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Abstract 

This article studies the cross-cultural management research on the value and strategies adopted by bank managers 
while making banking decisions. Although, the study relied on testing causal relationships hypothesised in the 
research framework of multiple independent and intervening variables. To achieve this, a Structural Equation 
Modelling technique, was used to analyse the data collected from the survey of 200 respondents from 15 banking 
institutions. The findings show that the knowledge of bank managers is positively associated with the speed of the 
SDMP and participation. Likewise, the speed of decision making (SDM) is positively associated with the beliefs, 
attitudes and values of the top management team. Finally, the laws as a determinant of culture are positively 
associated to SDM and the degree of rationality.  
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1. Introduction 

Evidence from existing literature indicates that, for an organisation to become world-class in terms of policy 
formulation and implementation, its corporate culture has to be well integrated (Heracleous, L., & Langham, B., 
1996). Earlier studies on the impact of organisational culture in decision making are somewhat few and inadequate. 
Given the limited number of researches on the impact of corporate culture on decision making, there is a gap which 
needs to be addressed (Koskinen, J., et al., 2010). Generally, corporate decisions are often made in accordance with 
the culture of each organisation, which in turn helps to ensure the effective running of such organisations. This study 
will rely on different types of decision-making criteria on reliable corporate structure. Strategic decision-making in a 
firm also requires reliable communication channels and favourable working environments (Anderson, E.A. & Adams 
D., 1997), for instance, new employees may undergo orientation programs to enable them understand the structure 
and traditions of the firm. For the most part, firms operate differently in their approach to decision making and 
communication. The reason for the difference in strategic decision-making processes and corporate culture is that, all 
firms have different goals and objectives, depending on their corporate culture (Powell, T.C., 1992). The creation of 
culture is an important thing that leaders do, managing it, is however the most important concern for managers. One 
of the most essential paradigms in recent studies is the culture-factor within organisations, and their effects on such 
organisation. The current research is a thematic study, to determine the potential influence of culture on strategic 
decision making processes, especially in the banking sector. The possible nexus between performance and decision 
making will also be investigated. The majority of studies on corporate culture mostly examine non-financial firms. A 
few of them have focused on developed countries. It should be acknowledged that, financial firms are influenced by 
different cultural factors. In this context, Islamic bank managers are for instance, influenced by the management 
practices in conventional banks. It is known that cultural change evolves over a relatively long period of time. 
Although these changes may precipitate modernisation in financial firms, Islamic values still display significant 
differences that can be traced back to their common root between these different systems. Consequently, the broader 
influence of corporate culture on investment decision making within Islamic and conventional banks is worth 
studying. This research adapted the wider organisational culture in business operations to create a better culture in 
Islamic banks (Abdul Rasid, S. Z., et al., 2013). Culture is defined by Schein, E.H., (1985), in terms of basic 
assumptions, shared beliefs or values. Also, Tylor, E. (1889) offered a broad definition, stating that culture is “that 
complex whole which includes knowledge, belief, art, morals, law, custom, and any other capabilities and habits 
acquired by man as a member of society”. Additionally, according to Albert W. J., (1988), “The culture of a society 
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is the whole complex of knowledge and beliefs and attitudes and practices which are embodied in the society and in 
its social, political and economic arrangements”. Culture has equally been defined as “beliefs, assumptions, and 
values that members of a group share about rules of conduct, leadership styles, administrative procedures, ritual, and 
customs” (Schein, E. H., 1990, 1992, 1995; Mintzberg, H., 1990; Mehta,  S.  and  Krishnan  V.R.,  2004). Also, the idea 
of culture has been construed as, “the shared philosophies, ideologies, values, assumptions, beliefs, expectations, 
attitudes and norms” (Kilmann, R., et al., 1985; Lund, D.B., 2003). The author Andrew B., (1995, 1998) cited by Sun, 
S, (2008) observes, that, “Organizational culture refers to the pattern of beliefs, values and learned ways of coping 
with experience that have developed during the course of an organization’s history, and which tend to be manifested 
in its material arrangements and in the behaviours of its members”. Furthermore, according to Dess, G.G., et al., 
(2007) organisational culture can be defined as a system of shared values, representing the company’s most 
important elements, and beliefs. It also reflects the way in which things are done within the company that shape the 
employees, the organisational structure and control systems, in order to produce commonly accepted behavioural 
norms. Moreover, the way in which people behave is influenced by the ideologies, symbols and core values shared 
throughout the company (Hitt, M.E., et al., 2006). Also, Hofstede, G. (1991, 2001); Bogdan, I., Frăticiu, L., (2014); 
Obeidat, B., et al., (2012) indicated that organisational culture generally sums up the knowledge, beliefs, art, laws, 
moral norms or customs that serve to differentiate the groups from each other. A number of studies have argued, that, 
strong culture helps organisations to easily adjust to different changes, which may consequently enhance long-term 
performance (Salem, Z. O. & Agil, S. O. S., 2012); (Ehtesham, M. et al. 2011). Thus, organisational culture helps to 
define how managers and employees think and make decisions, based on their knowledge or background experience, 
values and beliefs, and other considerations such as laws. Culture enhancement therefore helps to improve norms, 
objectives, and values of employees and their commitment to the organisation, and then enhances overall 
performance (Ahmed, M & Shafiq, S., 2014). It is worth noting, that, the most significant factor influencing 
organisational performance is the organisational culture (Ahmed, M & Shafiq, S., 2014). As a result, organisational 
culture should be consistent and adaptive. These features provide organisations with stable and homogeneous core 
values and behaviours. Employees should realise the variables of organisational culture, and take into account the 
awareness of goals and values of the organisation. Moreover, the implementation of cultural practices may decrease 
turnover rates and increase employee retention, career development, and job security. Additionally, employees have 
to learn about organisational culture such as beliefs, values, norms, knowledge, and laws (Ovidiu-Iliuta, D., 2014). 

