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Innovation is an important concept that has recently caught the attention of nations wanting to develop their economies. It is defined as the act of creating a new method, design, approach or form from an original. The success of innovation is affected by many factors, including culture. Studies have shown that innovation is directly related to and influenced by national culture, which can either encourage or hinder innovation. Culture has a significant influence on the capacity of a society to innovate. Research suggests that Arabs have a low tendency to take risks and a fear of change. Development in many Arab countries is therefore very slow compared to other nations.
In contrast, other Arab countries including the United Arab Emirates (UAE) are performing well in the global innovation index. This is the result of adopting long-term innovation strategies. The UAE leadership is developing both government and industry, with an emphasis on non-oil sectors. It has prioritized a focus on innovation to increase efficiency and effectiveness. In recent decades, there have been many success stories and figures that show an improvement in the country’s economy and government performance. This study therefore examines the impact of Arab culture on innovation management, to understand the relationship between culture and innovation in the Arab world. 
The study examined seven cultural traits and characteristics identified in previous studies as typically Arab. These were high collectivism, high context, polychronicity, strong uncertainty avoidance, high power distance, long-term orientation and strong followership. The study confirmed the existence of those seven cultural characteristics in a single case-study organization, then explored their impact on innovation management. 
Innovation is considered to be more people-based rather product- or process-based. This research therefore also considered the influence of Arab culture on innovative teams. The research identified five characteristics of innovative work teams: risk-taking, problem-solving, understanding strategy, team quality, and team tenure. It investigated the impact of each of the seven cultural characteristics on each characteristic of innovative teams in a working environment. This approach was designed to provide in-depth views of the influence of the Arab culture on innovation. 
The research used a qualitative method to explore the research problem. The researcher conducted 20 face-to-face interviews with employees at different levels in a particular government organization in the UAE. The results suggest that certain cultural characteristics are enablers for innovation while others are inhibitors. High collectivism, high context, long-term orientation, and strong followership contribute to building an innovative work environment. High power distance and uncertainty avoidance are the main obstacles to innovation. This study argues that these two traits should be minimized or eliminated, and the positive factors should be enhanced to increase innovation. These results will help potential investors to understand the cultural elements before deciding to invest in Arab counties. Leaders and policy-makers can identify measures to encourage innovation in their organizations. Governments in the Arab countries can use the results of this research to identify regulations that will support innovation. The study therefore makes a significant original contribution to the body of innovation management in general and studies on the impact of culture in particular. 
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[bookmark: _Toc492570247][bookmark: _Toc535999338][bookmark: _Toc11314790]1.1 Overview
Innovation is the creation of a new and advanced idea to improve an existing scheme or operation (Sidikova, 2011). It reduces the cost of undertaking tasks and provides new and different ways to perform a task already performed by an existent process (Melchor, 2013). An innovation may or may not rely on the expertise acquired over the years. Innovation is important in a dynamic technological phase as it leads to more efficient and proactive procedures and tools to run various industries (Škerlavaj, Dysvik & Carlsen, 2016). Innovation is therefore vital in the modern world. The most successful economies in the world are driven by technological advancement that is enhanced by innovation. 
Innovations sometime fails to be implemented or provide results, for a number of reasons. According to Matta and Ashkenas (2003), the reasons why many ideas and innovations have failed over the years vary depending on the scale of the implementation, the location and the time involved. Lack of a proper plan for how long it will take to deliver results can discourage those involved in the process (Rosendahl, Egir, Due-Sørensen, & Ulsund, 2013). Culture is also a barrier to technological change, although a culture that appreciates and accepts new ideas will see more and better innovations. The cultural traits “willingness to take risks” and “readiness to accept change” lead to higher innovation capacity (Herbig & Dunphy, 1998). 
Arab culture has specific norms that need a specialized framework for research, because it demonstrates social complementarity and creates similar family, social structure, religious, and political patterns of living (Al-Omari, 2003). Arab people are also quite expressive and spontaneous in their social interactions. Unfortunately, there has been a continuing legacy of dependency and underdevelopment in the region resulting in distorted development progress, and a focus on consumption instead of production (Hill, Loch, Straub, & El-Sheshai, 1998). This research explores the Arab cultural traits that contribute to building a work environment that promotes innovation and supports innovative ideas. The UAE government has made a huge effort to foster innovation and recently has launched a national innovation strategy designed to ensure that the UAE is one of the top twenty most innovative countries in the world by 2021 (vision2021, 2016). This focus on innovation, in addition to the success of a number of projects, highlights the question of what contributes to innovation management in the Arab culture, and provides the subject for this dissertation. This chapter provides background about innovation and its success and failure. It shows that culture is a significant element in innovation and can be either enabler or inhibitor. The chapter identifies both the research problem and the research questions, explains the significance of the research, and addresses the research assumptions and limitations.
[bookmark: _Toc492570248][bookmark: _Toc535999339][bookmark: _Toc11314791]1.2 Background
A number of studies have suggested that culture may be important for innovation (Dabrowska & Savitskaya, 2014). It is certainly clear that innovation varies between different countries and regions. For example, one study found that the degree of innovation in European countries could be connected to culture (Kiurunen, 2009).
The Arab countries are not well prepared to deal with the challenges of innovation. For example, there are fewer researchers in the Arab world than elsewhere (Twati & Gammack, 2006). Global innovation indicators show an average of 3.3 researchers with doctorate and master degrees for every 10,000 people in the workforce of Arab countries (Nah & Tan, 2016). The statistics also show that there is a shortage of technicians in the Arab countries (Nakata, 2009), and that the number of scientific publications is very low. In some fields such as molecular biology and ICT, the number of publications is extremely low compared with the number of similar publications in Western countries. There are various indicators of technological capacity and innovation in any given country. The first is the index of knowledge economy (KIE) (Obeidat, Shannak, Masa’deh, & Al-Jarrah, 2012). This measure of innovation and technological development is considered the most effective. The measure includes secondary factors like communication and information technology (ICT), economic incentive regime, education and innovation.
[bookmark: _Toc492570249]Arab countries tend to share similar cultures, with comparable family and social structure, and religious and political patterns of living, and this may affect innovation (Hill et al., 1998). Studies have suggested that the Arab countries lag behind mainly because of their attitude towards innovation and technological development (Boeing, 2013). In the past, entrepreneurs and private owners in Arab countries have focused mainly on non-innovative or zero-risk investments (Blanchard & Allard, 2011). There was little investment in industrial sectors involving a significant amount of risk, innovation, and application of technical knowledge (Hofstede, 2009). According to a recent survey by the World Bank, only two Arab countries attained the Pacific average in the KIE measure: the UAE and Qatar. Despite the fact that Qatar and UAE had the highest level of innovation of Arab countries, they were still ranked far behind European countries (Nah & Tan, 2016). The Arab countries need to develop their innovation and technology because of the benefits these bring. When productivity is enhanced by the use of innovation and technology, workers’ output increases (Liyanage, 2007). 


[bookmark: _Toc535999340][bookmark: _Toc11314792]1.3 Innovation
There are several definitions of innovation, depending on the project. An innovation differs slightly from a patent or a creative idea (Kozáková, 2013). Innovation has several different approaches that change impact or scope. A generational (radical) innovation approach is the most common, and results in a new product or process. Small changes to a product that increase its quality are considered incremental innovation (Herrmann, 1999). When changes take place in products or services offered by an organization, this is known as product innovation. Process innovation results in changes in the way that products or services are created and delivered (Owen, Bessant, & Heintz, 2013). 
Various scholars have given different opinions of what qualifies as an innovation. For example, Bason (2010) defined innovation as the core feature of development and economic growth. It is the act of creating a new method, design, approach or make of an original form. The new piece works efficiently, reducing costs and saving resources. There may be extra costs required to prevent future thefts on rights to the property. Liyanage (2007) provided a basis for innovation in terms of its importance and suggested that private developers in modern times wanted innovative labor. 
Kaur (2014) defined innovation in terms of improving an existing idea or project. This suggests that it is helpful for intelligent people from other fields to work with those with expertise in the area to develop creative innovations. Innovation can be encouraged by training and enabling people to learn in an open environment. Innovation is a constituent variable of entrepreneurship and technological globalization. It is not an outsourced venture but a comparative development initiative by an internal workforce that seeks to develop easier ways to conduct their day-to-day activities. Innovation is a continuous process and develops incrementally over a period (Kaur, 2014). Tidd, Huizingh and Conn (2012) stressed the importance of the implementers of any innovation program. They suggested that through the process of implementing innovation, another subsequent smaller innovation may occur, and the process then becomes a chain of events.
According to Bodlaj (2009), there is a need to develop knowledge and improve the environment within the public sector, and this has provided much opportunity for creativity and innovation (Kozáková, 2013). The public sector should invest in innovation to build future capacity. Innovation will usually contribute 2.6% of a country’s GDP over a span of two years. However, these conditions can only thrive if innovation and creativity is funded and encouraged, as has happened in developed countries that have used innovative creations and increased their gross income by up to 40% (Tidd et al., 2012).
[bookmark: _Toc535999341][bookmark: _Toc11314793]1.4 Culture and innovation
There is a strong relationship between culture and innovation. Different cultures can either encourage or hinder innovation. Culture determines to a great extent the capacity of a society to innovate. According to Kaasa and Vadi (2008), the values that a society holds give a social direction in technological development. Kaasa and Vadi (2008) also suggested that culture can hinder or encourage innovation based on beliefs. Previous studies (Gudykunst, 2003; Kaasa & Vadi, 2008) have agreed that innovation is affected significantly by culture. Other authors have also studied the impact of culture on innovation. Kaasa and Vadi, (2008) suggested that culture influences economic creativity, which determines the initiation of innovation in a country. 
For example, there is little culture of persistence in Arab countries, unlike in Western countries (Erumban & De Jong, 2006). Persistence is vital in carrying out complex research. Governments and organizations can help to change the cultural practices that hinder innovation by showing the right orientation. They can also boost innovative practices through funding (Rudowicz, 2003).
Countries spend a lot of money to support research and improve education (Blanchard & Allard, 2011). Innovation depends on the level and quality of education and the attitude of innovators. Countries that have increased rates of innovation have succeeded in developing the right attitude towards innovation. The quality of education in the Arab countries does not match the quality in Europe and America (Arab Social Media Report, 2013), but Arab countries generally have a good education level, and this should provide higher levels of innovation than are currently seen (Sidani & Thornberry, 2010).
Arabs consider change to be a threat, and prefer to keep things constant. Recommended change implementation should be supported by senior management with positions of power within the organization (Rees & Althakhri, 2008). Research indicates that the authoritative nature of Arab society means that many Arab workers are motivated by a fear of punishment rather than a love of work (Soliman, 2015). This gives an indication that change has to be forced by those in power to be implemented properly in the Arab context. it will also need to be planned, not based on personal objectives, and not be continuous, because permanent change creates fear among employees (Alhalawani, 1990). 
In Jordan, effective change processes were found between employees who have good relations at work. Age and the nature of work were also significantly correlated with resistance to change (Abu-Hamdieh, 1994). Arab workers are known to value authority and personal relationships at work and will commonly feel isolated and uncertain when not with members of their group. This has created a pattern of preference within the Arab working culture to seek and emphasize the homogeneity of the group (Sidani & Thornberry, 2010). This may be because of social conditioning processes, whereby young Arabs are taught to submit to strong authority types. This has a continuing effect in adult life. This conditioning, coupled with the Bedouin value system, has led to what some sociological researchers have characterized as a ‘split social personality’ which can lead to duality, conflict, hesitancy, fear of change, conservatism, and resistance to novelty (Sidani & Thornberry, 2010). 
Arab organizations do not face much competition to encourage innovation. Competition is significantly lower than in Western countries (Rudowicz, 2003). The nature of the Arab market does not put much emphasis on technology, again unlike Western markets. Companies therefore do not have the motivation to innovate because their products will always be bought. The Arab countries are mainly oil-producing nations. In the past, entrepreneurs and private owners in Arab countries such as Saudi Arabia and the UAE have invested mostly in non-innovative or zero-risk investments (Blanchard & Allard, 2011). They did not invest in industrial sectors that involved a significant amount of risk, innovation and application of technical knowledge (Nakata, 2009). Investment tendencies have, however, transformed significantly more recently. Many groups are pressing Arab governments to allow the diversification and liberalization of their economies (Hillebrand, 2008). The Arab countries are starting to realize the importance of innovation and technological development in enhancing economic growth (Erumban & De Jong, 2006). Many researchers, however, believe that the culture of the Middle East hinders innovation.
[bookmark: _Toc492570250][bookmark: _Toc535999342][bookmark: _Toc11314794]1.5 Innovation in the UAE
In the last decade, the UAE has experienced very rapid growth in its economy. The GDP jumped from 510 billion dirhams to 1.47 trillion dirhams in 2014. In 2015, GDP reached 1.8 trillion dirhams, a growth of 3.6%. The country is paying significant attention to the non-oil sector to support the national economy and to compensate for the low performance of the oil sector (Ministry of Economy, 2016). The UAE is moving toward a knowledge-based economy by establishing an environment and culture that fosters innovation and builds innovative capabilities. Fear of failure and an aversion to taking risks are considered to be serious cultural barriers to innovation, but these difficulties are being minimized in the UAE (Byat & Sultan, 2014). During 2008 and 2011, Abu Dhabi firms delivered 59.5% more innovative processes and 38.5% more product innovations. Reports also show that 41% of the product innovations were new to UAE markets and 15% were novel globally (Abu Dhabi Department of Economic Development, 2014).
The UAE is an oil-producing country, and it is currently impossible to develop this industry effectively without innovation (Indradewa, Tjakraatmadja, & Dhewanto, 2017). At present, innovation programs are stimulated by the government in seven different sectors, including renewable energy, transportation, education, health, water, technology and space (UAE Cabinet, 2018). This means that the government has completely revised its policy and made it necessary to innovate in almost all spheres of life. The UAE government has even included innovation and innovative development in the curriculum for students and schoolchildren to enrich the national culture (EduKid, 2016). This means that, in the long term, innovation will be encouraged even more in industry and private enterprises.
A recent national innovation strategy aims to position the UAE as one of the top twenty most innovative countries in the world by 2021 (vision2021, 2016). This comprehensive strategy is designed to serve as an engine for the growth and the development of distinctive skills and capabilities across the country (Sahoo, 2015). In 2016, the UAE was ranked 41st in terms of its total innovation capabilities (INSEAD, 2015). In the same year, the government of the UAE launched Dubai Future Accelerators to drive innovation in healthcare, transportation, renewable energy, sustainability, education, security, and urban planning. The government dedicated one billion dirhams (USD 275 million) for investment in new technology and innovation projects. This step was designed to give investors opportunities to expand their businesses, and contribute to the public sector (arabianbusiness, 2016). 
In 2017, the UAE improved six places in the Global Innovation Index to 35th place (World Intellectual Property Organization, 2017). The government invested significantly in sectors such as information and communication technology (ICT) and non-oil industries to create a knowledge-based economy (El-Sokari, Van Horne, Huang & Al Awad, 2013). The UAE government is putting USD 1.2 billion into these initiatives (Schilirò, 2015). The country is moving toward a knowledge-based economy by establishing an environment and culture that fosters innovation and builds innovative capabilities. There are already a number of success stories of innovative projects in the UAE, including projects that have solved problems and reduced government expenditure. 
The Abu Dhabi Government Contact Center (800-555) was the first process improvement example, established in 2008 to allow easy access to government-related information 24 hours a day and seven days a week. It enables citizens to access One Government using a free number (Elewa, 2008). The main objective of the project is to have a centralized number for all government-related inquiries. The contact center started operating with staff dedicated to field inquiries, complaints, and suggestions, with many government entities consolidated to the center (ADSIC, 2015). Benefits to government include lower operational costs, enhanced revenue cycle management, and a greater knowledge of customers, made possible by improved integration of government entities (Sutton, 2016).
Jobs Abu Dhabi (JAD) is another successful example of process improvement and innovation. It was one of the e-Government projects designed to deliver more efficient and effective government services and launched in 2008. JAD is a virtual job marketplace that facilitates online recruitment by creating a direct connection between Abu Dhabi employers (public and private entities) and job seekers worldwide. The project aims to increase labor market efficiencies in Abu Dhabi and assist Abu Dhabi government entities in their recruiting efforts. Since its launch, JAD has had a number of notable achievements. It has engaged more than 1,400 employers from public and private sectors, registered 676,027 job seekers worldwide and facilitated the employment of over 11,000 job seekers, and gained worldwide visibility across more than 228 countries (ADSIC, 2015). 
Masdar City is another example of an innovative project and was developed to create clean energy solutions. The world’s first zero-carbon city was established in 2006 to integrate the full renewable technology cycle from research to commercial deployment. The city is located in Abu Dhabi, covers 2.3 square miles, and is powered mainly by solar energy. The project consists of energy, power and fossil fuel projects. It also includes Masdar venture capital, which manages the technology investments and funds. The project has attracted leading international expertise, academics, commerce, and residents (Madichie, 2011). As a result of this success, Abu Dhabi was selected to host the headquarters of the International Renewable Energy Agency in 2009 (IRENA, 2016). 
[bookmark: _Toc535999343][bookmark: _Toc11314795]1.6 Problem statement
Unfortunately, there is a continuing legacy of dependency and underdevelopment in the Arab region resulting in distorted or limited development directed at consumption instead of production (Hill et al., 1998). The degree of innovation in the Arab world is significantly lower than in Western countries, although some of the Arab countries are comparably rich. In the past, entrepreneurs and private owners in Arab countries have largely invested in non-innovative or zero-risk investments (Blanchard & Allard, 2011), rather than sectors that involved a significant amount of risk or innovation (Nakata, 2009). 
Investment tendencies, however, have started to change. Groups have pressed Arab governments to allow diversification and liberalization of the economies (Hillebrand, 2008). Arab countries are starting to realize the importance of innovation and technological development in enhancing economic growth (Erumban & De Jong, 2006). There is a question, however, around which Arab cultural factors are contributing to and inhibiting innovation.
[bookmark: _Toc11314796]1.7 Literature review gap
There is limited research focusing on innovation in the Arab world, and the root causes of the low rates of innovation. In particular, the literature does not examine the cultural factors that may influence the degree of innovation in Arab countries (Fayolle & Kyrö, 2008). This study therefore explores the cultural traits that contribute to building a work environment promoting innovation and supporting innovative ideas. It considers efforts to innovate in the UAE by examining a narrative of success, using interviews and analysis to identify the cultural traits that support and inhibit innovation in the Arab world. 
The study looks at Arab cultural characteristics identified in previous studies (see, for example, Al-Omari, 2003). The literature review of this study found that Arab culture is usually highly collective, with high context and power distance and strong uncertainty avoidance. It is also seen as polychronic and long-term oriented. All of these six cultural traits were defined earlier by Hofstede’s (1985) cultural dimensions and Hall’s (1976) cultural factors. However, there is one additional trait that is mentioned in many studies (Kirkman et al., 2006( as typical of Arab culture: strong followership.  This study therefore added this additional trait to the list for further exploration, because of its significance.
At the beginning of the study exploration and interview process, the research focus was culture and its impact on innovation. Other areas such as leadership impact were excluded at that stage. However, during the interviews, the respondents suggested that leaders played a role in the innovation process and creation of organizational culture. It was therefore considered necessary to revisit the literature review and look at previous studies covering this area, to redefine the research gap, and a further research question was added covering leadership.
[bookmark: _Toc535999344][bookmark: _Toc11314797]1.8 Purpose of the study
The purpose of this study is to determine the impact of culture on innovation in Arab countries in general, and specifically the UAE. The study aims to support a positive transformation of organizational settings in Arab countries to enhance innovation. At the individual level, the study will help investors to make informed decisions about investment in these countries. It will help to identify gaps in the research about the impact of culture on innovation processes in Arab countries. Studying the causes of a lower rate of innovation will help readers and policy-makers to advocate for measures that increase innovation. The research will provide an in-depth awareness of the Arab culture and factors that help and hinder innovative practices. The research will help to expose the inner workings of Arab business organizations to determine how managers relate to workers and the level of skills available. The study will also expose various cultural practices that affect performance in the Arab world. 
The study concentrates on one particular organization in the UAE, used to represent the Arab population. It aims to determine whether there is a significant influence of Arab cultural factors on individual associational or behavioral skills. The research involves surveying workers in the organization to determine their individual skills and how these affect innovation. The study involves individuals at different levels in the organization. 
[bookmark: _Toc492570251][bookmark: _Toc535999346][bookmark: _Toc11314798]1.9 Primary research questions
The primary research questions were derived from the literature review (see Chapter 2). This focused on the impact of culture on innovation in general. The first research question therefore focuses on the general impact of culture on innovation. After the general definition described above, the literature review became more specific and focused on the impact of Arab cultural traits on innovation. 
The literature review identified several characteristics of Arab culture, including collectivity, high power distance, high context and polychronicity (Al-Omari, 2003). Studies have shown that high uncertainty avoidance cultures usually maintain strict codes of beliefs and may not tolerate unorthodox ideas (Shane, 1995). Cultures with a long-term orientation are primarily concerned with future results and more likely to encourage long-term investments in organizations. Arab cultures can be said to be long-term oriented as they encourage planning to reduce uncertainty, like the Chinese. Followership describes the willingness of people in a given culture to follow their leaders (Kellerman, 2008). Arab cultures usually show high followership because Arabs normally show high respect for their leaders. The research questions assess the impact of these seven cultural traits on innovation, and on the characteristics of innovative teams, defined as solving problems, taking risks, the ability to understand strategy, team quality and team tenure.
Leadership is considered to have a crucial role in influencing innovation. Leadership support gives the direction of innovation and aligns the capacities of the employees with the targets of an organization. Leadership support is therefore what differentiates successful and failing organizations. Leadership is very influential in promoting an organizational culture that encourages employees to innovate. Without proper leadership support, innovation cannot succeed even if the employees have the capacity to innovate and bring change (Abbas & Asghar, 2010; Basu & Green, 2006; Matta & Ashkenas, 2003). The study was therefore designed to answer the following research questions: 
1. What are the Arab cultural traits that are enablers for innovation?
2. What are the Arab cultural traits that are inhibitors for innovation? 
3. How do the Arab cultural traits influence innovation management in the organization?
4. How does each Arab cultural trait affect innovative team characteristics in the organization?
5. How does leadership support affect innovation in the organization?
[bookmark: _Toc492570252][bookmark: _Toc535999347][bookmark: _Toc11314799]1.10 Assumptions
A qualitative research dissertation requires the formulation of research assumptions to guide the expectations of the research. Assumptions are described as the statements that are presumed to be true. In this study, the assumptions were that: 
1. Participants would answer the interview questions in a candid and honest manner.
2. The inclusion criterion for the study was appropriate.
3. The participants experienced similar phenomena in similar ways.
4. All the participants were interested in participating in the study and did not have other motives that would compromise the study. 
[bookmark: _Toc535999348][bookmark: _Toc11314800]1.11 Outline of the thesis
The thesis is divided into five chapters. Following this introductory chapter, Chapter 2 provides a review of the literature on innovation and the impact of culture on business performance. Chapter 3 aims to describe the research methodology used to explore the research questions and justifies using a qualitative approach. The chapter also describes the research design, sampling method and data collection processes. 
Chapter 4 contains the results of the study. The findings highlight the cultural traits with positive and negative impacts on innovation. The chapter also discusses leadership quality and its impact on fostering innovation in the organization, and highlights the influence of particular cultural traits on innovative team characteristics. Chapter 5 discusses the findings of this thesis and provides answers to the research questions. It explores the cultural traits which encourage and support innovation, and those with a negative impact. Strong uncertainty avoidance and followership are identified as the most dangerous traits. The chapter then moves on to provide conclusions, starting with a summary of the contribution of this research. It also highlights implications for governments, private companies and investors. The chapter concludes by highlighting the limitations of the study and identifying possible areas for future research. 
[bookmark: _Toc535999349][bookmark: _Toc11314801]1.12 Conclusion
This chapter has provided an introduction to the research topic. It had introduced innovation and given an insight into culture and its relevance to innovation. It has also explained that this study focuses on determining the impact of culture on innovation in Arab countries, drawing on both previous studies and new empirical research. It has outlined the significance of the research, and explained that it contributes to knowledge on the impact of culture on innovation in the Arab world. 
Chapter 2 will provide a comprehensive review of previous studies on innovation and the impact of culture on business performance to justify the choice of particular cultural traits for this study, and the characteristics of innovative teams. 
[bookmark: _Toc535999350][bookmark: _Toc11314802]
Chapter 2: Literature Review
[bookmark: _Toc535999351][bookmark: _Toc11314803]2.1 Introduction
Innovation is important during times of rapid change, because it provides more efficient and effective procedures and tools to run different industries (Škerlavaj et al., 2016). Innovation is a two-way process, in which businesses abolish old operational models and advance by creating new ones (Edquist, 2011). Innovations, however, are often not implemented successfully. Sometimes individuals may conceive a perfect solution, but this is too difficult to develop further (Kanter, 2000). There are a number of reasons for this, including the scale of implementation, the location and the time required (Matta & Ashkenas, 2003). Lack of a proper plan or understanding of how long it may take to achieve results can discourage those involved (Rosendahl et al., 2013). Efrat (2014) found that culture is an important aspect of whether innovation is implemented in practice.
This chapter introduces innovation as a concept, and discusses types of innovation and the influence of innovation on business, before describing the characteristics of innovative teams. It introduces factors that affect innovation, including culture. It discusses culture as a concept, and highlights cultural dimensions derived from theories and models. It also provides insights into the Arab culture and highlights seven Arab cultural traits that may affect innovation: high collectivism, high context, high power distance, polychronicity, strong uncertainty avoidance, long-term orientation and strong followership. The literature review shows the importance of this study by highlighting the impact of culture on innovation.

