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ABSTRACT 

 

This study aims to identify the influential factors that affect application of 

Telework in Palestine. The study examined the factors through five major 

variables, which are management of technology, social responsibility, nature of 

job, individual skills and organizational culture. 

To fulfil the aim of the study, the researcher followed the statistical analytical 

approach. She used a questionnaire as a data collection tool. The study 

population was (53) persons working as teleworker in Work without Borders 

and Midad corporations, (50) questionnaires were recollected out of (53) 

questionnaires distributed. The collected questionnaires were analyzed by 

SPSS program for statistical analysis. 

Analysis of the results showed, that telework in Palestine is affected by many 

major factors.  

One of these major factors is the positive impact of effective management of 

technology and availability of advanced technology for telework. The presence 

of organizational culture supporting telework and the tendency to non-office 

work affects directly the application of telework in the institution. Although the 

nature of the job in terms of simplicity, complexity and dependence on 

technology required for achievement has a direct effect on telework. The study 

concluded that achievement of social responsibility by the telework institution 

and presence of adopting policies that support their social role, affect and is 

directly connected to the success of telework in Palestine. Finally, the study has 

shown that, individual skills and characteristics of telework employees affect 

the success of telework application in Palestine.   

The study recommended enhancing culture of telework focusing on marginal 

groups and increase awareness about the importance of telework as a solution 

for unemployment in Gaza Strip. The study emphasised on the importance of 

finding solutions for technological problems and defective logistic services in 

Gaza Strip to enable local teleworkers to compete in the international market. 

Finally the study stressed on the need for conducting further studies about how 

telework institutions can work effectively in the current complex situation in 

Gaza Strip. 
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 :الدراسة ممخص
  

العوامددا التددث تددؤ ر بمدد  تمبيددم  عنددع العمددا بدد. بعددت  ددث  مسددمي.   حيددث  تحتيددت  إلدد  التراسددة هدد   هددت ت
 : لعوامدددددا التدددددث تدددددؤ ر بمددددد  تمبيدددددم العمدددددا بددددد. بعدددددت مددددد.  ددددد ا  مسدددددة مت يدددددرات ر يسدددددية  وهدددددثتمدددددت تراسدددددة ا

 ، المهارات الفرتية و ال قا ة التعنيمية الونيفة إتارة التكعولوجيا ، المسؤولية الاجتمابية ، مبيعة 
 الإحصددددددا ث  حيدددددددث اعهدددددددا اسدددددددت تمتالوصدددددددفث لتحقيددددددم الهدددددددتا مددددددد. هدددددد   التراسدددددددة ، اتبعدددددددت الباح ددددددة المدددددددعه  

( موندددددا يعمدددددا بددددد. بعدددددت  دددددث  32الإسدددددتباعة كددددداتاة لجمدددددج البياعدددددات مددددد. مجتمدددددج التراسدددددة والددددد   يتكدددددو. مددددد. ) 
تددددددع  ،حيددددددث(  32) أصددددددا  مدددددد. اسددددددتباعة(  35)  قددددددت تددددددع تجميددددددج شددددددركة ابمددددددا بدددددد  حددددددتوت وشددددددركة مددددددتات ، و 

  ( SPSS) لتحميا الإحصا ثاتحميا الاستبياعات التث تع جمعها بواسمة برعام  
بشدددددكا  عمدددددث  تدددددا ريأ. العمدددددا بددددد. بعدددددت  دددددث  مسدددددمي.    التحميدددددا الاحصدددددا ث بدددددتة عتدددددا   أهمهدددددا أنهدددددرت عتدددددا 

 العتيت م. العواما الر يسية ب
التدددددث تدددددؤ ر بمددددد  تمبيدددددم العمدددددا بددددد. بعدددددت هدددددث الاتارة الفعالدددددة لمتكعولوجيدددددا  وتدددددو ر مسدددددتو   مددددد. هددددد   العوامدددددا

وجددددوت  قا ددددة تعنيميدددددة وأيضددددا   بدددد. بعددددت ددددر ايجددددابث بمددددد  تمبيددددم العمددددا وحددددتيث مدددد. التكعولوجيددددا لدددد  أ متمددددور
يددددؤ ر تددددا يرا مباشددددرا بمدددد  تمبيددددم العمددددا ال يددددر مكتبددددث إلدددد  العمددددا تددددت ج بالتوجدددد  العدددداع تددددتبع العمددددا بدددد. بعددددت و 

بمدددد   هدددداابتماتمددددت  والتعقيددددت و أمدددد. حيددددث البسددددامة  الونيفددددة عفسددددها أ. مبيعددددة كمددددا بدددد. بعددددت  ددددث المؤسسددددة   
 مصددددت التراسددددة إلدددد  أ. تحقيددددم ولقددددت مباشددددر بمدددد  العمددددا بدددد. بعددددت    لدددد  تددددا ير هدددداالتكعولوجيددددا ال لمددددة لتحقيق

 رسدددددمث ابتمدددددات مدددددج تدددددو ر التدددددث تعمدددددا  دددددث مجددددداا العمدددددا بددددد. بعدددددتالمسدددددؤولية الاجتمابيدددددة مددددد. قبدددددا المؤسسدددددة 
الاجتمدددددابث ، تدددددؤ ر و تدددددرتبم ارتبامدددددا مباشدددددرا  دددددث عجدددددا  العمدددددا  تورهددددداتدددددتبع التدددددث سياسدددددات لم تا دددددا المؤسسدددددة

العدددداممي. بدددد. يددددرا ، أنهددددرت التراسددددة أ. المهددددارات و ال صددددا   الفرتيددددة لممددددونفي. بدددد. بعددددت  ددددث  مسددددمي.  أ 
 تؤ ر بم  عجا  تمبيم العما ب. بعت  ث  مسمي.  بعت 

أوصددددت التراسددددة بتعليددددل  قا ددددة العمددددا بدددد. بعددددت مددددج التركيددددل بمدددد  الف ددددات المهمشددددة وليدددداتة الددددوبث حددددوا أهميددددة 
أكددددتت التراسددددة بمدددد  أهميددددة إيجددددات حمددددوا لممشدددداكا وقددددت  لبمالددددة  ددددث قمدددداه  ددددلة لمشددددكمة االعمددددا بدددد. بعددددت كحددددا 

مدددددد.  المحميددددددي.العدددددداممي. بدددددد. بعددددددت  لتمكددددددي. ددددددث قمدددددداه  ددددددلة المتواضددددددعة التكعولوجيددددددة و ال ددددددتمات الموجسددددددتية 
بمدددد  أهميددددة صدددديا ة  تراسددددات متعمقددددة بموضددددوه العمددددا أ يددددرا أكددددتت التراسددددة و المعا سددددة  ددددث السددددوم التوليددددة   

الوضددددج المعقددددت الددددراه.  ددددث  نددددا   ددددثالعاممددددة بدددد. بعددددت تعمددددا بشددددكا  عدددداا جعددددا المؤسسددددات كيفيددددة بدددد. بعددددت و 
 قماه  لة 
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1.1 Introduction: 

According to study carried out by Ministry of Planning and Foreign Affairs 

(2012), Palestine continues to be required to ―do more with less.‖ It faces some 

workforce related issue which includes many graduate students every year, less 

jobs, bad economic situation, and low alternatives.  One way to combat these 

challenges is through the implementation of telework definition within 

Palestine agencies.   

Recent changes in work and employment as well as the development of 

information and communication technologies (ICTs) have made it possible to 

work anywhere at any time (Taskina & Bridoux, 2010). 

The past 30 years have seen a dramatic shift in the developed world from 

agriculture and industrial manufacturing to a service-based economy, where the 

value of ideas, information, expertise and insight equals or exceeds that of 

goods. (Microsoft Corporation, 2007). 

Factors such as increasing workplace diversity, changing family forms, shifting 

motivational priorities, rapid advances in technology, and the rise of the 

knowledge worker have affected the structure of work, the nature of work, and 

work relationships. As a result, organizations are moving towards less 

traditional structures and work arrangements (Schweitzer& Duxbury, 2012). 

Nowadays, the term ―telework‖ is used more often to refer to employees who 

work away from the employer‘s physical premises in any capacity and includes 

not only individuals who work from their own home but those who may work 

at other remote locations such as libraries, internet cafes, hotel rooms, client 

offices and even on trains and in automobiles (Mello, 2007). 

Telecommuting a schedule in which employees conduct their work off-site for 

some portion of their core working hours. The location of work may be the 

employees‘ home, satellite office, or some other location outside of the 

traditional office space (Hamilton, 2009). 
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This study is about a very important subject under the title: (the influential 

factors of successfully applying telework), a 2012 study by the Telework 

Research Network indicated that telework grew by 73 percent between 2005 

and 2011, compared to 4.3 percent growth in the overall workforce. This 

spiked to 11.4 percent from 2008 to 2011 (MASIE, 2013).  

This study begins with a brief review of the evolution of telework. Statistics 

and figures of unemployed graduates from Palestinian universities will be 

introduced in order to address the issues related to applying successful 

telework. Benefits & barriers of teleworkers will be discussed, the criteria of 

teleworkers and researcher will go on in the subject of influential factors of 

applying telework, and any of these factors have a greater impact on applying 

telework. 

1.2 Problem Statement  

Teleworking is a work practice that entails remote working for at least some of 

the time. Common arrangements include work done at home or in the field, by 

teleworkers in a range of occupations. As such telework is one of the most 

radical departures from standard working conditions in the suite of flexible 

work practices now gaining widespread acceptance (Daniels, 2000). 

Teleworking provides tangible benefits to organizations and users, and creates 

new opportunities for graduated people (Lister & Harnish, 2011).  

The potential benefits of telecommuting are manifold and make it appealing to 

both employers and employees. Organizations can expect to see reduced 

overhead costs in maintaining a central work facility, improved work 

productivity, greater staffing flexibility, and better employee retention. 

Telecommuters in turn can expect a better quality of life, more flexible work 

schedules, and reduced transportation costs and travel durations (Khaifa & 

Davidson, 2000).  
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Telework is an alternative work relationship with demonstrated positive 

benefits for individuals and society, yet it has not been implemented with 

enthusiasm by most organizations (Martin & MacDonnell, 2012). 

Positive outcomes such as improved productivity, organizational loyalty and 

belonging, job satisfaction, and employee retention and attraction often top lists 

of teleworks advantages(Bailey&Kurland,2002). 

 Telecommuting has the potential to benefit employers, employees, and 

society. Employee benefits may include a reduction in commuting time and 

stress, increased control over the work schedule, fewer office distractions, and 

reduced work-family conflicts (Egan&Kurland, 2013). 

The above reasons motivate the researcher to study the influential factors of 

applying telework successfully. So this study attempts to answer the following 

question: 

"What are the factors which influence the application of 

telework system successfully?" 

1.3 Hypothesis 

To study the influential factors of applying telework successfully, the 

following hypotheses were constructed: 

1- There is a significance effect between independent variables and 

application telework (at level of significance α= 0.05). 

The following hypotheses stem from these hypotheses: 

a) Management of technology  has significance effect on application of 

telework (at level of significance α= 0.05) 

b) Organization  culture   has significance effect on application of 

telework (at level of significance α= 0.05) 
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c) Nature of work   has significance effect on application of telework 

(at level of significance α= 0.05) 

d) Individual skills has significance effect on application of telework 

(at level of significance α= 0.05) 

e) Social responsibilities has significance effect on application of 

telework (at level of significance α= 0.05) 

2- There is significant differences among respondents toward "Influential 

Factors Affecting Applying Telework in Palestine" Due to personal 

traits which are: gender, age, educational degree, type of employment 

contract, filed of work. 

1.4 Variables & Conceptual framework 

Figure 1.4 shows the variable of this study and the relationships between them. 

There is one dependent variable which is applying Telework and six 

independent variables which are illustrated on the next figure. 

 

Source: see Table 1.4-1: Summary of Conceptual Frameworks sources 

Figure (1.4): The study variables 

Management of 

technology 

Individual skills 

Organization 

culture    

Nature of work 

Social 

responsibilities 

Applying 

telework system 
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Table 1.4-1: Summary of Conceptual Frameworks sources 

 
Independent variable Sources 

1.  Management of technology 
Taskin and Bridoux (2010) 

2.  Organizational culture 
Forgacs (2010), Hunton and Norman (2010) and 

Peters, Bleijenbergh, Oldenkamp (2009) 

3.  Nature of work 
Shaemi, Kazemi and Vakili (2011), Maruyama 

and Tietze( 2012). 

4.  Social responsibilities 
Galvez, Martinez and Perez (2012), Marsh and 

Musson (2007) and Sakamoto and Spinks (2008). 

5.  Individual skills 
Weisberg and Porell (2010) and Paridon and 

Hupke (2009) 

 

1.5 Objectives 

The objectives of this study will be: 

1. Identify, highlight, and characterize some of the factors affecting 

applying telework in Palestine. 

2. Create awareness of the importance of those proposed factors on 

applying telework in Gaza strip. 

3. Investigate those factors and the proposed relations with applying 

telework successfully.  

4. Trace the effects of those factors on applying telework. 

5. Suggest some recommendations to increase the effectiveness of 

applying Telework system in Gaza strip. 
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1.6 Variables  and Term Definitions 

Defining the study dependent and independent variables and other stated terms: 

- Telework  

Martin and MacDonnell (2012) defined telework as "the substitution of 

communication technology for work-related travel, and can include paid work 

from home, a satellite office, a telework centre or any other work station 

outside of the main office for at least one day per work week". 

Also it can be defined as the act of working away from the conventional 

workplace while maintaining communication with it via computer-based 

technology (Shaemi, Kazemi & Vakili, 2011). 

Taskin and Bridoux (2010) defined telework as a professional activity that is 

performed remotely from the location where the result of the work has to be 

delivered on both a full-time or part-time basis and that requires the use of 

ICTs. 

- Mobile work : 

Federal Government (2010) defined telework as some agencies have 

employees who, by the nature of their jobs, are generally off-site, and may 

even use their home as their ―home base.‖ Because their work requires this 

setup and they travel much of the time, they are not considered teleworkers. 

This is different from ―hoteling‖ arrangements, in which frequent teleworkers 

use shared space when they are on-site. 

- Organization culture : 

Organization culture as the researcher considered in this study meant the 

common perceptions held by the members of an organization.  It can be an 

enabler or barrier to change, basic assumptions and attitudes that the 

organization have to conduct of work and solved its problems of external 
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adaptation and internal integration, and their compatibility with applying of 

telework program on its system. 

-  Management of technology : 

The researcher defined the concept of management of technology Is the linking 

of different disciplines to plan, develop, implement ,monitor , and control 

technological capabilities to shape and accomplish the strategic objectives of 

an organization which needed for full-scale successful applying  of  telework  

program . 

Technology as phone, a piece of paper, and a pen or may involve computer 

hardware, software, email, internet access, and other technologies. 

- Nature of work : 

Regarding to the researcher definition the nature of work as the kind of work 

that employee do are it's suitable for telecommuting or not. 

many types of job activities that cannot be done remotely because it's not 

suitable for telecommuting  and other can be done remotely, which its depend 

on the nature of work, it could be done remotely if it nature involves a lot of 

solo work, can be done as a home-based business, and/or is mostly computer-

based 

- Social responsibilities : 

social responsibilities  as the researcher considered in this study, meant the a 

company that applying telework can be defined as socially responsible if its 

main objectives, practices and processes not only respect laws and regulations, 

but also contribute to the growth and well-being  of  the  community as all  , 

which mean that the telework company employers a person's with disabilities , 

improved work-life balance for employee to being able to spend more time 

with the family or having greater flexibility . 
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- Individual skills : 

The researcher defined the concept of individual skills as an ability, capacity, 

training skills, and personal competencies, acquired in any teleworkers. Its 

classified as: 1- Standard job-related skills: which mean that Teleworkers 

should already know how to perform all the tasks associated with their job , 2- 

Technical skills: all teleworkers should have  sound knowledge of all the 

technology that they will have to use when working remotely, 3- Time and 

personal-management skills: teleworkers should  have an ability  to find other 

ways of managing their time and performance ,4-Team management skills 

:Virtual teams can be very successful but a number of specific issues will need 

to be considered when they are applying telework program . 