2. Literature Review and Research Background  

2.1 Organisational Culture Factors 

While cultural values are entrenched into the different models of cultural diversity, not all have an equal impact or 
importance in the study of SDM processes. Studies of national culture such as Parsons, T., & Shils, E.A., (2001); 
Hills, M. D. (2002); Kluckhohn, F. R. & Strodtbeck, F. L. (1961); McClelland, D. C. (1961), as well as models such 
as Hall, Edward T. (1976); Laurent, A. (1983, 1986); Hofstede, G., (1980) and Trompenaars, F., (1994), discuss 
critical cultural factors that affect businesses and economics such as knowledge (belief, attitudes and values), and 
laws that could influence managers’ decision making processes. The primary finding of this study is that, an 
integrative model, which determines the influencing cultural factors of the strategic decision making process in 
banking should be developed. Moreover, the theoretical basis for this study is founded on the definitions below.  

2.1.1 Knowledge Factor  

Knowledge generally impacts on organisational decision making (Jarratt, D., & Stiles, D., 2010). As demonstrated in 
this study, a sound management decision-making process and knowledge, if modelled in a proper way may help an 
organisation attain its goals (Vangelis, S., & Marcello, M., 2010). Accordingly, John, P.L., (1995) indicates that, “I 
understand culture to be rooted in the shared knowledge and schemes created and used by a set of people for 
perceiving, interpreting, expressing, and responding to the social realities around them.” Research usually classify 
knowledge management as either explicit knowledge or tacit knowledge types. For the most part, explicit knowledge 
tends to be viewed as contained in manuals and procedures. Tacit knowledge on the other hand is learned only by 
experience, and often communicated indirectly, through metaphor and analogy; Nonaka, I. & Takeuchi, H. (1997) 
and Raissi, N., (2015). Recent research indicates that creating knowledge will become the key to sustaining a 
competitive advantage in the future. Because the competitive environment and customer preference changes 
constantly, knowledge perishes quickly. 