[bookmark: _Toc535999352][bookmark: _Toc11314804]2.2 Introduction to innovation
Innovation is defined as original contributions that try to provide answers to new questions or offer novel perspectives to help individuals to understand recent advances (Ralph, 2011). Kaur (2014) defined it as improving an existing idea or project. Kogabayev and Maziliauskas (2017) described innovation as central for productivity and the development of any economic activity. They defined it as the generation of novel ideas and their application into novel products, services, or processes, resulting in the dynamic growth of the economy of a particular country, heightening of employment opportunities, and creation of pure profit for business enterprise. This means that innovation is not a one-off phenomenon, but a long and cumulative process including a considerable number of decisions, from generation of the innovative idea to its implementation (Kogabayev & Maziliauskas, 2017). Innovation can be seen as a process that integrates science, management, economics, and technology to provide novelty, and the description covers the entire period from the generation of the idea to its commercialization in production, consumption, and exchange forms (Kogabayev & Maziliauskas, 2017). In other words, it is the culmination of scientific work to enhance social activities and apply social production (Kogabayev & Maziliauskas, 2017). 
Innovation definitions vary widely between researchers. For example, Efrat (2014) defined innovation as the ability to get rid of normal thinking patterns and take a new approach to thinking. Griffin and Guez (2014) noted that innovation needed people capable of research, development and synthesis, with imagination and curiosity, and interested in invention and discovery. Bruno (2010) pointed out that innovation includes the adoption of new systems, policies, programs, processes, products or services that can be produced internally or externally.
There are various types of innovation, including incremental, disruptive, product and process, architectural, and radical (Keeley, Walters, Pikkel, & Quinn, 2013). Incremental innovation uses existing technology to increase value to customers through design changes and more advanced features (Rajapathirana & Hui, 2017). Disruptive (stealth) innovation involves the application of novel processes or technologies (Keeley et al., 2013). This type of innovation disrupts obsolete technologies and processes, often through numerous iterations, and poses challenges to established companies because they cannot respond quickly enough (Rajapathirana & Hui, 2017). Architectural innovation including appropriating skills, lessons, and overall technology and operationalizing them in a different market setting (Oke, 2007). This is effective in generating new customers, provided the new market responds receptively. Architectural innovation is generally low-risk because it involves reintroduction of and reliance on proven technology (Oke, 2007). Radical innovation includes creating revolutionary technologies by starting new industries or absorbing existing ones (Oke, 207). Product innovation is the introduction of new goods and services or those with considerably improved features or uses, technical specifications, materials and components, user friendliness, incorporated software, or functional features (Oke, 2007). Process innovation means the application of novel or enhanced production methods (Barringer & Ireland, 2012).
[bookmark: _Toc535999353][bookmark: _Toc11314805]2.3 Benefits of innovation 
Innovation will usually contribute 2.6% of a country’s GDP over a span of two years (Tidd et al., 2012). However, this is only true if innovation and creativity are funded and encouraged to grow. Developed countries have used innovative creations and their gross incomes have increased by up to 40% (Tidd et al., 2012). Innovation enhances business performance, so enables businesses to remain competitive (Rosli & Sidek, 2013). One study (Boachie-Mensah & Acquah, 2015) found that innovation accounts for up to 51.4% of all improvement in business performance in organizations. Tuan, Nhan, Giang and Ngoc (2016) found that innovation improved production performance by 33.7%, market performance by 37.9%, and financial performance by 28.9%. It therefore plays an indispensable role in contemporary entrepreneurial activities that shape firm performance. To achieve optimum benefits from innovation, Rosli and Sidek (2013) suggested that organizations should compute the cost–benefit ratio of innovation and examine external and internal sources of innovation before undertaking it. 
Atalay, Anafarta & Sarvan (2013) posited that innovation is a significant basis of sustainable competitive advantage in the current business environment. This is because it results in large improvements in processes and products, of up to 20% in some cases. It also produces more progressive advances that help businesses to survive and grow more quickly, increasing efficiency, and making innovative businesses more profitable than non-innovators (Atalay et al., 2013). Wang (2013) observed that the long-term output elasticities of countries during the pre-World War II period (when there was little innovation) were between 0% and 60%. However, these output elasticities shifted to between 60% and 80% during the post-World War II period, when there was more innovation. Overall, the literature shows that innovation positively affects both business performance and national economies.
[bookmark: _Toc535999354][bookmark: _Toc11314806]2.4 Innovative teams
Real innovation is more people-based than product or process-based (Elg, 2014). Focusing on people is therefore vital to build sustainable competitive advantage (Laurin & Morningstar, 2009). Good leaders and business owners focus attention on teams to achieve good outcomes. Studies have noted that the best teams often do not contain the obviously best individuals (Rond, 2010). McChrystal (2015) believed that organizational performance depended on team rather than individual performance. Leaders must therefore focus on the team’s abilities and how individuals work together (McChrystal, 2015). The role of a team in generating new ideas to improve organizations is important and needs to be emphasized as part of a creative process (Elg, 2014). Team composition, including individual abilities and functional heterogeneity, affects the team’s creativity, and getting the team right can improve innovation (Somech & Drach-Zahavy, 2013). Creative behavior in a regulatory environment is the product of different factors (Damanpour, Walker, & Avellaneda, 2009). One factor is related to the characteristics and nature of the work group and consists of a subset of variables, including the quality of the criteria and values ​​of the group, the group’s degree of cohesion, the diversity of its members, the characteristics of the roles and tasks entrusted to the group, and the approaches or methods adopted by the group to solve and confront problems (Damanpour et al., 2009).
[bookmark: _Toc507662142][bookmark: _Toc509697463][bookmark: _Toc515792470]Highly creative individuals often share similar traits, including social independence, high tolerance of problem-solving, a propensity towards risk-taking and self-confidence (McAdam & McClelland, 2002). Promoting risk-taking and eliminating the fear of failure among teams is a critical requirement for organizations to foster innovation (McAdam & McClelland, 2002). Innovative teams have specific characteristics that distinguish them from other teams. For example, Laurin and Morningstar (2009) noted that innovative startup teams tend to include thinkers and problem-solvers, who are passionate and inquisitive, challenge the status quo, connect the dots, see the big picture, and are collaborative and action-oriented. However, it is not clear how precisely these characteristics affect innovation. This gap in the literature emphasizes the need for data collection to answer the research question:
· How does each Arab cultural trait affect innovative team characteristics in the organization?
[bookmark: _Toc535999355][bookmark: _Toc11314807]2.4.1 Innovative problem-solving
Problem-solving is the process of finding a suitable solution to a problem using critical thinking skills (Hippel, 1994). In general, solving problems is a powerful part of the innovation process and a dynamic mechanism of innovation (Griffin & Guez, 2014). Studies have shown that once employees face a problem-solving issue, they tend to come up with more innovative decisions (Wisdom & Goldstone, 2015).
In Arab countries, societal norms have hampered working conditions (Hill et al., 1998). Sidani and Thornberry (2010) analyzed the Arab work ethic, and suggested that without the oil resources in the region, Arab businesses would be significantly smaller. Reports from the United Nations Development Program (2008) indicate that the Arab world faces extreme drops in productivity. Trends indicate that it will continue to decline (Sidani & Thornberry, 2010). Underlying these trends are social and educational factors that undermine business practices in the region. If these trends towards a lack of innovation and problem-solving skills in employees continue, there will be serious problems in the Arab workforce (Sidani & Thornberry, 2010). Other factors also hinder Arab organizations, including bureaucracy, inefficiencies, nepotism, mismanagement and waste, all of which have been seen in Arab businesses as a result of imperialism, revolutions, and other geopolitical conflicts (Sidani & Thornberry, 2010). Helping Arab businesses to overcome these issues by improving knowledge management could increase innovation (Minwir, 2010). 
There are also some positive trends in Arab countries on problem-solving and innovation. For example, modern educational institutions in these countries tend to emphasize problem-solving, to provide young people with more innovative skills and ideas (Arab Social Media Report, 2013; Mourtada, 2010). Problem-solving is already regarded as an important part of innovation and further success, and governments in the region have started to encourage its development in universities. This is especially true for engineering, which is among the most promising spheres of work in this region (Tarlochan & Hamouda, 2015). 
[bookmark: _Toc507662143][bookmark: _Toc509697464][bookmark: _Toc515792471][bookmark: _Toc520904512][bookmark: _Toc520920509][bookmark: _Toc535999356][bookmark: _Toc11314808]2.4.2 Risk-taking
Risk is an unavoidable aspect of innovation, because innovation means applying a novel technology or idea to an aspect of the business model to generate change and growth (Soliman, 2015). Implementing any new idea requires risk-taking (Aman Allah & Nakhaie, 2011). With innovation, only change is certain, although growth is desired. To understand risk at the individual level requires the development of a critical perspective covering both the contributions and limitations of the change. It is also crucial to take intelligent risks, and calculate the risks carefully (Chell & Athayde, 2009). Early research into risk behaviors indicates that people typically tend to be more risk-averse than accepting (March & Shapira, 1987). This means that when faced with two options, business managers will typically choose the option with less uncertainty. Individuals’ disposition towards risk typically changes, however, when faced with situations where the outcomes available are both poor. When the odds are down, risky decisions may be more appealing, because they can generate greater payoffs (March & Shapira, 1987). This is further confirmed by the finding that risky behaviors increase as personal power decreases (Anderson & Galinsky, 2006). 
In general, there is believed to be a greater degree of risk involved in investments and innovation in the Middle East. A comparative analysis of private investment levels between the Gulf and Western countries indicated that trustworthiness is higher in Western countries (Bohet, Herman, & Zeckhauser, 2009). This may be because formal rules regulate business enterprises in the West, whereas in the Gulf, business relationships tend to be trust-based. This is more personal, but these relationships do provide greater risk of betrayal. One solution to risk-taking behaviors is to develop knowledge networks that can anticipate and capitalize on risk (March & Shapira, 1987). However, mental ability to take risks is crucial in entrepreneurship (Aman Allah & Nakhaie, 2011). Arab culture therefore provides challenges to innovation, because of its high levels of risk avoidance. 
[bookmark: _Toc507662145][bookmark: _Toc509697466][bookmark: _Toc515792473][bookmark: _Toc520904514][bookmark: _Toc520920511][bookmark: _Toc535999357][bookmark: _Toc11314809]2.3.3 Ability to understand organizational strategy 
Contradictions and misunderstandings can occur when there is cultural diversity (Bassett‐Jones, 2005). However, managing the relationships between senior management and teams leads to sustained and innovative organizational performance. Top managers have to differentiate and integrate the strategy for teams to optimize resources (Smith & Tushman, 2005). In other words, management has to clarify differences and identify synergies between the organizational strategy and architecture for team members. This can help them to negotiate between existing products and innovations (Smith & Tushman, 2005). Managers need to understand what the company has to do to reach its aims and be able to explain the global strategy to other employees. It is hard for workers if they do not have a clear understanding of the company’s aim, but evidence on this is surprisingly negative: one study found that 95% of employees did not understand their company’s strategy (Armitage & Scholey, 2006). Innovation involves unfamiliarity and change, so it is crucial for the management to spend time explaining the strategy effectively (Armitage & Scholey, 2006).
[bookmark: _Toc507662146][bookmark: _Toc509697467][bookmark: _Toc515792474][bookmark: _Toc520904515][bookmark: _Toc520920512][bookmark: _Toc535999358][bookmark: _Toc11314810]2.4.4 Teamwork quality
One study found that teamwork quality was positively related to performance of teams involved in innovative projects (Fay, Shipton, Michael & Patterson, 2014). Teamwork quality has generally been considered across six aspects, communication, coordination, mutual support, balance of member contributions, effort and cohesion (Hoegl & Gemuenden, 2001). Another study investigated the quality of the outcomes of innovative projects using data from 575 team members and leaders (Hoegl & Parboteeah, 2003). It found that goal-setting was directly related to quality, time and budget, and teamwork quality moderated those relationships. Teams from different disciplines usually achieve better outcomes and higher quality decisions (Nemeth, 1997). Diverse teams are considered sources of creativity and innovation, but this diversity needs to be balanced and managed in a considered way to avoid misunderstandings, suspicion and conflict, as these will negatively affect organizational performance (Bassett‐Jones, 2005). 
[bookmark: _Toc535999359][bookmark: _Toc11314811]2.4.5 Team tenure
Wiersema and Bantel (1992) suggested that creativity and innovation moderated the relationship between heterogeneity of age, organizational tenure, team tenure, educational specialization and strategic change at a corporate level. A team with higher tenure and lower average age, higher education, a broader range of specializations and shorter organizational tenure was most likely to experience strategic change at a corporate level (Wiersema & Bantel, 1992). A recent study found that there is a curvilinear relationship between team tenure and team member creative performance, mediated by team psychological safety climate (Koopmann, Lanaj, & Zhou, 2014). Table 1 shows a summary of characteristics of innovative teams.
	Items
	Description
	Study

	Risk-taking
	A behavior that enables an individual to cause harm or loss either physically or financially. Innovation is an outcome of risk-taking.
	Soliman (2015)
Aman Allah & Nakhaie (2011)
Chell & Athayde (2009)
March & Shapira (1987)
Anderson & Galinsky (2006)

	Solving ambiguous problems
	Solving complicated situations and issues, finding solutions that can reduce time, effort and money.
	McAdam & McClelland (2002)
Sidani & Thornberry (2010)
Tarlochan & Hamouda, 2015
Wisdom & Goldstone (2015)

	Understanding strategy
	Organizational and operational strategy must be fully explained to the team to foster creativity and facilitate innovation.
	Smith & Tushman (2005)
Armitage & Scholey (2006)

	Teamwork quality 

	The quality of team members can shape an innovative team; high quality teams have high levels of communication, coordination, mutual support, balance of member contributions, effort and cohesion.
	Hoegl & Gemuenden (2001)
Fay et al. (2014)


	Team tenure and average age
	Team tenure needs to be high so that members of the team can understand each other. Low average age contributes to team innovation. 
	Wiersema & Bantel (1992)
Koopmann et al. (2014)


[bookmark: _Toc536002029][bookmark: _Toc536002530]Table 1. Summary of Innovative Team Traits
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[bookmark: _Toc11314812]2.5 Factors affecting innovation
Several researchers have discussed factors that affect individuals’ motivation to innovate (Hicks, 2013; Johnston & Bate, 2013; Zhou & Shalley, 2010). Hicks (2013) found that the right organizational climate increases the performance of organizations and creates appropriate conditions that encourage and motivate creativity. The most important factor was encouragement from supervisors. The study also found that creativity is supported primarily by organizational leaders putting into place a system of values to appreciate creative efforts and to show that creative work is a top priority (Hicks, 2013). DuBrin (2015) showed that leadership styles are an essential tool for encouraging creativity and innovation. Rego, Sousa, Marques & Cunha (2012) found that managers who do not encourage creative activities and do not support changes in the institution negatively affect the level of creativity among employees. 
The leader’s role is critical in innovation management (Rosendahl et al., 2013). The innovation process cannot skip management and go into production without the recognition and acceptance of the workforce involved in its direct output (Rosendahl et al., 2013). Innovation results in a new ‘normal’ way of doing things. Leaders must first accept the concept, then repackage it for employees, describing the benefits that will accrue from its adoption. Senior organizational leaders must agree how this innovation will be linked to existing procedures and encourage staff to adopt the innovation (Matta & Ashkenas, 2003).
Basu & Green (2006) said that innovations were effective changes that should be absorbed first by leaders before they were passed down to employees. Leaders should provide guidelines on team performance, and performance would then depend on how well teams adopted these guidelines (Basu & Green, 2006). Governments act as leaders because they provide technology to support innovation and space to develop and implement innovative ideas. Governments also fund research programs to develop innovative ideas into tangible projects (Møller, 2010). 
Kabasakal and Dastmalchian (2001) argued that leaders encourage participation in the decision-making process for different reasons in Arab and Western societies. Western leaders tend to encourage their followers to participate in the decision-making process to ensure a better decision. Arab leaders encourage it to satisfy their prestige and egos, because of the tribal nature of this part of the world. However, one study found that leaders encouraged subordinates to express their ideas freely to get a better picture of what is happening and to improve the decision (Kabasakal & Dastmalchian, 2001). This mixed picture highlights the need for data collection to answer the research question:
· How does leadership support affect innovation in the organization?

One of the most important factors affecting innovation identified in previous studies is culture. A strong relationship exists between culture and innovation (Hassan, Shaukat, Shakeel & Imran, 2012). Shane (1993) proposed that countries may vary in their rates of innovation because of the cultural values of their citizens. Different cultures may either encourage or hinder innovation (Kaasa & Vadi, 2008), often as a result of beliefs. To a large extent, culture determines the capacity of a society to innovate. The values of a society give a social direction to technological development (Kaasa & Vadi, 2008). Another study (Gudykunst, 2003) also agreed that innovation is significantly affected by culture. Kaasa and Vadi, (2008) suggested that culture influences economic creativity, and this determines the initiation of innovation.
National culture influences organizational culture. Within an organization, culture, financial resources, customer base, government policy and government support will all influence innovation (Gupta & Gupta, 2014), and culture is a particularly robust influencer (Hassan et al., 2012). Firm performance is also affected by culture, and the relationship may be mediated by innovation. A meta-analysis of 42 empirical studies among 21,270 firms suggested that innovation had a positive impact on small and medium-sized enterprises (SMEs). The analysis hypothesized that individualism moderates the relation between innovation and SME performance, and this relationship becomes stronger in countries with low individualism (Rosenbusch, Brinckmann, & Bausch, 2009). The same study found that firms in collective cultures benefit significantly more from innovations, and innovation has the greatest impact on performance in these firms (Rosenbusch et al., 2009). Another study showed that Japanese firms with corporate cultures of competitiveness and entrepreneurship had high levels of business performance. Firms dominated by rules and internal cohesiveness had lower levels of performance (Deshpandé, Farley & Webster, 1993). Business performance rose when management practices were consistent with national culture. Consistency was more important in collective cultures than individual ones (Newman & Nollen, 1996).
National cultural attributes such as power distance and uncertainty avoidance have to be taken into consideration by multinational companies when selecting foreign innovative capabilities (Jones & Davis, 2000). Locally-oriented firms should select countries with a culture of high power distance and uncertainty avoidance and low individualism. This is particularly true if they wish to move into foreign countries via external innovative capabilities (Jones & Davis, 2000). It is also important to think of culture when considering which countries would be suitable new markets. The cultural distances between countries and uncertainty avoidance were examined in a study analyzing 228 companies trying to enter the United States market. The study suggested that high cultural distance between the investing country and entry country led to firms choosing joint ventures. When the investing firm has high uncertainty avoidance, it is also more likely to select a joint venture. It is therefore clear that national culture affects market entry choice (Kogut & Singh, 1988).
Rudzewicz (2016) examined the effect of culture as a major factor affecting the level of innovation. This study therefore also chose to focus on this specific factor and examine its impact on innovation. The following section provides more information on culture.