1.7 Significance of the Study 

This study is unique in several ways: 

1. As far as the researcher knows, this study is the 1
st
 to be conducted 

in regards to the influential factors affecting applying telework in 

Palestine particularly in Gaza strip; In addition, the variables which 

this study focuses on are not mentioned as a set in one of the any 

studies in Palestine. The researcher takes the most important 

variables that affected the applying telework successfully in Gaza 

strip. These variables are: management of technology, organization 

culture, and nature of work, individual skills, and social 

responsibilities. 

2. The study examines the problem related to utilizing technology in 

providing jobs without the need to travel abroad, which is of great 

importance in breaking the siege imposed on Gaza Strip 

3. This study enhances awareness about teleworking and utilizing it as 

a solution for unemployment in Gaza Strip. 
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4. This study helps to spread the culture of teleworking and make 

benefit from it among   particular groups who are not able to 

practice traditional work, such as women and the disabled. 

5. This study enables institutions working in the field of teleworking in 

Gaza Strip to identify weaknesses and defects which help them to 

improve the level of performance of their employees and raise the 

quality of productivity and efficiency. 
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2.1 Introduction 

There is general agreement in the literature on work-life balance strategies that 

the lack of balance between work, family, and personal life is one of the main 

problems that individuals in Western societies face on a day-to-day basis, in 

particular those individuals who have family responsibilities (Galvez and 

others, 2012). 

Not only the companies they look up to ,ameliorate working conditions, but 

they also look up to assure the survival of the company itself by improving its 

capability to attract and retain talent, its productivity, and, in short, its 

competitiveness. 

During that time, telework rapidly became seen as a solution to a large variety 

of individual, organizational, and social problems. Not only did it mean a 

reduction in city traffic but it also meant the creation of new employment 

opportunities for people with disabilities and other disadvantaged groups; a 

reduction in employment costs; an increase in productivity; and even 

improvements in teleworkers‘ quality of life through an increase in their job 

satisfaction and a reduction in their stress (Bailey& Kurland, 2002).  

Telecommuting programs can be full-or part-time, formal or informal, and 

employee- or company-initiated (Hamilton, 2002). 

In this chapter the researcher planned to discuss telework and influential 

factors affecting applying telework in Palestine from different sides: 

- Telework Definition: definition, benefits, barriers and importance. 

- Reality of Gaza strip & telework application. 

- Work without borders, Medad & telework  
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2.2 telework reality:  

In this section, the telework term will be discussed in more details; the 

definition, how it works, the main telework occupation characteristics, 

understanding Benefits from Telework: (what happens when people telework) 

and the challenging of applying telework. 

2.2.1 What is telework? 

Working from home (also called telecommuting or telework, but hereafter 

referred to as ―WFH‖) is becoming an increasingly common practice. In the 

United States, about 10% of the workforce reports working from home at least 

one day a week (Blooma and others, 2013). 

The concept of telework emerged in the United States in the mid 1970s during 

the oil crisis of that period, when it was stated that ―if one in seven urban 

workers did not need to travel to work, the United States would not need to 

import oil‖ (Galvez  and others, 2012). 

 Telework is defined by (Bailey & Kurland, 2002) as, ―working outside the 

conventional workplace and communicating with it by way of 

telecommunications or computer-based technology,‖ (Galvez and others, 

2012). 

Definitions of telework are many and varied. While some include detailed 

descriptions of the conditions and information, telecommunications, and 

computing (ITC) equipment required, others give a broader set of conditions 

involving proximity to the primary office or place of work (Overmyer, 2011). 

Telecommuting and telework are terms that are often used interchangeably to 

describe employees who periodically, regularly, or exclusively perform work 

for their employers from home or another remote location that is equipped with 

the appropriate computer based technology to transfer work to the central 

organization (Hunton and others , 2010) . 



Chapter Two: Literature Review 

 

 

14 

Telework occurs when workers‘ use of information and communication 

technologies (ICTs) enables them to substitute remote work for work in the 

same location as their  

Colleagues, employers, or customers (Garrett &Danziger, 2013). It, often 

referred to as telecommuting, occurs where paid workers work away from their 

normal place of work, usually from home. Such workers can telework all their 

work time, or on an occasional or ad hoc basis. Most telework takes place a 

day or two per week. It is a type of work arrangement that enables employee to 

work at home or at another agreed place using information and communication 

technologies (ICT) for communication with employer( Valmohammadi, 2012 ). 

Telework has increased as communications technology improves and becomes 

cheaper, and as employers and employees have become more comfortable with 

it (United States Environmental Protection Agency Office of Air and 

Radiation, 2005, p6). 

2.2.2 Telework occupation characteristics:  

Telework is feasible for: 

Not all jobs are adapted easily to a telecommuting arrangement. Jobs that are 

adapted easily include those that consist of writing, reading, researching, 

independent thinking, editing, and working with data. The job should have an 

independent function, be more technology and information driven, and have 

measurable duties (Shaemi and others, 2011). 

 Work that requires thinking and writing, such as data analysis, research, 

reviewing grants or cases, writing regulations, and decisions or reports. 

 Telephone-intensive tasks, such as setting up a conference,obtaining 

information and contacting customers. 

 Computer-oriented tasks, such as programming, data entry, graphic 

design, auditing, and word processing . 



Chapter Two: Literature Review 

 

 

15 

Telework Tools: 

Computer 

• Internet connectivity (high-speed broadband is best) 

• E-mail program 

• Telephone 

• Fax machine 

• Collaboration software 

 

Chart (2.2-3):  Percentage of total employed population compared to percentage of  

telework population (Lister & Harnish, 2011). 
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2.2.3 Who works at home? 

More than 70% of the teleworker population holds management, professional, 

sales, and office jobs. (See chart 2.3-3) 

While their numbers are fewer, teleworker now has a significant Presence 

across occupations and industries as well because most jobs, even 

manufacturing ,now involve some knowledge work. Thanks to technology, 

many in non-traditional telework occupations and industries can now work 

remotely (Lister & Harnish, 2011). 

2.2.4 Understanding Benefits from Telework: (what happens when people 

telework) 

There are a positive relationship between telework and organizational 

outcomes (Martin and MacDonnell, 2012). 

Research and practical experiences from a large number of organizations have 

shown that various types of telework arrangements are advantageous for both 

organizations and their employees (Topi, 2004). 

 

Chart (2.2-4): Benefits from telework (Cho&Balutis, 2011) 
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There have been many reports on the benefits of telework the earliest appearing 

from about 1990.(According to Washington State University‘s, 2009) Tele-

work offers significant benefits to both employers and employees, as well as to 

the community at large.  

In addition, telework contributes to business continuity and process security. 

Table 1 gives an overview of the most commonly recognized benefits of 

telework, as well as some lesser-known benefits. 

For the Organization: 

 Continuity of Operations (COOP) : 

Organizations with significant telework capabilities can maintain operations 

during major weather events, pandemics, terrorist attacks, or other disruptive 

events (Cho&Balutis,2011). 

 Improved Employee Retention : 

Employers with telework programs tend to have lower employee turnover than 

those without such programs.  

Also, retention of highly skilled workers, who could be moving to another 

town, increases when the employers offer the option of working remotely 

(Bellido, 2006). 

Employers also use telecommuting to keep employees who, for various 

personal reasons, find that they can no longer commute to their offices.  

Organizations find, for example, that when the spouse of a valuable employee 

is forced to relocate, the employee may be retained through the use of 

telecommuting (research-advisors.com, 2013). 
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 Cost & Time saving 

Organizations that support full- or part-time telework can realize office and 

real estate cost savings example: savings in building costs (Pe´rez and others, 

2002). 

More effective time management: Email and other asynchronous 

communications can be time- managed more effectively and are less apt to 

include non-work digressions (TeleworkResearchNetwork.com, 2013). As 

more people telework, office costs such as electricity, heating, lighting and 

refuse collection decrease (New South Wales government, 2009). 

 Improved Employee Productivity 

The teleworkers having fewer distractions than they normally have in the office 

combined with their willingness to work longer hours. While estimates do 

vary, studies have found that the average productivity gains of employees who 

engage in telework are 10–40% over that which they experience in an office 

environment (Mello, 2007).Organization who have successfully implemented 

telework program usually report increased productivity for teleworkers of 10-

20% on average (Mack Global Consulting, 2010). 

 Increased Organizational Flexibility 

Telework makes it possible for an employee to be in two places at once.. A 

teleworker can be sent across the country or overseas on a ―firefighting‖ 

mission, and still be productive in their regular duties when not directly 

interacting with customers, clients, or colleagues. In addition, an organization 

that employs both full and part-time teleworkers may have the flexibility to 

adjust to the ―ebb and flow‖ of workload by bringing on employees (with their 

consent, of course) on a moment‘s notice (Overmyer, 2011). 
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 Reduced Health Care Costs  

Teleworkers use fewer sick leave days, and take advantage of preventative 

medical care more often. This is primarily due to the convenient access home-

based teleworkers often have to medical care facilities, and the fact that they 

are able to schedule appointments during the work day with much less 

disruption to the normal work schedule. Office workers, on the other hand, are 

more likely to have to take several hours off from work in order to have a brief 

medical appointment. 

 Improved Accommodations for Persons with Disabilities  

Telework improves accommodations for persons with disabilities who may 

prefer to work from the comfort of their home or are unable to work outside the 

home. While not all persons with disabilities need, or want, to work from 

home, telework is an option many may consider to reduce mobility and/or 

other impairment difficulties (whitehouse.gov, 2013). 

 For the Employee 

 Work better 

Relax and get some time back, less interruptions from co-workers, 

Opportunities for the disabled and those living far (Bellido, 2006). Decreased 

stress, many drivers find solo commutes in heavy traffic stressful. Telework 

allows them to avoid traffic (United States Environmental Protection Agency, 

2005) working at home could save employees between $2,000 and $6,800 per 

year—the result of reduced driving and fewer work-related expenses (Liste, 

2010). 

 Work Life Balance 

Half-time home-based work can add up to an additional 2-3 work weeks of free 

time a year - time typically spent with family and  friends, on hobbies, 
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exercising, sleeping or, as stated earlier, working (Lister ,2010). The benefit 

gained by teleworkers is an improved work-life balance where more time with 

family or other dependents may be spent, without sacrificing working hours 

and related income (national statistics office, 2012) telework will improved 

work-life balance: will less commute time and flexible hours, teleworkers can 

organize time to deal with family commitments or children's illnesses (new 

south wales government, 2009). 

 Increased Personal Flexibility 

If managed properly, teleworkers can have a great deal of flexibility in 

scheduling work, personal appointments, and family responsibilities during the 

day. As long as teleworkers are evaluated on work performed, rather than time 

expended, this personal flexibility can be very satisfying, contribute to job 

satisfaction, and increase retention. 

 Employee Satisfaction 

In a survey of 355 federal IT professionals, CDW-G (2007) found that 41 

percent of  employees who had the option to telework reported that they were 

―very satisfied‖ with their job, as opposed to only 32 percent of those with no 

telework option. Ten percent of those with a telework option and 15 percent 

without reported that they were ―unsatisfied‖ or ―very unsatisfied‖ with their 

current job. Other studies have yielded similar results (Overmyer, 2011). 

 Fewer Sick Days 

Teleworkers tend to use fewer sick days than non-teleworkers. If teleworkers 

feel well enough to work, but do not want to expose co-workers to a potential 

infection, they may work a full day at home. 

 Help disabilities people to work 

Telework can increase the range of jobs for which people with disabilities are 

qualified; mitigate many of the boundaries associated with transportation and 
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the physical characteristics of the workplace environment; and permit active 

worker interactions in a non-proximate setting(Baker, Moon & Ward 2006). 

For Society 

 Increase Demand for  Goods and Services 

Increased demand for communications, networking, and equipment required 

for telework.  

 Reduce traffic and pollution 

On a large scale teleworking would mean less traffic, less smog, and less fuel 

consumption (New South Wales government, 2009). 

 Lowering maintenance cost 

Not only we have less pollution with fewer cars on the streets, but also reduce 

the wear and tear on the roadways and the costs for maintaining them. 

Telecommuters‘ vehicles require less fuel and visits to the mechanic (Bellido, 

2006). 

 Reduce the use of public resources 

In the long term, teleworking can reduce the need for public parking roads and 

transportation systems (New South Wales government, 2009). 

2.2.5 Potential Limitations of Telework: 

Despite the numerous benefits that telework programs provide to employers, employees 

and the larger society there are some potential problem areas. 
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 Employer:  

Challenges to successful telework outcomes include employer resistance, 

especially concerns over the costs associated with implementing and 

maintaining telework, security concerns, and the complexity of personnel 

supervision (Baker, Moon & Ward, 2006). 

The monitoring challenges supervisors face in managing employees that they 

cannot physically see the most obvious for many is the perceived difficulty in 

monitoring employee performance and measuring employee productivity. How 

does a manager know what his or her employee is doing if the employee cannot 

be seen? (Hamilton, 2002). 

 Employees: 

 There are three major issues concerning employees that must be addressed in 

order to ensure that a telework program provides benefits that exceed its costs. 

The first of these is that telework programs can result in employees 

experiencing isolation from the company culture. 

A second issue regarding telework from the employee perspective is potential 

anxiety about being passed up for promotions and missing out on ―good 

projects‖. Problems associated with maintenance of the boundaries between 

home and work can be difficult for some employees, causing enhanced stress 

and even burnout (Mello, 2007). Employees have also resisted telework over 

concerns about social and professional isolation, and reduced participation in 

the workplace community as well as potential loss of social capital (Baker and 

others, 2006). Employees may resist the change to become teleworkers either 

for fear of change, fear of impending job loss or the fear of technology 

(Mungly, Singh, 2010). 

It is often difficult to establish a mutual trusting and supportive relationship 

among individuals who infrequently interact face-to-face. So that Another 
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challenge presented by telecommuting concerns developing synergy and 

teamwork between telecommuters and their co-workers (Hamilton, 2002). 

2.3 Reality of telework in Gaza strip  

The researcher in this section divides the topic into two parts; the first is about 

Gaza strip and details on labor market (employment & unemployment) while 

the second section will be about telework in Gaza strip. 

2.3.1 Reality of Gaza strip 

2.3.1.1 Introduction about Palestine:   

Palestine is known throughout its modern history to have a human potential 

that is qualified to be a key pillar to any development process. The Palestinian 

people have contributed actively in the Renaissance, where educated elites 

formed the basis for the process of evolution in the Arab Gulf during the past 

five decades. In barrel to that and at the same time period, the Palestinian 

community in Gaza strip witnessed a massive quantitative and qualitative leap 

that was represented in establishment of five universities and ten University 

College and intermediate college that qualified thousands of graduates every 

year. With the complexity and the accompanying failure of sustainable 

development of the Palestinian society where production sector is not a priority 

of the economy, settlement occupation that contributed to fight any successful 

and influential Palestinian development model, the accumulated number of 

graduates was one of the real challenges to the decision maker process. The 

siege contributed to the deliberate closure of local or regional prospects before 

the graduate, which boosted unemployment and rendered thousands of 

graduates from diverse and significant disciplines (Ministry of Planning, 2012). 

The Gaza Strip, a narrow slice of land situated between Israel, Egypt, and the 

Mediterranean Sea, boasts one of the highest population density figures in the 

world. Within its borders approximately 1.5 million people live in less than 360 

square kilometers. The population growth rate is also extremely high in Gaza, 



Chapter Two: Literature Review 

 

 

24 

the birth rate remains above the national average, recording in 2007 at an 

average of 43 childbirths per 1,000 inhabitants (Serapioni, M. and Freed, E., 

2009).  

2.3.1.2  Gaza strip Area:  

The Gaza Strip's southern coast of Palestine on the Mediterranean Sea, on a 

narrow strip of Northeast Sinai Peninsula is approximately 1, 33% of historic 

Palestine (from the River to the Sea). Gaza strip is sector that extends to 360-

square kilometers, where the length is 41 km, the width is between 5 and 15 

cm. Gaza Strip is bordered by 48 territories from north and east, while bounded 

by Egypt from the Southwest. The Gaza strip was given that name of its largest 

city of Gaza (Palestinian Central Bureau of Statistics, 2012). 

2.3.1.3  Population of Gaza Strip:  

According to the estimates of the Palestinian Central Bureau of statistics in figure 

(2.3.1-3) , which is built based on the results of the General Census of population, 

housing and establishments, 2007, the estimated population of mid-2013 in Palestine 

about 4.42 million, including 2.24 million  male and 2.18 million female.  The estimated 

population of the West Bank around 2.72 million, including 1.38 million male and 1.34 

million female. While the population of the Gaza Strip for the same year was about 1.70 

million, including 864 thousand male and 837 thousand female.  As the estimate urban 

population ratio for mid-2013 was about 73.8 %, and the proportion of the population 

living in the countryside is 16.8 %, while in the camps, 9.4 %.  