2.1.2 Belief, Attitudes and Values Factors 

Belief and values should manifest clearly in corporate decisions of banking managers, (Albdour, A.A., and 
Altarawneh, I.I., 2014). According to Eliot, T.S., (1888), it is necessary to emphasise that, the meaning of the word 
culture has the same connotation that we find in anthropological writings, which represents the mainstream. Eliot 
noted that, culture essentially suggests the way of life of a people, living together in one place and demonstrate this 
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culture in their arts, social habits, customs and religion. Schein, E. H. (1985, 2004), asserts that, shared basic values 
(Schein prefers the term basic assumptions), operating at the deepest level of a group’s culture are extremely difficult 
to change. Such values tend to be deeply entrenched and often not open to debate. Organisational culture has also 
been defined as, deeply rooted values and beliefs that are shared by people within an organisation (Sun, S., 2008). 
This preserves the social dynamics making up the organisation (values, beliefs, norms, assumptions), and helps build 
a strong culture (Ahmad, M.S., 2012). Beliefs and values, which are widely accepted as some of the strongest 
organisational cultural factors are related to the SDMP, which are a valuable source of a firm’s competitive 
advantage (Ishak, et al., 2013). Thus, an organisation can achieve a greater level of success only when the shared 
values of employees matches up with organisational values. The organisation’s internal environment is represented 
by its culture and is construed by the assumptions and beliefs of the managers and employees (Aycan, Z., et al., 
1999). 

2.1.3 Laws Factor 

Law is identified as one of the important variables in the analysis of SDM processes which influences the politics of 
the process (Abu-Qaued, F.M. et al., 2014). Westbrook, J.K., (1993) affirms that, the culture of an organisation 
determines, the what, how, where, when, and whose suggestions are essential in facilitating the development of 
structures and performance of tasks. As such, it is the kind of direction given in terms of what should be done that 
brings about the intended result (Anderson, E.A. & Adams D., 1997). Moreover, flexible systems in organisational 
culture tend to encourage innovation, communication, and effectiveness in the workplace, as compared to controlled 
processes that are efficient and in line with the culture and vision of an organisation (Robert A. & Andrew S., 2007). 
Scholars observe that, a major feature of organisational culture is the connection between law and culture. There are 
generally three main approaches to explain this connection. The first approach is from the historical school, which 
arose in German jurisprudence, during the first half of the nineteenth century. It views law as a product of the 
national culture and as embedded in the daily practices of people. The second approach is, “the constitutive 
approach”, developed in American jurisprudence in the 1980s. It views law as participating in the constitution of 
culture and invariably, in the constitution of people’s minds and social relations. The third approach is found in 
twentieth century Anglo American jurisprudence, which view laws created and applied by courts as a distinct 
cultural system in their own right. Beyond these three approaches, nine additional approaches on the connection 
between law and culture have been identified such as “law and anthropology”, “legal culture”, “legal consciousness”, 
“law and popular culture”, “law and the production of cultural artifacts”, “law and multiculturalism”, “law and 
culture from the perspective of particular legal branches or doctrines”, “law and culture in law and development”, 
“law as an autopoietic system” (Mautner, M., 2011). Consequently, from the above approaches, there are strong 
connections between law and culture. Therefore, law is chosen as one of the dimensions of national culture. 

2.2 The Strategic Decision-Making Process (SDMP) 

Previous studies on the impact of organisational culture in the decision making process are few and largely 
inadequate. This is the primary motivation for this research. It is therefore interesting to understand the effects of 
culture on decision making, in line with the existing gaps (Koskinen, J., et al., 2010). Rajagopalan, N., et al., (1993), 
in a previous SDM study, noted four main features of the Strategic Decision-Making Process to include, speed of 
decision-making, the degree of rationality, political behaviours and the elements of involvement and participation. In 
the present research, the four strategic decision-making process factors will be employed to measure the link between 
SDMP and organisational culture factors. 