[bookmark: _Toc535999361][bookmark: _Toc11314813]2.6 Culture
Culture is a critical element in society, and particularly to introducing changes and innovative solutions. Most elements of culture have an impact on the tendency to innovate at the national level (Efrat, 2014).
[bookmark: _Toc535999362][bookmark: _Toc11314814]2.6.1 Definition of culture
Kurschus (2015) defined culture as a set of traditions, habits, lifestyles and memories, making up society. It is a pattern of behaviors transmitted by symbols and distinctive achievements of human groups (Kurschus, 2015). Culture enables societies to make sense of their world. Older generations pass down customs, beliefs and practices to younger ones to develop a culture (Rodrigues, 1997). Kurschus (2015) stated that nations have different definitions of culture, depending on their perceptions. In Belgium, for example, culture involves the design of aspects including language, arts, heritage, museums and other cultural scientific institutions. Germany adds contemporary, creative and imaginative activities, and Sweden views culture as an element to unify society and enable resources for individual and collective welfare (Kurschus, 2015). The United States has a diverse culture as a result of the contributions of immigrant communities (Weaver, 1999).
According to Al-Omari (2003), culture is a complex and emotive subject that can be considered on three separate levels. The first is tactical, and includes customs and etiquette, largely related to individual and personal behaviors. The second is operational, and applies to the culture of organizations. The third is strategic, where policies and procedures affect sectors at a more national level (Al-Omari, 2003). Cultural contamination, cultural pluralism and cultural hybridization are the result of adding new elements from other cultures. Cultural contamination is where an original culture has been affected by components from other cultures, and can lead to difficulties in identifying the original elements. Cultural pluralism is when individuals show elements of multiple cultures, and hybridization is when a synthesis of two or more components from different cultures produces a new cultural element (Craig & Douglas, 2006). Culture is therefore the result of political, social, technological and economic forces (Craig & Douglas, 2006). To understand these forces within any group of people, it is important to understand the dominant cultural values and beliefs (Weaver, 1999). 
[bookmark: _Toc515792455][bookmark: _Toc535999363][bookmark: _Toc11314815]2.6.2 Cultural theories and models
Students of culture such as Hall and Hofstede have gone to great lengths to classify and categorize national cultures to facilitate their study. Hofstede’s (1985) cultural dimensions theory provides a systematic framework for evaluating the differences between cultures and nations. It suggests that cultural values vary across six main dimensions: power distance (equality versus inequality), collectivism versus individualism, uncertainty avoidance versus tolerance, long-term versus short-term orientation, masculinity versus femininity, and indulgence versus restraint (Cohn & Russell, 2015). Hofstede noted that these dimensions offered a model to help to assess cultures and therefore to support better decision-making. Hofstede (1985) suggested that using these interpretative models can help individuals to understand cultural variations around the world. The Hofstede model of national cultural dimensions provides independent dimensions that distinguish nations from each other. Table 2 explains the precise the meaning of each trait in Hofstede’s model.
	Cultural Traits
	Definition

	Power distance 
	A measurement of the acceptance of an unequal distribution of power in society. 

	Individualism versus collectivism
	Individualism makes an individual act for themselves, and take control of their own life. Collectivism makes individuals put their group or family ahead of themselves.

	Uncertainty avoidance versus tolerance
	The degree to which members of a society feel uncomfortable with uncertainty and ambiguity.

	Long-term versus short-term orientation
	The degree to which a society looks at the current challenges to make a better future.

	Masculinity versus femininity 
	Societies categorized as male or masculine show traits such as strength, dominance and assertiveness. Societies categorized as feminine have traits such as being supportive, caring, and relationship-oriented. 

	Indulgence versus restraint
	Indulgence allows free satisfaction of natural human drives to enjoy life and to have fun. A more restrained society has strict social norms.


[bookmark: _Toc536002030][bookmark: _Toc536002531]Table 2. Cultural Traits from Hofstede’s (1985) Cultural Dimensions Theory
 
Hall’s (1976) cultural factors theory suggests that cultural constructs and patterns affect people’s perceptions of spaces. The theory explains cultures in terms of context (high and low), time (monochronic and polychronic), and space (low and high territoriality). These dimensions are important for systematic evaluation and categorization of “culture clusters” (Alexandre, Martin, Wei, Tim & Reed, 2006). Table 3 shows Hall’s (1976) cultural factors.
	Cultural Traits
	Definition

	Context (high versus low)
	In high context cultures, communication is implicit, so that people rely on the context. People in low-context cultures rely on more explicit communication.

	Time (monochronic versus polychronic)
	People in monochronic cultures perform one task at a time. Those in a polychronic culture are more likely to perform multiple tasks at once.

	Space (low versus high territoriality)
	People in low territoriality cultures have less ownership of space so that they tend to share territory. People with high territoriality believe that boundaries are more important. 


[bookmark: _Toc536002031][bookmark: _Toc536002532]Table 3. Cultural Traits in Hall’s (1976) Cultural Factors Theory

This study used a framework drawing on both Hofstede’s (1985) cultural dimensions and Hall’s (1976) cultural factors. The study’s main focus was the Arab culture. It therefore examined a number of characteristics of Arab culture derived from the Hofstede and Hall models that were identified by previous studies in the area (see, for example, Al-Omari, 2003). The dimensions of the Arab culture are described in the next section.

[bookmark: _Toc515792456][bookmark: _Toc535999364][bookmark: _Toc11314816]2.7 Arab culture
The ‘Arab world’ is generally considered to cover the 5.25 million square miles of the Middle East (Hill et al., 1998). This region contains 21 states, inhabited in 2010 by 357 million people (Mirkin, 2013). Arab society has a reasonably consistent culture of social classes (Hill et al., 1998). The class structure is pyramidal, based on distinct classes, socioeconomic structures, and a lack of political power (Hill et al., 1998). 
The region has a broadly Bedouin-Arab culture (Sarayrah, 2004), and shows values of servant–leadership influenced by both Arab and Islamic culture (Abdalla & Al-Homoud, 2001). One study suggested that Arab culture has four determinants that have been observed elsewhere in China, Africa and Latin America (Al-Omari, 2003). These are collectivity, high power distance, high context and polychronicity. Other studies have suggested that it also has high uncertainty avoidance, and therefore tends to maintain a strict code of beliefs and have trouble with unorthodox ideas (Shane, 1995), and a long-term orientation (Hofstede, 2010). Cultures with a long-term orientation are primarily concerned with future results and more likely to encourage long-term investments in organizations, and Arab cultures have been shown to encourage planning to reduce uncertainty (Abdalla & Al-Homoud, 2001). The next few sections provide more information about each of these concepts, and particularly how they are manifest in the Arab context. This provides insights into each cultural trait, shows their relationship to previous cultural theories and models and explains why these traits were examined in this study. 
[bookmark: _Toc515792457][bookmark: _Toc535999365][bookmark: _Toc11314817]2.7.1 High collectivism
Hofstede (1985) defined collectivism as a tightly-connected social network in which each member can expect to receive support and protection from the group in exchange for loyalty. In other words, collectivism is the idea that people belong to groups that care for them in exchange for their loyalty. It is a central element of the “we culture”, and also helps to avoid loss of face (de Mooji & Hofstede, 2010). Arab workers value authority and personal relationships at work and will often feel isolated and uncertain when not with members of their group (Sidani & Thornberry, 2010). This has created a pattern of preferences within Arab workplaces to emphasize the homogeneity of the group (Sidani & Thornberry, 2010). This high collectivism in Arabs creates a sense that their family and tribe are the top priority. Collectivism also leads to bureaucracies, which are deeply embedded in Arab culture, with exclusive privileges expected for those at the top (Al-Omari, 2003). Arabs also have a dominant cultural emphasis on fatalism, conformity, vertical values, and collectivity (Hill et al., 1998). 
Leaders are responsible for motivating and driving their team towards commitment to project goals (Yukl, 1999). They therefore need to enable trust and establish solid coordination among team members (Yukl, 1999). Bass and Avolio (1994) noted that the leadership style and leadership behavior have an impact on the degree of team communication and cohesion. Sohmen (2013) argued that it is important to empower the workforce, because better teamwork helps individuals think and ensures that there is team communication. Sohmen (2013) also contended that true leaders empower their teams to become self-leaders who communicate effectively. 
[bookmark: _Toc507662150][bookmark: _Toc509697471][bookmark: _Toc515792458][bookmark: _Toc535999366][bookmark: _Toc11314818]2.7.2 High power distance
Scholars have defined power distance in several ways. According to Hofstede, Hofstede, and Minkov (2010), it is the extent to which interpersonal power and influence can be measured between a leader and subordinate, as observed by the subordinate. This definition implies that power distance shows the level to which the non-powerful members of the organization expect and accept that the power is distributed inequitably (Bochner & Hesketh, 1994). Research has shown that there is a positive correlation between paternalism and power distance (Lee, Pillutla, & Law, 2000). Organizations or institutions make decisions on the basis of loyalty to superiors as well as favors to subordinates, rather than on the basis of merit (Lee et al., 2000). Cultures with a large power distance, where inequality is acknowledged, therefore emphasize a dependency relationship between management and employees. Power distance is centered on the idea that not all people in a given culture are equal. This dimension therefore expresses the assertiveness of the culture towards the inequalities between people. 
Arab cultures tend to have a very high power distance. On a scale of 1 to 104, Arab countries score around 80 points, putting them seventh out of 50 countries (Cohen, 2006). Cultures that have a low power distance, however, value equality. In Australia, where power distance scores are lower, organizations often stress the need to foster agreement between managers and subordinates, to reduce inequality. The UAE has a high power distance because the citizens tend to accept a hierarchical order in organizations, with everybody having their place. No further justification is needed for this hierarchy in these cultures (Kabasakal & Dastmalchian, 2001). The hierarchy in a typical Arab culture is likely to be characterized by inherent inequalities, in which centralization is popular. Subordinates in Arab cultures expect to be directed on what needs to be done and their ideal boss is a compassionate tyrant. They are also not allowed a strong political voice. The high level of followership means that individuals tend to respect the monarch as well as the Koran, and these two set the various doctrines or rules (Bjerke & Al-Meer, 1993). Individuals are therefore left with little choice but to abide by authority. Older people are at the top of family hierarchies, and the younger generation at the bottom. 
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High context cultures are those that depend heavily on body language and nonverbal communication when exchanging information. Arab countries have high context cultures, perhaps linked to collectivist characteristics. In Saudi Arabia, for example, people depend on the current environment and body language more than spoken words (Würtz, 2005). In this type of setting, opinions are both verbally expressed and indirectly inferred through facial expressions, vocal tone, eye contact, and other nonverbal signs. Even silence is significant in a high context culture, as it is used to communicate feelings and ideas. This implies that a high context culture is characterized by a lot of unspoken information being implicitly conveyed as people exchange information. Individuals in a high context culture such as the UAE tend to emphasize loyalty and long-term relationships (Nguyen, Heeler, & Taran, 2007), and avoid having too many rules and structures. 
In Arab cultures, large amounts of information are relayed in a non-verbal manner, including pauses, gestures, and facial expressions (Zaharna, 1995). Since less information is exchanged verbally, contacts are likely to be shorter in these cultures. Some unwritten rules of communication that are taken for granted in some cultures will strongly apply in high context cultures (Dedoussis, 2007). In Saudi Arabia, for example, people place particular emphasis on tone of voice and the use of silence. Silence is vital in Arab cultures because it is a way to show contemplation and meditation, and people are not obliged to speak in these situations (Dedoussis, 2007). This type of culture is likely to be characterized by a lack of information and potential misunderstandings when exchanging business ideas. It therefore affects the adoption of new ideas. 
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Polychronic cultures encourage individuals to perform several tasks at once. The office of a manager in a polychronic culture is likely to feature an open door, a meeting and a ringing phone at the same time. People in this type of culture can easily be distracted, but can usually cope well with interruptions (Straub, Loch, & Hill, 2002). They are also willing to change their plans often and easily. The main concern of managers in these cultures is usually people, especially those who are particularly important for a function. People in polychronic cultures tend to build lasting relationships, but some elements, such as punctuality, are based on relationships, not tasks. Objectives are also seen as more like anticipated outcomes than obligations. Polychronic executives may fail to understand why they have personal responsibilities, not simply a contribution to the organization, and why these are measured by output in time as opposed to being part of the overall organizational goal (Straub et al., 2002).
The Arab countries are dominated by polychronic cultures. Arabs tend to have a less well-ordered idea of time, and do not feel obliged to be on schedule. They also take disruptions in their stride. Arab cultures are likely to be characterized by individuals walking in and out of a meeting or managers stopping several times during a meeting to take a phone call. Several agenda items may be placed on the table at once in a meeting, although there is no obligation to resolve all of them (Al-Omari, 2003). This is different from monochronic cultures, in which time is catalogued, and jobs are accomplished one at a time. 
Arabs see time as fluid, which implies that preset schedules are less important than interpersonal relations. Personal ties can therefore affect schedules, because most schedules are flexible (Straub et al., 2002). In Arab culture, multiple tasks can be undertaken concurrently. Individuals in authority have to give subordinates as much time as possible to finish the jobs in hand. Arab culture relies heavily on people being able to identify who can manage this. This practice in turn enhances personal relationships in the workplace, because people work hard to receive special treatment and not be removed. These cultures are different from monochronic settings, in which personal relationships at work are discouraged, because they can disrupt schedules (Straub et al., 2002).
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Uncertainty avoidance is primarily centered on the level of tolerance for uncertainty and ambiguity (Cohn & Russell, 2015). A culture that has a high level of uncertainty avoidance has a low tolerance for ambiguity, uncertainty, and insecurity. This generates a rule-oriented society that establishes rules and regulations to decrease the amount of uncertainty. Cultures that have low scores for uncertainty avoidance are less concerned about ambiguity and uncertainty (Lee, Garbarino, & Lerman, 2007). They also have more tolerance of different opinions. Studies have shown that Arab cultures have high levels of uncertainty avoidance, so Arabs usually maintain strict codes of beliefs and may not tolerate unorthodox ideas (Sidani & Thornberry, 2010). 
Social conditioning processes mean that young Arabs are taught to submit to strong authority types, and this has an ongoing effect in adult life. This conditioning, coupled with the Bedouin value system, has led to what some sociological researchers have characterized as a ‘split social personality’ (Sidani & Thornberry, 2010). This can lead to duality, conflict, hesitancy, fear of change, conservatism, and resistance to novelty (Sidani & Thornberry, 2010). Arab cultures also have particular characteristics that influence organizational change. They consider changes as threats and prefer well-known sequences of events or routines. Change implementation therefore needs to be supported by senior managers with power within the organization (Rees & Althakhri, 2008). Research indicates that the authoritative nature of Arab society means that many Arab workers are motivated by fear of punishment, not love of work (Soliman, 2015). This suggests that change has to be enforced by those in power. 
For change to be successful in the Arab context, it therefore has to be planned, and not continue over time, because a permanent state of flux creates fear among employees (Alhalawani, 1990). Age and nature of work also have significant correlations with resistance to change (Abu-Hamdieh, 1994). 
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Long-term orientation describes the balance between preserving connections with the past and coping with present and future challenges. Societies prioritize these two objectives differently (Bearden, Money & Henson, 2006). Societies that score low for this dimension are referred to as normative cultures. They usually prefer to maintain time-honored customs and traditions and view societal change with suspicion. Cultures with a high score for this dimension take a more pragmatic and practical approach. For instance, they encourage education as a means to prepare for the future (Dedoussis, 2007). Organizations in cultures with a long-term orientation focus on future outcomes and are more open to in-depth investment in long-standing changes. Firms with a short-term culture focus on quick results and on the past, and organizations with long-term cultures prefer steady progress towards long-term goals (Dedoussis, 2007). 
Arab cultures tend to be oriented towards the long-term, because they encourage planning to reduce uncertainty (Straub et al., 2002). They also emphasize social order, including high respect for older people (Abdalla & Al-Homoud, 2001), and tend to focus on long-term rather than short-term goals and results (Rees & Althakhri, 2008). Long-term orientation centers on the extent to which society embraces long-term devotion to old-fashioned and forward-thinking values. In general, Arab cultures expect respect for tradition and long-term commitments. Work environments are characterized by a strong work ethic in which long-term rewards are anticipated because of hard work (Straub et al., 2002). Those from different types of culture may find it difficult or take longer to establish business connections in this society. A short-term orientation does not emphasize the concept of a long-standing, traditional orientation (Cohn & Russell, 2015). In these cultures, change can take place more rapidly because long-term commitments and customs do not become obstacles to change (Kirkman et al., 2006). 
Organizations in Arab countries tend to focus more on fostering pragmatic values that are geared towards future rewards, especially persistence, saving, and adapting to changing circumstances (Straub et al., 2002). Countries that score poorly on this cultural dimension have cultures that foster virtues that are related to both the past and present. Such virtues may include national pride, fulfilling social obligations, respect for tradition, and preservation of face. 
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One final Arab cultural trait that has emerged in several studies is strong followership. Followership is the willingness of people to follow leaders. The success of leaders in the contemporary business world depends on the ability of their followers (Kirkman et al., 2006). Cultures with strong followership usually emphasize respect for rules and the law. Arab cultures exhibit high followership, and Arabs normally show high respect for their leaders. They also tend to obey the rules set out by these leaders without needing them to be justified (Amgheib, 2016). This trait is not included in either Hofstede or Hall’s frameworks, but the likely strength in the Arab culture, and also its possible impact on innovation, make it worth including in this study. Table 4 summarizes the cultural characteristics included in this study.

	No.
	Items
	Description 
	Theory
	Study

	1
	High collectivism
	Collectivism is the idea that individuals should have stronger loyalty to the group than themselves. Collectivists put their group or family ahead of themselves (opposite of individualism)
	Hofstede’s (1985) Cultural Dimensions Theory
	Al-Omari (2003)
Sidani & Thornberry (2010)
Hill et al. (1998)

	2
	High power distance / Bureaucracies
	When power is distributed unequally in society, giving exclusive privileges to people at the top of the hierarchy.
	Hofstede’s (1985) Cultural Dimensions Theory
	Al-Omari (2003)
Soliman (2015)

	3
	High context
	When a group of people have close connections over a long period of time, they share expectations, which usually leads to complex implicit communication. 
	Hall’s (1976) Cultural Factors Theory
	Al-Omari (2003)
Nguyen et al. (2007)
Dedoussis (2007)

	4
	Polychronic
	Polychronic cultures are relationship-driven and hospitality is time-consuming. People are multi-taskers. The opposite of monochronic, where people are time-driven, task-oriented and concentrate on one thing at a time. 
	Hall’s (1976) Cultural Factors Theory
	Al-Omari (2003)
Straub et al. (2002) 

	5
	Strong uncertainty avoidance
	The extent to which people can tolerate anxiety and unknown situations.
	Hofstede’s (1985) Cultural Dimensions Theory
	Rees & Althakhri (2008)
Sidani & Thornberry (2010)


	6
	Long-term orientation
	A future focus that makes a group of people more persistent, with perseverance and ability to adapt. 
	Hofstede’s (1985) Cultural Dimensions Theory
	Straub et al. (2002)
Abdalla & Al-Homoud (2001)
Rees & Althakhri (2008)