The Palestinian community in Gaza younger than in the West bank, The data showed 

that the Palestinian society in Gaza is younger than in the West bank, with the 

proportion of individuals at the age group (0-14) in mid-2013 is approximately 40.1 % 

of the total population in Palestine, the reality of 38.0 % in the West and 43.4 % in the 

Gaza Strip. The low percentage of individuals aged (65 years and above) estimated in 

mid-2013 is approximately 2.9 % in Palestine, while the percentage is 3.2 % in the West 

bank and 2.4 % in the Gaza Strip (PCBs, 2013). 
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Source: Palestinian Central Bureau of Statistics, 2012 

Chart 2.3-1: Estimated population in Gaza strip  

2.3.1.4 The Siege on Gaza strip   

"Despite the exit of the occupying forces from the Gaza Strip on September 12, 

2005, Actually, the strip is not free and its population never sensed the freedom 

or independence, it rather turned into a big prison with barriers from all 

directions".  

According to a (United Nations Office for the Coordination of Humanitarian 

Affairs occupied Palestinian territory report , 2012) ,the Gaza strip has been 



Chapter Two: Literature Review 

 

 

26 

under the suffocating siege imposed by Israel since the summer of 2007 that 

included detail of entry of fuel and construction materials and many 

commodities, the prevention of fishing in the deep sea has resulted in a long 

suffocating siege that brought all factories to a virtual halt and increased the 

unemployment rate to over 80% to become the highest unemployment rate in 

the world, in addition to the acute shortage of medicines and medical materials. 

About 400 patients died within 9 months of not being able to travel for 

treatment in other countries or for lack of equipment and medicines needed for 

treatment, while construction has stalled completely, increasing homeowners‘ 

crisis as their houses were destroyed in war on Gaza as more than 4,100 houses 

and apartments were destroyed. Gaza citizen have devised a way of digging 

underground tunnels stretching from the southern sector of the border and cross 

the Egyptian city of Rafah, which bring goods, food and fuel, as well as some 

construction materials but at very high prices. 

Today in Gaza, there are only a few, exceptional cases of businesses relying 

exclusively on local products. Most of the factories, small enterprises, and 

shops heavily depend on imported raw materials, supplies that must pass 

through the border. Israel‘s closure of Gaza‘s borders has almost driven the 

Strip into an irreversible state of economic disrepair. If not salvaged in the near 

future, the Gaza Strip will be doomed to decades of economic dependence on 

humanitarian assistance (Serapioni, M. and Freed, E., 2009). 

In recent months, Gaza‘s unemployment rate has peaked at an appalling 50%. 

In the last 10 years, agricultural output has declined by almost 20%. Since July 

2007, more than 3,100 Gaza businesses have been shut down, and 65,000 

workers put out of work. The PCBS (Palestinian Central Bureau of Statistics, 

2012) reports that 84% of households are now living below the line of poverty.  

2.3.1.5 The electricity crisis:  

Because of the blockade on the Gaza Strip   and Israel not permitting access to 

sufficient quantities of fuel, a serious crisis was created with power outages, 

the crisis has reached peaks of varying cut off electricity for periods that 
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reached 16 hours a day or more until the complete cessation of the only power 

plant in the periods of 2008, the problem was further aggravated the Palestinian 

disputes due to differences on the collection of electricity bills prompting 

citizens to rely on generators. Due to the use of generators, many victims 

among the population of the Gaza Strip fallen dead and wounded and materials 

damage due to seriousness of the fast ignition fuel handling or because of 

problems with the ventilation exhaust. The death toll increased because of the 

hundreds of small electricity generators. The blackout affected all aspects of 

life in Gaza in terms of contact with the outside world and food spoilage and 

damage to stakeholders and businesses (Serapioni, M. and Freed, E., 2009). 

2.3.2 Telework in Gaza:  

Telework is an electronic market to combat unemployment; work needs to 

provide a suitable environment, especially in light of the difficult crises 

affecting the Gaza Strip, frequent power failures and poor internet connection. 

The widespread employment with companies outside the Gaza Strip, especially 

online is due to the rapid evolution of technology in Palestine recently. A large 

number of university graduates contracted with companies from abroad to 

work for themselves over the Internet, whether verbal or formal contracts. And 

that work has enabled women to combine work and preserve the traditions of 

the Palestinian society, which contributes positively to the growth of the 

economy. 

"These new jobs may be inferred by their contribution to economic growth 

likened to foreign remittance as they contribute to first reduce unemployment 

rates depending on the number of jobs available within the country, and 

contribute to the GNP growth and consequent development indicators such as 

per capita income and standard of living. There are countries in the world 

suffering from deficits in some jobs, especially technological ones, as "the 

United States, Germany, Canada and the United Kingdom of   Britain and 

some Gulf States, with some States such as India and China's surplus workers 
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in this area and that's what got in Palestine recently (Serapioni, M. and Freed, 

E., 2009).  

2.3.3 Companies that applying teleworking in the Gaza Strip 

There are many companies that applying teleworking system in Gaza strips as 

Work without Borders & Medad. 

2.3.3.1 "Work without Boarder" association  

"Work without borders", a not-for-profit corporation registered in Palestine, in 

2007, to reduce unemployment in the Gaza Strip and the West Bank and to 

provide good and suitable employment opportunities for qualified graduates to 

through telework system. 

Work without borders asserted the existence of guarantees in the telework, 

through a tripartite contract signed to ensure that the rights of the employer 

abroad and the employee inside. In that tripartite contract, the foreign employer 

is the first party while the second party is the employee; the third party is work 

without Borders Company, where its role is providing a comfortable work 

place to work from Gaza City, and rent and providing the tools necessary to do 

so. 

If there is any problem between the employer and the employee, the Work 

Without Borders Company will intervene amicably to resolve, if the matter 

aggravated, then the Ministry of labour in Gaza intervenes with its counterpart 

ministry in State of the company in accordance to the Riyadh Agreement 

signed at the Arabic League. If there is any problem between the operator and 

the employee, the company works without borders intervention amicably to 

resolve, if evolution is the Ministry of labour intervention in Gaza with its 

counterpart in the State with this company, and the Ministry of labour 

intervention comes at the Riyadh Agreement signed at the Arabic League. The 

frequent power cuts in the Gaza Strip and the poor Internet connectivity 
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highlights the problems faced by the employees in addition to the fear of some 

companies from working with the company. 

"Work Without Borders Company" overcame these problems by buying a 

generator, and the hooking two internet leased lines; one from Gaza and 

another from (Israel), and offer companies a work trial period at the beginning 

of work that does not exceed three months to build the bridges of confidence 

between the parties (Qanita, 2013).  

Work without Boarders Company has been established in 2006 at Gaza/ 

Palestine where it has been registered. Then, two employing centers were set to 

work in Jerusalem and Nablus. Work without Boarders Company is an 

innovative initiative aims primary at providing job opportunities for qualified 

Palestinians living inside Palestine applying the system of remote working. 

The idea of the company is based on providing a wide range of services 

executed by Palestinian skilled graduates who are marked by creative and 

distinctive abilities besides being less costly when compared with its similar 

abilities. The duties are performed through remote working for the companies 

and firms that are outside the Palestinian territories .This process goes through 

the main head quarter of the company at Britain and the scattered centers of the 

company at different areas at the west bank and Gaza strip; while the company 

works through four main departments. 

2.3.3.1.1 Work without Boarders team  

Work without Boarders team includes a complete staff of experienced managers, 

programmers, researchers, translators, and engineers whose goal is to provide 

distinguished projects that meets customer ambitions as well as the company. 

2.3.3.1.2 Work without Boarders Company aims are: 

- Establishing a pioneering model of remote working at Palestine dealing 

with various services. 
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- Offering job opportunities for the Palestinian graduates while staying on 

their homeland through using developed communication means and 

information technology. 

- Investing and developing the humanitarian sources achieving the 

continuous economic development in light of the scarcity of the natural 

sources. 

- Promoting the sector of information technology and telecommunication 

in Palestine in a way that serves the other social and economic sectors. 

-  Bringing the regard back for many of the educational programs in the 

Palestinian high education institutions through proving job opportunities 

in the domains of those programs. 

- Transferring the outside experiences to inside Palestine. 

-  Providing distinguished services with less cost (wwb.ps, 2013). 

2.3.3.2 " Midad Association " in Palestine 

Midad is a Palestinian national company licensed by the Ministry of National 

Economy under the number (563146661). It was founded in 2009 in Gaza City 

in order to provide many miscellaneous services, where it works with a group 

of experts and specialists in their fields. Midad is one of the leading companies 

in Palestine, which adopts a method of teleworking and works professionally in 

a variety of areas, including software and multimedia, telecommunications, 

training, and consulting, according to global standards. Since the moment of its 

inception the company has developed its vision, mission, objectives, and 

strategy; and began working to achieve these goals seriously and actively. 

Midad company Goals:   

- Active participation in the community to provide products of societal 

benefit. 

- Employing Palestinian capabilities while remaining at homeland. 

- Developing creativity and innovation among Palestinians youth. 

 

http://www.wwb.ps/
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3.1 Introduction:  

In this chapter, the researcher aimed to provide an overview of the literature 

that studied telework evolution, understanding how it successfully 

implemented in companies, impact of applying telework on the organization 

and customers, as well as, the impact of the factors that related to organization, 

employee, customer and society in general on the applying telework 

successfully. 

3.2 Previous Studies:  

Twenty five studies covered the subjects of the telework. These studies were 

arranged in descending way from 2012 to 2004. In terms of Arabic studies 

which are related to this subject, researcher found a rare number. 

1. Snyder (2012)  

"Enhancing Telework: A Guide to Virtual Leadership" 

This study tried to answer the question ―How can federal leaders manage what 

they can‘t see? Six ―zones‖ will prepare them to secure two key components of 

successful virtual leadership: group cohesion and individual commitment. ‖The 

study mentions the six zones; each zone plays an important role for a federal 

leader‘s ability to manage a virtual workforce in a successful way: (Reflection 

– Society – Diversity – Ingenuity – People – business). In conclusion, the 

researcher finalizes that it is important for the leaders to balance between 

people zone and the business zone which will help in reaching the desired 

objectives.  
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2. Galvez, Martinez and Perez (2012) 

 "Telework   and Work-Life Balance: Some Dimensions for Organizational 

Change"  

The study is a qualitative research. The goal of this research was to analyze 

―how telework is implemented in different organizations as a way of promoting 

better work-life balance for workers.‖ 

The study is based on individual interviews with a sample of 24women and on 

10 focus groups with a sample of 48 women. From the conclusion of this 

paper, the researchers conclude that ―the willingness of organizations to 

improve the work-life balance of their staff does not depend so much on the 

implementation of a set of measures (including, for instance, telework), but 

more on changing to a genuine organizational culture that tries to implement 

such measures in the least discriminatory way and firmly believes that, in order 

to allow staff to give of their best, all aspects of their lives need to be 

balanced.‖ 

3. Shaemi, Kazemi and Vakili (2011)  

"An Analysis of the Relationship between Participation in Telework with 

Organizational Commitment (Case Study: Employees of University of 

Isfahan’s Faculties)." 

The nature of work changes, because of the existence of workforce. Workforce 

is becoming diverse by gender, age, racial and ethnic background, religion, and 

sexual orientation, as well as by physical and mental ability (Bricout, 2003). 

The research is considered as a descriptive survey research. A questionnaire 

was distributed to employees of university of Isfahan‘s faculties. The sample 

size estimated to be 115 based on Cochran formula. 
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The result shows, the organization commitment with the amount of regression 

weight 0/18 related to Participation in telework and the affective commitment 

with the amount of regression weight 0/23 related to Participation in telework. 

4. Broek and Keating (2011) 

 "Rights to a process for the masses or select privileges for the few? 

Telework policy and labor market inequality in Australia"  

This study described telework as a ‗flexible work practice‘ and it mentions that 

refers to ―a form of work occurring outside the conventional workplace 

(usually the home)‖ (Bailey and Kurland 2002, p. 384, Baruch and Smith 2002, 

p. 62). The paper develops the concepts of rights and privileges of teleworking 

and whether it will be legitimate employee expectation and how will it be 

based on rights or privileges after that.   The researchers have done two case 

studies one in UK and another in Australia were telework is a non- guaranteed 

right while it‘s a privilege-based policy in Australia.   

A case study in Australia showed that one of the basic problems they face in 

applying telework programs is ‗anxious managers tended to sabotage telework 

as a legitimate flexible work option by treating it as a privilege which could be 

revoked at any time‘ (Diamond et al. 2005, p. 3) . 

5. Dobrescu, Costencu , DOBRESCU and Rudolf (2010) 

 "Possibilities For Implementing Telework In Caras-Severin County " 

This study is about identifying the possibilities for joining the work market by 

using the opportunities given by new informatics and communication 

technologies in teleworking. 

The researcher used a questionnaire as a method to know the answer of the 

questions which were related to the extent of knowledge the people in rural 
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areas have on telework. Yet, taking into consideration two important points: 

the level of education and the professional experience.  

Conclusion from this paper is that teleworking could be implemented in the 

rural areas as a new kind of labor, but taking into account the economic as well 

as the cultural background of a certain target group.   

6. Weisberg and Porell (2010)  

"Moving Telework from Compliance to Competitiveness" 

This study demonstrated how telework hold different meanings for managers 

and employees. While employees see telework as a right for them managers 

see it a burden on them that they have to allow employees to do. 

The study also mentioned some perceptions about telework such as: ―Telework 

Days Are Different than Office Days‖ and ―Out of Sight, Out of Mind‖ 

This study concluded that the managers have to step up and manage employees 

in a proactive way by changing in management styles and to take some 

training. 

7.  Forgacs (2010)  

"Empirical research findings on telework: Management experiences and 

attitudes" 

This empirical research intended to show the findings of using telework 

strategies among medium and large enterprises in Hungary between April and 

May, 2008. The researchers have taken a simple random sample of companies 

employing at least 50 people. 

The results of this study showed that most companies closed towards telework 

could not supply an adequate reason for their reticence. 
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Based on the conclusion of this study, it is worthy to create an economic 

environment in order to make teleworking spread out. 

8. Taskin and Bridoux (2010)  

"Telework: a challenge to knowledge transfer in organizations"  

This research was to review the possible negative impact of telework on 

knowledge transfer in organizations which refers to: ―the process through 

which knowledge diffuses from one individual to others (Roberts 2000) 

The research is theoretical study and it focuses on the challenge of using 

telework in firms and how far it can affect on transferring knowledge between 

teleworkers and non-teleworkers. Moreover, it is interested in technical as well 

as organizational social knowledge.  

It concluded that the research serves empirical researches and as a 

recommendation the analysis of the study invites researchers to consider 

knowledge of management researches. A final recommendation is given to 

companies to use the model of using and applying telework knowledge transfer 

in organization among employees.  

9. Hunton and Norman (2010) 

 "The Impact of Alternative Telework Arrangements on Organizational 

Commitment: Insights from a Longitudinal Field Experiment"  

This study demonstrated how organizations might achieve performing the 

employees work responsibilities from various locations and to know the impact 

of alternative telework arrangements on the organizational commitment of 

employees and by evaluating the relationships among telework arrangements, 

organizational Commitment, and task performance. 
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The study analyzed data from 2.89 million tweets referring to 24 different 

movies released over a period of three months. The researchers constructed a 

linear regression model for predicting the revenues of movies. 

The results of the study concluded to the information which says that the most 

popular telework strategy amongst the employees is ‗working exclusively at 

home‗ strategy, did not improve organizational commitment relative to a 

control group. And when there is a chance for employees to choose whether to 

work at the office or home, the researchers found that the organizational 

commitment is higher. Also, there is a positive relation between task 

performance and organizational commitment.   

10. Peters, Bleijenbergh, Oldenkamp (2009) 

 "Cultural Sources of Variance in Telework Adoption in Two Subsidiaries of 

an ICT-multinational"  

This study is a comparative case-study which examines to what extent telework 

adoption among line managers in two subsidiaries of the same ICT-

multinational in France and the Netherlands reflects cultural values. 

