compatible with 

the different cultural factors in the two countries relating 

to social, economic, and political factors. 

Similarities between the personal value systems of 

Jordanian and American managers raise an important issue. 

Based on these similarities, who is moving toward the other? 

The implication here is that either Jordanian managers are 
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inclined to share the values of American managers 

(Operative, Adopted, Intended, and Weak Values) or vice 

versa. In fact there is no definitive answer. 

In general, social values are in a state of transition 

arising from the disruption of traditional values and the 

search for appropriate guidelines for progress in 

modernization. One might argue the impact of the West 

(Europe, Canada, and the United States of America) on the 

Arab States. With respect to Jordan, British imperialism in 

1945 exposed the country to the West and to new values. 

Jordan learned to understand the superiority of Western 

business techniques and methods. Many Jordanians (students, 

businessmen, officials, and visitors) came to the West to 

pursue academic credentials and became familiar with Western 

values. 

On the other hand, many business firms and other types 

of social institutions were introduced by Western 

missionaries, foreign consultants, visiting professors, 

multinational corporations, and through several media of 

cultural transfers. The strongest impact of Western thought 

and technology has been felt in the cities. The effect on 

values is enormous for the whole Jordanian society. 

Jordan's present way of life began with a process of 

transformation toward modernization. Differences between 

those who adhered to the old ways and those who have adopted 

the new styles have taken three forms. The elite group of 
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the society (managers, lawyers, and doctors) have made a 

strong commitment to modernization for their personal 

success and national prestige. At the other extreme, those 

who rejected everything new and remain loyal only to the 

traditional, have continued to defend the religion as the 

basis for all thought and conduct. A third form consists of 

groups of intellectuals, many of whom were educated in the 

West, who have sought a compromise by blending the old and 

the new. 

This brief discussion supports the findings of the 

similarities between the value systems of Jordanian and 

American managers. Even if Jordanian managers are adopting 

some of the American managers' values, there is no evidence 

which ensures that this adoption will continue to 

accelerate. The implications of the findings of this study 

provide an opportunity for managers of multinational 

corporations to have a better understanding of the personal 

value systems of Middle Eastern managers. With this 

knowledge, foreign managers will be better equipped to 

prepare adequately for conducting business transactions in 

Jordan and other nations of the Middle East. 

Practical Implications 

Practical implications for the findings of this study 

concerning management practices in Jordan are evident. 



264 

These implications include the individual and the 

organizational levels. 

On the individual level, there are extensive practical 

implications for the use of personal values information in 

such management activities as employment selection 

procedures, motivation and compensation plans, transfers of 

managers, training and development programs, and other 

management activities. 

1. Values information can be helpful to improve 

employment selection procedures by matching an individual 

values with the value profile of any job, position, or 

career. Information about personal values also can be 

helpful to determine the approximate value match of 

prospective superiors and their subordinates in Jordan. For 

example, if such an approximate value match were achieved 

before employment, serious conflicting values between 

subordinates and superiors could possibly be avoided. 

2. Information on personal values can be helpful in 

designing motivation and compensation plans. For example, 

financial and non-financial compensation plans can be 

tailored to satisfy different groups. Work responsibility, 

promotional opportunities, and similar factors can be more 

important for some individuals than others who would prefer 

more of a financially-oriented incentive program. As 

suggested by Brown (1976), the importance of values in 

motivation cannot be overemphasized, and value is probably 
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the most ethical concept in the mix that determines 

motivated behavior. 

3. Understanding the personal values of managers can 

be helpful in work assignments and also in interdepartmental 

transfers of managers. This is very important, especially 

in the public sector where managers are not necessarily 

placed in their area of expertise and interest. 

4. Information about personal values can be helpful in 

providing more insight into managerial problems such as 

labor-management conflict, communication barriers, poor 

morale, failures in superior-subordinate relations, and 

declines in performance standards. 

5. Identification of personal values can be of great 

importance in designing training programs at every 

managerial level. It is possible to design special 

educational and training programs for managers through 

departments of management in the Jordanian universities and 

the Institutes of Management and Development in Jordan. The 

task of designing and implementing a training program for 

managers with different values is very complex. 

The major step in this training program is to identify 

the primary value orientations of participating managers. 

For instance, it can be said that ethical standards as to 

what is considered "right" are highly subjective for 

moralistic managers, and therefore allow great manager-to-

manager variability. In contrast, the pragmatic managers' 
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perceptions of what they consider "successful" is likely to 

be more objective. It may also be argued, as England (1975) 

indicated, that ethical norms are more firmly ingrained in 

the individual's personality than success standards, thereby 

rendering the former less amenable to change. In such 

cases, it is easier to modify the behavior patterns of 

pragmatic managers than those of moralistic managers. Not 

only would a more individualistic program of behavior 

modification be required for moralistic managers, but such a 

program would also be on a more intensified scale. 

It is also expected, as England recognized, that the 

primary orientations of managers would make them sensitive 

to training and educational programs utilizing different 

underlying rationales and methods of reasoning. While 

pragmatists would be more influenced by pragmatical 

arguments, moralists would likely be more influenced by 

approaches utilizing philosophical and moral justifications. 