	7
	Strong followership
	Arabs tend to be strong followers, listen to their leaders and obey leaders’ instructions and rules. 
	No evidence
	Kirkman et al. (2006)
Amgheib (2016)
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Previous studies have indicated the effect of Arab cultural characteristics on innovation (Damanpour, 1991; Gorodnichenko & Roland, 2011a, b; Prim, Filfo, Zamur, & Serio, 2017; Rinne & Fairweather, 2012; Werner, 2015). Gorodnichenko and Roland (2011a, b) and Roland and Gorodnichenko (2010) examined the impact of individualism versus collectivism after the Industrial Revolution. They found that individualism rewards status and thus encourages innovation, which in turn enhances growth. Yao, Wang, Dang and Wang (2012) concluded that there is a positive effect of both horizontal individualism and horizontal collectivism on the generation of innovative ideas, and that vertical collectivism has a positive effect on the implementation of innovative ideas.
Damanpour (1991) pointed out that the centrality of the power structure reduces the level of innovative capacity of organizations and institutions. Rinne and Fairweather (2012) and Werner (2015) supported and confirmed this idea. Prim et al. (2017) found that increasing distance from power will increase the country’s innovation output. They concluded that low uncertainty avoidance contributes to knowledge development and therefore to improved motivation to innovate. It does not, however, promote innovation to the required degree. Some previous studies have shown no negative correlation between uncertainty avoidance and level of innovation (Rinne & Fairweather, 2012; Werner 2015). One study (Shane, 1993), however, found that national rates of innovation are related to a cultural value of uncertainty acceptance. Shane’s (1993) research on 33 countries also found that low power distance and individualism were associated with high rates of innovation. Sun (2009) found that individualism, power distance and uncertainty avoidance were associated with national innovation capability.
Damanpour (1991) argued that a long-term orientation is considered essential in countries seeking to achieve long-term development. Madjar, Oldham, & Pratt (2002) suggested that a long-term orientation is one of the most important determinants in supporting and stimulating innovation. Prim et al. (2017) concluded that increasing the level of long-term orientation would increase the level of creativity and innovation. This research will therefore contribute to knowledge by answering research questions: 
· What are the Arab cultural traits that are enablers for innovation?
· What are the Arab cultural traits that inhibitors for innovation?
[bookmark: _Toc535999372][bookmark: _Toc11314824]2.8 Innovation in the Arab culture
Today, the world is witnessing a major revolution in the field of information technology and modern management methods. This requires organizations to focus on the application of knowledge and technology management to achieve their objectives and provide appropriate high-quality, low-cost services to customers. Organizations must recognize that organizational culture influences the behavior of staff (Luo & Lee, 2013). Hofstede et al. (2010) found that an organizational culture that is based on trust between staff and teamwork supports the exchange and sharing of knowledge to accomplish tasks efficiently.
Iqpal (2011) argued that Arab countries apply certain systems of innovation but there are many factors that weaken this compared with other countries. Ababneh & Hatamleh (2013) stressed that Arab countries differ from other countries, including in the level of science, technological development and technological capabilities, all of which affect the level of innovation. Badran and Zoubi (2010) concluded that there are some systems that stimulate innovation in the Arab countries but these are often poor, and affected by many factors that reduce their effectiveness, such as poor infrastructure, low technological achievement index, and weak capacity. In a study in Saudi Arabia, Iqpal (2011) concluded that Saudi Arabia has succeeded in establishing several ways to motivate its citizens to innovate, and has retained qualified and creative human capabilities, but still has many problems, including applying policies and generating creative human capital. Miniaoui and Schilirò (2016) concluded that Middle Eastern countries need to build a competitive environment that stimulates innovation. They therefore need to develop policies to improve the capabilities of innovative citizens, especially in a period of large fluctuations in oil prices and therefore national income. The Report of the United Nations Development Program for Human Development (UNDP) in the Arab countries (2008), however, indicated that the pursuit of structural changes has not been accompanied by a change in culture. The prevailing authoritarian and centralized management methods are unlikely to encourage qualified individuals to develop their knowledge and creativity, making it harder to move towards a knowledge society (United Nations Development Programme, 2008).
Ababneh & Hatamleh (2013) emphasized that most individuals are capable of innovation, but this talent or skill often fades or retreats for environmental or regulatory reasons. Some studies have confirmed that culture is a major constraint to knowledge management in modern societies, and some have suggested that the prevailing culture in governmental and private organizations in the Arab countries in particular is impeding the application of knowledge and technology management (Ababneh & Hatamleh, 2013; Kylberg & Lundberg, 2002; Ladd & Mark, 2008; Prajogo & McDermott, 2005). The subject of Arab culture and its impact on innovation, however, especially in the United Arab Emirates, has not been widely studied. Very few studies have combined the two concepts and applied them in the Arab environment, and the subject has generally been studied superficially without focusing on a specific culture. Obeidat et al. (2012) studied the implications of the concept of culture in Arab countries. Nour (2013) studied systems of innovation in the Arab region. Iqbal (2011) examined creativity and innovation in Saudi Arabia. Miniaoui and Schilirò (2016) analyzed the nature of the innovative environment in Middle Eastern countries and the extent of their ability to stimulate innovation, and examined the policies promoting innovation.
This issue is therefore very important because it affects many aspects that contribute to economic development. Arab countries need to adopt a culture that supports and helps organizations and individuals to use their knowledge, stimulate innovation and provide new products and services to enable them to achieve their goals and satisfy customers by providing high quality services at a lower cost. The research problem for this study was therefore to examine the effect of Arabic culture on innovation in the UAE by answering the research question:
· How do Arab cultural traits influence innovation management in the study organization?
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This chapter has described and explained the most important concepts of the study, drawing on the literature. The chapter began by clarifying the concept of innovation and highlighting the factors affecting innovation. Previous studies have confirmed that culture is an important element in this. The chapter then described the characteristics of the Arab culture and set out the relationship between these characteristics and innovation.
The chapter then discussed innovation in the Arab culture. It explained that several Arab countries have tried to improve innovation but there are many factors that may weaken this compared with other countries. It noted that Middle Eastern countries, including the UAE, need to develop a more innovative culture to encourage creativity among their citizens. Finally, the chapter defined the research gap and set out the research questions. The next chapter will set out the methodology used in the study.
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This research aims to investigate the impact of Arab culture on innovation management. The literature review shows that there was a legacy of dependency and underdevelopment in the Arab world, but that some countries are working hard to overcome that (vision2021, 2016). This research therefore examines the Arab cultural traits that may contribute to and/or hinder innovation, to help government efforts. It examines which traits may contribute to building a healthy work environment that promotes innovation and supports innovative ideas. This chapter sets out the research design and questions, the sampling frame, and data collection procedures. It first discusses research methods in general, including quantitative and qualitative methods. It then justifies the choice of research method for this study, semi-structured interviews. It details the sampling method and data collection process, and concludes by addressing the ethical considerations and limitations of the data collection method. 
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Any form of research incorporates systems and logic to help the researcher to collect data to understand a particular subject and draw conclusions (Creswell & Clark, 2007). Research methods may therefore be best defined as scientific approaches that are used in the collection of data, which are then used to answer the questions under investigation (Remenyi, Williams, Money, & Swartz, 1998). The researcher must choose the most appropriate channels or platforms for their research (Creswell & Clark, 2007). Research methods vary depending on the sources of data, the sampling technique, and the instruments used for data collection.
The choice of research method also depends on the type of study and the research objective(s). There are many types of research approaches that can be used in different fields (Zikmund, Babin, Carr, & Griffin, 2013). Research approaches are categorized into either quantitative or qualitative methods. Qualitative methods include case studies, content analysis, and ethnography (Johnson & Onwuegbuzie, 2004). Case studies are mostly concerned with investigating events, programs, or phenomena in a real-life context. Content analysis is used to determine patterns, meaning, and inference of purpose from texts, often alongside examination of statistical relationships between variables (Johnson & Onwuegbuzie, 2004). Bibliometry can be used to reveal patterns in scholarly communication. Ethnographic research explores cultural phenomena and Delphi methods are used to generate ideas and form a consensus from individual communication with experts (Johnson & Onwuegbuzie, 2004). 
Examples of quantitative methods include experimental research, surveys, and questionnaires. Experimental research methods are often used to explore relationships between variables and some methods can also be used to provide evidence of causal relationships (Berg, 2004). Surveys are used to identify characteristics of a given sample at a particular moment in time, and the information is then used to make predictions about a population. Quantitative research involves the collection and examination of numerical data, to draw conclusions (Bryman & Bell, 2015). It is therefore applicable in situations that require structured data collection. For instance, it may be used where researchers wish to identify whether there is a link between income and living standards. This requires structured and consistent data collection and analysis (Trochim & Donnelly, 2007). Quantitative research allows researchers to examine the relationship between two known variables. 
Creswell and Clark (2007) noted that qualitative research methods are based on non-numerical or unquantifiable elements such as words, feelings, emotions, or sound. They are therefore often used to identify trends in thought and opinions, and to examine problems more deeply. They are used in situations that involve unquantifiable data such as the meaning of certain behaviors (Cooper, Schindler, & Sun, 2006). For instance, researchers may want to know why some people choose not to have health insurance, even though they understand its benefits. These researchers may choose to use a method involving open-ended questions, and the answers will vary depending on the behavior and perceptions of the respondents (Cooper et al., 2006). The outcomes of qualitative research are often not conclusive and may not automatically be used to make generalizations, because they may have been developed subjectively. These methods are, however, essential to provide a broad base of insight (Creswell & Clark, 2007). Table 5 summarizes the main areas of comparison between qualitative and quantitative research methods. 
	Area of Comparison
	Quantitative Methods
	Qualitative Methods

	Design and approach 
	Primarily a deductive process using numerical approaches to test pre-specified concepts and hypotheses, which make up a theory (Creswell & Creswell, 2017).
	Mainly an inductive process used to formulate theories or hypotheses (Creswell & Creswell, 2017).


	Epistemological position
	More objective and often produce results that have been observed from outside (Sale, Lohfeld, & Brazil, 2002).
	More subjective and often describes a given condition or problem from the perspective of those experiencing it (Sale et al, 2002).

	Response options
	Usually has fixed response options (Bernard & Ryan, 2010)
	Involves mainly unstructured or semi-structured response options (Bernard & Ryan, 2010)

	Relationship between theory/concepts and research 
	Highly structured methods are used for data collection. Data are often gathered through the use of questionnaires (Sale et al., 2002).
	Data collection methods are less structured, and data are collected through interviews, observations, and/or content analysis (Sale et al., 2002).

	Analysis
	Results are documented using objective language (Sale et al., 2002).
	Results may be presented subjectively, and there may be bias (Sale et al., 2002).

	Nature of data
	Numbers and statistical values (Creswell & Creswell, 2017).
	Often a narrative or pictures (Creswell & Creswell, 2017).

	Research focus
	To confirm an existing hypothesis about a given phenomenon (Zikmund et al., 2013).
	To explore, explain, or understand phenomena (Zikmund et al., 2013).
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	Quantitative research gathers numerical data to explain a particular phenomenon (Onen, 2016). The research problem is defined using dependent and independent variables that form some kind of relationship. Once data have been collected, they are subjected to statistical analysis. Data collection methods include surveys, questionnaires, and polls as sources of primary data, although some studies may also use secondary (pre-existing) data and analyze them differently (Onen, 2016). Research designs can be either descriptive or experimental, but the goal is to establish the relationship between dependent and independent variables. 
	Use of both descriptive and experimental research designs is important in designing quantitative research, starting with measurements to establish associations between variables, and moving on to examine causality through experimental study (Leppink, 2017). Quantitative research provides an objective stance in the study process. It is necessary to apply convergent reasoning to draw inferences after studying the numbers. The structured research instruments used in data collection deal with larger sample sizes to achieve a better representation of the subject matter (Barnham, 2015). Quantitative methods also enable model and hypothesis generation, especially where there is experimental control and variable manipulation (Zyphur & Pierides, 2017). Confirmation of hypotheses is important for the research process. Use of closed questions will offer definitive responses, which are required for quantifiable answers. Quantification will increase reliability and objectivity to the extent that the statistical models used help to generate findings that can be generalized. 
	The ability to limit variables is important to have a specific number of inferences. Research approaches can be observational, correlational, or focus on surveys to achieve bounded data sets (Murtonen, 2015). Observational quantitative studies will be based on a particular behavioral factor and the impact of changes. Correlational research will focus on characteristic differences or variability across entities (Murtonen, 2015). The research questions will be quantified using test scores and other measurement approaches. Questions are closed to ensure specificity and quantified using a numerical attachment to the outcome. When dealing with quantitative methods, the hypothesis should be clearly outlined to define the variables properly (Barnham, 2015). The assumptions for each variable must also be highlighted to choose the right sampling technique. The data collection method also determines the statistical treatment. Quantitative data analysis uses techniques like standard deviation, ANOVA (one-way analysis of variance), and t-tests to compare two groups by analyzing the difference between means (Yilmaz, 2013). Correlation analysis can help to identify the type of relationship between variables, whether negative, positive, or none.
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Qualitative research methods seek to answer questions about why and how people behave in certain ways. They give researchers the ability to adapt their approaches to and interactions with study participants (Golafshani, 2003). The relationship between researchers and participants tends to be less formal, allowing participants to relax and answer open-ended questions more readily (Zikmund et al., 2013). The flexibility allows researchers to react to the participants’ responses, and develop or adapt the next questions appropriately. 
Qualitative research allows participants to respond to open-ended questions in their own words, rather than being restricted to fixed answers (Sandelowski, 2000). This helps researchers to collect varied views. Asking open-ended questions also allows respondents to elaborate on their opinions and increase the clarity of their responses (Creswell & Creswell, 2017). Qualitative data collection therefore gives the respondents the freedom to provide feedback without confining them to predefined answers. It can also evoke responses from the participants that are meaningful and culturally relevant.
Qualitative research methods provide data that are easy to interpret, helping the researcher to draw meaningful conclusions from the study (Sale et al., 2002). These approaches focus on everyday life and personal experiences, making it possible to create new theories using inductive techniques, which can then be tested with further research. Qualitative methods therefore help to answer research questions by producing results that are not predetermined, and which can be applied beyond that study (Sale et al., 2002). The main qualitative approaches include interviews, focus groups, and observation.
Qualitative research focuses on describing and exploring the deeper meaning of data presented in visual, text, or narrative form (Walle, 2015). Researchers must choose their sample carefully to obtain in-depth data about the study topic. The choice of a relevant and appropriate sample allows researchers to draw generalized inferences across the entire population. The five most popular forms of qualitative research are narrative research, case studies, grounded theory, phenomenology and participatory action research. Narrative research focuses on the experiences of individuals and how they provide an account of their experience through written and spoken words or visual representation. Research of this type is often suitable for real-life problems, because the participants use their experiences to provide significant lessons about a particular phenomenon (Walle, 2015). Sources of narrative data include personal journals, field notes, conversations, family stories, and autobiographies. A narrative researcher begins by developing research question to limit the scope of narrations. They then choose the best source of narrative to provide the most relevant data. The data are organized to provide a platform to draw inferences after comparing themes emerging from narratives. According to Walle (2015), the biggest advantage is that narratives provide rich and detailed first-hand data. However, it is not possible to fully ascertain the credibility of the respondent or the authenticity of the narratives provided. 
Case studies are essential when exploring a phenomenon by using past research or extended experiences of primary respondents. Some researchers might focus on single or multiple case studies for a given study depending on the availability of data and the theoretical propositions attached to the research question. Different types of case studies play different roles (Walle, 2015). For instance, an exploratory approach is used for several case studies in a single large-scale investigation. Cumulative case studies are built by pooling information from different sources across time. The advantage of these case studies is the ability to generalize the results to future studies without incurring additional costs or wasting time (van de Wiel, 2017). When researchers are faced with cause-and-effect research questions about a particular situation or setting, they may use a critical instance case study. These are built by focusing on the unique aspects, and avoiding generalized sources of data. 
Grounded theory is a research method where the researcher’s ultimate goal is to construct a theory from the data collected. Data are collected from specified sources, and the first step is to code the data by identifying emerging themes. Researchers must read the responses line by line to identify all the concepts (Walle, 2015). They also write notes about the likely explanations. By using constant comparisons with previous responses, researchers can refine their initial codes and ultimately reach a central category. Integration of all codes will help researchers to develop, build, and test a theory. 
Phenomenology aims to illustrate a lived experience relating to a particular phenomenon. The focus of the research is to identify the experience, find its meaning, and link associated behaviors (Walle, 2015). Researchers can choose from a wide variety of data collection methods, including interviews, oral self-reports, and observations. The best way to achieve accurate data is to avoid being directive in the instructions, and allow respondents to describe their experiences in their own way. 
Participatory action research is a process in which researchers encourage the community under study to be part of the action. The goal is to understand the natural setting of the community, reflect on their experiences, and use the results to trigger change (Walle, 2015). Researchers focus on theoretical information and first-hand data, and can therefore identify sources of problems and develop suitable interventions. 
3.2.3.1 Detailed qualitative approaches
Qualitative approaches, such as interviews, focus groups, and observational research, differ depending on the kind of data required (Walle, 2015). Interviews are the most widely-used approaches for qualitative research, because they give researchers the opportunity to ask questions through various channels, such as telephone, email, or face-to-face. The channel choice depends on availability and proximity of respondents, and resources (van de Wiel, 2017). 
Focus groups are used when researchers want a discussion between a group of individuals with similar characteristics. The goal is to engage the respondents in a discussion where they offer varied views, and the members of the group are able to interact, share their ideas, and influence each other (Roger, Bone, Heinonen, Schwartz, Slater, & Thakrar, 2018). The main challenge for researchers is to develop a peaceful and non-combative environment that will allow the respondents to be productive in their discussions. One of the success factors for focus groups is the quality of the discussions (Roger et al., 2018). If participants become irritated, their feelings will affect the discussion. Researchers must therefore encourage open communication, and ensure that participants feel able to share their opinions and ideas. The advantage of focus groups is that they are very flexible. Researchers have the freedom to adjust the questions depending on the direction of the discussion (van den Berg & Struwig, 2017). The participants can also provide detailed information using their knowledge of the topic. Conducting several focus groups on a given topic helps to guarantee authenticity, because group differences will be clearer. Researchers also have the advantage that they are present, so do not need to rely on interpreting written text later. 
Observation is only appropriate in some settings, where researchers are sure that visual data will be sufficient (Kilicoglu, 2018). Researchers must be part of the natural setting of the people studied. The success of observation depends on prolonged interaction between researchers and group. It is therefore important for researchers to avoid bias in their choice of what to record (Kilicoglu, 2018). Manipulation of observations will lead to inaccurate inferences after analysis. In some cases, researchers might choose to be a participant observer, where the target group is unaware of the research. The advantage is that individuals being studied will be as natural as possible, but only what actually happens can be collected as data (van de Wiel, 2017), and there will be no room for clarification. More usually, researchers create awareness of their research objectives and seek permission to observe the group. The disadvantage of alerting the target audience is that they may not act naturally (van de Wiel, 2017). 
3.2.3.2 Interviews
Interviews provide a platform for researchers to explore beliefs, motivation experiences, and views of participants. The data collection process can involve structured, semi-structured, and/or unstructured interviews (Awasthy & Gupta, 2015). Structured interviews use predetermined questions, which limits researchers’ freedom to explore participants’ responses in more detail. Questionnaires lack variation, making it difficult to use follow-up questions to gain clarification or fill in gaps in the subject matter. However, this method means that participants are limited to predetermined questions, ensuring that they focus on the required subject matter. Unstructured interviews provide increased research freedom, and new questions can be developed as the interview progresses (Glogowska, Young, & Lockyer, 2011). Questions are usually open-ended to allow for elaboration and clarification, often drawing on an initial response from the participant. This can be time-consuming, and the discussion can easily deviate from the subject matter. This type of interview does, however, provide in-depth information. Use of semi-structured interviews is driven by the need for a guided approach in questionnaire formulation, but allows interviewee and interviewer freedom to explore subjects further (Glogowska et al., 2011). This can be used for expert analysis of a subject, where the participant can engage the researcher using elaborate information while bounded by specific research questions. These three approaches can also be used in focus groups. 
[bookmark: _Toc511728199][bookmark: _Toc535999380][bookmark: _Toc11314832]3.2.4 Justification for using qualitative methods 
This study required a qualitative method, because it aimed to explore areas that could not be quantified or measured by numbers. Qualitative research takes place in a natural setting where human behaviors can be explored in depth (Boodhoo & Purmessur, 2009), and was therefore an appropriate choice to explore Arab cultural traits and their impact on innovation. The nature and focus of the research meant it required the study of behavior and trends among employees. Qualitative research is the only appropriate method to understand behavior, because its use means that respondents are not limited to particular topics and questions (Hennink, Hutter, & Bailey, 2015). The study participants were therefore able to disclose their perception of Arab cultural traits, and how they affected innovation management. This enhanced subjectivity enabled expression of ideas and disclosure of thoughts based on experience, and gave a better understanding of the motivations behind particular elements of Arab culture (Merriam & Tisdell, 2016). This study identified that certain traits in the Arab culture could inhibit innovation, but not why those traits continued despite a desire to innovate. The study therefore aimed to uncover underlying reasons and motivations for these traits, which required a qualitative approach to derive insights (Hennink et al., 2015). The qualitative approach, and particularly the use of interviews, meant study participants could share their opinions, which were important in drawing conclusions and identifying trends (Lloyd, Steven, & Tovey, 2010; Merriam & Tisdell, 2016), especially across generations (Royse, 2011). 
The study focused largely on Arab culture because of the existing perception that this culture inhibited innovation (Hill et al., 1998). Cultural behaviors are evident through observation but the underlying motives and reasons for particular practices cannot be observed, and can only be understood by asking questions (Gray, 2014). In this study, the reasons why Arabs hold onto cultural practices even when they inhibit desired outcomes were not directly visible and required qualitative research to unravel (McBride, 2013). To sum up, culture can only be studied using qualitative research methods because it is composed of beliefs and values, and not the behaviors that are expressed. 
[bookmark: _Toc511728200][bookmark: _Toc535999381][bookmark: _Toc11314833]3.2.5 Study design 
This study chose to use interviews as the best way to obtain answers to the research questions. This is a qualitative methodology, because the problem to be explored cannot easily be quantified. Interviews were considered to enable a better understanding of the contexts or settings and the participants’ views (Creswell, 2013). It also enabled the researcher to hear participants’ voices, particularly important for groups and individuals whose views are rarely heard. This study therefore aimed to explore the subject to develop tentative general conclusions and generate hypotheses to be followed up in future research (Babbie, 2010). This requires the researcher to build up a picture by interpreting personal descriptions of the experiences and beliefs of those involved. It enables in-depth examination of the research problem with a smaller number of respondents and provides details about behaviors, emotion, and characteristics (Madrigal & McClain, 2012). 
The study took a deductive approach by identifying themes emerging from previously published definitions found in the literature review, as well as theoretical orientations and personal experiences (Bernard & Ryan, 2010). In practice, therefore, the study used the existing literature to identify Arab cultural characteristics and build a conceptual framework for the research. Each of the seven variables in the framework had emerged from previous studies, and therefore provided themes to be explored more deeply in this research.
The interviews were semi-structured, guided by an interview protocol, but allowing new questions to come up during the interview and clarification to be sought when necessary (Royse, 2011). This therefore improved the quality of the results, because the researcher could seek further information directly. The interview questions were open-ended (Appendix 1). This allowed the participants to provide views and opinions and therefore help the researcher to understand cultural traits, and their relationship with innovation management. Open-ended questions are used to extract more information about the subject, increasing objectivity in qualitative research (Kvale & Brinkmann, 2009, Olsen, 2012). The questions were developed for this study based on the variables identified in the literature review. They were read out to the study participants, whose responses were not restricted in any way. The respondents could therefore choose how much information to provide. The use of open-ended questions also eliminates the possibilities of response error, where respondents either forget about questions or options or are forced to select from unsuitable answers that do not express their views (Kvale & Brinkmann, 2009). Finally, this type of question provides data suitable for secondary analysis by the researcher or others, and therefore facilitated the achievement of the research objectives. 
[bookmark: _Toc511728201][bookmark: _Toc535999382][bookmark: _Toc11314834]3.3 Research questions
Five research questions were developed to explore Arab cultural traits that are perceived to affect innovation and its management, both positively and negatively. The study was therefore designed to answer the following research questions: 
1) What are the Arab cultural traits that are enablers for innovation? (see section 2.7)
2) What are the Arab cultural traits that are inhibitors for innovation? (see section 2.7)
3) How do Arab cultural traits influence innovation management in the organization? (see section 2.8)
4) How does each Arab cultural trait affect innovative team characteristics in the organization? (see section 2.4) 
5) How does leadership support affect innovation in the organization? (see section 2.5)
[bookmark: _Toc511728202][bookmark: _Toc535999383][bookmark: _Toc11314835]3.4 Sampling method and participants
The research population consisted of Arab employees of governmental organizations. A suitable sample of the population was enlisted into the study, and the information obtained from them was used to make broader generalizations about the population behaviors. Sampling allows researchers to gather data from a smaller set of individuals and use the results to make inferences about the larger population. This saves time and resources, while allowing researchers to achieve their objectives (Patten & Bruce, 2009). It is generally impossible to enlist every member of the population into a piece of research. In this case, it would be impossible to interview all the employees of government entities within the time and resources available. Sampling, however, allows adequate representation of the target group (Royse, 2011), and therefore makes it possible to generalize the findings. 
The sample was selected from among employees of a single government organization in Abu Dhabi, UAE. A government entity was chosen because it was very likely to be influenced by the Arab culture, rather than dominated by expatriates. This particular organization was also considered to be familiar with innovation because it is highly technology-focused. Other reasons for choosing this organization were:
· It is a relatively new organization, but has passed through lots of change processes in planning and implementing innovative e-government projects;
· It is responsible for initiating new e-government projects for other Abu Dhabi government entities;
· It plays a crucial role in the information and communication technology (ICT) sector in the Emirate of Abu Dhabi, and adopting new technology and applying dynamic change is an important element of its work;
· It has developed and launched several innovative e-government programs and e-services channels in previous years.
In selecting participants, the study used purposive sampling, because this method is appropriate for qualitative research (Patton, 1990). Purposive sampling is subjective and judgmental, making it the best form to use to obtain crucial information about organization management (Olsen, 2012). The researcher selected the sample by identifying people in the organization who could comment authoritatively on how the organization operates, its culture, and the impact of cultural traits on innovation management, based on their experience. The researcher spent time in the organization developing an understanding of the hierarchy and working structure. It was then possible to apply judgment to identify those individuals who were best placed to respond (Olsen, 2012). 
In this case, therefore, the purposive sampling actually put in place the eligibility criterion for recruiting participants, even though this was known only to the researcher who was responsible for the sampling. This ensured that only people who could provide informed responses were included, saving time and effort interviewing people without the necessary knowledge (Royse, 2011). This method of sampling also increased the reliability of study results, because the results were authoritative (Patten & Bruce, 2009). 
The sampling was based on set characteristics. The participants, however, were not aware of these. The researcher used organizational information to identify possible participants. All the respondents had at least five years’ experience with the organization. They were also Arabs, to ensure that their cultural context fit the research objectives. A target number of respondents was identified, to ensure suitable representation. 
Finally, because the aim of the research was to establish the effect of Arabic cultural traits on innovation management, the researcher only interviewed employees who had some involvement with innovation management. Table 6 sets out the positions held by the respondents. Each respondent was assigned an identifier, and their job titles are shown in the table. 
	Identifier
	Position in organization

	Respondent 1
	Policy and Standards Compliance Analyst

	Respondent 2
	Project Manager

	Respondent 3
	Community e-Literacy Specialist

	Respondent 4
	Performance Management Senior Analyst

	Respondent 5
	Capacity Building Analyst

	Respondent 6
	Planning & Development Analyst

	Respondent 7
	Application Service Specialist

	Respondent 8
	Business Continuity Management Specialist

	Respondent 9
	Section Head

	Respondent 10
	Director 

	Respondent 11
	Training & Development Specialist

	Respondent 12
	Planning and Development Senior Specialist

	Respondent 13
	Planning and Development Expert

	Respondent 14
	Enterprise Architecture Manager

	Respondent 15
	Spatial Data Senior Specialist

	Respondent 16
	Strategic Planning Expert

	Respondent 17
	Business Excellence Senior Officer

	Respondent 18
	Data Architect

	Respondent 19
	Internal Audit Manager

	Respondent 20
	Section Head


[bookmark: _Toc536002034][bookmark: _Toc536002535]Table 6. Background of Respondents
[bookmark: _Toc511728203][bookmark: _Toc535999384][bookmark: _Toc11314836]3.5 Instrumentation
The researcher developed an interview protocol for the interviews (Appendix 1). This was a set of questions grouped into the seven major thematic areas identified through the literature review. The questions were designed to obtain more information and to validate the information gathered in the literature review. The use of the protocol meant that the interviews were standardized, because it was used to guide interaction between the researcher and all the respondents (Olsen, 2012). This method ensured uniformity in the research, because the responses were slightly more structured than would otherwise have been possible (Kvale & Brinkmann, 2009). Scheduled and similar questions were asked in the same order and format for each interview, to make it easier to compare answers while analyzing the results (Bernard & Ryan, 2010). 
The themes were high collectivism, high power distance, high context, polychronicity, uncertainty avoidance, long-term orientation, and strong followership. These themes were examined against the characteristics of innovative teams identified from previous studies. These characteristics were risk-taking, problem-solving, strategizing, and team quality and tenure. For each of the seven themes, a question about each characteristic was developed, giving a total of 28 questions in the interview protocol. The questions therefore streamlined the interviews by concentrating on the required areas (Gray, 2014). 