The study was conducted through a ‗most similar‘ design for both case studies 

of the same phenomenon to help show the seminaries as well as differences.   

In conclusion, the researchers found that globalization and technological 

developments supported adopting telework across the two cultures.  

11. Paridon and Hupke (2009) 

 "Psychosocial Impact of Mobile Telework: Results from an Online Survey" 

The aims of this study were to investigate the psychological strain of mobile 

workers who uses information and communication technology.  
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This study collected the data by applying an online questionnaire and had more 

than 200 participants from different kinds of industries (mining, gas, heating 

and water). The questions varied in which there were some related to 

ergonomic concepts and physical complaints and psychological stress. 

The result showed that there have to be some improvements of the conditions 

of mobile teleworkers according to the availability and non- clear boundaries. 

Moreover, and according to the questions in the questionnaire, the researchers 

found that the majority of the participants used Laptops where others used 

mobiles and Blackberry. According to the social interactions, results showed 

that it is positive among the teleworkers. The results also showed that it is a 

need to improve work equipment which can help in decreasing the level of 

complaints.  

12. Major, Verive and Joice (2008) 

 “Telework as a Dependent Care Solution: Examining Current Practice to 

Improve Telework Management Strategies” 

This is an exploratory research. This study was conducted to explore the 

influences of common telework practices on employee dependent care 

responsibilities, job performance, and work experience. The study collected 

quantitative and qualitative data from 863 teleworking federal government 

employees with dependents. The results of the data collected showed that 

teleworking has a positive influence on their job performance as well as taking 

care of their dependents.  

The main finding suggests that management should consider the circumstances 

under which dependent care needs could be a formally accepted rationale for 

telework. 

 

 



Chapter Three: Previous Studies 

 

 

39 

13. Sakamoto and Spinks (2008)  

"The impact of home-based telework on work-family Conflict in the 

childcare stage"  

The purpose of this study was to examine the impact of home-based telework 

on the quality of work life and family life from a psychological perspective. 

The results of this study indicated that the increase of working hours at home 

increases the work-family conflict. 

In conclusion, the major result is that there is a lower trend for WFC – work 

family conflict – for home-based workers as opposed to those who work 

outside. 

14. Mello (2007) 

 "Managing Telework Programs Effectively"  

Telework is a potential solution to many of these societal and organizational 

concerns. And this means that organizations have to improve its plans and to 

include this strategy in it, in order to have more effective work.  

The aims of the study were to explore the prevalence of and benefits and 

limitations associated with telework and provide recommendations as to how to 

most effectively implement telework.  

In conclusion, this study showed that telework programs can provide 

significant benefits, but it has to be implemented carefully to prevent any 

problems to occur. Moreover, to ensure that employees can work with minimal 

supervision from the managers. Also, to take into consideration that 

supervisors understand and believe in the value of telework. 
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15. Vermaas and Bongers (2007) 

"Broadband in Telework, Health and Safety: The User Perspective" 

This study tried to explore the role of broadband in three social domains: health 

care, personal and public safety, and telework, from a user perspective. It was 

an exploratory study by using focus groups (16 participants) and diary research 

(26 participants). Also, an online questionnaire was held and 1102 

questionnaire responses were received.  

The major findings were, that the number of people combining work and 

private life in order to reduce time needed to travel differs according the type 

of work they are involved in. Then, people gave different response according to 

the frequency they telework, the expenses covered by the employer, and the 

reasons for teleworking.  

In conclusion, Broadband Internet potentially has important influence on social 

issues such as telework, health, and public and personal. 

16. Marsh and Musson (2007) 

“Men at Work and at Home: Managing Emotion in Telework” 

This study was conducted to explore how men experience working from home 

and how they create their identities as workers and as parents in this unclear 

position. The Study also aims to know the ways where emotions ‗play a central 

role in contributing to our sense of self‘ (Lupton, 1998, pp. 5–6). To get to 

know several experiences that reflect the multiple realities, the researchers 

adopted a social constructionist approach. Also, some interviews were selected 

as a form of: semi structured form of talk.  The main finding of the paper is that 

each father has his own circumstances that affect their ability to in being a 

father as well as a worker at home.   
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17. Martínez-Sánchez, Pérez-Pérez, de-Luis-Carnicer and Vela-Jiménez 

(2007) 

"Telework, human resource flexibility and firm performance"  

This study  is trying to demonstrate the relationship between telework adoption 

and performance.  The study used a survey of a sample of 156 Spanish firms: 

97 industrial firms and 59 service firms from three sectors 

(telecommunications, software and consulting). 

The results indicated that the level of access to HR development practices is 

positively related to the intensity of telework adoption.  

Also the results supported what other studies showed regarding of recruitment 

programs and how it shows the capacity of the teleworkers to organize 

schedules, set priorities, meet deadlines and assess their own performance 

(Raghuram et al., 2003).  

In conclusion, the researcher noticed that there is a relationship between 

telework adaption and performance and it‘s a positive relationship. 

18. Bélanger and Allport (2007) 

"Collaborative Technologies in Knowledge Telework: an Exploratory 

Study"  

This study intended to investigate how an improvement in collaborative 

technology amongst a group of teleworkers affects on how they communicate. 

The paper is an exploratory study which was applied during six months 

(exploratory longitudinal case study of a group of teleworkers in which a new 

technology is implemented).   

The paper results showed that because of the few communication means which 

are existed among group members, the communication process becomes more 

centralized with the manager of the department.  
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Based on the conclusion of this study, the communication technologies can 

enable better knowledge sharing and better outcomes in institutions in 

telework. Moreover, when having a centralized location for information, the 

findings showed a decrease in tacit knowledge sharing as well as reducing the 

overall person-to-person communication.   

19. Steinhardt (2007) 

 "HUMAN CAPITAL: Greater Focus on Results in Telework 

Programs Needed" Telework is considered as a strategy that proposes 

flexibilities to both employers and employees which includes the capacity to 

continue operations when facing emergency events! And more social benefits 

such as the decrease of pollution in the streets. 

The results showed that creating telework programs will help in accomplishing 

positive outcomes at work.   

In conclusion of this paper, they found that applying the telework as a strategy 

is important to achieve several federal purposes, and makes work much easier 

for organizations as well as employees.  

20. Baker, Moon and Ward (2006)  

"Virtual exclusion and telework: Barriers and opportunities of techno 

centric workplace accommodation policy" 

This study tried to answer the two questions: 1) How might existing policy 

exacerbate these barriers, and how does telework, viewed as a ―reasonable 

accommodation‖ shape policy options? 

2) How might policymakers begin to address the various barriers to social 

inclusion and social mobility potentially associated with teleworking?‖ 

The findings were that the researchers explained the barriers that can challenge 

people who are adopting teleworking. They mentioned: Structural barriers, 
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technological barriers, policy barriers and economic barriers. Moreover, 

Teleworkers with disabilities are subjected to face more barriers which surely 

will affect the work they are involved in.    

From this thesis, the researcher concluded that implementing and adopting 

teleworking can provide lots of benefits to people with disabilities, and it can 

overcome the barriers such as transportation and medical limitations.   

21. Gani and Toleman (2006) 

 "Success factors and barriers to telework adoption in E- business in 

Australia and Singapore: the influence of culture and organizational 

culture"  

This qualitative study used interview methods to know the success and barriers 

in adapting telework. There were 16 interviewees who participated and they 

showed different outcomes according to culture differences and work-related 

values.     

The major findings were that all cases faced barriers in the initial stages, yet 

there where success after that. All cases mentioned that the culture was a 

barrier. Also this study pointed another barrier which is employee expectations. 

The barriers vary from one case to another, according to several culture 

differences.  

Based on the future recommendation, the researchers encourage making a 

study for companies from within the country which have different background 

because this kind of research will provide an interesting perspective on the 

local companies with its own successes and barriers. 
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22. Walker (2006) 

 "Agencies Could Improve Planning for Telework during Disruptions"  

The purpose of the study is to discuss how agencies are addressing the use of 

telework in their continuity planning. The study is done for the government to 

ensure that the essential services are available in emergencies and for the 

federal agencies to develop the continuity of operations (COOP) plans. 

This study examined how telework could be applied and it was found that nine 

employees out of twenty three are ready to telework during a COOP event. Yet 

among the same number of employees, none of them demonstrated that it could 

have adequate technological capacity to telework during an emergency. 

23. West and Anderson (2005)  

"Telework and employees with disabilities: Accommodation and funding 

options" 

This study  tries to explain telework and its use as an accommodation for the 

incapable employees. The researchers did two case studies to find out the 

positive side in using telework as an accommodation for employees with 

disabilities.  

The researchers found that it is important for an organization to have diverse 

alternatives for the employees which will help in increasing the number of the 

potential employees involving employees who have disabilities. It‘s concluded 

that telework is not a solution of unemployment and underemployment of 

persons with disabilities, yet, telecommuting can be considered as an attractive 

work option for so many people, including those with disabilities, but it must 

be taken into consideration the environmental conditions of each individual. 
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24. Hunton (2005)  

"Behavioral Self-Regulation of Telework Locations: Interrupting 

Interruptions!"  

This study sought to examine the impact of alternative telework strategies on 

professional and personal outcomes.  

The research is grounded in self-determination theory and involves a 

longitudinal field experiment that takes place over a six-month period. The 

experiment used archival data to roadway telework locations, task 

interruptions, task performance, and employee retention of 160 employees in 

the accounting division of a national health care organization. The 

investigation employs the experience sampling method (ESM) to record salient 

psychological states in the natural settings of work and home.  

Analyses of this paper were based on the 160 post-attrition participants. After 

using the manipulation-check questions, the experimental treatments were 

considered successful. 

The main finding is the considerable influence of task interruptions at work and 

home. Study participants insisted that their primary motivation for desiring 

telework was to improve their work-home life balance. This finding contributes 

knowledge and understanding to extant telework literature.  

Conclusion from this paper is that suggests that working completely at home is 

not a good policy for companies or employees. 

25. Schweitzer and Duxbury (2004) 

 "Benchmarking the Use of Telework Arrangements in Canada" 

The objective of the paper is to give a current benchmark of the use of telework 

arrangements in Canada in the years 1999 and 2001 using a large, 

representative national sample, including data from both the employer and 
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employee point of view. The paper used data collected in 1999 and 2001 from 

over 20,000 employees and 6,300 workplaces.  

The findings from the study suggest a number of ways of research that may be 

particularly beneficial to academics that wish to understand the adoption of 

innovative employment practices such as telework, yet in a theoretical way. 

The study supports the idea that there are several different types of teleworkers 

and that this is not a homogeneous group according to sector, job types, 

qualifications, and motivations for teleworking. Also, the study   identified two 

phenomena that appear to be quite common in Canada: guerrilla telework and 

other-site work. 

The researcher can conclude that the research studies the reasons   that make 

organizations adopt telework practices. 

3.3 Comments and Conclusion: 

This study is the first one according the knowledge of the researcher which is 

done on the influential factors affecting applying telework in Palestine 

particularly in Gaza strip,  

In addition, the variables which this study focuses on, are not mentioned as a 

set in one of the previous studies. The previous studies' researchers mentioned 

the variables but here the researcher takes the most important variables that 

affected the applying telework successfully in Gaza strip. These variables are: 

management of technology, organization culture, and nature of work, 

individual skills, and social responsibilities. 

This study is the first study views the factors affecting successfully applying 

telework program in Gaza strip, which takes in consideration   Privacy 

conditions of Gaza strip because it's suffering from the siege. All previous 

studies focused at most on one or two factors that affecting applying telework. 

Others focused on the telework program as general topics. But this research 
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focuses on the factors affecting successfully applying telework program in 

Palestine which means that it's more specialized research. 

 This study shares the study of Major, Verive and Joice (2008) and the study of 

Mello (2007) in studying the variety variable. The Social responsibilities effect 

was studying on the study of Galvez, Martinez and Perez (2012), Marsh and 

Musson (2007) and on the study of Sakamoto and Spinks (2008). It also meets 

with the study of Shaemi, Kazemi and Vakili (2011) in studying the nature of 

work effects, and the study of Taskin and Bridoux (2010) in studying the 

management of technology effects. The individual characteristic was studied 

on the study of Weisberg and Porell (2010) and on the study of Paridon and 

Hupke (2009). Studies of Forgacs (2010), Hunton and Norman (2010) and 

Peters, Bleijenbergh, Oldenkamp (2009) studied the importance role of 

organization culture on applying telework program.  

In conclusion, large number of previous literature indicated increase 

importance of studying teleworking program and the factors that affecting on 

successfully applying its. However, the factors that affecting on successfully 

applying telework have not been fully investigated in Palestine. The researcher 

hopes that this study will fill the gap and examine the factors that affecting on 

successfully applying telework and its importance to advice all associations in 

Gaza strip to expand its business to apply telework program and to learn from 

the Work without Borders & Medad cases in this subject. 
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4.1 Introduction 

This chapter addresses the study methodology and detailed procedures. It 

includes the research design, population and sample, research Instrument, 

variables measurement, reliability and validity of the instrument, scoring 

techniques, data-gathering procedures, and the procedure of statistical analysis. 

4.2 Research Methodology 

This study follows the analytical statistical approach, which is considered as 

the most used in business and social studies. The researcher followed the 

qualitative-quantitative methodology where she targeted some of the local 

Palestinian Teleworks companies with questionnaire in addition to deep 

literature review of previous studies. 

4.2.1 Duration of the Study 

The study has been conducted on the period of March 2013 – February 2014. 

4.2.2 Place of the Study 

The study was applied on the work without borders and Medad associations in 

Gaza strip. 

4.2.3 Secondary Data 

The researcher has used plenty of secondary data resources to justify the 

problem and gain maximum information regarding the application of telework 

in Gaza strip. The used secondary included: 

1. Scientific journals and academic magazines such as Research 

Management, and Research administration journals. 

2. Thesis and dissertations accessed through the universities' libraries. 

3. Text books and research papers. 
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4. Interviews: It is used to gather both reliable and valid data relative to the 

study objectives and help to answer the research questions. 

5. Internal documents of the investigated companies such as annual reports, 

news. 

6. Internet articles and websites. 

The researcher tried her best to obtain the mentioned data; but she could not 

find any written study in Arabic regarding the research topic. 

4.2.4 Primary Data 

The primary data is information that was collected through questionnaire 

survey.  Survey: Survey is defined as "investigation of the opinions, behavior, 

etc. of a particular group of people, which is usually done by asking them 

questions" (Oxford Advance Learners Dictionary, 2007). 

4.3 Population & Sample 

Study target group are Work without Borders and Medad companies. The 

researcher targeted 53 employees, who represent the total number of telework 

employees in both companies. Because the number of the target group is few, 

the researcher used the whole target group as the study sample. The researcher 

distributed 53 questionnaires and retrieved 50.   

4.4 Research Instruments 

The study was conducted using a self-structured questionnaire as a research 

instruments. 

Initially the questionnaire was developed by the researcher in Arabic 

(Appendix A) and reviewed by 8 experts (Appendix B) in the field of business 

administration. After modification of the questionnaire according to the 

experts' recommendations it was distributed to the employees who are working 

in the investigated companies. A cover letter explaining the purpose of the 
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questionnaire, the aim of the study and the privacy of information has been 

provided to the questionnaire in order to encourage more responses. The 

questionnaire has been translated into English for documentation purposes 

(Appendix C).  

The questionnaire was composed of two main parts: 

Part I: demographic information: gender, age, educational degree, type of 

employment contract and Field of work 

Part II: includes 35 paragraphs grouped in 5 sections that include questions 

about: 

1. Management of technology 

2. Social responsibility 

3. Nature of job 

4. Individual skills 

5. Organizational culture. 

4.5 Study Application Procedures 

The researcher performed the following main procedures for study application: 

1. Developing initial questionnaire for data collection and analysis 

2. Evaluating the questionnaire by different experts regarding the study 

subject and questionnaire preparation process. 

3. Modifying the questionnaire according to the experts' recommendations. 

4. Distributing the questionnaire to the study population to collect data for 

the study. About 53 questionnaires were distributed to the research 

population and 50 questionnaires were received 

5. Conducting data analysis and discussion. Statistical Package for the 

Social Sciences, (SPSS) was used to perform the required analysis. 

6. Analyzing the collected data and giving suggestions & recommendations. 
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4.6 Statistical Analysis 

In this study the researcher used the numerical scale 1-5 as data measurement, 

where: 5 correspond to a strong agreement with the statement, and it gradually 

decreased until 1 that indicates the very low agreement with the statement.  