However, a training program can be successful if it is 

directed toward the following: 

1. It should emphasize and develop dimensions of 

competence values (Achievement, Ability, Creativity, 

Ambition, Cooperation, and Change). Emphasis on these 

values would be expected to influence a manager's behavior 

as well as the way he or she judges and evaluates others. 

2. A multivalue communication technique should be 

developed considering existing managers, employees, workers, 
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and departmental values. For example, to secure obvious 

channels of upward communication, management should clearly 

demonstrate that it would listen to employees' opinions and 

consider expressions of values which might conflict with its 

own. This implies that employees do not have to tell 

management only what it always wants to hear. 

3. Great progress in the program could be made if it 

would lead to convincing Jordanian managers of the following 

simple truths: (a) managers' points of view are not the 

only perceptions, (b) most business and management issues 

are not absolutely black or white, but have some gray areas, 

and (c) when managers differ in their values from other 

managers' values, no one is necessarily wrong, ignorant, or 

stupid. Merely their points of view are inconsistent. 

On the organizational level there are two important 

implications concerning the conflict in human values among 

individuals in organizations and the conflict between the 

values of individuals and their organizations. 

1. Analysis of the personal value systems of Jordanian 

managers correlated with variations in the value patterns of 

the responding managers. Thus, some individual managers may 

value organizational goals more than personal goals. Other 

managers may not only have intercategory differences in 

values, but they could also differ in values within each 

category of concepts. Thus while two managers may assign 

greater relevance to Organization Goals, one of them may 
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consider Organizational Stability and Organizational 

Efficiency to be more important while the other manager may 

regard Employee Welfare to be more important. This means 

that such conflict might lead to a situation where 

management in Jordan could face troublesome areas such as 

poor employee morale, decline in performance standards, 

failures in superior-subordinate relationships, and 

communication problems. In addition, different value 

profiles could create a gap between how an organization runs 

and the way it should run. This implication suggests that 

change team members with similar values would most likely 

work together. 

2. The conflict between the individuals' values and 

their organizations' values is serious. This implies that 

efforts to clarify and merge personal and organizational 

values would have a significant results for both managers 

and their organizations in Jordan. Incompatible values 

between managers and their organizations in Jordan might 

take its toll on both personal effectiveness and 

organizational productivity. This implication requires 

establishing shared values through management training 

programs to solve value conflict between managers and their 

organizations in Jordan. 
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Recommendations for Future Research 

Based on the findings of the present study, several 

recommendations for future research are presented. These 

recommendations would be directed toward organizations in 

Jordan, in particular, and to universal management and 

organizational behavior theories, in general. 

With respect to Jordanian organizations, the following 

recommendations are presented: 

1. The limitations of this research study mentioned in 

Chapter One, require the replication of this study in 

Jordanian organizations in order to observe possible changes 

in Jordanian managerial values and value systems over time. 

Replication would provide the possibility of generalizing 

the findings of this study beyond the 166 sampled Jordanian 

mangers. 

2. Further research should be conducted in Jordanian 

organizations to examine and analyze the relationship 

between the Jordanian managers' personal value systems and 

other aspects of behavior such as managerial success, job 

satisfaction, and leadership styles. 

3. Extensive research is needed to examine the effect 

of Jordanian managers' value systems on Jordanian 

organizations' structure and performance. 

4. Further research should be conducted in Jordanian 

organizations to determine the influence of demographic and 
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organizational variables on the Jordanian managers' personal 

value systems. 

With respect to universal management and organizational 

behavior theory, the following suggestions are presented: 

1. Further research on personal value systems should 

primarily focus on longitudinal studies. The stability of 

value systems is a debatable issue, and it has to be 

examined. Lusk and Oliver (1974) supported the permanence 

of personal value systems as a perceptual framework. 

Qualified support for these findings came from Posner and 

Schmidt (1984). Consequently, additional longitudinal 

studies are needed. It is important to study the value 

systems of a group of respondents over a period of time, 

while these individuals pass through different stages of 

their careers. Such studies would be valuable, for 

instance, in determining whether the individuals' value 

systems change at different levels of managerial 

responsibility or with changes in specific demographic 

variables.. 

2. Further research on personal value systems should 

focus on how the optimal level of value congruity can be 

derived. As suggested in the literature, the more congruent 

are the personal values and organizational goals, the more 

efficient and effective is the organization. It would be 

useful to know at what level value congruity is optimal. 
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I The 
University of OkCahoma 
CENTER FOR ECONOMIC AND MANAGEMENT RESEARCH 
COLLEGE OF BUSINESS ADMINISTRATION 
307 West Brooks Street, Room 4 
Norman, Oklahoma 73019 
(405) 325-2931 

May 13, 1988 

Mr. Abdalla F. Hayayneh 

2121 Stella House #10 

Denton, TX 76201 

Dear Mr. Hayayneh: 

I appreciate your recent letter with more detail about your use of the PVQ and I 

am pleased to give you permission to use it in the research effort you describe. 

Please send me a copy of your dissertation when completed so I can add it to the 

previous PVQ research. I enclose a copy of the PVQ as you requested. 

Sincerely yours, 

I wish you the best success in your work. 