[bookmark: _Toc511728204][bookmark: _Toc535999385][bookmark: _Toc11314837]3.6 Data collection procedure
After identifying the respondents through purposive sampling, the researcher sent a to all the proposed participants, to invite them to participate in the research. The letter explained about the study and its aims. It also explained the processes that were involved and how the study would be conducted (Love, 2012), and assured the respondents that their participation in the study would not be disclosed and that the information they provided would only be used for the purposes of the study. The letter asked the respondents to consent so that the research could proceed. The informed consent included permission to have their responses recorded and used in the research. 
Several days before the interview, the researcher sent the interview questions to the participants and asked them to read them through as a way of preparing for the interview session. This was designed to help the participants think about the subject ahead of time. Each interview was face-to-face and the responses were recorded for analysis. The use of face-to-face interviews increases the accuracy of the information provided, because the respondents can be observed while answering questions (Babbie, 2010). The data collection procedure took four months, from May to September 2016. The consent letter was issued in May 2016. Once the proposed participant accepted, the interview was scheduled and conducted in the respondents’ offices to give a sense of privacy. 
During the interviews, the researcher began by collecting demographic information such as sex, age, marital status, and level of education (Olsen, 2012). This took approximately two to three minutes. This was followed by the respondent answering the questions in the interview protocol. The respondents were asked to draw on their experience at the organization in answering. The researcher used a digital recorder to record the interview. The researcher read out the question, and waited for the respondent to answer, seeking clarification when necessary. The researcher also made short notes about the responses in Microsoft Word during the interview. Each interview took 50 to 60 minutes. 
[bookmark: _Toc511728205][bookmark: _Toc535999386][bookmark: _Toc11314838]3.7 Data analysis
Qualitative analysis process is different from quantitative analysis. Once the data have been collected, they require organization and preparation. The raw data need to be treated by coding and describing them. Grouping and classifying data into categories are necessary to identify themes and explore patterns. Finally, data require interpretation by linking generalizations to the body of knowledge (Creswell, 2009). 
Data were generated in two forms: the recorded audio file and the notes in the Word documents. After the interviews, the recordings were transcribed, and the transcripts imported into Nvivo 10.0 to prepare them for analysis. Using Nvivo software, transcripts were coded for analysis, to identify frequently-used words. The most frequent words were highlighted in the findings section. An open coding method was used, where codes were suggested or obtained from the most frequent words. This enabled the researcher to break down the data into discrete parts, group them into categories, and compare them for similarities and differences, to identify the key concepts (Babbie, 2010). 
[bookmark: _Toc511728206][bookmark: _Toc535999387][bookmark: _Toc11314839]3.8 Ethical considerations
The study had to take into account and observe several ethical considerations. The first was to protect the privacy of the data. The second was to preserve confidentiality. The names of the participants were registered in a separate file to keep track of respondents. Each participant’s name was replaced with an anonymous identifier from Respondent 1 to Respondent 20. During the transcription of the recorded data, all personal data were removed. Throughout the study and in this report, only the anonymous identifiers were used. No personally-identifiable data were published or disclosed. 
The data and respondents’ details were stored on the researcher’s personal computer, which is secured by a user name and password. Another copy was saved in an external storage medium, which is also secured by a password. No one had access to this storage medium except the researcher. The data will be stored until the research is complete, when it will be destroyed. 
[bookmark: _Toc511728207][bookmark: _Toc535999388][bookmark: _Toc11314840]3.9 Summary
This chapter has set out the methodology for this study about the impact of Arab culture on innovation management. The research design was qualitative, and was guided by the literature review. The research took place in Abu Dhabi in the UAE, and involved 20 employees of a government organization tasked with dealing with technology issues. This made it a good choice for research on innovation. The researcher used purposive sampling to identify the respondents, and semi-structured face-to-face interviews guided by an interview protocol. This covered the seven themes identified in the literature review, which were high collectivism, high power distance, high context, polychronicity, uncertainty avoidance, long-term orientation and strong followership. Each of the seven variables had four questions, giving a total of 28 questions. The researcher obtained informed consent from the respondents and sent them the questions before the interview. During the interview, the researcher collected demographic data, and then asked each question in turn, seeking clarification when necessary. The interviews were recorded using a digital recorder and the researcher also made short notes. After the interviews, the audio files were transcribed and imported to Nvivo version 10.0. The study followed research ethics by protecting the respondents’ data privacy. The next chapter sets out the research findings and details the results.
[bookmark: _Toc535999389][bookmark: _Toc11314841]Chapter 4: Findings
[bookmark: _Toc535999390][bookmark: _Toc11314842]4.1 Introduction
The research aims to explore the impact of Arab culture on the characteristics of innovative teams. In particular, it aims to highlight cultural traits that enable and hinder innovation. In this chapter, therefore, the findings are presented systematically to show first the impact of each Arab cultural trait on innovation more generally, and then on the five characteristics of innovative teams. 
The chapter has two main sections. The first shows the positive and negative impact of each of the cultural characteristics on innovation. It shows respondents’ opinions about the seven cultural traits in their organization (high collectivism, high context, polychronicity, high power distance, strong uncertainty avoidance, long-term orientation and strong followership). The second section describes views on the positive and negative impact of each trait on the five innovative team characteristics. The respondents’ inputs are shown in quotes in the text and also summarized in tables. 
[bookmark: _Toc535999391][bookmark: _Toc11314843]4.2. Impact of Arab culture on innovation
[bookmark: _Toc535999392][bookmark: _Toc11314844]4.2.1 High collectivism
Collectivism is when people put their family or group ahead of themselves. In other words, it is the use of “we culture” to avoid loss of face (de Mooji & Hofstede, 2010). High collectivism is generally a characteristic of Arab culture, which supports teamwork, cohesion and cooperation [Respondent 3]. Respondents agreed that this was also true of this organization. High collectivism has several elements, but the sense of belonging to the group is the most important [Respondent 5]. There is, however, a sense of individualism within collectivism because good leaders push and guide individual team members’ contribution based on their abilities [Respondents 3, 5 and 15]. Respondent 5 stated: 
“A lot of collectivism is your own acceptance of working on a team and helping each other..” 
Individualists are unlikely to be able to deliver in a collectivist culture, because group agreement is required. Respondent 16 commented:
“… individuals may be creative but will not be able to provide innovative solutions or ideas because the group norms will keep them subdued.”
The respondents suggested that collectivism is shown within this organization in particular by the use of committees, which slow down processes because the whole group has to decide and agree. An example is the advisory board, established to review critical cases, and provide advice and decisions. Respondents 13, 15 and 20, however, recognized that a group with different experiences and skills can provide great value, because the different points of view improve the work. Respondent 16 suggested that the impact of collectivism varies between societies. He stated:
Japan also has a collectivist culture, but people there innovate more than in Arab countries. Japanese people work to deliver very high quality outputs, which is very different from Arabs. Japanese people also admit mistakes and learn from failure, which is the key to innovation.
Respondents generally felt that high collectivism was a barrier to innovation. Respondent 13 commented that the sense of belonging to a ‘tribe’ can make people feel too secure, decreasing their sense of responsibility and desire to make any effort or innovate. Respondent 16 believed that there would be less innovation in a highly collective culture, because individual motivation to innovate will be less if the credit will go to the team, not the individual.
[bookmark: _Toc535999393][bookmark: _Toc11314845]4.2.2 High context 	
In a high context culture, groups can communicate implicitly rather than explicitly and overtly (Würtz, 2005) Respondents suggested that this trait has both positive and negative effects on innovation. Respondents were clearly able to describe a high-context culture and its impact on the organization. They noted that people used similar tones and behaviors, and also mentioned that implicit communication can be positive, particularly in meetings, because it enables organization members to communicate efficiently. It also helps to build rapport within the organization, and makes it easier to predict people’s thinking and likely reaction to ideas. Respondents 1, 2, 4, and 5 noted that this helps leaders to decide who will be able to manage work, so defining team roles becomes easier. They also commented, however, that there is less official communication by letters and emails or formal meetings, and more phone calls. This can lead to a lower focus on work quality.
A high context culture can be a problem for new staff, who do not understand the culture and do not share the traditions, values and ways of communication. New staff can therefore misunderstand the messages from implicit communication [Respondents 6 and 13]. Context can also vary from team to team. Respondent 7 commented: 
“I have moved to different teams since I joined the organization. I did not have a chance to build strong connections and fully understand the context.”
This means that building a high context culture at work requires the same team to stay together over time. If people move teams relatively rapidly, then there will be little or no implicit communication between team members, and longer, more explicit communications will be necessary. Emails therefore have to be comprehensive and include sufficient detail [Respondents 3, 7 and 10]. The negative impact of a high context culture is that less direct communication can lead to a lack of clarity, and delays in decision-making and implementation. High context is a barrier because people do not get to the point, which affects productivity and efficiency [Respondents 16 and 20]. Respondent 18 was clear that a high context culture was associated with misunderstandings, saying: 
“I do not know anyone who can 100% understand others with high context. While yes, we can anticipate from the context, you cannot rely on prediction especially in the workplace.”
Overall, the respondents suggested that a high context culture had more negative than positive impact, because groups tended to cohere tightly, and start to focus on their own interests, rather than those of the organization. Respondent 13 stated:
 “A group from this nationality and another group from another nationality [have formed], which has led to loss of interest in work. The high context here is serving the group interests rather than the work interests.” 
In the UAE, the culture mixes low and high context, which creates more challenges and misunderstandings. Respondents suggested that the ideal was a high context culture with diverse teams. This mixture creates synergies between and within teams, similar to those developed countries, where companies hire employees of different nationalities and levels of experiences and build strong connections between team members. Google was an example of a company that took this approach [Respondents 13 and 16]. 
[bookmark: _Toc535999394][bookmark: _Toc11314846]4.2.3 Polychronicity
Polychronicity is also known as the multi-tasking trait (Straub et al., 2002). People in this type of culture have a wide range of distractions, but can cope with this easily (Straub et al., 2002). Respondents suggested that this cultural trait has both positive and negative effects on innovation.
In this type of culture, employees tend to be driven by ad-hoc tasks, and work to complete assigned tasks and deliver the operational activities. Respondent 10 suggested that the organization had a hybrid culture, with both polychronic and monochronic elements. He said: 
“It depends on the team itself who will define the way of working. In the past, we have worked with consultants who were from western cultures, and were very task-oriented, particularly single task oriented. Recently, with Emiratization, there is now a more polychronic culture.” 
Respondents 1, 2, 4 and 17 suggested that this trait negatively affected work quality, because there is no concentration on particular tasks and no in-depth understanding. People in a polychronic culture tend to work on multiple tasks and therefore have less focus. It also means that individuals cannot see the overall picture, because they are given small parts of several tasks to complete. The same respondents had also seen other negative impacts of polychronicity on the work environment. They mentioned that it affects decision-making, because the organizational environment is personal, not professional. They also felt that it led to communication becoming unstructured, with a lack of accountability and delegation of authority. The information flows between levels were weak and messages tended to be incomplete. Respondent 16 noted that work efficiency could be reduced if relationships were poor. Respondents 13 and 16 suggested that polychronicity was closely related to, and affected by, high context. When both occurred, the negative impact was significant. Respondent 13 said:
“The wrong person is hired, based on their connections and tribe. In order to survive, they have to do lots of different tasks because they do not really fit the position in the first place and do not have specialized skills. That means you need to look busy and different. You need to get involved here and there, working on ad-hoc tasks because you need to justify your position. You may well have people reporting to you who are specialists, however, and this has an impact on the creativity and the work.” 
Respondents felt that the organization’s culture might push people to become multi-taskers, because there is no career path for technical positions. As a result, people work in new areas and take on managerial and financial tasks to get promotion. The negative side is that there is little specialization [Respondents 4, 13 and 20]. Respondent 12 stated:
“[A] vertical specialty is more important than being distracted horizontally in different tasks.” 
A monochronic culture, by contrast, invests in building expertise rather than having everyone know a little about everything [Respondents 14 and 18]. Productivity is affected, especially if those who prefer to focus on one task at a time are forced to multi-task, reducing the quality of their work. It is good to have a mixed team where some are multi-taskers and others prefer to work sequentially, because members can complement each other [Respondents 16 and 19]. Respondent 16 said: 
“People who can focus on one single task [will] look at details. The multi-taskers are able to finish things quickly without details.” 
Most respondents did not feel this trait had a positive impact on innovation. Respondents 4 and 20, however, said that it was important to help individuals to gain different experiences and skills in a short period of time. 
[bookmark: _Toc535999395][bookmark: _Toc11314847]4.2.4 High power distance
Power distance is the level to which the non-powerful members of the organization expect and accept that the power is distributed inequitably (Bochner & Hesketh, 1994). Respondents suggested that there is a high power distance in this organization, and this has a negative impact on productivity, efficiency and innovation.
Several respondents stated that high power distance creates more bureaucracy. It was believed to lengthen communication channels, and complicate interaction and cooperation between people. Respondents 2 and 16 argued that it was important to reduce bureaucracy and distribute power, rather than centralize it. High power distance increases the difficulty of working openly and resourcefully within bureaucracy [Respondent 17]. Respondent 13 said: 
“I support a high power distance but limiting the bureaucracy and disconnection between top management and lower levels. I would like to see clear distributed authority rather than higher distance.” 
Respondents 13 and 17 also suggested that high power distance limits effort, performance, and creativity. The concept was associated with military communities. Respondents suggested that this type of culture does not initiate innovation and also limits workers’ efforts and dedication, with employees doing only what was asked, and not using their initiative [Respondents 13 and 17]. Respondent 16 argued that it stops ideas from being implemented, because ideas must move from one power level to another to be approved and accepted. Respondents 13, 16, 17 and 18 agreed that escalating ideas and issues took time and affected performance. 
High power distance also affected knowledge transfer and caused misunderstanding between levels. There was less knowledge-sharing because cascading the message from the top, or getting messages back up to the leadership, was harder. Respondent 1 stated: 
“I can say perhaps only 10% of the information will be passed to the lower levels because of the high power distance.” 
Respondents 1, 14 and 20 noted that high power distance meant that leaders played an important role in cascading messages to teams to empower them and build capability.
Respondent 16 stated that the impact of the high power distance was stronger than the impact of collectivism. This is because people feel they have more responsibilities and power than those below them in the hierarchy. Organizations with high power distance are often very traditional and many are in decline [Respondent 16]. It was suggested that organizations with high power distance are disappearing, and being replaced by smaller, more flexible groups. In big organizations such as municipalities, it is harder to get information to the top of the hierarchy, but smaller organizations do not face this problem [Respondent 14]. 
Respondents 3 and 9 suggested that decision-making could be a problem in an organization with a high power distance, because only one person can make the final decisions. This person must be competent at both risk-taking and decision-making. Respondent 13 noted: 
“We also get paid to take decisions. That’s why some people are paid higher salaries as they take decisions. The lower you are in the hierarchy of the organization, the less you are getting paid because you don’t make decisions.” 
Respondents 1 and 20 suggested that the leader’s role was important in eliminating the negative consequences of the power distance for innovation. If the top managers believe in innovation and encourage other employees to innovate, everyone will do so, to satisfy the leader. Some respondents noted the importance of an ‘open door’ policy in this. Some organizations had implemented ‘free seats’ so employees could sit wherever they wanted. This could eliminate power distance because all levels would sit together [Respondents 13 and 19].
[bookmark: _Toc535999396][bookmark: _Toc11314848]4.2.5 Strong uncertainty avoidance
Uncertainty avoidance is primarily centered on the level of tolerance for uncertainty and ambiguity (Hofstede, 2010). Respondents suggested that uncertainty avoidance existed in this organization at fairly high levels. This led to strong resistance to change, even small changes. The organization therefore relies on traditional methods for work rather than new approaches [Respondents 5, 7, and 11], although it was prepared to follow good practice. Respondent 15 stated: 
“We are following the best practices; we are not leading the practices.” 
This approach helps to limit failure. The organization generally has a fear of failure because of the likely impact on organizational reputation. The fear of taking risks causes individuals and the organization to avoid uncertainty [Respondents 14, 16 and 18]. Respondent 4 said, 
“Creative ideas are there, but so are fear of resistance and non-acceptance.” 
Respondents 2, 8 and 19, however, believed that there was low uncertainty avoidance, because there is acceptance of some new ideas. A large number of ideas had been generated and implemented in 2015, the national Year of Innovation. Uncertainty avoidance seems to come from more experienced staff, who like to use more traditional ways of working. The cultural expectations of strong uncertainty avoidance are therefore not applicable, perhaps because the UAE is an exceptional case [Respondents 2, 8 and 19]. 
The level of uncertainty avoidance is not fixed. For example, it can change over time, and Respondent 10 felt that it had recently moved from low to high, saying: 
“The culture is being forced to move from uncertainty tolerance to uncertainty avoidance as a result of the high power distance which recently entered the organization. The anxiety is increasing more and more which leads to few people taking risks.”
Uncertainty avoidance level may also depend on individual and team roles and responsibilities [Respondents 7 and 12]. Production line teams do not need to generate new and creative ideas, because they work within clear procedures, and the aim is to have stable activities. Teams working on planning and improvement, however, have to develop new ways of working, so their uncertainty avoidance needs to be low. Uncertainty avoidance is also likely to vary across sectors: public sector organizations tend to have higher uncertainty avoidance, because private sector organizations have to innovate to stay competitive, and therefore must tolerate more uncertainty and risk [Respondents 7 and 12]. 
[bookmark: _Toc535999397][bookmark: _Toc11314849]4.2.6 Long-term orientation
Respondents 1, 4 and 5 noted that despite the broad long-term cultural orientation, not all Arab organizations have long-term visions and plans. However, once there is a long-term direction, this is likely to have a positive impact on innovation.
Several respondents felt that the organization had no clear vision or strategy. There was also no clear indication of where the organization wanted to be in the future, and the current vision did not reflect reality. Strategy also changed each year [Respondents 1, 4 and 5]. Other respondents, however, believed that there was a clear future vision and targets. Most government entities have a clear future vision aligned with the national plan for 2020, and the issue lies in how it is cascaded to lower levels and implemented [Respondents 7 and 8]. Respondent 10 commented: 
“We have a clear future vision but do we all believe and act toward that vision? It is questionable.” 
Long-term plans have a positive impact on innovation, because people will work to achieve objectives [Respondents 7 and 8]. Plans also help to align effort, and encourage employees to take risks and solve problems to achieve the vision [Respondents 9, 12 and 13]. It also helps teams to eliminate risks and obstacles through structured planning. The long-term vision helps to increase investment and highlight how investment aligns with the national vision. Investment leads to new job opportunities and new sources of energy [Respondents 17, 18 and 20]. A long-term orientation does, however, also have a negative impact because people do not like frequent change [Respondent 16]. 
[bookmark: _Toc535999398][bookmark: _Toc11314850]4.2.7 Strong followership
Arab culture has a strong element of followership, with high levels of respect for leaders (Amgheib, 2016). Followership means believing in the leader and following their decisions. It may be shown by willingness to obey rules [Respondent 1]. People will tend to follow and obey without thinking about whether this makes sense. If a leader asks for unnecessary details, these will be provided even if that takes time, because satisfying the leader becomes the main objective in a culture with strong followership [Respondents 3 and 4]. There is a belief among Arabs that the leader is always right, and often has more information than others [Respondents 1, 3, 4 and 8].
The strength of followership depends on the leaders’ and followers’ relative positions in the organizational structure. If the leader in question is close to the top of the hierarchy, then the level of followership is likely to be higher [Respondent 5]. The level of followers’ knowledge and experience also affects the level of followership, because experienced followers will try to influence the leader [Respondents 5 and 7]. Respondent 18 also suggested that high power distance can influence the level of followership because going over a line manager’s head can speed up decisions.
Being a strong follower has a negative and unhealthy impact on employees, making them less likely to develop into leaders themselves [Respondent 6]. The impact of this trait on innovation depends on the leaders concerned, and particularly whether they favor innovation. Followership will add great value where the leader believes in creativity and innovation and encourages new ideas [Respondent 11]. Respondent 13 agreed, stating: 
“[The] leader needs to give the person the space to talk, give opinions and contribute. [They have] to give the person the space to push things in other directions.” 
Respondents 14, 16 and 19, however, noted that if the leader sets a clear direction for what needs to be achieved, then everyone who follows will also be committed to that direction. Respondents believed that self-motivation was important, because organizations needed proactive individuals who can bring new ideas and initiate change. The leader’s role is important in encouraging these individuals. However, followership removes this self-motivation, because it forces individuals to follow instructions rather than use their initiative [Respondents 12, 13 and 15]. Table 7 summarizes the positive and negative impact of each cultural trait on innovation.
	Arab cultural traits
	Positive impact
	Negative impact

	High collectivism
	· Inputs from a group with different experience and skills are stronger and more valuable; they are necessary to improve the work
	· Being a member of a ‘tribe’ increases the feeling of security, and decreases the sense of responsibility or need to make an effort.
· The motivation for individuals to innovate will be negatively affected.