Item 
Strongly 

agree 

highly 

agree  

Moderately  

agree 
less agree 

very less  

agree 

Scale 5 4 3 2 1 

In order to extract information from collected data, different statistical analysis 

tests will be utilized. Parametric tests or non-parametric statistical tests were 

used. Identification of the statistical tests types depends on testing the 

normality of the collected data; if the collected data is normally distributed, 

parametric test was used. On the other hand, non-parametric tests would be 

used, if the collected data was non-normally distributed. In the following sub-

section, normality test will be applied to identify the type of the statistical tests. 

4.6.1 Test of Normality 

The Central Limit Theorem states that for sample sizes sufficiently large 

(greater than 30), the shape of the distribution of the sample means obtained 

from any population (distribution) will approach a normal distribution 

(Klemens, 2008). 

The number of the respondents equals 50 which is large enough to consider the 

shape of the data distribution approaching normal distribution. Thus the 

researcher can use parametric tests to perform all required computations to test 

the study hypothesizes and answering its questions. 

4.6.2 Test of Normality for each field: 

Table (4.6-2) shows the results for Kolmogorov-Smirnov test of normality. 

From Table (4.6-2), the p-value for each field is greater than 0.05 level of 
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significance, then the distribution for each field is normally distributed. 

Consequently, parametric tests will be used to perform the statistical data 

analysis. 

Table (4.6-2): Kolmogorov-Smirnov test 

Field 

Kolmogorov-

Smirnov 

Statistic P-value 

Management of technology in the field of teleworking 0.765 0.602 

Effect of social responsibility concept on the field of 

teleworking 
1.255 0.086 

The effect of organization's culture on the success of 

applying teleworking 
0.641 0.806 

Individual skills and their effect on teleworking 0.925 0.360 

The nature of job and its effect on teleworking 0.883 0.417 

All paragraphs of the questionnaire 1.159 0.136 

4.7 Statistical analysis Tools  

The researcher would use data analysis both qualitative and quantitative data 

analysis methods. The Data analysis will be made utilizing (SPSS 20). The 

researcher would utilize the following statistical tools: 

 Kolmogorov-Smirnov test of normality. 

 Pearson correlation coefficient for Validity. 

 Cronbach's Alpha for Reliability Statistics. 

 Frequency and Descriptive analysis. 

 Parametric Tests (One-sample T test, Independent Samples T-test, 

Analysis of Variance). 

T-test is used to determine if the mean of a paragraph is significantly different 

from a hypothesized value 3 (Middle value of Likert scale). If the P-value 

(Sig.) is smaller than or equal to the level of significance, then the mean of a 
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paragraph is significantly different from a hypothesized value 3. The sign of 

the Test value indicates whether the mean is significantly greater or smaller 

than hypothesized value 3. On the other hand, if the P-value (Sig.) is greater 

than the level of significance, then the mean a paragraph is insignificantly 

different from a hypothesized value 3. 

The Independent Samples T-test is used to examine if there is a statistical 

significant difference between two means among the respondents toward -The 

Influential Factors Affecting Applying Telework in Palestine due to personal 

characteristics such as: Gender, Age and Job type. 

The One- Way Analysis of Variance (ANOVA) is used to examine if there is 

a statistical significant difference between several means among the 

respondents toward The Influential Factors Affecting Applying Telework in 

Palestine due to personal characteristics such as:  Academic qualification and 

Field of work. 

4.8 Validity & Reliability of the Study Instruments 

Validity of the instrument refers to the degree to which the instrument measure 

what it supposed to measure. Whereas the reliability of the instrument refers to 

the consistency in the obtained results if the same measures has been used in 

different occasions or applied on different participants (Easterby-Smith, 

Thorpe, & Lowe, 2002). There are many instruments that could be used to 

evaluate the study tool; in this study content validity and statistical validity 

were used to evaluate instrument validity. 

4.8.1 Internal Validity 

Internal validity of the questionnaire is the first statistical test that used to test 

the validity of the questionnaire. It is measured the correlation coefficients 

between each paragraph in one field and the whole field. 
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Table (4.8-1) clarifies the correlation coefficient for each paragraph of the 

"Management of technology in the field of teleworking" and the total of this 

field. The p-values (Sig.) are less than 0.05, so the correlation coefficients of 

this field are significant at α = 0.05,  so it can be said that the paragraphs of this 

field are consistent and valid to be measure what it was set for.  

Table 4.8-1: Correlation coefficient of each paragraph of "Management of technology 

in the field of teleworking" and the total of this field. 

No. Paragraph 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  

I follow the technological developments that will help 

me to achieve and accomplish  my job targets as soon 

as possible, and with less expenses 

.366 0.004* 

2.  

Workplace is equipped with modern means of 

communication, in addition to the required 

equipment's to be complete 

.662 0.000* 

3.  

I follow the technological development to discover 

the new technologies that help me complete my work 

better 

.420 0.001* 

4.  I use mobile computers to manage information and 

accomplish my work in any place I work in 
.265 0.032* 

5.  Increase the rate of speed of the Internet, helps in 

spreading the idea of distance working in Gaza strip 
.541 0.000* 

6.  

When Intermediary companies like "Work without 

borders co." and "Midad Co. "create suitable 

electronic environment, they contribute in applying 

"Distance working" 

.530 0.000* 

7.  

Technological possibilities available in Gaza Strip, 

commensurate with the requirements of Distance 

working 

.685 0.000* 

* Correlation is significant at the 0.05 level  
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Table (4.8-2) clarifies the correlation coefficient for each paragraph of the 

"Effect of social responsibility concept on the field of teleworking" and the 

total of the field. The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05,  so it can be said that the 

paragraphs of this field are consistent and valid to be measure what it was set 

for.  

Table 4.8-2: Correlation coefficient of each paragraph of "Effect of social responsibility 

concept on the field of teleworking" and the total of this field. 

No. Paragraph 

Pearson  

Correlation 

Coefficient 

P-

Value 

(Sig.) 

1.  
Distance working enhances woman's efforts to maintain best 

balance between personal, house duties and professional 

obligations 

.438 0.001* 

2.  The company's interest in community service contributes 

instrengthening its position and increasing its profits 
.826 0.000* 

3.  
Commitment of the institution in which you work towards 

the community, contributes in supporting the idea of distance 

working 

.710 0.000* 

4.  
The mission and objectives of the company in which I work 

is compatible with community targets, thereby contributes in 

developing the field of teleworking 

.730 0.000* 

5.  The company I work in seeks to reduce the unemployment 

rate in the community through teleworking 
.725 0.000* 

6.  The companies' commitment to execute agreements and 

contracts with distance workers is an indication of the 

strength of distance work system in the company 

.815 0.000* 

7.  The urgent need for the employment of those with special 

needs contributes in spreading the idea of teleworking 
.698 0.000* 

* Correlation is significant at the 0.05 level  
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Table (4.8-3) clarifies the correlation coefficient for each paragraph of the "The 

effect of organization's culture on the success of applying teleworking" and the 

total of this field. The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of this field are significant at α = 0.05,  so it can be said that the 

paragraphs of this field are consistent and valid to be measure what it was set 

for.  

Table 4.8-3: Correlation coefficient of each paragraph of "The effect of organization's 

culture on the success of applying teleworking" and the total of this field 

No. Paragraph 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  

The company allows employees to share new ideas and 

knowledge in several ways 
.879 0.000* 

2.  

The company which I work in supports the employees to 

electronically exchange stories of success and innovation 
.828 0.000* 

3.  

Company managers adopt the idea of renewing methods 

of work performance to suit zeitgeist, therefore they 

contribute in enhancing the concept of teleworking 

.885 0.000* 

4.  

Company workers enjoy perception and awareness of the 

nature and concept of teleworking 
.738 0.000* 

5.  

Wage and incentives policy followed in my company is 

considered fair 
.797 0.000* 

6.  

The company I work in is adopting a positive 

organizational culture towards woman distance working 

which contributes in supporting community 

.692 0.000* 

7.  

Culture of human interaction to automated 

interaction- orientation helps in spreading the idea of 

teleworking in Gaza strip 

.514 0.000* 

* Correlation is significant at the 0.05 level  
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Table (4.8-4) clarifies the correlation coefficient for each paragraph of the 

"Individual skills and their effect on teleworking" and the total of the field. The 

p-values (Sig.) are less than 0.05, so the correlation coefficients of this field are 

significant at α = 0.05,  so it can be said that the paragraphs of this field are 

consistent and valid to be measure what it was set for.  

Table 4.8-4: Correlation coefficient of each paragraph of "Individual skills and their 

effect on teleworking" and the total of this field. 

No. Paragraph 

Pearson  

Correlation 

Coefficient 

P-Value 

(Sig.) 

1.  

When the employee enjoys "innovation and creativity", this 

will help in the continuation of his teleworking 
.651 0.000* 

2.  

When the employee enjoys the required skills to execute 

telework, the time needed to accomplish work will be 

reduced 

.671 0.000* 

3.  

I have a technical skill that suits the requirements of the 

distance job I have 
.429 0.001* 

4.  

The skill of time management effectively helps in 

developing time schedules in the institute that practice 

teleworking 

.644 0.000* 

5.  

Teleworking requires the skill of group working amongthe 

employee team 
.532 0.000* 

6.  

Teleworkers need to have the skill of hard work under 

pressure and the ability of endurance in an environment of 

limited capabilities like Gaza strip 

.580 0.000* 

7.  

The efficiency of the employee's skills is a key factor in 

continuity of teleworking 
.716 0.000* 

* Correlation is significant at the 0.05 level  
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Table (4.8-5) clarifies the correlation coefficient for each paragraph of the 

"nature of job and its effect on teleworking" and the total of the field. The p-

values (Sig.) are less than 0.05, so the correlation coefficients of this field are 

significant at α = 0.05,  so it can be said that the paragraphs of this field are 

consistent and valid to be measure what it was set for.  

Table 4.8-5: Correlation coefficient of each paragraph of "The nature of job and its 

effect on teleworking" and the total of this field. 

No. Paragraph 

Pearson  

Correlation 

Coefficient 

P-

Value 

(Sig.) 

1.  

My job depends on independent individual effort more than 

common group effort 
.509 0.000* 

2.  

My job only depends on the resources in the work office, and 

does not need external resources 
.597 0.000* 

3.  

My profession practice needs special equipment's which 

cannot be provided in mobile work environment or in house 
.421 0.001* 

4.  

Doing my job requires prior permission from the senior 

management before I do the task 
.581 0.000* 

5.  

I can use electronic programs and data bases related to the 

company while teleworking 
.524 0.000* 

6.  

 I can easily reach electronic company system while 

teleworking 
.550 0.000* 

7.  

The mobile work environment in house or in any mobile 

office is suitable and appropriate for work conditions and 

permanently 

.564 0.000* 

* Correlation is significant at the 0.05 level  
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4.8.2 Structure Validity of the Questionnaire  

Structure validity is the second statistical test that used to test the validity of the 

questionnaire structure by testing the validity of each field and the validity of 

the whole questionnaire. It measures the correlation coefficient between one 

field and all the fields of the questionnaire that have the same level of liker 

scale.  

Table (4.8-6) clarifies the correlation coefficient for each field and the whole 

questionnaire. The p-values (Sig.) are less than 0.05, so the correlation 

coefficients of all the fields are significant at α = 0.05, so it can be said that the 

fields are valid to be measured what it was set for to achieve the main aim of 

the study.  

Table 4.8-6: Correlation coefficient of each field and the whole of questionnaire. 

No. Field Pearson  

Correlation 

Coefficient 

P-

Value 

(Sig.) 

1.  
Management of technology in the field of teleworking .620 0.000* 

2.  

Effect of social responsibility concept on the field of 

teleworking 
.858 0.000* 

3.  

The effect of organization's culture on the success of 

applying teleworking 
.782 0.000* 

4.  
Individual skills and their effect on teleworking .667 0.000* 

5.  
The nature of job and its effect on teleworking .509 0.000* 

* Correlation is significant at the 0.05 level  
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4.8.3 Questionnaire Reliability 

The questionnaire reliability was measured by applying Cronbach's Alpha test 

on the questionnaire fields. This test is used to measure the reliability of the 

questionnaire fields and the mean of the whole fields of the questionnaire. The 

value of Cronbach's Alpha coefficient lies between 0.0 and + 1.0, the higher 

the value of Cronbach's Alpha coefficient the higher the reliability of the 

measured items and it equals square root of the Cronbach's Alpha coefficient. 

The resultant value of Cronbach's Alpha coefficient of each field is as shown in 

Table (4.8-7) Cronbach's Alpha for each filed of the questionnaire and the 

entire filed. The values of Cronbach's Alpha coefficient range from 0.512 and 

0.884 this range is considered high; the result ensures the reliability of each 

field of the questionnaire. Cronbach's Alpha equals 0.876 for the entire 

questionnaire which indicates excellent reliability value for the entire 

questionnaire. 

Table 4.8-7: Cronbach's Alpha for each field of the questionnaire 

No. Field Cronbach's 

Alpha 

1.  
Management of technology in the field of teleworking 0.512 

2.  
Effect of social responsibility concept on the field of teleworking 0.857 

3.  
The effect of organization's culture on the success of applying 

teleworking 
0.884 

4.  
Individual skills and their effect on teleworking 0.672 

5.  
The nature of job and its effect on teleworking 0.573 

6.  
All paragraphs of the questionnaire 0.876 

The Thereby, it can be said that the researcher proved that the questionnaire 

was valid, and reliable. 
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5.1 Introduction 

This chapter includes detailed description of the findings resulted from 

applying the statistical tests on the collected data from the questionnaires. The 

collected data of the respondents will be presented and the findings will be 

described and discussed in three main parts: 

 The first part will tackle the analysis of the demographic information of 

the questionnaire respondents. 

 The second part will apply the statistical tests indicated in section 4.7:  

(Statistical Analysis on the collected data from questionnaire 

respondents). The overall results will be compared with the previous 

studies results. 

 The third part will testify the study hypothesis. The findings of this test 

will be discussed and compared with previous studies results. 

5.2 Part I: Respondents Characteristics 

In this section, the researcher describes and analyzes the respondents personal 

characteristics (gender, age, educational degree, type of employment contract, 

field of work)  

5.2.1 Personal Characteristics 

Personal characteristics of the study respondents include five items: gender, 

age, educational degree, type of employment contract, field of work. Each one 

of them is described and analyzed separately. 
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5.2.1.1 Gender 

As shown in Table 5.2-1 the respondent's gender distribution shows the 

dominance of male respondents on the sample as it constituted 78.0% of the 

total respondents. This can be interpreted as women constitute very low 

percentage of the total teleworkers in Gaza strip. 

Table (5.2-1): The respondent's gender distribution 

Gender Frequency Percent 

Male 39 78.0 

Female 11 22.0 

Total 50 100.0 

This finding stands in sharp contrast to the widespread opinion that teleworkers 

are predominantly female. But it agrees with the study of Davis and Polonko 

(2001) which shows that three out of four teleworkers are male. This result also 

confirms the result of Peters, Tijdens and Wetzels (2001) who found that men 

are more often teleworking. 

5.2.1.2 Age 

According to Table 5.2-2 the respondent's age distribution reveals a shift 

toward younger respondents. The mentioned age's distribution as following: 

The majority of the respondents are between 20 to fewer than 30 years aged 

and this represents 78.0%. 22.0% of respondents have ages between 30 to 

fewer than 40.   
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Table 5.2-2: The respondent's age distribution 

Age Frequency Percent 

less than 20   - - 

20 to under 30 39 78% 

30 to under 40   11 22% 

40 to under 50 - - 

50 and more - - 

Total 50 100% 

This finding agrees with Peters, Tijdens and Wetzels (2001) study analyzing 

the effect of age on applying teleworking, which shows that as age increases 

the likelihood to telework decreases.  

This can be explained in that teleworking requires energy and enthusiasm to be 

engaged in teleworking system which is more present in young people more 

than older ones.  

5.2.1.3 Educational Degree 

Table 5.2-3 Educational Degree Distribution of Respondents shows that all 

Respondents hold a higher education degree which was distributed as 

following: 12.0% of the respondents hold "diploma ", 82.0% "Bachelor's 

degree" and 6.0% "Master degree". 