Sincerely yours, 

George^w. England A 

Director CEMR and/ 

Professor of Management 

do 

enclosure 
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PERSONAL VALUES QUESTIONNAIRE 

This questionnaire has been adopted from George W. England's 
"Personal Values Questionnaire" for use in a study of 

PERSONAL VALUE SYSTEMS OF JORDANIAN AND AMERICAN MANAGERS: 

A CROSS-CULTURAL STUDY 

By 

Abdalla F. Hayajneh 

University of North Texas 

College of Business Administration 

Management Department 

Denton, TX 76203 

May, 1988 
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PERSONAL VALUES QUESTIONNAIRE 

This questionnaire is part of a research study of personal values. 
The aim of the study is to find out how individuals look at a wide range of 
topics. These topics are about goals of business organizations, personal 
goals of individuals, ideas associated with people, ideas about general 
topics, and groups of people. 

You will be asked to judge the degree to which each topic is 1) 
important. Then you will be asked to specify which of the three 
descriptions (successful, pleasant, right) best, less, and least indicates 
the meaning of each topic to you. 

Under no circumstances will your individual responses be made 
available to anyone except the research workers. The data we are 
attempting to gather are for use only in our research project on personal 
values. 

In advance we wish to thank you for your participation in this study. 
It is through cooperation in studies such as this that we all advance our 
understanding of human behavior. 

Instructions 

Rate how important a topic is to you by placing an "X" in the 
appropriate space: the left space in the left rectangle signifies high 
importance, the middle space average importance, and the right space, low 
importance. 

Then specify which of the three descriptions (successful, pleasant, 
right) best indicates the meaning of the topic to you; indicate your choice 
by placing the number "1" on the line under it in the right rectangle. 
Then indicate which description least indicates the topic's meaning to you 
by writing the number "3" in the space provided. Finally, write the number 
"2" under to the remaining description. Complete all topics in this manner 
and check to see that the three descriptions for each topic have been 
ranked in the manner instructed. 

Examples 

As an example, take the topic patriotism. If you felt that it is of 
high importance, you would make a check mark in the left space in the left 
rectangle as indicated. If you felt that of the three descriptioins 
(pleasant, right, and successful) "right" best indicates what the topic 
means to you, you would write the number "1" under "right". If the 
description "successful" least indicates what the topic means to you, then 
you would write the number "3" under "successful", as shown in the sample 
below. Then you would place the number "2" under the remaining 
description, in this case "pleasant". 
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For some topics you may feel that none of the descriptions apply• For 
example, you may feel that for the topic dishonesty, neither pleasant , 
"right" nor "successful" indicates the meaning to you. If you have this 
trouble, you may begin by deciding which description least indicates the 
topic's meaning to you. For example, for the topic dishonesty if you felt 
that "right" least indicates the topic's meaning to you, you would write 
the number "3" under "right", and so on for the remaining descriptions as 
shown in the sample. 

Sample 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

Patriotism X 2 1 3 

Dishonesty X 2 3 1 
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GOALS OF BUSINESS ORGANIZATIONS 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

Employee welfare 
High productivity 
Industry leadership 
Organizational 

efficiency 
Organizational 

growth 
Organizational 

stability 
Profit maximization 
Social welfare 

PERSONAL GOALS OF INDIVIDUALS 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

Achievement 
Autonomy 
Creativity 
Dignity 
Individuality 
Influence 
Job satisfaction 
Leisure 
Money 
Power 
Prestige 
Security 
Success 
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IDEAS ASSOCIATED WITH PEOPLE 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

Ability 
Aggressiveness 
Ambition 
Compassion 
Conformity 
Cooperation 
Honor 
Loyalty 

Obedience 
Prejudice 
Skill 
Tolerance 
Trust 

IDEAS ABOUT GENERAL TOPICS 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

Authority _____ _____ _____ 
Caution " _____ _____ _____ _ _ _ 
Change ~ — — — 

Competition ~ _____ _ Z Z 
Compromise " _____ 

Conflict " _____ _ _ _ _ _____ _____ Z Z 
Conservatism " 

Emotions " _____ _____ _ _ _ Z Z 
Equality "* _____ _____ _ _ _ _____ _____ 
Force " ____ _____ 
Liberalism " _____ _____ 
Property "* 
Rational "" _____ 
Religion 
Risk ~ 
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GROUPS OF PEOPLE 

Concept High Medium Low Pleasant Right Successful 
Import. Import. Import. 

All Employees _____ ____ 
Customers . __ 
Government 
Highly Skilled 
Workers _____ ___ 

Labor unions ___ 
Manager 
Me 
My boss 
My company _____ _____ _____ 
My co-workers 
My subordinates 
Owners 
Semi-skilled workers _____ 
Stockholders 
Technical staff 
Unskilled workers 
White-Collar 
Employees 
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BEHAVIORIAL MEASURES 

DIRECTIONS 

Following are a set of five job incidents which a business manager 
may encounter in the daily performance of his duties. Below each incident 
are a number of statements of action that he could take to solve the 
problem presented in the incident. Read each incident carefully, then 
decide which statement of action you would take to solve the problem. 

Job Incident 1 

Assume that you are the owner-director of a small manufacturing 
company. Recently your employees have been complaining about the cafeteria 
and rest room facilities at the factory. These facilities were remodelled 
25 years ago, and since then they have had only routine maintenance. 
Knowing that the anticipated profits for the year are 6,000 Jordanian 
dinars (about average for the company), which of the following actions 
would you take? 

_ _ _ Installation of new equipment, complete repainting and cleaning— 
expected cost 1,800 Jordanian dinars. 