	High context
	· Improves efficiency of communication in the team.
· Helps to build rapport in the organization.
· Helps to predict people’s thinking and reactions to ideas.
	· Can create problems especially when people come from a low context culture.
· May serve group rather than organizational interests.
· People do not get to the point, which affects productivity and efficiency. There is lack of clarity and delays in decision-making and implementation

	Polychronicity
	· Allows individuals to gain different experiences and skills in a short period of time.
· Encourages learning, observing and gaining knowledge.
	· The work quality may decrease. Productivity can be affected, especially when teams contain single-taskers.
· There is no concentration on individual tasks and no in-depth understanding of particular areas, so no specialization.

	High power distance
	· No evidence 
	· Creates bureaucracy, limits communication channels, interaction, and cooperation between people.
· Limits creativity and innovation; stops ideas from being implemented because they have to be approved at higher levels.
· There is less knowledge-sharing because it is hard to move messages up and down.
· Affects knowledge transfer and causes misunderstanding between levels.

	Strong uncertainty avoidance
	· No evidence 
	· It prevents innovation as all new change involves uncertainty.
· People do not tolerate risk and unknown situations; there is no innovation. 

	Long-term orientation
	· A vision encourages employees to achieve targets.
· Helps to eliminate obstacles to achieving the vision and to redirect investment.
	· The ability to change becomes much harder as people do not like changes to happen frequently.

	Strong followership
	· Adds value when the leader believes in creativity and innovation and encourages new ideas.
	· Removes self-motivation as forces individuals to follow instructions not use initiative.
· Harder to develop new leaders.
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[bookmark: _Toc535999399][bookmark: _Toc11314851]4.3 Impact of Arab culture on innovative team characteristics
This section discusses the impact of each trait on the characteristics of innovative teams, which were identified as problem-solving, risk-taking, understanding strategy, team quality and team tenure. Each respondent was asked their opinion on how each trait affects each characteristic, whether positively or negatively, and any other views on the mechanism and effect.
[bookmark: _Toc535999400][bookmark: _Toc11314852]4.3.1 Solving problems
Respondents felt that some traits had a positive effect on problem-solving but some were more negative. Problem-solving requires a number of steps, including identifying the problem, coming up with different solutions, selecting the best solution between different options and getting management approval for implementation (Hippel, 1994). Culture may affect any or all of these. 
In total, 75% of the respondents thought that collectivism had a positive impact on problem-solving. Respondents 1, 7, 8, 18 and 19 all commented that collectivism allowed solutions to emerge from across the organization, drawing on people with different backgrounds, experience and knowledge. This diversity makes it easier to find alternatives and then identify the best one. Working as a group also improves ability to manage problems. Respondent 16 stated: 
“The total IQ of the group is higher than any individual IQ. So when a group deals with problems, they should be able to solve it much better than individuals.” 
This is particularly helpful in generating alternative solutions. The group can brainstorm ideas and then select the best. More diverse groups are likely to generate more ideas, and improve the ability to solve the problem [Respondents 8, 9 and 20]. Respondent 6 agreed, stating:
 “… they will be encouraged to see the problem from different viewpoints. This will help to find different ways to solve the problem and support to find better solutions.” 
Respondent 18 gave an example of this in practice, the Youth Sessions, a government initiative where young people are grouped together by age to discuss problems and find solutions. Respondent 13 believed that collectivism enabled knowledge-sharing within a team, because it encouraged them to discuss different ideas and solutions. This means that up-to-date information is shared, helping to identify areas for improvement and avoid problems before they occur. 
In total, 33% of the respondents thought that a high context culture contributed positively to problem-solving. Sharing an understanding of the problem is very important to avoid conflict within the group [Respondent 10]. However, even if the group can agree on the problem definition, they may not agree on the solution. Respondent 12 stated:
“The governance framework for collaboration is very important to remove differences and select the best solutions applicable.” 
Both collectivism and high context therefore play a positive role in solving problems. The interconnections within the team are critical in agreeing a solution and avoiding conflict. These issues are also linked to team quality, which positively influences the ability of team members to understand each other, and share information and knowledge. It improves problem-solving as the team takes less time to identify the root causes of problems [Respondent 2]. Respondent 19 said:
“We need a high quality team that supports each other and provides help when needed. Such a team will work in a collectivist culture and will positively contribute to building an innovative working environment.” 
Respondents felt that strong followership contributed positively to building innovative teams if the leader’s management style was to listen to team members’ views. Leaders who listen to and negotiate with their team are more likely to accept ideas and build an environment where everyone is able to suggest solutions to problems [Respondent 1]. Strong followership also builds loyalty to the organization and the leader. This loyalty gives employees the motivation to solve problems [Respondent 2]. 
A long-term orientation also contributes positively to problem-solving because it encourages people to look at the root causes of problems. Solving problems is seen as a way to ensure that the organization can achieve its long-term plan [Respondents 2, 6, and 8]. Having a long-term vision also helps to avoid future problems. Masdar City is an example of this: by developing a long-term vision, the project has been able to work successfully towards alternative solutions for oil as a main energy resource [Respondent 17]. 
There are, therefore a number of cultural traits that contribute positively to problem-solving. Some respondents, however, also commented that particular traits negatively affected this issue. Collectivism, for example, leads to dependency on others to solve problems [Respondent 9]. This dependency might be on the group itself or on the leader of the group. A single person in the team may help others to find the solution. However, individuals themselves will be less able to solve problems because they depend on the group [Respondents 9 and 10]. Problem-solving skills are therefore not well-developed, because they are not practiced. Dependency on the leader to solve problems is another negative result of strong followership. Teams will tend to simply follow instructions. Respondent 6 noted:
“Even if there is something wrong with the outcome, I will not report the issue as I know that there is a leader who will take care of it.” 
This means that nobody takes responsibility for solving problems, and this slows down processes. Ultimately, followership builds employees with no ability to take any kind of action using their own initiative [Respondents 9 and 10]. 
A high context culture also negatively affects problem-solving. People will be less able to be direct when dealing with problems. A high context culture therefore means that it is harder to identify problems, and instead is often used to hide problems and avoid failure [Respondents 1, 16, and 19]. Implicit communication makes explaining problems harder because there is little opportunity for open discussion [Respondent 4]. In this type of culture, people are more likely to select solutions simply because they do not conflict with their interests [Respondent 11]. 
Solving problems is also negatively affected by high power distance. Respondents 5, 9 and 10 suggested that time was wasted seeking approval at different levels of the hierarchy. Respondent 4 stated:
“High power distance will assist problem-solving but it will take longer than usual as people at the lower level have to escalate the proposed solution to the next level, and so on, to get approval and decisions.” 
High power distance therefore limits the ability to solve problems because it means more time is needed to approach decision-makers. Decisions are critical in problem-solving because nobody can work on the recommended solutions without approval [Respondents 5, 9 and 10]. Problems may get worse because of the time wasted seeking approval in a high power distance culture [Respondent 8]. Respondents mentioned that when problems reached higher levels of the hierarchy, they often got more complicated. The proposed solution might no longer be effective because the problem scope would have changed as a result of the high power distance and time constraint [Respondent 9]. 
In total, 40% of the respondents thought that working in a polychronic culture was not helpful for solving problems. They stated that the requirement to work on different tasks at the same time made it harder to identify that there was a problem. A polychronic culture consumes time and forces employees to do tasks that may not be relevant to their core work, reducing capacity to solve problems or take risks [Respondents 5, 6 and 8]. Respondent 2 noted that: 
“…instead of defining the problems and solving them, problems increase because of mistakes while doing the work.” 
Polychronicity can, however, also be helpful for solving problems, because it gives employees opportunities to gain more experience, knowledge and skills. This, in turn, makes finding solutions to problems much easier [Respondents 1, 4 and 10]. 
All respondents agreed that strong uncertainty avoidance had a negative effect on innovation, and 35% mentioned its negative impact on problem-solving. Uncertainty avoidance made it difficult to think of new solutions, so the organization tends to rely on traditional ways of working. Respondents felt that problems might be more easily solved with new methodologies or standards, but change created uncertainty [Respondents 5, 8 and 10]. Respondent 3 commented:
“Even though the change might be positive, not accepting it will lead to not looking at the positive side of that change. Resistance to change causes [us] to reject new ideas and refuse new decisions.” 
A long-term orientation also has a negative side. It tends to create people who are not interested in short-term objectives, and therefore may not care about solving immediate problems. As long as the problem has no effect on the future direction, no effort will be made to solve it [Respondents 3, 4 and 9]. Table 8 summarizes the effect of cultural traits on problem-solving.


	Positive impact
	Negative impact

	· 75% of respondents thought that collectivism had a positive impact on problem-solving, because it allows ideas to be collected from people with different backgrounds, experience and knowledge.
· 33% of the respondents agreed that high context positively contributed to solving problems
· Long-term orientation encourages people to find solutions by looking at the root of problems.
· Strong followership is positive, because the leader is the main player in solving problems, and the rest of the team just follow.

	· Collectivism creates an environment where employees become dependent on their group to solve problems.
· Followership builds employees with no ability to take any kind of action on their own initiative.
· High context does not help to identify problems, and is often used to hide them and avoid failure.
· 40% of the respondents thought that working in a polychronic culture was not helpful to solving problems. The requirement to work on different tasks at the same time made it harder to identify that there was a problem.
· Solving problems is negatively affected by high power distance because time will be wasted while seeking approval from different levels in the hierarchy.
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Arab cultural traits were believed to have a positive impact on risk-taking. In total, 55% of the respondents agreed that collectivism had a positive impact on risk-taking. Group decisions about risk were seen as better than individual decisions, because each group member would contribute their views, resulting in a healthy discussion that is important for assessing risk [Respondents 1 and 4]. Respondent 8 stated: 
“In our culture, risks cannot be taken individually. Being together helps to improve the accountability and the decision will be strong because everyone gets involved.” 
Groups were described as studying, analyzing and predicting different scenarios together. It is harder for an individual to do this alone, as they may be biased in their choice of information for analysis and prediction [Respondents 9 and 10]. The motivation behind the decision is also important. A group may encourage each other to take risks [Respondent 20]. Some respondents mentioned that there were some requirements for the group to be able to support the risk-taking process effectively. These included, for example, being diverse, well-educated, and with a reasonable level of experience in risk management [Respondents 1, 5 and 7]. Groups can reduce the barriers to risk-taking by sharing different views, and the variety of backgrounds may help the group to tolerate risk better than individuals [Respondents 3]. Respondents 8 and 18 also suggested that collectivism could improve individual confidence in taking risks, because the culture meant that the group would support individuals regardless of the outcome of the risk-taking, and handle any negative consequences. 
Collectivism also has a negative impact on risk-taking. In Arab culture, collectivism is often manifest in the creation of committees. When committee members have different opinions, it may be harder to make decisions. There is also a culture of blaming those who take risks, especially if something goes wrong. This can reduce the appetite for risk-taking, especially repeat risk-taking. The respondents suggested that being in a group is not an advantage in Arab organizations, because the culture does not encourage people to operate outside their ‘comfort zone’. People also fear failure as well as blame. Groups may therefore negatively influence members who would be prepared to take risks on an individual level [Respondents 2 and 7]. 
A high context culture was thought to have a positive impact on risk-taking. The ability to take risks was enhanced because of the strong implicit communication that helps to share expectations within the group [Respondents 3 and 5]. Teams and external stakeholders share a similar understanding, which improves service delivery and encourages risk-taking when required. It can also make it easier to agree within a team whether they have to take a risk or escalate the decision [Respondents 6, 11 and 12]. Respondent 18, however, commented that a high context culture meant that only low risk options were taken, because taking bigger risks required more explicit communication.
In total, 35% of respondents thought that a polychronic culture contributed positively to risk-taking. This type of culture encourages individuals to take risks because it gives them the ability to see things from different angles. The knowledge and experiences gained from delivering multiple tasks will help to raise individual awareness about assessing and mitigating risks [Respondents 4, 6 and 7]. A polychronic culture can even minimize risks because it helps individuals to think about problems from different perspectives [Respondents 10 and 11]. 
A long-term orientation also contributes to ability to take risks. Individuals will be more prepared to act to remove obstacles, including by taking risks, as a way to achieve the organizational targets [Respondents 6 and 10]. This type of culture creates an environment that looks at the ‘gains’ not the ‘pains’. Respondent 3 commented:
 “A long-term oriented organization will have a greater ability to take risk because not taking it at the right moment will make it an issue in the future.” 
Strong followership also has a positive impact on the ability to take risks. It does, however, require the leader to be able to communicate about risks and ways to deal with them. Strong followership gives people more confidence in their ability to take risks because they have the leader’s support, guidance and advice [Respondents 5, 12 and 14].
In total, 15% of respondents believed that high power distance could also have a positive effect on risk-taking. It creates clarity about the level of power where decision-making about risk is appropriate, and provides multiple options for feedback and discussion across levels. The decision is therefore strong, even though it takes longer to reach. For this to work, however, people at different levels must have experience of risk management [Respondents 1, 13 and 15]. A much larger group, however, 50% of the respondents, agreed that high power distance negatively affects risk-taking, and fewer risks will be taken when the power distance is high. Respondents 3 and 7 thought that power distance delayed risk-taking, because nobody wanted to make the decision. Respondent 2 said:
“Instead of taking the risk, risks become issues. When that happens, we are looking for a pain killer, or firefighting to close the risk, not tackling it at the root much earlier on.” 
Risk-taking may depend on the individual’s position in the hierarchy. People at the top of the hierarchy will be closer to decision-makers, so better able to take risks. Decisions can be taken faster at this level than among individuals lower down the hierarchy. People at lower levels have to make more effort to convince those further up that the risk is worth taking [Respondents 3 and 7]. Another negative consequence of high power distance is the dependency culture. People at the bottom of the hierarchy will depend on those at the top to take risks [Respondents 4, 5, 10 and 11]. Respondent 4 noted:
“People at the lower level will have less responsibility for taking risks as they will only be accountable for defining the risk and presenting it to the next level.” 
When a decision requires approval at different levels, the organization also risks losing money because of the time taken to get approval [Respondents 6 and 9]. 
Both high context and polychronic cultures were thought to have a negative effect on risk-taking. Lack of clear communication, for example, affects the way risks are defined. A polychronic culture means employees cannot concentrate on particular tasks, making it difficult to manage risks effectively. Being unable to focus on one task at a time can make it harder to take risks [Respondents 1 and 4]. Respondents agreed that it was probably more important to build specialization than provide everyone with a wide range of different experiences [Respondents 1, 4, 9 and 12].
Strong uncertainty avoidance also has a negative effect on risk-taking. Risk-taking is all about accepting uncertainty. No new product or service can be introduced without taking a risk. Even though people may accept new ideas, many new ideas are not implemented because people fear taking a risk [Respondents 2 and 10]. The Arab culture struggles to tolerate either mistakes or failure (Bohet et al., 2009). As a result, organizations end up with limited efforts to innovate because people do not want to take risks [Respondent 16]. Respondent 19 also believed that older people were more likely to have strong uncertainty avoidance. He stated:
 “The experienced people mostly reject risk-taking and prefer the traditional way or approach to work and tasks.” 
In total, 15% of the respondents believed that strong followership had some negative impacts on risk-taking. In particular, it creates fear of taking risks, because individuals rely on the leader to do so. Individuals may feel unable to take risks because of the strong culture of followership and their position in the organizational hierarchy [Respondents 6 and 9]. Respondent 5 agreed, saying 
“As a joiner[new] employee, I would think risk taking is not my call. I could suggest ideas for things but it would not be my responsibility to take the risk.” 
Strong followership means that the leader is expected to take care of all issues and handle all risks. Ultimately, therefore, it results in employees who are unable to take any kind of risks, because they have to refer decisions to the leader [Respondents 6 and 9]. These effects are summarized in Table 9.
	Positive impact
	Negative impact

	· 55% of the respondents agreed that collectivism had a positive effect on risk-taking. Group decisions about risk are better than individual decisions. 
· 35% of respondents believed that polychronicity contributed positively to risk-taking. Polychronicity gives employees the ability to see things from different angles.
· 15% of the respondents believed that high power distance had a positive impact by creating clarity about the level of power where decisions about risks are appropriate.
· Long-term orientation helps to build ability to take risk. Obstacles will be removed and risks will be taken to achieve planned goals and targets.
· Strong followership gives people confidence to take risks with the leader’s support, guidance and advice.
	· In Arab culture, people used to blame those who took risks, so there was little support or appetite for repeated risk-taking.
· 50% of the respondents agreed that high power distance negatively affected risk-taking. Fewer risks will be taken as a result of the high power distance.
· People in a high context culture do not communicate clearly, and ability to take risks is affected because context affects definitions of risk.
· Uncertainty avoidance hugely reduces risk-taking
· 15% of the respondents believed that strong followership had a negative impact on risk-taking because individuals rely on the leader to do so.
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[bookmark: _Toc11314854]4.3.3 Understanding strategy
Like the other characteristics of innovative teams, respondents thought that understanding the organization’s strategy was both positively and negatively affected by cultural traits. In total, 45% of the respondents believed that high collectivism had a positive impact because it tends to ensure that group members share their understanding. Being together helps to improve effort to understand and implement the strategy. Respondents 1 and 6 suggested that it was important to share information among all team members at the same time. This practice ensures that everyone in the team has the same level of understanding [Respondents 1 and 6]. Group members tend to have different backgrounds and experience so the group’s knowledge will be wider, and members can help others to understand the strategy. If any individual develops a misunderstanding, it will be corrected by the group [Respondents 5, 6 and 9]. Collectivism can enhance strategy development and innovation by encouraging individuals to propose new ideas for inclusion [Respondents 4 and 18]. There may be a gap between strategy and operations because of individual understanding and interpretation. High collectivism, and the focus on group working, can help to eliminate this. Respondent 9 said that understanding strategy depends on understanding the organization’s functions, noting: 
“When any organization is planning for its strategy, it creates a team of employees from different units. Strategists themselves cannot formulate the strategy as they cannot think for others.” 
In a highly collectivist culture, therefore, there is more likely to be a better overall understanding of the strategy, because group members will support each other and share their knowledge and understanding. 
In total, 35% of respondents thought that high power distance had a negative impact on understanding of strategy, because it reduces knowledge transfer between levels. As a result, information will be lost, and understanding may vary between senior and operational levels. Respondents 3 and 16 commented that those at the top had much better awareness of strategy, and this became more limited further down, where understanding focused on the role of the unit or team. At the bottom of the hierarchy, understanding was very weak. The respondents suggested that organizations with low power distance would have better overall understanding of the strategy, because knowledge would be transferred smoothly between individuals. The strategy in this organization was cascaded down from the top, and more junior employees were not involved in planning. This meant that there was misunderstanding of the strategy and resistance to its implementation [Respondents 1, 2, 3 and 9]. Communication also affected understanding of strategy. Respondents 3, 7, 9 and 10 commented that if there was a considerable distance between top and bottom levels, good communication would improve strategy understanding at lower levels. 
Several respondents thought that high context had a negative impact on understanding of strategy. They felt that understanding the strategy required strong official communication, and this was unlikely to happen in a high context organization [Respondents 1, 2 and 20]. Others, however, suggested that it could also have a positive impact. They felt that communication was stronger in a high context organization, because implicit communication facilitated information flow. Closer connections between employees also reduced misunderstandings [Respondents 3, 4, 8, and 9]. 
Strong uncertainty avoidance affects both understanding of strategy, and strategy development and planning, because it makes it harder to consider and accept new ideas [Respondents 1 and 4]. It will also have a negative effect on organizational improvement during strategy implementation [Respondent 6]. Respondent 4 stated: 
“New strategy and decisions are mostly agreed without involving the rest [of the employees] or defining the reasons for change. Some employees will therefore not accept the strategy. As a consequence of resistance, there will definitely be misunderstandings.” 
Polychronicity has both positive and negative effects on understanding of strategy. In total, 25% of the respondents thought that there was a positive impact, and 20% believed it was negative. The others believed that it had no effect. Polychronicity helps individuals to develop more experience and knowledge. This helps them to understand the strategy more because they can see things from different angles, and set decisions in context [Respondents 4, 11 and 17]. It also helps individuals to think more comprehensively, giving individuals a better perspective about the future. Employees who contribute more widely to tasks across the organization are better able to understand the strategy [Respondents 7, 8, and 10], although they will also lack specialized understanding. Respondents suggested that this could be a problem, because employees would be more distracted, and also did not need to understand the organization’s strategy as a whole, only the strategy of their own core function. Employees in a polychromic culture have no time to focus on tasks as a whole, which affects their understanding. Respondent 5 said:
 “When you’re being interrupted with multiple tasks, the last thing you are thinking of is to understand the strategy.” 
Some respondents also commented that polychronicity had no impact on understanding of strategy, but negatively affected its implementation, and therefore organizational performance [Respondents 3 and 8].
In total, 40% of respondents thought that a long-term orientation contributed positively to understanding of strategy, because people are more likely to be thinking about the future. Respondent 8 said: 
“The strategy will be more focused on long–term targets. Employees will therefore have a clear idea of the organization’s targets.” 
A clear vision and long-term strategy support understanding of strategy. Teams with a long-term orientation are also more likely to make an effort to understand the strategy so that they can work on it and achieve the organizational vision [Respondents 2, 3, 4, 5 and 11].
Strong followership was thought to have a positive impact on understanding of strategy, because the team has trust in their leader. Resistance to strategy will be lower with high followership. However, Respondents 2, 3 and 9 suggested that the relationship between strong followership and strategy understanding depends on the leader, because the team leader’s understanding of the strategy will influence the team’s understanding. Followership can, however, have a negative impact, especially when communication is vertical or there is one-way communication between the leader and the followers. The leader has an important role in ensuring that team members have a full understanding of the strategy. Leaders can correct individuals’ understanding of the strategy and guide them during the process of developing their objectives and making sure that they map to the organization’s objectives. It is the leader’s responsibility to integrate the strategy into the team’s tasks and objectives [Respondents 6, 8, 9 and 10]. These ideas are summarized in Table 10.