Table  5.2-3: Educational Degree Distribution of Respondents 

Academic qualification Frequency Percent 

General secondary school - - 

average diploma 6 12.0 

Bachelor 41 82.0 

Masters 3 6.0 

PhD and above - - 

Total 50 100.0 
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The result shows that most interested individuals in teleworking have Bachelor 

degrees. Those percentages reflect nearby the same distribution of the 

graduates from the above mentioned programs according to report of Ministry 

of Planning and Foreign Affairs (2012).  Teleworking requires knowledge, 

experience and skills which is present in those graduates. It is consistent with 

the study from Peters, Tijdens and Wetzels (2001) who concluded that when 

education or job level is used as an indicator, the well-educated and managerial 

employees are found to be more likely to practice teleworking. 

5.2.1.4 Type of Employment Contract 

According to Table 5.2-4 Type of Employment Contract Distribution of 

Respondents the majority of respondents has temporary work contract in 

companies. 

Table 5.2-4: Type of Employment Contract Distribution of Respondents 

Job type Frequency Percent 

Permanent contract 11 22.0 

temporary contract 39 78.0 

Total 50 100.0 

This result can be explained by the nature of teleworking itself in that it is a 

flexible job with no fixed work hours and work place and most of workers use 

teleworking as additional source for income to improve their financial status. 

Additionally to be able to hold in the increasing competition in the market the 

companies apply renewal of human resources permanently in search of better 

qualifications. 

5.2.1.5 Field of work 

According to Table 5.2-5: Type of Work Field Distribution of Respondents the 

sample members varied according to the nature of the job as the following: 
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 34.0% of telework employees work in translation field.  

 Programming and design came in the second place with equal 

percentages (22.0%).  

 Third place was for distance consultancy (8.0%). 

 Final category was journalism (6.0%). 

Table 5.2-5: Type of Work Field Distribution of Respondents 

Field of work Frequency Percent 

Journalism and writing 3 6.0 

Computer programming and information technology 11 22.0 

Designing and graphics 11 22.0 

Distance consulting 4 8.0 

Translation 17 34.0 

Other 4 8.0 

Total 50 100.0 

 

In the opinion of the researcher this percentage reflects the supply and demand 

distribution in Gaza strip. There are plenty graduates from linguistic faculties 

in Gaza universities and the above mentioned jobs don‘t require complicated 

logistics and which is not available in Gaza because of the political situation so 

the most teleworker in Gaza strip tend to work in jobs which can be done with 

minimal equipment. 

5.3 Part II:  Statistical Analysis for the Questionnaire Fields 

In this section, the researcher describes the collected data from the second part 

of questionnaire. These findings will be discussed and interpreted to answer the 

study questions and testify its hypothesis. Moreover, the study findings will be 

compared to the previous studies findings identifying the differences and 

similarities and explain the reasons for each field's. 
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5.3.1 First Field: Management of technology 

Table 5.3-1: Means and Test values for of each item of the management of 

technology field, shows the following results: 

The mean of paragraph No.4 ―I use mobile computers to manage information 

and accomplish my work in any place I work in‖ equals 4.44 (88.8%), Test-

value = 12.54, and P-value = 0.000 which is smaller than the level of 

significance 0.05  .  The sign of the test is positive, so the mean of this 

paragraph is significantly greater than the hypothesized value 3. It is concluded 

that the respondents strongly agree to this paragraph. 

The mean of paragraph No.7 ―Technological possibilities available in Gaza 

Strip, commensurate with the requirements of teleworking‖ equals 2.48 

(49.6%), Test-value = -2.98, and P-value = 0.002 which is smaller than the 

level of significance 0.05  . The sign of the test is negative, so the mean of 

this paragraph is significantly smaller than the hypothesized value 3. It is 

concluded that the respondents less agree to this paragraph. 

The mean of the field ―Management of technology in the field of teleworking‖ 

equals 3.93 (78.7%), Test-value = 14.71, and P-value=0.000 which is smaller 

than the level of significance. The sign of the test is positive, so the mean of 

this field is significantly greater than the hypothesized value 3. It is concluded 

that the respondents agreed to field of ―Management of technology in the field 

of teleworking ". 
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Table (5.3-1): Means and Test values for ―Management of technology in the field of 

teleworking‖ 

 Item 
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1.  
I follow the technological developments that will help 

me to achieve and accomplish  my job targets as soon 

as possible, and with less expenses 

4.22 84.4 11.30 0.000* 4 

2.  
Workplace is equipped with modern means of 

communication, in addition to the required equipment's 

to be complete 

3.80 76.0 6.60 0.000* 6 

3.  
I follow the technological development to discover the 

new technologies that help me complete my work 

better 

4.30 86.0 13.57 0.000* 3 

4.  I use mobile computers to manage information and 

accomplish my work in any place I work in 
4.44 88.8 12.54 0.000* 1 

5.  Increase the rate of speed of the Internet, helps in 

spreading the idea of distance working in Gaza strip 
4.32 86.4 11.06 0.000* 2 

6.  

When Intermediary companies like "Work without 

borders co." and "Midad Co." create suitable electronic 

environment, they contribute in applying "Distance 

working" 

3.98 79.6 7.40 0.000* 5 

7.  
Technological possibilities available in Gaza Strip, 

commensurate with the requirements of Distance 

working 

2.48 49.6 -2.98 0.002* 7 

8.  
All paragraphs of the field 3.93 78.7 14.71 0.000*  

* The mean is significantly different from 3 
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For the assumption that got the higher (agree) percentage, this reflects the high 

level of ability available in Gaza teleworker to deal with information 

technology and its equipment. Such result matched studies of (Bélanger, 

Allport, 2007) and (Baker, Moon and Ward, 2006), which focused on 

technological skills and their role in developing the concept of telework and 

commutation with outside from any place compatible with the job nature. On 

the other hand teleworking in Gaza Strip is negatively affected by the lack of 

logistic infrastructure for telework resulting from the prolonged siege and 

occupation policy. This made the widespreading of telework in Gaza strip 

insufficient.   

In general, information technology plays a significant role in developing 

telework concept. To achieve this two different aspects have to be taken in 

consideration. The first is the human recourses which is plenty available in 

Gaza strip through different higher education programs at Gaza universities 

(Report of Ministry of Planning and Foreign Affairs 2012), but the other aspect 

is the infrastructure for information technology which is very defective in Gaza 

strip due to siege  . 

5.3.2 Second Field: Social responsibilities 

Table 5.3-2: Means and Test values for of each item of the Social 

responsibilities field, shows the following results: 

The mean of paragraph No.3 ―Commitment of the institution in which I work 

towards the community, contributes in supporting the idea of distance 

working‖ equals 4.08 (81.6%), Test-value = 9.81, and P-value = 0.000 which is 

smaller than the level of significance 0.05  .  The sign of the test is positive, 

so the mean of this paragraph is significantly greater than the hypothesized 

value 3. It is concluded that the respondents strongly agree to this paragraph. 

The mean of paragraph No.4 ―The mission and objectives of the company in 

which I work is compatible with community targets, thereby contributes in 

developing the field of teleworking‖ equals 3.74 (74.8%), Test-value = 5.31, 

and P-value = 0.000 which is smaller than the level of significance 0.05  .  

The sign of the test is positive, so the mean of this paragraph is significantly 

greater than the hypothesized value 3. It is concluded that the respondents 

agreed to this paragraph. 
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The mean of the field ―Effect of social responsibility concept on the field of 

teleworking‖ equals 3.87 (77.4%), Test-value= 10.61, and P-value=0.000 

which is smaller than the level of significance 0.05  . The sign of the test is 

positive, so the mean of this field is significantly greater than the hypothesized 

value 3. It is concluded that the respondents agreed to field of ―Effect of social 

responsibility concept on the field of teleworking ". 

Table (5.3-2): Means and Test values for ―Effect of social responsibility concept on the 

field of teleworking‖ 
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1.  

Distance working enhances woman's efforts to 

maintain best balance between personal, house duties 

and professional obligations 

4.00 80.0 9.35 0.000* 3 

2.  

The company's interest in community service 

contributes in strengthening its position and 

increasing its profits 

4.08 81.6 8.71 0.000* 2 

3.  

Commitment of the institution in which you work 

towards the community, contributes in supporting 

the idea of distance working 

4.08 81.6 9.81 0.000* 1 

4.  

The mission and objectives of the company in which 

I work is compatible with community targets, 

thereby contributes in developing the field of 

teleworking 

3.74 74.8 5.31 0.000* 7 

5.  

The company I work in seeks to reduce the 

unemployment rate in the community through 

teleworking 

3.78 75.6 5.66 0.000* 6 

6.  

The companies' commitment to execute agreements 

and contracts with distance workers is an indication 

of the strength of distance work system in the 

company 

3.98 79.6 7.58 0.000* 4 

7.  

The urgent need for the employment of those with 

special needs contributes in spreading the idea of 

teleworking 

3.88 77.6 6.95 0.000* 5 

 All paragraphs of the field 3.87 77.4 10.61 0.000*  

* The mean is significantly different from 3 
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For the assumption that got the higher (agree) percentage, this emphasizes that 

the teleworker belief in the social role which the telework companies play.  The 

political situation and the siege imposed on the Gaza Strip, which led to many 

social problems like unemployment and lack of job opportunities, prompted 

many of the local institutions to search for innovative solutions to existing 

problems, making these institutions play an important role in community 

service. Teleworking is one of the creative solutions to break the blockade and 

provide job opportunities for graduates in particular who are working in the 

field of computer and information technology creating a link between Gaza and 

foreign companies. 

The contradiction which may appear between previous point and the 

assumption with lowest agreement could be explained in that most of the 

telework companies in Gaza were not full aware to their social role as they 

were established. The message and the aim of Gaza Strip companies basically 

rely on profits to fulfil continuity in the market. It is noticeable that teleworkers 

consider the message and the aims of telework companies as a work 

opportunity only, and they do not promote telework concept. This finding 

contradicts the results of a study of (Mello, 2007), as it stressed that telework 

companies should work on two sides, gain profits and fulfil the social 

responsibility, and not marginalize it. In addition, employees should not feel 

that the company, they work for, does not contribute in society development. 

Generally, the success of telework companies is directly linked to the 

awareness of their social responsibility. To achieve the greatest success 

possible these companies have to sensitize their employees about the vision 

and goals of the companies and their relation to social responsibility 

(Sakamoto, Spinks, 2008). 
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5.3.3 Third Field: Organization culture 

Table 5.3-3: Means and Test values for of each item of the Organization 

culture field, shows the following results: 

The mean of paragraph No.7 ―Culture of human interaction to automated 

interaction- orientation helps in spreading the idea of teleworking in Gaza 

strip‖ equals 3.98 (79.6%), Test-value = 6.79, and P-value = 0.000 which is 

smaller than the level of significance 0.05  . The sign of the test is positive, 

so the mean of this paragraph is significantly greater than the hypothesized 

value 3. It is concluded that the respondents agreed to this paragraph. 

The mean of paragraph No.5 ―Wage and incentives policy followed in my 

company is considered fair‖ equals 3.08 (61.6%), Test-value = 0.43, and P-

value = 0.334 which is greater than the level of significance 0.05  . Then the 

mean of this paragraph is insignificantly different from the hypothesized value 

3. It is concluded that the respondents (Do not know, neutral) to this paragraph. 

The mean of the field ―The effect of organization's culture on the success of 

applying teleworking‖ equals 3.42 (68.3%), Test-value = 3.22, and P-

value=0.001 which is smaller than the level of significance 0.05  .  The sign 

of the test is positive, so the mean of this field is significantly greater than the 

hypothesized value 3. It is concluded that the respondents agreed to field of 

―The effect of organization's culture on the success of applying teleworking". 
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Table (5.3-3): Means and Test values for ―The effect of organization's culture on the 

success of applying teleworking‖ 
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1.  
The company allows employees to share 

new ideas and knowledge in several 

ways 

3.32 66.4 1.81 0.038* 4 

2.  
The company which I work in supports 

the employees to electronically 

exchange stories of success and 

innovation 

3.18 63.6 0.99 0.164 6 

3.  
Company managers adopt the idea of 

renewing methods of work performance 

to suit zeitgeist, therefore they 

contribute in enhancing the concept of 

teleworking 

3.46 69.2 2.64 0.006* 3 

4.  
Company workers enjoy perception and 

awareness of the nature and concept of 

teleworking 

3.68 73.6 4.24 0.000* 2 

5.  
Wage and incentives policy followed in 

my company is considered fair 
3.08 61.6 0.43 0.334 7 

6.  
The company I work in is adopting a 

positive organizational culture towards 

woman distance working which 

contributes in supporting community 

3.22 64.4 1.42 0.081 5 

7.  
Culture of human interaction to 

automated interaction- orientation helps 

in spreading the idea of teleworking in 

Gaza strip 

3.98 79.6 6.79 0.000* 1 

8.  All paragraphs of the field 3.42 68.3 3.22 0.001*  

* The mean is significantly different from 3 

Noteworthy that technological advancement in Gaza has changed the culture of 

the society as it started to tend to electronic interaction and communication. 

This contributed in spreading telework concept with foreign countries 
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especially in the presence of big need for employment opportunities to face the 

high rate of unemployment.   

Since most teleworker are classified as part time worker this makes  them less 

capable to benefit from the incentives and rewards offered by the companies 

working in the field, which is reflected in the dissatisfaction for salaries and 

financial incentives offered by the companies. 

In general, there is a direct relation between telework and its application and 

institutions culture. In this regard, (GÁLVEZ, MARTÍNEZ, PÉREZ, 2012) 

study supported this idea along with (Peters, Bleijenbergh, Oldenkamp, 2009) 

study. The two studies found that there are connections between spread of 

telework and culture of the institution including vision and organizational 

objectives. Study of (Major, Verive, Joice, 2008) stressed that institutions 

should consider their culture, as a crucial factor, to fit the needs of telework to 

achieve aspired success. 

5.3.4 Fourth Field: Individual skills  

Table 5.3-4: Means and Test values for of each item of the Individual skills 

field, shows the following results: 

The mean of paragraph No.6 ―Teleworkers need to have the skill of hard work 

under pressure and the ability of endurance in an environment of limited 

capabilities like Gaza strip‖ equals 4.50 (90.0%), Test-value = 14.42, and P-

value = 0.000 which is smaller than the level of significance 0.05  . The sign 

of the test is positive, so the mean of this paragraph is significantly greater than 

the hypothesized value 3. It is concluded that the respondents strongly agree to 

this paragraph. 

The mean of paragraph No.5 ―Teleworking requires the skill of group working 

among the employee team‖ equals 3.00 (60.0%), Test-value = 0.00, and P-

value = 0.500 which is greater than the level of significance 0.05  . Then the 
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mean of this paragraph is insignificantly different from the hypothesized value 

3. It is concluded that the respondents (Do not know, neutral) to this paragraph. 

The mean of the field ―Individual skills and their effect on teleworking‖ equals 

4.09 (81.8%), Test-value = 14.16, and P-value=0.000 which is smaller than the 

level of significance 0.05  . The sign of the test is positive, so the mean of 

this field is significantly greater than the hypothesized value 3. It is concluded 

that the respondents strongly agree to field of ―Individual skills and their effect 

on teleworking ". 

Table (5.3-4): Means and Test values for ―Individual skills and their effect on 

teleworking‖ 
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1.  
When the employee enjoys "innovation and 

creativity", this will help in the continuation 

of his teleworking 

4.14 82.8 8.32 0.000* 5 

2.  
When the employee enjoys the required 

skills to execute telework, the time needed 

to accomplish work will be reduced 

4.28 85.6 12.41 0.000* 4 

3.  
I have a technical skill that suits the 

requirements of the distance job I have 
4.30 86.0 14.21 0.000* 3 

4.  
The skill of time management effectively 

helps in developing time schedules in the 

institute that practice teleworking 

4.00 80.0 8.25 0.000* 6 

5.  
Teleworking requires the skill of group 

working among the employee team 
3.00 60.0 0.00 0.500 7 

6.  
Teleworkers need to have the skill of hard 

work under pressure and the ability of 

endurance in an environment of limited 

capabilities like Gaza strip 

4.50 90.0 14.42 0.000* 1 

7.  
The efficiency of the employee's skills is a 

key factor in continuity of teleworking 
4.40 88.0 10.96 0.000* 2 

8.  All paragraphs of the field 4.09 81.8 14.16 0.000*  

* The mean is significantly different from 3 
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It is noticed that respondents strongly agreed that teleworkers need skills of 

persistence work under pressure and ability to stand in an environment with 

limited resources as in the Gaza Strip. This can be attributed to the higher need 

for special skills and technological capabilities needed by teleworkers to be 

able to deal with equipment to accomplish targeted jobs. This is more obvious 

in Gaza Strip because of the prolonged siege resulting in lack of essential 

logistics needed for daily life activities. This makes achievement of telework in 

Gaza strip more complicated than in other countries.   