2.2.1 Speed of Decision-Making Factor 

The effect of the speed of SDMP on organisational culture has gained traction in recent studies. This is arguably 
because the business environment is more dynamic and the rate of change is faster. An instance of this is the rapid 
expansion of banking firms, especially, the international expansion of Islamic banking on the global stage. Judge, 
W.Q., & Miller, A., (1991) identified important variables of the speed of the SDM process, such as, the ability to 
consider alternatives simultaneously, the size of the organisation, and the industry context.   

2.2.2 Degree of Rationality Factor 

The majority of studies previously regarded comprehensiveness and extensiveness as the indicators of rationality 
(Rajagopalan, N., et al., 1993). Recently, the study of the SDM process has received more attention, particularly in 
the aspect of using intuition to measure rationality. This can play an important role in making decisions (Miller, C.C., 
& Ireland, R.D., 2005). Comprehensiveness is a measure of rationality and is defined as, ‘the extent to which 
organizations attempt to be exhaustive or inclusive in making and integrating strategic decisions’ (Fredrickson, J.W., 
& Mitchell, T.R., 1984). Extensiveness is defined as ‘the extent to which an upper-echelon executive group utilizes a 
substantial planning process to formulate long term goals and strategies for the firm’ (Miller, D., et al., 1998). 
Intuition is defined as the ability to understand or know something immediately based on your feelings rather than 
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facts (Online Cambridge English Dictionary, 2016).  

2.2.3 Political Behaviour Factor 

Political behaviour is defined as ‘behavior by individuals, or, in collective terms, by sub-units within an organization, 
which make a claim against the resource-sharing system of the organization’ (Pettigrew, A., 1973). Whether political 
behaviour is beneficial or harmful to organisations depend on the way it is used. Nonetheless, it may be necessary in 
some situations to drive and implement strategic changes (Mintzberg, H., 1990).  

2.2.4 Involvement and Participation Factor 

Participation in the strategic decision making process refers to the involvement of middle managers in the SDMP. 
This can have a higher strategic impact and considerably improve the implementation of the strategic decision 
choices. Managers at lower and middle levels are closer to business operations, are better informed about the market 
conditions, and are usually in a better position to generate and assess the alternatives, with directions from top 
management (Andersen, T.J., 2004), though the main essence of participation is to improve the quality of the 
decision rather than facilitating implementation (Wooldridge, B., & Floyd, S.W., 1990).  

3. Research Questions 

This research addresses the effect of corporate cultural factors on the SDM process, using an integrative framework. 
The study concentrates on banking cultural factors that have a critical effect on the SDM process. Within this context, 
the following research questions would be considered: 

1. What cultural factors are critical to the SDM process of banking? 

2. How do these cultural factors affect bank managers in making strategic decisions?  

3. What are the limitations of these cultural factors?  

4. What are the managerial implications for both Islamic and Conventional banks? 

For purposes of clarity, Islamic finance systems are referred to as Islamic banks or Islamic windows. Their 
regulations are largely derived from Sharia principles (Islamic law). The conventional finance system is identified as 
Conventional banks. The regulations of such banks are derived from the conventional finance regulations. 
Collectively, Islamic and Conventional banks form the broader banking system. The generic term ‘banking’, is used 
to refer to the two groups. 

4. Hypotheses 

There are three groups of hypotheses that demonstrate the relationships between the three cultural factors and the 
SDM process. There is a link between the knowledge of bank managers (decision makers), and the speed of decision 
making, degree of rationality, and participation and involvement of the SDM process. The knowledge of top 
management teams impact on organisational decision making (Jarratt, D., & Stiles, D., 2010). As demonstrated in 
this study, a sound management decision-making process, and the knowledge, if modelled in a proper way could 
help an organisation attain its goals (Vangelis S., & Marcello M., 2010). This indicates that, knowledge and the 
degree of rationality are always entwined, to help organisations achieve their goals. Recent researches indicate that, 
knowledge creation will become the key to sustaining a competitive advantage in the future. Because competitive 
environments and customer preferences changes constantly, knowledge also diminishes, quite rapidly. In other words, 
knowledge creation and speed of decision making are linked to each other, to help organisations achieve a 
competitive advantage. Moreover, it limits the participation of middle and lower level managers, thereby reducing 
the chances of a competitive advantage and knowledge creation. However, participation/involvement have a positive 
relationship with the knowledge of top management (Koskinen, J., et al, (2010); Rajagopalan, N., at al., (1993); 
Parsons, T., & Shils, E.A., (2001); Hills, M. D. (2002); Kluckhohn, F. R. & Strodtbeck, F. L. (1961); John P.L., 
(1995); Nonaka, I. & Takeuchi, H., (1997); Raissi, N., (2015); Wooldridge, B., & Floyd, S.W., (1990)). This leads to 
the following hypotheses:  