	Positive impact
	Negative impact

	· 45% of the respondents believed that high collectivism had a positive impact on understanding of the strategy. It tends to ensure that group members share their understanding.
· Implicit communication is good for understanding strategy as it facilitates information flow.
· 25% of the respondents thought that polychronicity had a positive impact, because it gives a chance to think more comprehensively.
· 40% of the respondents thought that long-term orientation contributed positively to understanding the strategy, because people are more likely to be thinking about the future.
· Strong followership improves understanding of strategy because the team trusts its leader.
	· 35% of the respondents indicated that high power distance had a negative impact, because it creates lack of strategy awareness and causes a gap between the top and the bottom of the hierarchy. 
· High context negatively affects strategy understanding, because communication of the strategy must be strong and official.
· Strong uncertainty avoidance has no impact on the current strategy because it is approved already, but will have an impact when planning for the next strategy cycle
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Team quality is the level of cohesion and mutual support between team members (Hoegl & Gemuenden, 2001). In total, 70% of the respondents believed that collectivism contributed positively to team quality. High collectivism is a prerequisite for good team quality, and is one of the main success factors in building a good team [Respondent 3]. It leads to high levels of support, cohesion and cooperation between team members. Respondents 9, 10 and 11 agreed with this, with the proviso that the team needed to share similar values and beliefs. Having clear, defined roles for team members also created a strong team with high quality and tenure [Respondents 3, 9, 10 and 11]. Collectivism improves cooperation between team members, which increases team efficiency. It makes the team more homogenous and discourages conflict, which also increase coordination and understanding. Respondent 7 said: 
“The participation for the people in the team will be equal because they are working together and support each other.”
Collectivism encourages sharing of thinking and knowledge. This facilitates the ability to make decisions, take risks and solve problems [Respondents 2, 6, 12 and 17]. One aspect of high collectivism is that it depends on individual acceptance of the need to work in teams and agreement to support others. The impact therefore depends on individual behaviors and attitudes [Respondent 5].
In total, 45% of the respondents believed that a high context culture had a positive effect on team quality. Respondent 2 quantified this, saying: 
“Team quality is usually 70% based on the high context.” 
High context improves cooperation, coordination, and communication within the team. Internal team communication can become very high-level, leading to less conflict. This communication requires less time, as there is no need to provide detailed explanations. It is therefore simpler. Implicit communication improves team interconnections [Respondents 2, 3, 8, 9 and 11]. High context can, however, also have negative consequences. Respondents suggested that implicit communication carried a risk of misunderstandings. Strong connections between team members can lead to personal relationships which are stronger between particular individuals, and which negatively affect other team members [Respondents 4 and 7]. Respondent 4 stated: 
“I will prefer one person and I will try to support only the team members who have a close connection with me.” 
Polychronicity had a positive impact on team quality. It enables team members to share roles and support each other, as they are used to working on a variety of tasks. Team members also have experience in different areas, so they will have more knowledge to support others when needed. This increases coordination and support among team members [Respondents 2, 6 and 11]. It can also have a negative impact, however, because it tends to lead to time-wasting and lower efficiency, which both reduce team quality. When everyone is busy with multiple tasks, there is less coordination and support available. Respondent 4 said: 
“The purpose of forming a team is to concentrate on a single task or project and complete it together. However, this purpose will never be achieved while team members are busy with different things.” 
Polychronicity tends to create confusion and instability because everyone is busy on their own tasks, and there is no time to support others. It also makes it harder to communicate, because there is less time available to understand, communicate and focus on what is being completed [Respondents 3, 4, 5, 7 and 9]. Some respondents suggested that a combination of polychronic and monochronic individuals is good for team quality, because this increases diversity. Respondent 16 stated: 
“Having a mixture of both cultures will create a challenge, but as a team, polychronic people can concentrate on different activities, and monochronic people can concentrate on one detailed single task. A mixed group can therefore perform much better than having a group of one attribute.” 
A quarter of respondents felt that high power distance had a negative impact, because it causes leaders to dominate teams. This reduces team quality, because members have less input and fewer opportunities to develop leadership skills. It also influences the trust relationship within the team. The position of the team in the hierarchy will also make a difference. Respondent 7 stated: 
“The closer you are to the decision maker, the more chance you will have to get the support you need. If the team is far away from the top of the hierarchy, there is a chance that the team quality will be less.” 
Reporting directly to decision-makers increases team effectiveness and performance. It also means the team becomes more centralized, organized and proactive [Respondents 3 and 4]. Some respondents suggested that the power distance would affect the quality of communication linked to the organization’s hierarchy, but not the overall quality of the team, because this is an internal issue. Regardless of the location of power, team members will still have knowledge, motivation and quality of relationships. The impact of the high power distance will therefore not be on the work of the team, but on team lifecycle [Respondents 3, 4, 8, 9 and 10].
Strong uncertainty avoidance causes avoidance and rejection of new ideas. It therefore reduces motivation to improve. Respondents 1 and 3 noted that continuous improvement is necessary to retain team quality. Teams need to develop their ability and approach to improve performance. Rejection of new ideas can also lead to disappointment and reduced interest among team members, reducing quality of work. There are likely to be more conflicts between team members when new ideas are not discussed and considered [Respondents 1, 3, 6, and 8].
The quality of the team is also affected by the existence of a long-term plan and vision. In total, 45% of respondents believed that a long-term orientation contributed positively to team quality, because teams are better able to deliver if they know what is required. Having a long-term plan improves understanding of this among team members. Respondent 2 said:
“It is similar to boats racing. Boats move all together until they reach their destination because they know where they are going, right from the beginning.”
Teams are also more likely to work together and team members will be better able to support each other to achieve the goals when they are aware of the long-term plan for the organization. The team will have more awareness of targets, which improves performance [Respondents 2, 4, 5 and 6]. 
A quarter of the respondents believed that strong followership had a positive impact on team quality because it creates strong communication and support. Trust between the leader and followers also improves team quality, because it leads to willingness to follow and implement rules and better communication among team members. Strong followership means loyalty to the leader. The interconnections between the team members will also be stronger, because everyone will be following and obeying the same instructions [Respondents 1, 2 and 3]. Strong followership also, however, has a negative impact because it reduces motivation to think about new ideas. Teams will only do as they are told, and refer all questions to the leader. This will particularly affect individuals who are strongly self-motivated, because it will reduce their ability to make decisions [Respondents 6 and 8]. These points are summarized in Table 11.
	Positive impact
	Negative impact

	· 70% of respondents believed that collectivism contributed positively to team quality, and was almost a prerequisite as well as one of the main success factors in building a good team.
· 45% of respondents believed that high context had a positive effect on team quality. It improves cooperation, coordination, and builds strong communication between the team.
· Polychronicity supports the team because team members are used to working on different tasks, and can substitute for each other easily.
· 45% of respondents believed that long-term orientation contributed positively to team quality.
· 25% of respondents believed that strong followership had a positive impact.
	· Polychronicity also has a negative impact because of wasted time and less efficiency, which lead to lower team quality. 
· A quarter of respondents felt that high power distance had a negative impact. The quality of communication will be affected where it relates to the organization’s hierarchy.
· Strong uncertainty avoidance causes avoidance and rejection of new ideas.
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[bookmark: _Toc11314856]4.3.5 Team tenure
The final innovative team characteristic is team tenure, or how long the team has been together. Again, some cultural traits contributed positively, and others had a negative impact. In particular, collectivism, high context, long-term orientation and strong followership had a positive impact. Respondents 1 and 9 felt that collectivism improved cohesion, trust and motivation among team members. This means that individuals in a collectivist team are less likely to think of leaving. Some basic needs must be fulfilled to increase tenure, such as leadership support, team harmony and appreciation. Collectivism is therefore not enough on its own without those needs being met too. In general, collectivism improves team tenure because it empowers team members and ensures that they support each other. However, appreciation and leadership support are both also essential [Respondents 1, 2 and 9].
Team tenure also depends on individual positions in the team. If the whole group is at the same level and shares similar backgrounds, team tenure is likely to be high. Groups may, however, not welcome new staff with innovative ideas [Respondent 2]. This may result in these new staff leaving the group because of the high collectivism. Respondent 6 stated:
“Other people might not accept new ideas and new joiners to gain new experiences and improve the way of thinking. As a result, we will end up with high team tenure.” 
Team tenure and high context were considered to be closely linked. Longer tenure may increase context and mutual understanding. The existence of long-term plans also reduces ambiguity about the team’s future, and therefore creates stability and longer tenure. Followership leads to high team tenure because it results in less conflict and increased efficiency, as well as improved cohesion. People with different beliefs and values may have low followership, which will influence team tenure [Respondents 2, 3, 5 and 6]. Respondent 10 commented: 
“Team tenure will be decreased dramatically if the task is more ambiguous.”
Some cultural traits also affected team tenure negatively, including strong uncertainty avoidance. Rejecting new ideas leads to increased conflict among team members, which may reduce team tenure as well as performance [Respondents 5 and 8]. It can also lead to problems with communication and inconsistency. Respondent 9 said: 
“If the culture is not supporting me to tolerate uncertainty when necessary, then I will look for somewhere else that will enable and empower me.” 
Polychronicity generally had a negative impact on innovation because it wastes time, reduces efficiency and results in poor communication. It may, however, have little effect on team tenure because team members may get used to each other’s preferences. Team tenure will be also be lower when power distance is high, because team members will have fewer opportunities to develop and improve their skills [Respondents 3, 4, 6 and 7]. Being further away from decision-makers, however, improves team tenure. Respondent 7 suggested that municipalities were a good example of this:
“People working at municipalities stay there for 10 to 15 years because the organization is so big and people / employees become far from the central management and decision-makers.”
These points are summarized in Table 12.
	Positive impact
	Negative impact

	· Collectivism improves the cohesion, trust and motivation among the team members. An individual who belongs to a collectivist team will probably not think to leave.
· Around 70% thought that team tenure would be high as a result of high context.
· Followership leads to high team tenure because the team will have less conflict and improved efficiency.
	· Collectivism is not enough to generate high team tenure without leadership support, team harmony and appreciation.
· Strong uncertainty avoidance negatively influences team tenure. Rejecting new ideas leads to increased conflict among the team, and team tenure will be low.
· Polychronicity has a negative impact in general. It wastes time, reduces efficiency and results in poor communication.
· Team tenure will be lower when power distance is high. Teams will have fewer opportunities to develop and improve their skills.
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The respondents saw leadership support as critical to the success of innovation. They felt that leaders were responsible for ensuring there was an innovative culture within their organizations. Leadership support is important to eliminate obstacles and encourage the team through positive feedback. It was also seen as crucial to promote the culture of problem-solving and risk-taking. Leaders also need to provide direction, make decisions, and build innovative teams by inspiring members and limiting cultural barriers such as uncertainty avoidance [Respondents 11, 12, 14 and 16].
Support from a decision-maker was also considered beneficial to move activities in the desired direction. Respondent 1 even stated that nothing would be accomplished without leadership support. Leaders must be convinced by ideas to approve and implement them. Other leadership activities included directing group activities, managing cultural aspects, and selecting for individual attributes within the group. Team leaders therefore need to have influence over the team, be able to make decisions, and care about team quality. Leaders who support and defend their teams will create loyalty rather than followership, and team performance will improve as a result. 
The leader’s personality was considered important by all the respondents, but Respondent 3 also noted that the leader’s knowledge and skills played a crucial role in the organization. Strong followership was important, but was linked to leadership skills and knowledge. The leader has to be knowledgeable and flexible, enabling them to move towards uncertain ideas and accept them. The leader is also the one who is going to decide on behalf of the group, so the quality of problems solved and risks taken will be based on the leader’s level of knowledge and experience. Respondents 11, 15 and 18 therefore suggested that outcomes would be better in organizations that invested in their leaders. They argued that if leadership was weak, there would be no innovation, because the leader’s role is important in creating and implementing the vision, giving instructions, and following up the activities of the team. 
Some respondents mentioned the psychological dimension of leadership. Respondent 12 suggested that the leader’s beliefs may be crucial to success. A leader with strong beliefs and strategy is more likely to be able to drive innovation and change. Dubai was mentioned as an example of this: Dubai is as conservative as other Arabian areas, but its leader is generally very innovative. Through his views and ideas, he has managed to turn Dubai into one of the most innovative, attractive, and rich cities in the world. A leader usually influences innovation because teams follow the leader’s vision. If the leader has a clear vision and can communicate it well, the team will adopt it [Respondent 2]. Table 13 shows a summary of the findings from the interviews. 
	Type of trait
	Evidence from the interviews
	Respondent

	Importance of leadership
	The leader is responsible for ensuring there is an innovative culture within the organization.
	11

	
	The leader is responsible for the culture in the company. Leadership support is important to eliminate the obstacles and to encourage the team by giving positive feedback. The leader’s support is a significant factor in improving the working environment and enabling employees to innovate, solve problems and take risks.
	14

	
	Leadership support is crucial to drive innovation and promote the culture of problem-solving and risk-taking.
	12

	
	Leadership is important to provide decision-making and direction and build an innovative team by inspiring members and limiting the cultural barriers. Leaders can direct group activities, manage cultural aspects and select for the attributes of each individual within the group.
	16

	
	Support from a decision-maker makes a difference because it makes things move in the right direction. 
	2

	
	Nothing will be accomplished without the leader’s support.
	20

	
	Strong followership is important, but it is correlated with leadership skills and knowledge.
	3

	
	“We will have a more positive outcome as long as we are investing in our leaders.”
	10

	
	The leader’s role is important in creating and implementing a vision, giving instructions and following up team activities.
	18

	
	The leader’s beliefs lead to success: “Dubai has a very innovative ruler. He has turned Dubai into a very innovative city that has impressive buildings and towers, making it one of the most attractive tourism cities in the world.”
	15

	Requirements for the leader
	The quality of problems solved and risks taken will be based on the leader’s level of knowledge and experience
	3

	
	It is important to have a team leader who has influence over the team, makes decisions and cares about team quality
	2

	
	The leader has to be knowledgeable and flexible, so that they can understand and accept uncertain ideas.
	14

	
	If the leader has a clear vision and can communicate it clearly, the team will adopt this vision as its own.
	17
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4.5 Conclusion
This chapter has described the findings from the interviews. It has presented the positive and negative impact of each Arab cultural characteristic on innovation in the study organization. It has also shown how leadership support can help to promote innovation in the Arab culture. The next chapter will describe the significance of the findings and provide new insights into the research problem. 

[bookmark: _Toc535999407][bookmark: _Toc11314859]Chapter 5: Discussion and Conclusion 
[bookmark: _Toc535999408][bookmark: _Toc11314860]5.1 Introduction
This chapter discusses the results of this research and relates them to those of previous studies. It then draws conclusions, explores the limitations of the study and makes recommendations for future research. The first section examines the role of Arab culture in creating an innovative work environment. It explains and discusses both positive and negative effects of collectivism, high context, polychronicity, high power distance, long-term orientation, and strong followership. The next section discusses the influence of Arab culture on five innovative team characteristics, solving problems, taking risks, understanding strategy, team quality and team tenure. The third section examines the role of leadership support in promoting innovation in the Arab culture. The final section draws conclusions, discusses limitations and makes recommendations for future studies.
[bookmark: _Toc535999409][bookmark: _Toc11314861]5.2 The effect of Arab culture on innovation
This study found that there were several Arab cultural traits that support innovation. Group relations tend to be both strong and valued in Arab countries (Al-Omari, 2003). Individuals acquire a sense of self-confidence, reliability, and security when in a group, and loneliness is feared (Hofstede, 1985). Models of behavior are predetermined by group ties and there is little freedom of choice (Sidani & Thornberry, 2010). Actions are designed around the reaction of others, and the desire to save face is expressed through sensitivity to others’ opinions (de Mooji & Hofstede, 2010). The study suggested that high collectivism was the trait that was best understood by business workers in the UAE, because all the respondents agreed that it was highly developed in their working culture. Al-Omari (2003) and Sidani and Thornberry (2010) also found that it was a key feature of Arab culture. The findings also suggested that high collectivism significantly slows down the process of innovation in the study organization. This is consistent with ideas expressed by Kaasa and Vadi (2008), who found that culture can often provide obstacles to innovation. Taken together, these findings suggest that it may be important to move away from high collectivism to increase innovation in the UAE. This would also help companies in the UAE to develop stronger relationships with American and European partners, by moving the cultures closer. 
The impact of high collectivism on innovation was generally adverse, but the findings were less clear for high context, another crucial cultural trait in the UAE. This seemed to have both positive and negative effects. The workers in the study felt that they understood each other better because of the high context of their culture, which made cooperation easier and more effective, and therefore improved innovation. Nguyen et al. (2007) suggested that high context allowed partnering firms in the UAE to develop long-term relationships that were characterized by mutual respect and loyalty, and therefore likely to contribute to increased innovation. High context, however, also had a negative influence on the working environment and innovation in the case study company. The respondents noted that it can lead to misunderstandings and an environment that was hostile to new members of teams. As a result, even when they have a high level of motivation and interest, new employees can become less innovative as they focus on understanding the other team members. 
Interestingly, this study found a lower level of context in the culture than Nguyen et al. (2007). This may be peculiar to the organizations examined in the two studies, or could be more general. In the years between the two studies, the working culture in the UAE became more diverse (Yaghi & Yaghi, 2013), and this may have led to a decrease in the level of context in the Arab business environment. The findings also suggest that a mixture of low and high context could increase the potential for misunderstandings. It is recommended that team leaders ensure that team members communicate clearly with each other and accurately articulate their ideas and initiatives.
The study found that polychronicity also had a mixed influence on innovation in the study company. Respondents felt that a polychronic culture provided employees with opportunities for a range of different experiences, and allowed them to identify those that were most appealing. It also, however, tended to force employees to become multitaskers if they wished to be promoted. As a result, the overall quality of work may become lower because people cannot be experts in every area. Respondents stated that the business environment has generally moved away from multitasking, so the effect of polychronicity on innovation is probably more negative than positive. Straub et al. (2002) found that even where multitasking employees coped well with distractions, they felt under pressure, and this had a negative effect. To improve innovation, therefore, it may be worth examining the level of polychronicity, and ensuring that only those who wish to multitask are required to do so. Other workers should be encouraged to specialize, because combining the two forms of culture may be the best option to encourage innovation. A recent study (Tedoridis, Bikard & Vakili, 2018) suggested that teams should contain a mixture of specialists and generalists, because generalists are at their strongest when the pace of change is slow, and they can bring new ideas from other areas, and specialists are better at innovating when the pace of change is rapid, and they can draw on their expert knowledge of existing processes and systems to improve them.
Findings showed that high power distance is prevalent in the Arab culture, and had a strong negative influence on innovation. This negative impact, including the effect of unnecessary bureaucracy, has been discussed by many researchers, including Sidani and Thornberry (2010). This study’s findings suggest that high power distance makes Arab employees over-dependent on authority and less independent. It is therefore hard for them to generate and articulate innovative ideas, because of their fear of authority. Whether new ideas are adopted depends on the leader’s personal opinion, which may not always be correct. High power distance also leads to slow and uncertain distribution of knowledge. 
Innovative ideas may also be neglected because of another significant trait of the Arab culture: fear of change and strong uncertainty avoidance. Reducing the power distance would positively influence the level of innovation in the UAE, but this may be very challenging, especially in the short term. Arab culture is built on strong respect for authority, so changing this tradition will require a serious shift in mindsets among both employers and employees, and this is unlikely to happen quickly.
This study found that strong uncertainty avoidance is closely connected to high power distance. This means that the Arab respect for authority encourages people to respect and follow tradition. Any changes are therefore perceived negatively. The ability to take risks is essential for innovation, so strong uncertainty avoidance has an adverse impact on establishing an innovative culture. Surprisingly, however, the case study company seemed to have a moderately low level of uncertainty avoidance. This contradicts the standard perception of Arab culture and also previous results (see, for example, Rees & Althakhri, 2008). It is possible that the study company understands the importance of establishing an innovative culture, and also the negative impact of strong uncertainty avoidance. The respondents may also have been describing their views on what should be happening, rather than the actual situation. These findings suggest, however, that it is possible to move away from this typical trait of the Arab culture over time, and therefore encourage more innovation. Rejecting uncertainty avoidance and encouraging risk-taking will probably encourage innovation. Even those businesses that have already made positive steps should focus on removing any remaining fear of innovation by reducing the level of uncertainty avoidance still further. 
The study also found that a long-term orientation had an unclear impact on innovation. Having a long-term plan is essential for identifying objectives, and ensuring that the company moves in the required direction. This can help companies to implement innovations once identified. Straub et al. (2002) found that a long-term orientation had a positive impact on innovation. Abdalla and Al-Homoud (2001), however, found that the working culture in the UAE is not always characterized by long-term goals and aims. This study also found that a long-term orientation was considered likely to have a positive effect on innovation, but respondents were divided about whether their company had this orientation. Some felt that a long-term orientation was typical of Arab companies, but others noted that many companies in the UAE had no clear vision of their future. This may be partly because of the importance of leaders in Arab society, shown by another trait of this culture, strong followership. The long- or short-term orientation of an organization depends largely on the leader: if the leader is long-term oriented, then the company will have a clear direction, but if the leader fails to set clear long-term goals, the company will not have them. There is a clear and positive correlation between a long-term orientation and innovation, but it is also possible that other cultural traits, such as uncertainty avoidance, mean that leaders may not want to change their long-term plans to respond to environmental changes. They may, therefore, create new obstacles to implementing innovative ideas. This makes it harder to develop a more innovative approach. Companies should, however, be encouraged to develop a clear future direction, as this supports innovation. 
Strong followership was mentioned by respondents as among the most influential and tightly interconnected traits of the Arab culture. Strong followership is particularly closely connected with strong uncertainty avoidance and high power distance, which both have a negative influence on innovation. It therefore seems likely that strong followership will also have a negative impact, although this study aimed to define both whether followership was indeed strong in this organization, and also if it can have a positive influence on innovation. The findings were consistent with Amgheib (2016), and showed that the Arab culture and working environment in this organization were both characterized by strong followership. This followership, however, is very different from the perception of leadership in Western culture. Arab employees tend to follow their leader regardless of personality or expertise, based on strong traditions of respect for authority. This means that all aspects of the organization, including implementation of innovation, depend on the leader’s vision for the organization. If the leader does not consider innovation necessary, then neither will anyone else in the company. Secondly, strong followership decreases employee self-motivation and ability to promote innovative ideas. To increase innovation in UAE companies, it may therefore be necessary for leaders to reduce the level of followership by encouraging independence among their employees. This is likely to be hard, but crucial to encourage innovation. 
[bookmark: _Toc535999410][bookmark: _Toc11314862]5.3 Influence of Arab culture on innovative teams 
This study explored the impact of Arab culture on innovative team characteristics, including risk-taking, problem-solving, understanding strategy, team quality and team tenure. This study found that the major traits of Arab culture generally contribute to the process of problem-solving. Al-Omari (2003) and Sidani and Thornberry (2010) found that Arab culture hinders innovation, particularly problem-solving, but respondents in this study suggested that high collectivism was beneficial for the problem-solving process in their organization. The diversity of ideas and ability to come to a decision together could, they felt, lead to better results. However, strong followership is also widespread in UAE companies, meaning that any decisions reached by the group also need to be approved and implemented by the leader. High collectivism makes members dependent on the group, so some ideas may not be mentioned to avoid disrupting the group norms, or challenge the majority view. These conflicting effects mean that the influence of the Arab culture on the decision-making process is unclear, but respondents felt that the majority of Arab traits positively influenced problem-solving. A long-term orientation allows the team to see the final goal and make appropriate decisions. The high context of the culture helps team members to understand each other better during discussions and, therefore, to develop shared decisions faster. However, respondents also noted that the collective decision-making process coupled with the high context requires time for team members to articulate their thoughts, understand each other, and develop a decision. This tends to lead to a slow but effective problem-solving process. To speed up the process of making decisions, it may be helpful to encourage people to articulate their ideas more clearly, and this is especially important in the light of the increasing level of diversity in the UAE working environment (Yaghi & Yaghi, 2013).
The influence of Arab culture on risk-taking was also unclear, with slightly more people agreeing that there were positive correlations between UAE traditions and innovation. The high collectivism of the Arab culture can provide the support required for groups to take risks. It is hard for one person to make risky decisions, but groups may be more likely to do so. However, another trait of Arab culture, strong uncertainty avoidance, has a negative effect on the ability to take risks, even if group support is provided. A group is more likely to take risks together than any of the individuals alone, but it is also unlikely for the group to decide on a risky approach because of its preference for avoiding uncertainty. This study revealed that fear of change often exposes those willing to take risks to blame in the UAE. It is therefore unreasonable to expect team support for risky decisions taken by individuals, even in a culture with high collectivism. 
Around a third of respondents claimed that polychronicity could positively influence risk-taking, but it seems unlikely that this is the case on an organizational scale. Taking risks may help employees to work faster, but these risks are usually minor enough that they do not influence the global innovation approach of the company. In general, the willingness of the company to take risks largely depends on the leader’s approach. Strong followership means that teams will follow their leader’s risk-taking approach regardless of their own preferences for uncertainty avoidance. The findings on the impact of culture on risk-taking are quite ambiguous overall, and further research is needed to understand how the combination of Arab traits influences innovation. 
Arab culture had both positive and negative impacts on understanding of the strategy. The high collectivism enhances common understanding within the group, ensuring that all group members understand and support the common strategy. It also ensures that people are more likely to follow company strategy, as does strong followership. Followership also means that once the strategy is articulated by the leader, it will be accepted and followed by the team or organization. The high power distance, however, negatively affects understanding of the strategy, because the gap between the top management and other employees can lead to serious misunderstandings. The aims and objectives set out by the company’s leaders may not always be correctly understood by the employees. This is also likely to be influenced by the high context of the Arab culture. Clear and precise articulation of the strategy is essential for understanding, but this may not happen in a high context culture, because some level of understanding is assumed. Team or organizational members may therefore fail to share the same understanding of the strategy. Polychronicity and strong uncertainty avoidance had very little correlation with understanding the strategy. Both may have positive and negative impacts, but the findings suggested that neither effect was large. 
Team quality was positively affected by cultural traits such as high collectivism and high context. Respondents suggested that teams in the UAE usually show exceptional cooperation and understanding within their community, which leads to high team quality and better collective results. Team quality is also among the few factors positively improved by polychronicity, because team members can easily exchange roles when necessary. However, cultural traits also had a negative influence on team quality. Respondents noted that high power distance, strong uncertainty avoidance, and strong followership can lead to rejection of new ideas and lack of independence within the team. Teams may not fully develop if they do not have any influence on the company’s decisions. Motivation will also be lower when the leader is perceived to be in charge of all decisions. It is currently unclear whether high collectivism can help to overcome the obstacles created by high uncertainty avoidance and strong followership. It is, however, recommended that these factors be reduced to improve team quality in UAE companies.
It was expected that high collectivism and the negative attitude to change typical of Arab culture would be positively correlated with team tenure. However, the study found that certain cultural traits can force employees to leave teams. For example, high power distance and strong uncertainty avoidance can make employees feel that they are not appreciated and therefore encourage them to leave. Workers who perceive that they have no development opportunities, which may happen as a result of rejection of new ideas, may lose motivation. These workers may either move on, or stay with the company but work without enthusiasm and produce poor results. Other Arab cultural traits, however, positively influenced team tenure and led to low levels of staff turnover. Further research is needed to understand whether longer team tenure of poorly motivated employees is better than high levels of staff turnover. 
[bookmark: _Toc535999411][bookmark: _Toc11314863]5.4 Leadership support and innovation
The study found that leadership support tended to enhance the impact of Arab cultural traits. The UAE is characterized by strong followership and respect for authority. It is therefore consistent that leadership support is among the most developed traits of the Arab working environment. This trait is usually considered crucial for successful implementation of innovation and team discipline. However, the benefits of leadership support in the Arab culture do not seem to be as strong as they are in the Western tradition. Western culture is full of individual workers who usually lack respect and followership, but Arab employees are too dependent on their leaders. Further research is needed to define the extent to which leadership support is beneficial in the UAE. 
In particular, the findings suggest that Arab culture requires leadership support to maintain innovation. Leadership support can eliminate cultural barriers such as strong uncertainty avoidance and high power distance, because of the strong followership in the Arab culture. Respondents suggested that it could also help address the fear of failure and fear of taking risks that were a major part of the Arab culture. This finding is consistent with a previous study that suggested that the Arab culture does not prevent innovation, and that strong leadership can reduce cultural barriers such as fear of failure and an aversion to taking risks (Byat & Sultan, 2014). 
The results also suggested that leaders can act to eliminate the barriers created by high collectivism. Leaders are responsible for empowering individualists in a collectivist culture, and guiding and supervising both individualists and collectivists in their teams. Respondents suggested that following the leader is important to achieve the organizational vision. However, the leader has to believe in innovation, and encourage employees to share ideas, to avoid reducing individual motivation. Strong followership is only beneficial if the leader has a clear vision of the organization’s goals, and the necessary knowledge and skills to achieve their aims. Likewise, a long-term vision can only be beneficial if the strategy is clearly developed. Findings also showed the importance of the leader’s role in supporting understanding of strategy among team members. 