On the other hand, respondents disagreed that telework requires teamwork. 

This can be explained that telework in Gaza is newly established and the asked 

tasks are still simple in nature and mostly can be done by individuals 

independently without the need for teamwork and that work contracts are made 

with individuals not with groups or institutions.  

In general, the agreement of most of the respondents that personal skills affect 

telework agrees with the study done by (DOBRESCU and others,2010) which 

stated that telework requires unusual  skills, not like those usual or routine 

skills needed in office work. 

5.3.5 Fifth Field: Nature of work 

Table 5.3-5: Means and Test values for of each item of the Nature of work 

field, shows the following results: 

The mean of paragraph No.1 ―My job depends on independent individual effort 

more than common group effort‖ equals 4.02 (80.4%), Test-value = 6.47, and 

P-value = 0.000 which is smaller than the level of significance 0.05  . The 

sign of the test is positive, so the mean of this paragraph is significantly greater 

than the hypothesized value 3. It is concluded that the respondents strongly 

agree to this paragraph. 

The mean of paragraph No.3 ―My profession practice needs special 

equipment's which cannot be provided in mobile work environment or in 
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house‖ equals  2.66 (53.2%), Test-value = -1.87, and P-value = 0.034 which is 

smaller than the level of significance 0.05  . The sign of the test is negative, 

so the mean of this paragraph is significantly smaller than the hypothesized 

value 3. It is concluded that the respondents less agree to this paragraph.  

The mean of the field ―The nature of job and its effect on teleworking‖ equals 

3.55 (71.1%), Test-value = 6.63, and P-value=0.000 which is smaller than the 

level of significance 0.05  . The sign of the test is positive, so the mean of 

this field is significantly greater than the hypothesized value 3. It is concluded 

that the respondents agreed to field of ―The nature of job and its effect on 

teleworking". 

Table (5.3-5): Means and Test values for ―The nature of job and its effect on 

teleworking‖ 
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1.  
My job depends on independent individual effort 

more than common group effort 
4.02 80.4 6.47 0.000* 1 

2.  
My job only depends on the resources in the work 

office, and does not need external resources 
3.52 70.4 3.16 0.001* 5 

3.  

My profession practice needs special equipment's 

which cannot be provided in mobile work 

environment or in house 

2.66 53.2 1.87 0.034* 7 

4.  
Doing my job requires prior permission from the 

senior management before I do the task 
3.92 78.4 5.31 0.000* 2 

5.  
I can use electronic programs and data bases 

related to the company while teleworking 
3.38 67.6 2.52 0.008* 6 

6.  
 I can easily reach electronic company system 

while teleworking 
3.64 72.8 4.60 0.000* 4 

7.  

The mobile work environment in house or in any 

mobile office is suitable and appropriate for work 

conditions and permanently 

3.74 74.8 5.68 0.000* 3 

8.  All paragraphs of the field 3.55 71.1 6.63 0.000*  

* The mean is significantly different from 3 
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It is noticed that respondents strongly agreed that their jobs require 

independent individual effort more than common group effort. This can be 

explained that nature of telework in Gaza strip is still simple and type of tasks 

done is in fields of programming and translation which mostly depends on 

individual effort rather than teamwork. On the other hand most contracts are 

done with individuals not with groups or institutions 

Meanwhile, the simplicity of the nature of the telework available in Gaza Strip 

explains the disagreement of most respondents that their telework job requires 

special equipment, which are not available in mobile works or at home.  

Generally, sample members strongly agreed that nature of the job has huge 

impact on applying telework concept and it is attributed to the variety of jobs in 

terms of simplicity, complexity and depending on technology in some cases 

such as; translation, programming and journalism. Moreover, each job has its 

own nature and required tools to implement it perfectly. This conclusion agrees 

with the study done by (Shaemi, and other .2011) which stated that ,  jobs that 

demand a physical presence are less appropriate, whereas the knowledge or 

information workers‘ jobs are typically suited for telecommuting. 

5.3.6 Sixth Field: Relationship between Influential Factors and Telework  

Table (5.3-6) shows the mean of all paragraphs equals 3.78 (75.5%), Test-

value =12.66, and P-value=0.000 which is smaller than the level of 

significance 0.05  . The sign of the test is positive, so the mean of all 

paragraphs is significantly greater than the hypothesized value 3. We conclude 

that the respondents agreed to all paragraphs.  
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Table (5.3-6): Means and Test values for all paragraphs 
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1.  
Management of technology in the field 

of teleworking 
3.93 78.7 14.71 0.000* 2 

2.  
Effect of social responsibility concept on 

the field of teleworking 
3.87 77.4 10.61 0.000* 3 

3.  
The effect of organization's culture on 

the success of applying teleworking 
3.42 68.3 3.22 0.001* 5 

4.  
Individual skills and their effect on 

teleworking 
4.09 81.8 14.16 0.000* 1 

5.  
The nature of job and its effect on 

teleworking 
3.55 71.1 6.63 0.000* 4 

 All paragraphs 3.78 75.5 12.66 0.000*  

The result is expected due to the nature of answers and responses received. The 

respondents believe the influential factors that affect application of Telework in 

Palestine are management of technology, social responsibility, nature of job, 

individual skills and organizational culture. 

5.3.7 Seven Filed: Influential Factors Affecting Applying Telework in 

Palestine "Due to Personal Characteristics"  

Table (5.3-7) shows that the p-value (Sig.) is greater than the level of 

significance  = 0.05 for each Personal Characteristics, then there is 

insignificant difference in respondents' answers toward Influential Factors 

Affecting Applying Telework in Palestine. We conclude that the Personal 

Characteristics have no effect on Influential Factors Affecting Applying 

Telework in Palestine. 
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Table (5.3-7): Analysis of Variance and Independent Samples T-test for Personal 

Characteristics 

No Personal Characteristics Test Name Test Value 

P-value 

(Sig.) 

1.  
Gender 

Independent 

Samples T-test 
-0.263 0.794 

2.  
Age 

Independent 

Samples T-test 
0.280 0.781 

3.  
Education degree 

Analysis of 

Variance 
1.736 0.187 

4.  
Type of employment contract 

Independent 

Samples T-test 
0.656 0.515 

5.  
Field of work 

Analysis of 

Variance 
0.471 0.796 

The differences among the respondents' opinions, about Influential factors 

affecting applying telework in Palestine referred to the following personal 

characteristics (gender, age, education degree, type of employment contract 

and field of work), have no effect on the results of the study. 
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6.1 Introduction 

In this chapter, the first section will summarize the study findings. The study 

conclusion will be listed and then the study recommendations will be 

presented. Finally the future research ideas are stated. 

6.2 Conclusions 

In this section the findings of the study are presented and analyzed in the light 

of previous studies and qualitative data from the interviews with senior 

manager of Medad &Work without Borders companies and other expertise in 

the same filed. 

The results revealed that the selected variables: management of technology, 

social responsibility, organizational culture, individual skills and nature of job  

serve as factors  affecting on application of telework in Palestine.  

The most notable conclusions were: 

 The study concludes that the respondents agreed that management of 

technology affect positively the application of telework in Gaza strip.  

Start-ups with a mean of 88.8%where using mobile computers to 

manage information and accomplish works in any place they work in. 

From the other hand, respondents gave a mean of 49.6% for the 

Technological possibilities available in Gaza Strip, commensurate with 

the requirements of teleworking. 

 The study concludes that the respondents agreed that social 

responsibility affect positively on applying telework in Gaza strip.  

Start-ups with a mean of 81.6% where that the Commitment of the 

institution in which teleworker work towards the community, 

contributes in supporting the idea of distance working. From the other 

hand, respondents gave a mean of 74.8% for The mission and objectives 

of the company in which they work is compatible with community 

targets, thereby contributes in developing the field of teleworking. 
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 The study concludes that the respondents agreed that organization 

culture affect positively on applying telework in Gaza strip.  Start-ups 

with a mean of 79.6% that the Culture of human interaction to 

automated interaction- orientation helps in spreading the idea of 

teleworking in Gaza strip. From the other hand, respondents gave a 

mean of 61.6%for the Wage and incentives policy followed in my 

company is considered fair. 

 The study concludes that the respondents agreed that individual skills 

affect positively on applying telework in Gaza strip.  Start-ups with a 

mean of 90.0% that the teleworkers need to have the skill of hard work 

under pressure and the ability of endurance in an environment of limited 

capabilities like Gaza strip. From the other hand, respondents gave a 

mean of 60.0% for that teleworking requires the skill of group working 

among the employee team. 

 The study concludes that the respondents agreed that nature of work 

affect positively on applying telework in Gaza strip.  Start-ups with a 

mean of 80.4% that the teleworkers job depends on independent 

individual effort more than common group effort. From the other hand, 

respondents gave a mean of 53.2% for that teleworker profession 

practice needs special equipment's which cannot be provided in mobile 

work environment or in house. 

 The differences among the respondents' opinions, about Influential 

factors affecting applying telework in Palestine referred to the following 

personal characteristics (gender, age, education degree, field of work 

and type of employment contract), have no effect on the results of the 

study. 
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6.3 Recommendations 

Management of technology 

  Find solutions for technological problems that hinder telework 

development in Gaza Strip. 

 Find alternative solutions for logistic services in Gaza Strip as electricity 

blackout to enable telework workers to compete.   

Social responsibility 

 Enhance culture of telework through utilizing it as a solution for 

unemployment in Gaza Strip. 

  Focus on females and increase awareness about the importance of 

telework and its results.  

Organizational culture 

 Employers should be informed about ways in which telework could 

answer their internal organizational issues as well as the needs of 

disabled people. 

 New markets and services should be identified and developed in which 

teleworkers can successfully compete if their performance is reduced. 

 Redraft message and aims of telework companies to make them 

appropriate for employees and companies themselves.  

 Individual skills  

 Potential teleworkers with disabilities should be trained within 

telecentres to make their personal and vocational skills really adapted to 

the position offered 

Nature of job   

 Consider wages and incentives policy, which is followed by telework 

companies, to make it compatible with nature of work. 
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General recommendation  

 Enhance the role of educational institutions through holding training 

courses and professional diplomas to train graduates on finding telework 

jobs suit their skills. 

 Cooperate with international organisations along with private and 

governmental sectors to establish a partnership that supports graduates' 

abilities and make them competent for telework. 

 Adopt spreading telework culture, by the government, among females 

through holding rehabilitation and training courses before and after 

joining the work. This should be through adopting telework method to 

create skilful sufficient labours that can use technology to help them to 

fulfil their telework from home. Moreover, this method requires 

rehabilitate some female graduates in majors that do not have jobs, train 

specialized graduates in fields of administration, accounting financial 

management, data entry, translation, legal consultations and others to 

have adequate employees able to meet available types of telework, and 

finally establish training centres for telework.    

 Establish a national independent authority include concerned bodies as 

Ministry of Labour, Ministry of Women's Affairs , Financial Authority, 

Palestinian Telecommunications and Jawwal company to develop 

flexible work mechanism and system (telework). 

6.4 Future Researches 

 Conduct more studies about main obstacles that face applying telework 

in Gaza and find solutions for them. 

 Study impact of telework on unemployment that widely spread in Gaza 

Strip.  

 Conduct a study about how can we establish a telework institution that 

can work effectively in the current situations in Gaza. 

 Conduct a study about finding solutions for payment method from and 

to Gaza Strip upon beginning telework.  
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Appendix A 

Questionnaire (Arabic Version) 

 غزة –الجامعة الإسلامية 
 عمادة الدراسات العميا

 كمية التجارة
 قسم إدارة الأعمال

 :الكريمة الأخت /الكريم الأخ   

 وبركاته،،، الله ورحمة عميكم السلام  

ن العوامل المؤثرة عمى نجاح  تطبيق مبدأ العمل عن بعد في فمسطي إستبيان لدراسة"ع : الموضو 
 ل بلا حدود و شركة مداد في قطاع غزة" دراسة حالة عمى شركة إعم

ت ير م. أساليب العما ، وما أسموب بتأت إ.  ورة المعمومات والتقعية المتمورة بشكا متساره 
   العما ب. بُعت إلا أحت الأساليب التث بتأت ت لو قمابات العما بشكا متعامث وممحون

 إل  تهتا والتث المر قة الإستباعة أس مة بم  للإجابة وقتكع م. جلءا   بمعحث التمما أرجو له ا

دراسة العوامل التي تؤثر عمى نجاح تطبيق العمل عن بعد ،دراسة حالة شركة اعمل بلا حدود 
 التث المحاور م. الموضوه ه ا أ. إ  الماجستير أمروحة موضوه وهووشركة مداد في قطاع غزة  

 .لثالحا الوقت  ث العالمية المؤسسات م. الك ير بإهتماع تحن 
هو وسيمة لمعمل بإستخدام تقنية المعمومات والاتصالات، بحيث بمصممح العما ب. بعت ويقصت 

يتم أداء العمل بعيدا عن المقر الرئيسي سواء كانت طبيعية العمل دوام كمي أو دوام جزئي أو في 
من المنزل ،  كالعمل ،تصال عادة يكون إلكترونياً، بدلًا من الانتقال إليه شخصياً لإ أيام معينة، وا

 أومكتب العمل ، أوحتى في الرحلات .

 لما ث الإستباعة تعب ة  ث تعاوعكع حس. بم  الامتعا. وبنيع الشكر، بجليا لكع أتقتع أ. ويسرعث  

 ول. ستعاما بسرية تقتموعها التث المعمومات با. بمما   التراسة مت يرات قياس  ث كبيرة أهمي  م.  لك

 . العممث البحث ل ايات إلا تست تع
 معنا وتعاونكم استجابتكم حسن لكم شاكرين

 والاحترام،، الشكر فائق بقبول وتفضموا

 منور فضل نعي                                                                    الباحثة
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 :اٌشخصٍخ اٌجٍبٔبد - أٚلا
 إٌّبسجخ الإخبثخ أِبَ  ×  إشبسح ٚضغ فً رؼبٚٔىُ ٌشخى

          � روش � أٔثى :اٌدٕس

 فأكثر      50 50حخً أقم ين      40 40حخً أقم ين   30 31حخً أقم ين   20 20أقم ين  :اٌؼّش

 دكخىراه فأعهً    ياجسخير    بكانىريىس    دبهىو يخىسط   ثانىيت عايت : اٌّؤً٘ اٌؼًٍّ

   عقد يؤقج    عقد دائى       ٔٛع اٌٛظٍفخ  :

انخصًيى وأعًال   بريجت انحاسىب وحكنىنىجيا انًعهىياث       انصحافت وانكخابت       :ي اٌؼًِّدب

    أخري    ......................     انخرجًت الإسخشاراث عن بعد                   انجرافيك 

  ثانياً : دور التكنولوجيا في مجال العمل عن بعد

 ٌٕٛٛخٍخ اٌزً سزسبػذًٔ فً رسمٍك ا٘ذاف ػًٍّ ٚأدبصٖ ثبسشع ٚلذ ٚالً رىٍفخ .. أربثغ اٌزطٛساد اٌزى1

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 بصٖ .. ٌزُ رضٌٚذ ِىبْ اٌؼًّ ثٛسبئً الارصبي اٌسذٌثخ ِٚب ٌٍضِٗ ِٓ ِؼذاد لأد2

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . أربثغ اٌزطٛس اٌزىٌٕٛٛخً  لأوزشف  رمٍٕبد  خذٌذح رسبػذًٔ فً إٔدبص ػًٍّ ثشىً افضً  .3

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

 قت بدرجت يىاف

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . أسزخذَ أخٙضح اٌسبسٛة اٌّزٕمٍخ لإداسح اٌّؼٍِٛبد ٚإٔدبص ػًٍّ  ِٓ أي ِٛلغ اػًّ ثٗ  4

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . صٌبدح ِؼذي سشػخ الإٔزشٔذ  ٌسبػذ فً أزشبس فىشح اٌؼًّ ػٓ ثؼذ فً لطبع غضح 5