Partial installation of new equipment, complete repainting and 
cleaning—expected cost 750 Jordanian dinars. 

Major repairs, repainting and cleaning—expected cost 380 Jordanian 
dinars. 

Leave the facilities as they are. 

Job Incident 2 

Assume that you are the manager of the Research and Development 
Department. In your section are ten engineers who specialize in a phase of 
engineering in which there has been great breakthroughs in knowledge. As 
a result, it is only the engineers who have graduated in the last few years 
who are trained with respect to the new knowledge. 

You, as the manager of this section, have been asked to make a 
recommendation about retraining the "obsolete" engineers or letting them go 
and hiring recent graduates. You have found that retraining would take 
about six months of full time study on the part of the "obsolete" 
engineers, and it is not certain that all would successfully complete 
training. You know that these ten engineers have made significant 
contributions to the company in the past and have an average tenure of 
seven years. 



281 

Which of the following would you recommend? 

Retrain all the engineers and have the company pay all retraining 
costs. 

Retrain all the engineers and have the costs of retraining shared 
equally by the company and the individual. 

Retrain only those engineers who are judged to be "trainable" and have 
the company pay all retraining costs. 

Retrain only those engineers who are "trainable" and have the cost of 
retraining shared equally by the company and the individual. 

No retraining. Retain only those engineers who can continue to make 
significant contributions to the company. 

Job Incident 3 

Assume that you are the general manager of a manufacturing company. 
Your Research and Development Staff have been working of a project aimed 
at the development of an automated plant which will result in substantial 
reduction in the labor costs of production. It is expected that this 
plant can be made operational in five years if necessary funds are 
available for R & D . 

The problem is securing the necessary funds for R & D . One 
alternative which would represent the lowest cost to the company is as 
follows. The production workers are union members. The union has been 
pushing for a retiring pension plan for its members and it is willing to 
accept a plan in which the benefits become available only after an employee 
has put in 20 years service with the company. The company has been opposed 
to the plan in the past because it felt that the potential costs of such a 
plan could not be accurately estimated. 

Negotiations for a new industrial agreement or award are coming up in 
a few months. In view of the projected automated plant, the company will 
no longer need most of the current work force after five years, and 
therefore the cost of accepting the pension plan would be relatively small. 
You have also ascertained that the union will accept a wage increase of 
about ten piasters per hour less that what would be the case if the 
retiring pension plan is not adopted. Assume that the total number of 
production hours per year are such that the required funds for R & D can be 
obtained through reduction in production costs in this way. 
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Indicate your willingness to obtain the R & D funds by putting an X at 
the appropriate place. 

Not Willing Completely 
at all willing 

1 2 3 4 5 6 7 8 9 10 

Job Incident 4 

Assume you are the administative manager in a company and you are 
evaluating two senior clerks for a newly created position of assistnat 
manager in your department. Both have worked for you for the past five 
years and are equally competent. However, the two men differ in the 
following way: 

Mr. Ahmed is a very creative man who has been constantly making 
suggestions for improvement in office procedures. Although all his ideas 
are not practical ones, you have, in the past, adopted some of his 
suggestions. Mr. Ahmed is sincere and hard working ahd he can be helpful 
to others, if he is asked for his help. He is, however, not a very popular 
man in the department, because other employees do not like procedural 
changes and extra pressures which they think are unnecessary at times. 

Mr. Ali, equally efficient as Mr. Ahmed, is not a "man of ideas." He, 
on the other hand, is very a congenial and well liked person. He goes out 
of his way to help others whenever they have problems. He is definitely 
contributing to the good morale of your department. He enjoys the 
reputation of a kind man. 

Please indicate: 

Whom would you recommend: 

Mr. Ahmed Mr. Ali 

Job Incident 5 

Assume that you are appointed as the manager of a recently reorganized 
personnel division of a middle sized manufacturing company. You have a 
personnel assistant in your division who directly reports to you and is of 
roughly similar background as yours. You are responsible for the total 
operation of your division. Given that you have to hire two technical 
employees for the Quality Control section of the company, which of the 
following functions would you delegate to your assistant? 

Please note that the following functions are arranged in sequential 

order so that each subsequent function includes all the preceding 

functions. 
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Calling a placement office and placing orders. 

Calling newspapers for placing advertisement, and compsing same. (In 

addition to the preceding) 

Screening the applications and selecting a list of candidates to be 
called for interviews (In addition to the preceding) 

Interviewing the candidates and, after selecting two persons, sending 
them to the supervisor of Quality Control for final approval. (In 
addition to the preceding) 

Making a offer to those finally chosen. (In addition to the 

preceding) 

Negotiating with the candidates, if the first offer is not acceptable, 

and making the final offer. 