Hypothesis 1a: The knowledge of bank managers will positively affects the speed of the SDM process.  

Hypothesis 1b: The knowledge of bank managers will negatively affects the degree of rationality.  

Hypothesis 1c: The knowledge of bank managers will positively affects political behaviour.  

Hypothesis 1d: The knowledge of bank managers will negatively affects participation.  

The beliefs, attitudes, and values underlying the decisions of top management teams, have a relationship with all the 
SDM processes. Important decisions, such as, strategic decisions are made or at least monitored, as well as 
influenced, by beliefs, attitudes and values of the top management team. However, if these decisions get the attention 
of individuals at the highest level, they can be decided quickly. This is a reflection of being less dependent on formal 
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5. Methodology 

5.1 Sampling and Data Collection  

Cross-cultural management research on the value, similarities and differences between Islamic and conventional 
banks provide evidence that, economic development leads to a convergence of value orientation among societies. 
Although both Islamic and conventional bank managers are sampled in this study, they are considered as 
representatives of the banking systems in strategic decision making behaviour. An exploratory research technique is 
adopted for the purpose of this study. The exploratory technique is mainly related to the exploration theory of 
development that most researches use. This technique is a quantitative approach that focuses on organisational 
culture. The relevant questionnaire on organisational culture is aimed at identifying the cultural particularities present 
within Islamic banks, as well as in conventional banks with an Islamic window, especially on the effects of culture 
on SDMP. These questionnaires will be directed at the top, middle and lower level management in the banking sector, 
particularly the most successful banks in Saudi Arabia. The data was analysed using SPSS (a statistical software 
package) and SmartPLS (Statistical software for Structural Equation Modelling). The methodology of this research 
aims to quantitatively measure the impact of organisational culture on strategic decision making process in banking. 
In total, 1000 participants (managers) were randomly selected from the total of 15 banking institutions in Saudi 
Arabia. A structured questionnaire was sent and returned via email with electronic link, and a covering letter, stating 
the purpose. Confidentiality was ensured with the anonymously returned questionnaire. A final 200 valid 
questionnaires were returned (i.e., 20% response rate) for this study. 

5.2 Instrument Design  

A five-point Likert scale, ranging from strongly agree (5) to strongly disagree (1) was used in all questions. The 
questionnaire was administered and 10 managers from different banks reviewed the questionnaire to ensure they 
were clearly formulated. No modification was required after their feedback. The scales used to measure the three 
corporate cultural factors of SDM were obtained from previous cultural surveys. Items for ‘laws’ were derived from 
(American jurisprudence in the 1980s, German jurisprudence, Anglo American jurisprudence). Items for ‘Beliefs,’ 
‘Attitudes and Values’ as well as ‘Knowledge’ were obtained from (Eliot, T.S., (1888); Schein, E. H., (1985, 2004); 
Sun, S., (2008); Albert, W.J., (1988); Mintzberg, H., (1990); Mehta,  S.  and  Krishnan  V.R., (2004); Kilmann, R., et. al 
(1985); Lund, D.B., (2003); Andrew B., (1995, 1998); Dess, G.G., et al. (2007); Hitt, M.E., et al. (2006); Hofstede, G., 
(1991, 2001)). In the SDM process, items for ‘speed’ were obtained from Miller, D., et al., (1998) and Frishammar, J., 
(2003). Items for ‘rationality’ were obtained from Eisenhardt, K. M., and Zbaracki. M. J., (1992) and Said, E., (2006). 
Items for ‘political behaviour’ were derived from Eisenhardt, K., & Bourgeois, L.J., (1988). Items for ‘participation’ 
were obtained from Pettigrew, A., (1973), and Eisenhardt, K., & Bourgeois, L. J. (1988, 1989). 