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 
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 ٍخ ِٕبسجخ ٌسبُ٘ فً رطجٍك اٌؼًّ ػٓ ثؼذ  . رٛفٍش اٌششوبد اٌٛسٍطخ وئػًّ ثلا زذٚد ٚششوخ ِذاد ثٍئخ اٌىزش6ٔٚ

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . الإِىبٍٔبد اٌزىٌٕٛٛخٍخ اٌّزٛفشح فً لطبع غضح رزٕبست ِغ ِزطٍجبد اٌؼًّ ػٓ ثؼذ 7

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 ثالثاً :  تاثير مفهوم المسؤلية الاجتماعية على  مجال  العمل عن بعد 

.ٌؼضص اٌؼًّ ػٓ ثؼذ خٙٛد اٌّشأح ٌٍسفبظ ػٍى رٛاصْ أفضً ثٍٓ اٌٛاخجبد اٌشخصٍخ ٚإٌّضٌٍخ ٚالإٌزضاِبد 1

 ٍٕٙخ اٌّ

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 رؼضص الاخشاءاد ٚاٌزسٍٙلاد اٌسىٍِٛخ ِٓ أزشبس رطجٍك اٌؼًّ ػٓ ثؼذ . .2

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . ا٘زّبَ  اٌششوخ  اٌزً رؼًّ ػٓ ثؼذ ثخذِخ اٌّدزّغ  ِّب ٌسبُ٘ فً رؼضٌض ِٛلؼٙب ٚ فً صٌبدح أسثبزٙب.3

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . اٌزضاَ اٌّؤسسخ اٌزً رؼًّ ثٙب  ردبٖ اٌّدزّغ ٌسبُ٘ فً دػُ فىشح  اٌؼًّ ػٓ ثؼذ4

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 ٌسبُ٘ فً رطٌٛش ِدبي  اٌؼًّ ػٓ ثؼذ . رزٛافك سسبٌخ ٚأ٘ذاف اٌششوخ اٌزً اػًّ ثٙب  ِغ أ٘ذاف اٌّدزّغ ِّب 5

 يىافق بدرجت 

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 
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 . رسؼً اٌششوخ اٌزً اػًّ ثٙب  اٌزمًٍٍ ِٓ ٔسجخ اٌجطبٌخ فً اٌّدزّغ ػٓ طشٌك اٌزٛظٍف ػٓ ثؼذ 6

  يىافق بدرجت

 جدا  كبيرة

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

. إٌزضاَ اٌششوخ ثزٕفٍز الارفبلٍبد ٚاٌزؼبلذاد ِغ اٌؼبٍٍِٓ ػٓ ثؼذ  ِؤشش ػٍى لٛح اداسح ٔظبَ اٌؼًّ ػٓ ثؼذ فً 7

 اٌششوخ . 

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

ٍسخ ٌزٛظٍف رٚي الاززٍبخبد اٌخبصخ فً أزشبس  فىشح  رطجٍك اٌؼًّ ػٓ ثؼذ.8 ُّ  . رسبُ٘ اٌسبخخ اٌ

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 جت قهيهت جدايىافق بدر 

  رابعاً : تاثير ثقافة المؤسسة على نجاح تطبيق العمل عن بعد 

 . رسّر اٌششوخ ثّشبسوخ  الأفىبس ٚاٌّؼبسف اٌدذٌذح ثٍٓ اٌّٛظفٍٓ ثطشق ِزٕٛػخ .1

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 جدا يىافق بدرجت قهيهت 

 . رذػُ اٌششوخ اٌزً أػًّ ثٙب  رجبدي اٌّٛظفٍٓ ٌمصص إٌدبذ ٚالإثذاع إٌىزشٍٚٔب .2

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

ٚذ اٌؼصش ِّب ٌسبُ٘ فً رؼضٌض ِجذا اٌؼًّ ػٓ . ٌزجٕى ِذساء اٌششوخ ردذٌذ  أسبٌٍت أداء اٌؼًّ ٌززٛائُ ِغ س3

 ثؼذ 

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 
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 . اٌؼبٍٍِٓ  ثبٌششوخ  ٌذٌُٙ ادسان ٚٚػً ثطجٍؼخ  ِٚفَٙٛ اٌؼًّ ػٓ ثؼذ 4

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . سٍبسخ الأخٛس ٚاٌسٛافض اٌّزجؼخ فً اٌششوخ اٌزً أػًّ ثٙب   رؼزجش ػبدٌخ .  5

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 ق بدرجت قهيهت جدايىاف 

 . رزجًٕ اٌششوخ اٌزً اػًّ ثٙب  ثمبفخ رٕظٍٍّخ إٌدبثٍخ ٔسٛ ػًّ اٌّشاح ػٓ ثؼذ  ِّب ٌسبُ٘  فً دػُ اٌّدزّغ .6

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 ٌزفبػً الإٔسبًٔ إٌى اٌزفبػً الأًٌ ٌسبػذ فً أزشبس  فىشح اٌؼًّ ػٓ ثؼذ فً لطبع غضح .  . ثمبفخ اٌزٛخٗ ِٓ ا7

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 خامساً : المهارات الشخصية وتأثيرها على العمل عن بعد.

 بُ٘ اِزلان  اٌّٛظف ٌصفزً "الإثزىبس ٚالإثذاع " فً اسزّشاسٌخ ػٍّٗ ػٓ ثؼذ . ٌس1

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 صَ لإٔدبص اٌؼًّ.. رسًٍ اٌّٛظف ثبٌّٙبساد اٌلاصِخ  ٌزٕفٍز اٌؼًّ ػٓ ثؼذ ٌمًٍ ِٓ اٌٛلذ اٌلا2

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . أِزٍه ِٙبساد رمٍٕخ رزٛائُ ِغ ِزطٍجبد اٌٛظٍفخ اٌزً أػًّ ثٙب ػٓ ثؼذ. 3

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

 بدرجت  يىافقت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 
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 . رسبػذ ِٙبسح إدساح اٌٛلذ ثشىً فؼبي فً رطٌٛش اٌخشائظ اٌضٍِٕخ فً اٌّؤسسخ اٌّّبسسخ ٌٍؼًّ ػٓ ثؼذ 4

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 بدرجت قهيهت جدا يىافق 

 .ٌزطٍت اٌؼًّ ػٓ ثؼذ رٛفش ِٙبسح اٌؼًّ اٌدّبػً  ضّٓ اٌفشٌك ثٍٓ اٌّٛظفٍٓ 5

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

اٌضغظ  ٚلذسح ػٍى اٌزسًّ فً ثٍئخ اِىبٍٔبرٙب ِسذٚدح . ٌسزبج اٌؼبٍٍِٓ  ػٓ ثؼذ اٌى ِٙبسح اٌؼًّ اٌذؤٚة رسذ 6

 ومطبع غضح  

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 . رؼزجش وفبءح  ِٙبساد  اٌّٛظف  ػبًِ سئٍسً  فً اسزّشاسٌخ اٌؼًّ ػٓ ثؼذ  7

 درجت يىافق ب

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 سادساً : طبيعة الوظيفة وتاثيرها على مجال العمل عن بعد

 . رؼزّذ ٚظٍفزً ػٍى اٌدٙذ اٌفشدي اٌّسزمً أوثش ِٓ اٌدٙذ اٌدّبػً اٌّشزشن .1

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة
  يىافقت بدرجت

 يخىسطت
  يىافق بدرجت

 قهيهت
 يىافق بدرجت قهيهت جدا 

 . رؼزّذ ٚظٍفزً ػٍى اٌّٛاسد اٌّٛخٛدح فً ِىزت اٌؼًّ فمظ ٚلا رسزبج اٌى ِٛاسد خبسخٍخ 2

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة
  يىافقت بدرجت

 يخىسطت
  يىافق بدرجت

 هتقهي
 يىافق بدرجت قهيهت جدا 

 . ٌزطٍت أداء  ِٕٙزً اٌى  ِؼذاد خبصخ ٚاٌزً لا ٌّىٓ رٛفش٘ب فً ثٍئخ اٌؼًّ اٌّزٕمٍخ أٚ فً  إٌّضي .3

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 
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 زً إرْ ِسجك ِٓ لجً الاداسح اٌؼٍٍب لجً اْ الَٛ ثزٕفٍز اٌّّٙخ . ٌزطٍت أداء ٚظٍف4

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 ػٓ ثؼذ . . ٌّىًٕٕ إسزخذاَ اٌجشاِح الإٌىزشٍٚٔخ ٚلٛاػذ  اٌجٍبٔبد  اٌّزؼٍمخ ثبٌششوخ ٚأٔب أػ5ًّ

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 .أسزطٍغ ثىً سٌٙٛخ اٌٛصٛي اٌى ٔظبَ اٌششوخ الاٌىزشًٚٔ ٚأٔب اػًّ ػٓ ثؼذ . 6

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

 يىافقت بدرجت 

 يخىسطت

  يىافق بدرجت

 قهيهت

 يىافق بدرجت قهيهت جدا 

 .رؼزجش ثٍئخ اٌؼًّ اٌّزٕمٍخ سٛاء فً اٌجٍذ اٚ أي ِىزت ِزٕمً ِلائّخ ِٕٚبسجخ ٌظشٚف اٌؼًّ ٚثشىً دائُ  7

  يىافق بدرجت

 كبيرة جدا 

  يىافق بدرجت

  كبيرة

  يىافقت بدرجت

 يخىسطت

  يىافق بدرجت

 قهيهت

 يهت جدايىافق بدرجت قه 

 انًشاكم وانًعىقاث  انرئيسيت انخي حىاجهك أثناء عًهك  عن بعد ؟؟ 

............................................................................................................................................. 

............................................................................................................................................. 

............................................................................................................................................. 

............................................................................................................................................. 

   

 ٔشىش ٌىُ زسٓ رؼبٚٔىُ 
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Appendix B 

List of Experts who reviewed the questionnaire  

 

1.  Dr.Khaleel Alnamroty 

2.  Dr.Majed Al-Faraa 

3.  Dr.Ramy Abdo 

4.  Dr.Waleed Al-Modalal 

5.  Dr.Mohamed Miqdad 

6.  Dr.Sanaa Abu Daqaa 

7.  Dr.Samir Safi 

8.  Dr.Yaser Al-Shorafa 
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Appendix C 

Questionnaire (English Version) 

In the name of God, the Most Gracious, the Most Merciful 

Islamic University- Gaza 

Deanship of Graduate Studies 

Faculty of Commerce 

Business Administration department 

Dear esteemed brothers & sisters 

Peace and mercy from Allah be upon you, 

Subject: "Questionnaire to study Influential Factors Affecting 

Applying Telework in Palestine" 

 Case study: (Work without Borders and Medad Associations- Gaza 

Strip" 

 
     The information revolution and the rapidly evolving technology are starting to 

change work styles, the teleworking method is merely one of the methods that 

increasingly and significantly start to invade work sectors.   

 

     Therefore, kindly give us some of your precious time to answer the attached 

questionnaire. This questionnaire aims to study Influential Factors Affecting 

Applying Telework in Palestine" 

 Case study: (Work without Borders and Medad Associations- Gaza Strip. This is 

the subject of the Master's thesis, as this subject is a focus of interest to a lot of global 

institutions currently. 

 

     "Teleworking" term means: a method to work using Information and 

Communication Technology, so the work can be done away from the main 

headquarters, either if the work was full-time or part- time, or in certain days, the 

connection is usually electronically instead of going to work personally, as in 

working from home or labor office or even in journeys.  

 

     So, I would like to seize this opportunity to give you my sincere thanks, and 

gratitude for your kind cooperation in filling in the questionnaire, which is so important 

in measuring variables of the study, taking into consideration that the information 

submitted by you will be treated confidentially, and only used for the purposes of 

scientific researches. 

Your response and cooperation with us are highly appreciated 

respectfully 

 

 

 

 

Researcher        Nour Fadel Naim 

http://en.wikipedia.org/wiki/God_in_Islam
http://en.wikipedia.org/wiki/Rahman_(Islamic_term)
http://en.wikipedia.org/wiki/Rahim
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First- demographic information : 

Kindly put "x" before the correct answer 

Gender: � female � male           

Age:  less than 20   20 to under 30  30 to under 40   40 to under 50  50 and more 

Educational Degree:  General secondary school  average diploma Bachelor 

Masters PhD and above 

Type of Employment Contract: Permanent contract  temporary contract  

Field of work: Journalism and writing  Computer programming and information 

technology  Designing and graphics  Distance consulting     Translation  Other 

......................  

Second: management of technology in the field of teleworking 

1. I follow the technological developments that will help me to achieve and 

accomplish my job targets as soon as possible, and with less expenses.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less agree  very less  agree 

2. Workplace is equipped with modern means of communication, in addition to 

the required equipment's to be complete. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

3. I follow the technological development to discover the new technologies that 

help me complete my work better. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

4. I use mobile computers to manage information and accomplish my work in 

any place I work in.   

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 
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5. Increase the rate of speed of the Internet, helps in spreading the idea of 

distance working in Gaza strip. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

6. When Intermediary companies like "Work without borders co." and "Midad 

Co." create suitable electronic environment, they contribute in applying 

"Distance working".   

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

7. Technological possibilities available in Gaza Strip, commensurate with the 

requirements of Distance working. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

ty concept on the field of teleworking Third: Effect of social responsibili 

1. Distance working enhances woman's efforts to maintain best balance between 

personal, house duties and professional obligations. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

2. The company's interest in community service contributes in strengthening its 

position and increasing its profits.   

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

3. Commitment of the institution in which you work towards the community, 

contributes in supporting the idea of distance working.  

 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 
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4. The mission and objectives of the company in which I work is compatible with 

community targets, thereby contributes in developing the field of teleworking.    

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

5. The company I work in seeks to reduce the unemployment rate in the 

community through teleworking.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

6. The companies' commitment to execute agreements and contracts with 

distance workers is an indication of the strength of distance work system in the 

company. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

7. The urgent need for the employment of those with special needs contributes in 

spreading the idea of teleworking.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

effect of organization's culture on the success of applying Fourth: the 

teleworking. 

1. The company allows employees to share new ideas and knowledge in several 

ways.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

2. The company which I work in supports the employees to electronically 

exchange stories of success and innovation.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 



Appendixes 

 

 

114 

3. Company managers adopt the idea of renewing methods of work performance 

to suit zeitgeist, therefore they contribute in enhancing the concept of 

teleworking. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

4. Company workers enjoy perception and awareness of the nature and concept 

of teleworking. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

5. Wage and incentives policy followed in my company is considered fair. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

6. The company I work in is adopting a positive organizational culture towards 

woman distance working which contributes in supporting community. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

7. Culture of human interaction to automated interaction- orientation helps in 

spreading the idea of teleworking in Gaza strip. 

 Strongly 

agree  

 highly 

agree  

   less  agree  very less  agree 

Fifth: individual skills and their effect on teleworking. 

1. When the employee enjoys "innovation and creativity", this will help in the 

continuation of his teleworking. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 
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2. When the employee enjoys the required skills to execute telework, the time 

needed to accomplish work will be reduced. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

3. I have a technical skill that suits the requirements of the distance job I have. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

4. The skill of time management effectively helps in developing time schedules in 

the institute that practice teleworking.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

5. Teleworking requires the skill of group working among the employee team. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

6. Teleworkers need to have the skill of hard work under pressure and the ability 

of endurance in an environment of limited capabilities like Gaza strip. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

7.  The efficiency of the employee's skills is a key factor in continuity of 

teleworking.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

re of job and its effect on teleworking Sixth: The natu 

1. My job depends on independent individual effort more than common group 

effort. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 
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2. My job only depends on the resources in the work office, and does not need 

external resources. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

3. My profession practice needs special equipment's which cannot be provided in 

mobile work environment or in house. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

4. Doing my job requires prior permission from the senior management before I 

do the task. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

5. I can use electronic programs and data bases related to the company while 

teleworking.  

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

6. I can easily reach electronic company system while teleworking. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

7. The mobile work environment in house or in any mobile office is suitable and 

appropriate for work conditions and permanently. 

 Strongly 

agree  

 highly 

agree  

 medium 

agree 

 less  agree  very less  agree 

Main problems and obstacles that face you during distance working?  

............................................................................................................................................. 

............................................................................................................................................. 

............................................................................................................................................. 

............................................................................................................................................. 

   

Your cooperation is highly appreciated 