284 

DEMOGRAPHIC AND ORGANIZATIONAL DATA 

DIRECTIONS: Please repsond to each o£ the following items: 

1. Your gender: a) male b) female. 

2. Your Marital Status: 

a) Single b) Married 
c) Divorced d) Remarried 
e) _____ Widow f) Widower 
g) Other (please specify) 

3. Date of Birth: 

4. Number of years of formal education: 

5. Your formal education (check the highest one) 
a) Some high school e) Bachelor's degree 
b) High school degree f) Master's degree 
c) Some college g) Doctorate 
d) Technical training h) other (please specify) 

6. Your major field of study: 
a) Humanities e) Biological Sciences 
b) Fine Arts f) Social Sciences 
c) Engineering g) Business Administration 
d) Physical Sciences h) Other (Please specify) 

7. Country awarding your highest education degree: 
a) Middle East c) USA/Canada 
b) Europe d) Other (Please specify) 

8. Your annual income in Jordanian dinars (JD): 

9. Number of years of employment experience (paid work): 

10. Number of years of managerial experience: 

11. Your job title: 

12. Your Managerial Level: 
_____ a) Top level management (those managers in the highest level 

position: presidents, general managers, chief executive 
officers) 

b) Middle level management (these positions include: deputy 
general manager, vice- presidents, division heads, branch 
managers) 

c) Lower level management (these positions include: heads 
of department, heads of sections, supervisors) 

d) Other (Please specify) 
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13. Nature of Your Organization ownership: 
a) public (government ownership) 
b) Private (National ownership) 
c) mixed (government and citizens' ownership) 

14. Nature of business (industry) of your organization: 
a) Agriculture f) Government 
b) Construction g) Services 
c) Manufacturing h) Marketing, Sales, distribution 
d) Transportation & i) Finance/insurance, and Real 

Public Utilities Estate 
e) Wholesale and 

Retail Trade j) Other (Please specify) 

15. Size of your organization (Number of employees at your location) 
a) 0-49 f) 400-499 
b) 50-99 g) 500-599 
c) 100-199 h) 600-699 
d) 200-299 i) 700-1000 
e) 300-399 j) over 1000 

16. Size of your organization total work force (at all locations): 

17. Your present department in your organization: 
a) Production/ f) Information/legal 

Operations 
b) Sales/Distribution g) Public Relations/advertising 
c) Engineering h) Research & Development 
d) Finance/Accounting i) General Administration 
e) Personnel/ j) Other (Please specify) 

Industrial Relations 

18. Would you like to receive a copy of the findings of this research? 
Yes No 
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Ui-Ji oti-Jt ŝ i (x) a-iU ) 

• 5JI*J1 __ T 

' lijJI ^ . n 

( T* - T. ) • • . (1) 

( n - r . ) * • • M 
( n - ro ) • • • w 

( « - «. ) • • • (•») 
( M — fo ) . . . (J») 
(<>psLa o • ) • • • b) 

—-J|J5I *^->jt 

( o — • ) • • • 0) 
( !• - 1 ) * \ # M 

( \o - n ) • • • M 
( T* - n ). • • • (J) 
( r- - ti ) . . . (A) 

( f • C-4 ^' ) * * * (j) 

- r 

- { 

- i r -



302 

* JioJl _ 0 

( !••• o-» J3l ) . . . (f) 

( — ! • • • ) . . . 

( mhi - r*«« ) . . . (j.) 

( iiw - £... ) . . . (J) 

( !».. — 0... ) . . . 

( !••• t>» >SSl ) * • * (j) 

? >-4- yiJl di-}4 oJ jJi , H _ ^ 

jJl . . . ,»Ue } . . . (t) 

' f U — 1 ( 4Ja-ji*JJ 3jlu5l J j j ) . . . (w) 

• gJl • # • g«^^ VMiU 

• ts* -w^« 3^iU y-a-i ( Sjijjfj c^c ) . . . ^ 

. jJl . . . i*—3 yjrr-tj , yl^ywj u-rfZ-j 

^ J**5 vjiJl ASjiJI 4-SJU £jbi ... y 

* l„- ( ) . . . (] J 

0- OJ'*1 "J In,:, ( ^Uk3 ) . . . _̂,J 

• S w j J | 

. >,• ttM„IJ • *J^lS S-SJU ( yali ^Lkj ) . . . ^ 

? 1-5- J--S #ZJt «—^J| ^ f j J C 2._ L _ A 

( * — . 1 ^ 1 ) . . . (t) 

( • -.Jl ) . . . M 

( C •• 11 •• ) . . . 

±L. 



( IaLsJI c»Lau>Jt j cO^I_*^JI ) 
303 

( 1 t - * ytf—1*1—*Jl U•>* • L t i ) ? |J«jli i^j" 11 

( t \ - ' 

( \ * i - 0< 

( inn - t« 

( m - T -

( n n - t * * 

( *nn - i . . 

( ©nn — ©•• 

( i nn - v » 

( 1 • * • — Y** 

*• C.i.'•' ( \ * * • ( j * j ~ & I 

? ( j j tmf JrfUlC 

• o t j 1 a r , j ^ U w l 

* & j J ~ J o l - * j 

» 

• J 

• *-+*\ ; ,n j i oUJiLiJi j l (^asjtaftji 

• 4——^-'-5 u j j ~ / Criba-Jl 

• I f 4.0 l_£ •--! «̂ l» 

(•») 

w 
(j) 

U ) 

H 

(i) 

( d ) 

- n 

(1) 

M 
( * ) 

(•>) 

W 
(j) 

(j) 

w 

w 

(01) 

^ 2 J t 

(1) 

w 

w 

(•>) 

H 

( j ) 

U 

- v 

— \ 0 — 



304 

* I—il . . . (1) 

• 24s-> Uj±-» ... (v) 
. • • (*) 