[bookmark: _Toc535999412][bookmark: _Toc11314864]5.5 Conclusion
It will be clear from this discussion that some of the findings from this study are consistent with earlier studies, but others have added new and helpful contributions to the literature on business and the Arab culture. The findings suggest that the working environment in the study company is characterized by a high level of understanding within the team and strong ability to follow leaders, which is considered an important part of innovative teams. The high context also contributes positively to the development of an innovative environment, because it is easier for team members to understand each other, cooperate effectively, and implement the necessary changes. The study found, however, that several cultural traits could have negative impacts on innovation, with strong uncertainty avoidance and followership being the most dangerous. Together with polychronicity and high power distance, these traits lead to large numbers of innovative ideas being rejected or not implemented properly. It is hard to generalize from one single company, but if this is typical, UAE companies may want to preserve some Arab cultural traits, in particular a strong long-term orientation, as they can significantly improve the process of innovation. Other traits, however, should be minimized or eliminated. 
This research found that the working environment in the study company is characterized by high levels of understanding within the team and ability to follow leaders, which is considered an important part of innovative teams. The high context also contributed positively to the development of a highly innovative environment, because it makes it easier for team members to understand each other, cooperate effectively, and implement change. Ability to establish long-term goals can also be used effectively because it enables organizations and individuals to see the necessary direction and allows team members to understand what the company is doing and why. This study’s findings suggested that strong followership is effective in enabling innovation when leaders are well-trained, have a strategic vision, and are situationally aware. Good leadership support is important to empower teams, build an innovative environment and eliminate barriers including the impact of negative cultural factors such as strong uncertainty avoidance and high power distance. Strong followership is beneficial only if the leader has a clear vision of the organization’s goals, and the necessary knowledge and skills to achieve these aims.
The Arab culture also has several specific traits that inhibit innovation. High power distance was found to create a multi-layered bureaucracy within organizations, and strong followership under ineffective leaders and complex bureaucracy could constrain innovation. This study suggested that a polychronic culture may have some benefits, but also tends to minimize employees’ involvement and blurs the focus on each activity. A polychronic culture makes it harder to specialize, because there is no time to focus on any particular area. A high context culture can also have benefits, but this study’s findings showed that it frequently leads to misunderstandings, especially with international staff. 
In general, the findings suggest that the Arab culture has the potential to become innovative if several obstacles are minimized or eliminated. In particular, organizations need to address the fear of failure, because this is currently a significant inhibitor of innovative behavior. High power distance should also be minimized in small organizations to increase speed and flexibility, and enable potential leaders to be identified and trained. The general view of the Arab culture is that it can limit innovation, which in turn has limited investment in new products. This research, however, suggests that this picture may be too broad. The study’s findings therefore have both theoretical and practical implications.


[bookmark: _Toc11314865][bookmark: _Toc535999345]5.6 Significance of the study
The research adds to the knowledge about the impact of culture on innovation. It identifies a new trait of Arab culture, strong followership, and provided information about its impact on innovation and innovative team characteristics. It has therefore filled a gap in the literature. The results also highlight the importance of leadership support in adopting an innovative culture, and eliminating cultural barriers to innovation. Elimination of high power distance and uncertainty avoidance could reduce the negative impacts of Arab cultural traits on innovation.
The study will help governments and organizations in the Arab world to improve innovation by influencing cultural change. The findings can be used by policy-makers to guide the innovative practices that are needed to create and sustain Middle Eastern economies. They can also be used by economists and managers of organizations in the Arab world as a guide to help them create modern organizations that emphasize the active role of employees in the innovation process. Companies around the world that seek to invest in Arab countries will benefit from this research by obtaining information about the cultural barriers that can hinder innovation.
The study will provide motivation to other researchers who are interested in evaluating the impact of culture on innovation (Obeidat et al., 2012). It analyzed the challenges of innovation that result from the Arab culture. Specific cultural factors that hinder or enhance innovation were highlighted. The research will also be useful to students studying business. The methodology used will help students to improve their practical research skills. The findings will also improve students’ understanding of the influence of culture on innovation practices. Students will be able to apply the techniques used in this research to similar studies in other countries and organizations. Readers will be able to make educated guesses on what needs to be done to improve innovation in Arab countries. 
The research will help to increase investment opportunities in Arab countries. Companies that focus on culture as a source of investment (including tourism and fashion companies) will be able to increase their knowledge of Arab culture and find potential investment opportunities. The study will therefore have both direct and indirect benefits to its readers. 
The research will help managers to understand the concept of cross-national diffusion in Arab states (Kirkman, Lowe & Gibson, 2006). Managers will become aware of how their products and services are adopted and diffuse around the world. By identifying specific cultural traits that support innovation and its adoption, managers can start to understand how the diffusion process takes place and the likelihood of products being adopted. The findings will help managers to understand the internal environment of Arab organizations, and the different behaviors of their workers, because most behaviors are influenced by culture. 
[bookmark: _Toc535999413][bookmark: _Toc11314866]5.6.1 Theoretical implications 
The study has several theoretical implications. Firstly, it has contributed to the body of knowledge on Arab culture, innovation management and innovative teams. Previous studies such as that of Sidani and Thornberry (2010) found that Arabs have a high resistance to change, strong uncertainty avoidance, and tendency toward low levels of risk-taking. These traits are driven by a collectivist culture. The UAE, however, has already developed several successful innovative projects. This research therefore examined the impact of seven characteristics of the Arab culture on innovation management in one particular organization. Findings show that strong uncertainty avoidance, high power distance, and polychronicity all inhibited innovation, but collectivism, high context, long-term orientation and strong followership were all broad enablers. 
The major theoretical implication of this is in the development of a business system-based innovation model that can be applied in further studies. This study contributes to knowledge by suggesting a working environment that will enhance the strategic role of corporate culture. Finally, this study has broadened the scope of previous research by covering the influence of national culture on business systems at the individual and corporate level. 
[bookmark: _Toc535999414][bookmark: _Toc11314867]5.6.2 Practical implications 
In practical terms, the study findings will help investors to make informed decisions about investment in Arab countries. They may, for example, help in defining market requirements and the cultural elements that should be taken into account before deciding to invest in an Arab country or company. The findings will also enable investors to understand more about the culture, people and how business works within this culture. 
Studying the factors reducing innovation will help policy-makers to identify measures to increase innovation, both within and beyond government. Some governments in Arab countries have started to focus on economic diversification, so encouraging innovation is a priority. This study will help these governments to eliminate the factors that inhibit innovation in public organizations, and also ensure that regulations do not inhibit it more widely. They will also be able to focus on the cultural elements that encourage the creation of an innovative work environment.
The study focused on innovation. It has examined the obstacles that exist  within organizations, despite national frameworks designed to encourage innovation and transform data into effective products and services that will improve competitiveness. The findings suggest that attention needs to be paid to cultural barriers. Innovations can decrease the power previously held by individuals and may therefore be perceived as a threat. Power holders with high power distance values may create obstacles to innovation, and strong followership may mean that this approach is also taken by their subordinates across organizations. Organizations in Arab countries need to find a way to decrease the gap between the top and bottom of the hierarchy.
Uncertainty avoidance is also an important factor in failed innovation management. The findings suggest that managerial practices in Arab countries do not always involve proper communication between managers and employees, so that there is no clear understanding of innovations and their advantages to organizations and individuals. Successful innovation management requires proper data sharing and collaboration within the organization. Organizations in highly collectivist cultures therefore need to develop an organizational culture and leadership style that enables more productive business relations. 
Finally, the research provides an in-depth analysis of Arab culture and how it affects innovative practice. It will therefore help managers in Arab organizations to consider how they relate to workers and their level of skills, and how they can encourage innovation in their own and partner organizations. It shows what kind of leadership support is required to build an innovative environment. The findings will therefore help organizations and managers to decrease the gap between managers and employees, and improve support for employee-driven innovation. 
[bookmark: _Toc535999415][bookmark: _Toc11314868]5.7 Limitations of the study 
The research had some limitations that are common to any study. Limitations are normal in research but it is the obligation of the researcher to ensure that the limitations do not negatively affect the research outcomes. The researcher should do everything to ensure that the research takes place according to the plan. The following are some of the research limitations that were expected in the study.
First, it was qualitative, which means that it is impossible to make any kind of numerical assessment of positive or negative impact. In some areas, a majority view emerged, but in others, the views were more balanced, which made it harder to assess the precise situation. These areas require further research to establish why this contradiction exists, and explore the subject in more depth. However, the study sheds useful light on the current levels of innovation and what factors help and hinder it in organizations. Future studies should consider a wider sample selection, and also look at the surrounding environment. It might also be helpful to examine uncertainty avoidance separately, because it is so crucial to innovation.
Secondly, the study focused on a single government organization, which is considered particularly innovative. The respondents were all from a single working group, which helped to ensure that they were likely to share the same perspective, but also limited the generalizability of the results to other working environments. The findings may therefore not be generalizable even to other government organizations, let alone commercial contexts, or other countries. A single working group may be insufficient to capture the complexity of national culture and the volume of the issue being studied. The cultural distance scores were also addressed only partially, to allow time in the interviews to cover aspects of innovation and performance. In future, researchers may wish to consider quantitative studies with more respondents and settings, to improve the accuracy and generalizability of the results. 
The third limitation was the difficulty of identifying suitable respondents. Ideally, the study would have looked across several organizations, and contacted both managers and employees. This was not possible within the time constraints, but would be helpful for future research. The final limitation was the language barrier. Many of the respondents did not speak English, and the process of translation from Arabic may have resulted in the loss of some of their meaning, or difficulty identifying nuances from the text. The selection of respondents is important in considering intra-cultural variations. The lack of clarity in the findings may therefore not be typical of UAE or the Arab countries more generally.
[bookmark: _Toc535999416][bookmark: _Toc11314869]5.8 Directions for future studies 
These limitations provide a number of options for future researchers. First, this study used a qualitative approach to identify cultural traits with a positive and negative impact on innovation in the Arab context. A quantitative approach may be a useful next step in hypothesizing the findings. 
This study focused on a single organization. Future studies may wish to use a similar methodology across more organizations, especially private and multi-national companies, to check the generalizability of the findings. They may also consider interviewing both employees and managers, and non-Arab employees, which was not possible in this study because of time constraints. This would provide an additional perspective on the differences between Arab and Western cultures. Examining other cultures would also help organizations to create a more innovative environment, by identifying cultural traits that support innovation, and how they might be encouraged in an Arab context. It may also be helpful to compare innovation across organizations in different Arab countries, or explore innovation in production chains within the same multinational business as it strives to meet demand across different cultural markets. The “user-based” versus “homogenous market” approaches may also be explored by comparing user-based and production-based innovation.
Future studies may also triangulate the findings with other qualitative methods, to deepen understanding of the cultural impact on the acceptance of innovations. A longitudinal study might explore the impact of acceptance within different timeframes, or in several organizations and among a larger number of employees from different demographic backgrounds. This type of extension could help to increase innovation in Arab countries by examining independent determinants of acceptance.
Future research may also wish to explore the policies that are required to regulate innovation in the Arab world. Several Arab governments want to encourage innovation, and it is therefore important to examine how they might do so, for example, by empowering leaders to support innovation, or investigating the relationship between leadership styles and Arab cultural traits, and their effect on innovation. 
[bookmark: _Toc535999417][bookmark: _Toc11314870]5.9 Recommendations 
This study has tried to establish an initial baseline on the current level of integration of innovation in Arab countries. It makes a number of recommendations for the further development of this stream of research, including to address the interrelations between the national culture and aspects of innovation:
· It is particularly important to create an environment supporting innovation in small- and medium-sized enterprises, because of their business prominence and substantial economic benefits in Arab countries. National governments need to consider whether changes are necessary in education, technologies, ICT-related financial incentives, and social awareness.
· Governments should consider developing and implementing innovative financing approaches to technology infrastructure from sources including government budgets, revenues from telecommunications monopolies, investors, and international financial institution projects. These may be enabled through competitive subsidies, aggregate demand, and private funding guarantees.
· Companies and governments should reduce administrative barriers to encourage funding. The Arab countries support a legacy of extensive bureaucracies and administrative operations. More innovative approaches can be applied to functions as a useful way to assist the national authorities in carrying out administrative reforms.
· Governments should establish public–private partnerships based on local and national cultural, social, and traditional values, as these can affect funding priorities and approaches.
· Governments should innovate by engaging in productive practices that could help national development. Innovations in different spheres, such as the economy, education, and environment, are affected by different types of financial and regulatory incentives. It is therefore important to engage private sector innovation by opening up markets. National authorities should enable competition to encourage private sector innovation. It is also important to share regulatory and legislative data emerging from technological innovation. The recently developed Arab Regulators Network is considered to be a promising new regional project that is addressing data exchange across the entire Arab region.
· Governments and academics should support development and innovation in Arab countries through timely data collection to assess progress. There is currently a shortage of accurate data for this purpose.
· Governments should enable business opportunities such as offshore call centers. National authorities aim to support a number of characteristics that stimulate innovation, including organizations with both public and private membership, financial incentives, innovation levels, and liberalization-based flexibility. These initiatives are important because innovation plays a strategic role in ongoing national development.
[bookmark: _Toc535999418][bookmark: _Toc11314871]5.10 Closing remarks
This qualitative study has explored Arab cultural traits, and identified those that encourage and inhibit innovation. It is hoped that the study will enable organizations and governments alike to encourage innovation by promoting supportive cultural elements, and suppressing those that inhibit innovation. It provides a useful starting point for future research, while also building on previous studies in this area, and therefore makes a helpful theoretical contribution to the literature.
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	Area of Concern
	Code:                          Date:                       Time:

	1. High collectivism

· How important is being together to the risk taking?

· In your opinion, does being together improve way of solving problems?

· What is the influence of being together on understanding the strategy?

· Do you think that being together is important for team quality and team tenure?  
	


















	Area of Concern
	Code:                          Date:                       Time:

	2. High power distance
· How does high dominance influence the ability to take risk?

· Do think that high dominance effect solving problems in terms of time and decision needs to be taken?


· What is the influence of of this trait on understanding strategy?


· Do you think that high dominance is influencing team quality & team tenure?  
	



















	Area of Concern
	Code:                          Date:                       Time:

	3. High context
· Do you think that you are working on a closed connection culture?

· In which way being in closed connection culture influence taking risk and solving problems?

· Do you think that closed connection is important for understanding the strategy of organization?

· How does the closed connection culture influence team quality and team tenure?


	





















	Area of Concern
	Code:                          Date:                       Time:

	4. Polychronic culture
· Do you think that you are working on a multi-tasking culture?


· In which way multi-tasking influence taking risk and ability to solve problems?


· Do you think that multi-tasking has any influence toward understanding the strategy of organization?

· How does the multi-tasking influence team quality and team tenure?

	






















	Area of Concern
	Code:                          Date:                       Time:

	5. Uncertainty avoidance

· To what level do you think avoiding ambiguity does exist (high/low)?

· Do you think that avoiding ambiguity influences the ability to take risk and to solve ambiguous problems?

· Do you think that avoiding ambiguity has an impact on understanding the strategy?

· What is the influence of avoiding ambiguity on team quality and team tenure?

	





















	Area of Concern
	Code:	Date:                                       Time:

	6. Long-term oriented
· Does your organization have clear future vision?

·  Do you think that being future focused influences the risk taking and the ability to solve problems?

· What is the impact of working on culture considered a future focused on understanding the strategy?

· Do you think that team quality and team tenure is affected by a future focused culture?

	





















	Area of Concern
	Code:                          Date:                       Time:

	7. Strong followership
· What is the level of the followership in terms of listening to the leader and obeying their rules? (strong / low)


·  Do you think that strong followership influences the risk taking and the ability to solve problems?

· Do you think that there is any impact of strong followership on understanding the strategy?

· Do you think that strong followership influence team quality and team tenure?
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