* 4"=N-' ^ J--P |*_y_Le * * * b ) 

• **«??#> . . . (^ ) 

• f J _ u . . . >j) 

• JLaxI 2_ |̂ * • * b ) 

• *Sj~»1 fjJ* . . . (,») 

? 4^4 4JL$-£ o -U l ^ple c - L » k$jJl aJLJI 

. J * j 5 f l J > U I 
* • • ( I ) 

• u - j ^ j i 
' * ' M 

• 1 J i S j USL^ I 
* * • ( * ) 

• ^ >1 JiL—- . . . (J) 

t r 

- n -



APPENDIX D 

LETTER TO JORDANIAN MANAGERS 

305 



306 

. AJLJI f 

/ 0--J1 

* 11 m.'J f J 

*-»j ib«-ii o m I . . , .J<" , * . ^ u „ , u i j j ' - y u i . ^yuji 

4 j l " i*1 f"5 u1 -' .'"••*! I Aft J±c y j i u A ^ j J J l o l J l L i ^ S I >-—» 

A ^ L ! f A u ^ j - * *JJ! J - * k-JUfcJJ Ju«5f l t j \ JL , S j L f i o t -JJa i* 

* A••*-•->* J" *•>*"'«-II c-U-VjJl . ig^^SaUl y»L-Si JL*S «- T ' 7- . - 11 u 11 

f S i j U - S j p«?-,.iH • ' iSjS£ J^-JU I j , U i - , - 0 I V - ^ l j 

,il> «JI 

-^> t.j | II gj ,xj j j ~ < ' M 

« — - j U i f l JUCJVI 4-JS 

5 f j - U J l f -J i 

1 j ' > I A ,a«U»sJ| 



APPENDIX E 

FOLLOW-UP LETTER TO JORDANIAN MANAGERS 

307 



308 

j J \ ^J\ . *JJl f . 

* a. ^ ^ 1 I ̂  4mIÂ  
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PERSONAL VALUES QUESTIONNAIRE 

This questionnaire is a part of a personal values study. The object 
of this study is to have individuals evaluate various concepts which 
are about 1) groups of people, 2) personal goals, 3) goals of organi-
zations, 4) ideas associated with people, and 5) ideas about general 
topics. 

You will be asked to determine the degree of importance of each 
concept to you and to rank the descriptions ( Pleasant, right, 
successful ) as they best determine the meaning of each concept to 
you. 

Please be satisfied that your individual answers will never be 
disclosed to anyone except the researcher. The data that I am trying 
to collect is only for this research project on personal values of 
Jordanian managers. 

In advance, I would like to thank you for your participation in 
this research study. It might be important to indicate that the 
progress in understanding Jordanian managers' behavior comes from your 
cooperation and participation in studies such as this one. 

DIRECTIONS 

Please determine the degree of importance for each concept by 
putting the letter (X) in the right place. In the left rectangle, 
three lines after each concept indicate the degree of importance for 
each concept. Put the letter (X) on any line ( but only one line ) 
after the specific concept under: high importance, medium importance, 
or low importance to indicate the degree of importance for each 
concept. 

Then rank the three descriptions ( Pleasant, right, successful ) 
in the right rectangle. On any of the three small lines following the 
specific concept, put a number one (1) on the line under the descrip-
tion that best fits the meaning of the specific concept to you. Then 
put a number three (3) under the description that least fits the 
meaning of the same specific concept to you. Finally, put a number 
two (2) on the small line under the remaining description for the same 
specific concept. Please notice how you must assign an approoriate 
number to each descriptions. 

SAMPLES 

Consider the concept " Patriotism, " for example. If you believe 
that this concept is of " high importance " put the letter (X) on the 
small line under " High importance " in the left rectangle. Here, you 
may choose only one degree of importance ( high, medium, low ). 
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With respect to the three descriptions, If you velieve that 
the description " right " best fits the meaning of " Patriotism " 
to you, please put a number one (1) on the line under " right " in 
the right rectangle. And if you believe that the description 
" successful " least fits the meaning of " Patriotism " to you, 
please put a number three (3) on the small line under the descrip-
tion " successful " in the same rectangle. Then put the number two 
(2) on the small line under the last description " right " as it 
appears in the drawn sample. 

However, you might feel that none of the three descriptions 
apply for certain concepts. The concept " dishonesty ", for example, 
might be the concept that fits none of the descriptions (Pleasant, 
right, successful ). 
In this case, you may choose the description that least fits the 
meaning of the concept to you. If you believe that the description 
" right " least fits the meaning of this concept, than put a number 
three (3) on the small line under that description. Then do the same 
for the other two descriptions ( Pleasant, Successful ) as shown in 
the sample. 

Sample 

Degree of Importance 
* 

Concept High Medium Low Pleasant Right Successful 

Patriotism 

Dishonesty 

„_x_ 

-JL 
—2L 

—1. 
-JL 
- J -
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GOALS OF BUSINESS ORGANIZATIONS 

Concept 

Degree of Importance 

Pleasant Right Successful 
Concept High Median Low Pleasant Right Successful 

Welfare of Employees 
High productivity 
Leadership of Industry 
Efficiency of 

Organization 
Growth of 

Organization 
Stability of 

Organization 
Maximization of profit 
Social Welfare 

i 
t 

i 
i 

i 
i 

i
i 

i
i

i
i 

i 
i 

I
I 

i 
t 

i 
i 

i 
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I
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I
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I
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I
I

I
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I
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* 
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i 
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i
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• 
i 

i 
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i 
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i
i 

I
I

I
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I 
I 

I
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I 
1 

I 
1 

1 
1 

I
I 

I
I

I
* 

• 
1 

I
I 

I
I

I
I 

1 
1 

I 
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PERSONAL GOALS OF INDIVIDUALS 

Concept 

Degree of Importance | 

High Medium Low \ Pleasant Right Successful 

Achievement 
Autonomy 
Innovation 
Dignity 
Individuality 
Influence 
Job Satisfaction 
Recreation 
Money 
Power 
Prestioe 
Job Security 
Success 
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IDEAS ASSOCIATED WITH PEOPLE 

Concept 

Degree of Importance 

High Medium Low Pleasant Right Successful 

Ability 
Aggressiveness 
Aspiration 
Sympathy 
Agreement 
Cooperation 
Honor 
Loyalty 
Obedience 
Discrimination 
Skill 
Forgiveness 
Trust 

.1 1 
IDEAS ABOUT GENERAL TOPICS 

Degree of Importsnce 
V 
I — 

Concept High Medium Low j Pleasant Right Successful 

Authority 
Caution 
Change 
Competition 
Compromise 
Conflict 
Conservatism 
Emotions 
Equality 
F orce 
Liberalism 
Ownership 
Reasonable 
Religion 
Risk 
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GROUPS OF PEOPLE 

Degree of Importance 

ConCept j High Medium Low j Pleasant Right Successful 

All employees 
Customers 
Government 
Highly Skilled 
workers 

Unions of Labor 
Managers 
I 
My Superior 
My Company 
My Co-workers 
My assistants 
Owners 
Semi - Skilled Worker^ 
Stockholders 
Technical Staff 
Unskilled Workers 
White-Collar 
Employees 
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MEASURES OF BEHAVIOR 

A set of five job incidents will be used to measure the behavior 
of Jordanian managers. These job incidents may face managers in their 
daily duties. Each job incident consists of a number of action state-

the incidentmanag6rS ^ ° U t t 0 S° l v 6 th® p r o b l e m specified in 

Please read each job incident carefully, then choose the best 
action statement. Put the letter (X) in front of the best solution to 
you • 

FIRST JOB INCIDENT 

Suppose that you are the owner and the director of a small 
U£ln? Suppose also that the employees are complain-

in. «W " e faciHties of the restrooms and the cafeteria of 
I! L [ e 8 8 n company. The facilities were repaired 25 years ago and 
of routine maintenance is still going on. 

If your company's expected profits for this year are 6,000 JD 

Frnm°f£ aJ e"9®. f o r yoVr company ), which action would you choose 
from the following choices? Please choose only one answer that .best 
solves the situation. ----

Retaliation of new equipment and completion of repainting and 

cleaning. Expected cost 1,800 Jordanian dinars. 

Mr^ l a l .in®tal^ati°n o f new equipment and completion of repain-
ting and cleaning. Expected cost 750 Jordanian dinars. 

Major repairs by repainting and cleaning. Expected cost 380 
Jordanian dinars. 

Leave the facilities without new equipment, nor major or partial 
repainting and cleaning. 

SECOND JOB INCIDENT 

Suppose that you are the manager of the Research and Develop-
ment Department- You have ten engineers who sepcialize in a certain 
phase of engineering. A great development and progress have happened 
in that areas of engineering. Consequently, recently graduated 

knowledge ^ ^ t r a i n e d i n t e r m s o f t h e n e w developments of 

4-k ? "lana9er, you have been asked to recommend either to retrain 
®!l9iue!rS ° r t 0 h i r e r e c e n t ly graduated engineers. You 

have discovered that retraining those absolete engineers requires 

! n U J A r full-time study. In addition, you are not sure that 
all of those engineers will complete training successfully. However, 
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these 10 engineers have contributed significant services to your 
company in the past. They have had an average of 7 years of 
employment at the company. 

Based on this information, which of the following would you 
recomend? 

All engineers have to be retrained and the company has to pay 
all costs of retraining. 

All the engineers have to be retrained and the costs of 
retraining have to be divided between the company and the 
engineers. 

Only those engineers who are judged to be trainable have to 
be retrained and the company has to pay all costs of retrain-
ing. 

— - Only those engineers who are trainable have to be retrained 
and the costs of retraining have to be equally divided between 
the company and the engineers. 

No retraining. Keep only those engineers who can continue to 
make significant contributions to the company. 

THIRD JOB INCIDENT 
t 

Suppose that you are the general manager of a manufacturing 
company. The staff of your Research and Development Department have 
been trying to develop an automated plant in order to substantially 
reduce the labor cost of production. 

The major problem facing you is how to generate the required 
funds for your Research and Development Department. One of the 
available solutions which is of low cost to your manufacturing 
company is as follows: 

The union has been pushing for and is ready now to accept 
a retiring pension plan for its members. The benefits of this plan 
will be deserved after 20 years of actual amployment with your 
company. But the company has rejected this plan because the company 
was not able to estimate the potential cost of this pension plan. 
However, negotiations for a new industrial agreement will start in 
the next few months. From the point of view of the projected 
automated plant, your company no longer will be in need of the 
majority of the present employees after 5 years. So the costs of 
accepting this retiring pension plan is relatively small. In addi-
tion, if you do not adopt this retiring pension plan, the union 
will accept a wage increase of about 10 piasters for every hour 
less than what should be. Suppose that the required funds for your 
Research and Development Department, which can be generated by 
reduction costs, equal the whole number of production hours for 
every year, show your willingness to generpte the funds of the 
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Research and Development Department in this way, by putting the 
letter (X) at the right number ( only one ) according to you. 

Not Willing Completely 
at all Willing 

1 2 3 4 5 6 7 8 9 10 

FOURTH JOB INCIDENT 

Suppose that you are the administrative manager in a company. 
You are evaluating two senior clerks in your department to choose 
one of them to be your assistant manger for a recently generated 
opening at your departments. Both clerks have worked for you during 
the past five years. Although both of them are equally competent, 
they differ from each other as follows: 

Mr. Ahmed is a very innovative clerk. So he has been always 
suggeseting ideas to improve office procedures. You have adopted 
some of his innovative suggestions in the past although not all 
of his suggestions were applicable ones. Mr. Ahmed is also sincere 
and hard working. If he is asked for help, he can be helpfull to 
others. Because other employees do not like changes in procedures, 
Ahmed was not a very wej t- liked man in the department. 

Although both Mr. Ali and Mr. Ahmed are equally efficient, 
Mr. Ali is also a very kind and well-liked person. Whenever other 
employees have problems, he shows interest in helping them. Mr. 
Ali also is contributing to the good morale of your department 
and he is gaining the reputation of a kind man. 

Whom would you recommend ? ( Choose one of them ) 

Mr. Ahmed Mr. Ali 

FIFTH JOB INCIDENT 

Suppose that you are the manager of a recently reorganized 
personnel division of a middle sized company. You and your personnel 
asesistant share nearly the same background. The total operations of 
your division are your responsibility. 

If you have to hire two technical employees for the Quality 
control Section of your company, which of the following functions 
would you delegate to your assistant ? 

Please note that the following functions are arranged in 
sequential order so that each subsequent function includes all the 
preceding functions. 
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Call a placement office and place orders. 

Call newspapers for advertisement, and composing same. ( In 
addition to the preceding ). 

Screen the applications to select a list of candidates to 
be called for interviews ( In addition to the preceding ). 

Interview the candidates to select two persons and send 
them to the supervisor of Quality control for final approval, 
( In addition to the preceding ). 

Make an offer to those finally chosen. ( In addition to the 
preceding ). 

Negotiate with the candidates, if the first offer is not 
acceptable, and make the final offer. 
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PERSONAL AND ORGANIZATIONAL INFORMATION 

DIRECTIONS: Please repsond to each of the following items; 

1. Your gender: a) male b) female. 

2. Your Marital Status: 

a) — Single b) •- Married 
c) Divorced d) Remarried 
e) Widow f) Widower 
g) .... Other ( Please Specify ) 

3. Your age: — ' 

4. Your formal education ( Check the highest one ) 

a) Some high school e) Bachelor's degree 
b) High school degree f) Master's degree 
c) Some college g) Doctorate 
d) Technical training h) Other ( Please specify ) 

5. Your major field of study: 

""""" s) Humanities — —. e) Biological Sciences 
— b ) Fine Arts — ~ f) Social Science 
- c) Engineering — _ g) Business Administration 

d; Physical Sciences — h) Other ( Please specify ) 

6. Country, awarding your highest education degree: 

a) Middle East c) USA/Canada 
b) Europe d) Other ( Please specify ) 

7. Your annual income in Jordanian dinars (JD): 

8. Number of years of managerial experience: — -

9. Your Managerial Level: 

a) Top. level management ( those managers in the highest 
level position: Presidents, general managers, chief 
executive officers ). 

b) Middle level management ( these positions include: 
deputy general manager, Vice-President, division heads, 
branch managers )• 

c) Lower level management ( these positions include: heads 
of department, heads of sections, supervisors ). 

d) Other ( Please specify ). 
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10. Nature of your Organization ownership: 

a) Public ( government ownership ). 
b) Private ( National ownership ). 
c) Mixed ( government and citizens' ownership ). 

11. Nature of business ( industry ) of your organization: 

a) Agriculture 
b) Construction 
c) Manufacturing 
d) Transportation & 

Public Utilities 
e) Wholesale and 

Retail Trade. 

f) Government 
g) Services 
h) Marketing, Sales, distribution 
i) Finance/insurance, and Real 

Estate. 
j) Other ( Please specify ) 

12. Size of your organization ( Number of employees at your location ). 

a) 0 -49 
b) 50-99 
c) 100-199 
d) 200 -299 
e) 300 -399 

f) 400 -499 
g) 500 -599 
h) 600 -699 
i) 700 -1000 
j) Over 1000 

13. Your present department in your organization: 

a) Production/ f) Information/Legal 
Operations 

b) Sales/Distribution g) Public Relations/advertising 
c) Engineering h) Research & Development 
d) Finance/Accounting i) General Administration 
e) Personnel/Industrial - T — j) Other ( Please specify ) 

Relations. 

14. Do you like "to receive a copy this research finfing ? 

Yes No 
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