5.3 Analysis Procedure 

This study focuses on the establishment of bank’s (Islamic and conventional banks) SDM processes. It relies on 
testing causal relationships hypothesised in the research framework (Figure 1) of multiple independent and 
intervening variables. To achieve this, a structural equation modelling technique was used to analyse the data 
collected from the survey. The data analysis was conducted using SPSS (Statistical Package for the Social Sciences) 
and SmartPLS (Partial Least Squares Path Modelling) software package. A recommended two step model-building 
approach was adopted (Anderson, J.C., & Gerbing, D.W., 1988). The SEM model was separated into a measurement 
model and a structural model. The measurement model consisted of relationships between the latent variables and 
their indicators, while the structural model showed the causal relationships among the latent variables (Williams, L.J., 
et al., 2003). 

6. Results 

6.1 Descriptive Statistics 

Our sample integrates two respondent categories, one for Islamic banks, with 42%, and the other for 58%. A total of 
13 banks and 2 financial establishments in Saudi Arabia, are engaged with in this study. 

 

Table 1. Nature of banks respondents 

 Frequency Percent Valid Percent Cumulative Percent
Valid Conventional Banks 116 58.0 58.0 58.0 

Islamic Banks 84 42.0 42.0 100.0 
Total 200 100.0 100.0  
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The nature of our sample is defined by 66.5% managers, and about 69% hold undergraduate degrees for different 
category (managers, auditor, customer service manager, assistant manager, general manager…). The Respondents 
are divided to 76.5% males with 23.5% females.  

6.2 Validity of Measurement Scale 

We began our analysis with three variables which represent the culture determinants (Knowledge, Laws and beliefs) 
as independent variables, and with four variables which represent the SDMP dimensions as dependent variables 
(Speed, rationality, political and participation). These measures established to test the correspondence between 
constructs and their items and within the item’s coherence. The operations on empirical measures in the context of 
the statistical analysis of results should be in consonance with the relations that is legitimate to establish between the 
concepts studied. We chose in this approach to validate our measurement scale (items). For dependent and 
independent variables, three statistical measures were adopted (the reliability test by Cronbach Alpha, the validity 
with normality test by Skewness and Kurtosis coefficients, and Total Explained Variance). Although, the validation 
of items was defined by Principal Component Analysis (PCA). Table 2 below shows the main results obtained after 
reliability and validity tests.  

 

Table 2. Exploratory factor analysis of measurement scales 

Variables 
 

Code 
N of 
Items 

Cronbach's 
Alpha 

Normality 
test 

(Skewness 
and 

Kurtosis)

 
KMO and Bartlett's Test 

 Total Variance 
Explained 

(Cumulative %) 
 

Kaiser-Meyer-Olkin 
Measure 

 

 
Bartlett's 

Test 
(Sig.) 

Knowledge KNOW 20 0.93 
20 items 
retained 

0.89 0.00 56.34 

Laws LAWS 8 0.82 
8 items 
retained 

0.73 0.00 62.36 

Beliefs BEL 11 0.91 
11 items 
retained 

0.84 0.00 66.16 

Speed SDM 2 0.90 
2 items 
retained 

0.50 0.00 91.34 

Rationality DRA 6 0.84 
6 items 
retained 

0.78 0.00 75.25 

Political PBEH 4 0.80 
4 items 
retained 

0.73 0.00 79.93 

Participation EIAP 3 0.86 
3 items 
retained 

0.72 0.00 91.33 

 

The results as presented in Table 2 show that all the dependent and independent variables were retained. To estimate 
the reliability, the Cronbach’s Alpha was calculated for items and the values exceeding 70% (between 81% and 
94%). This level is accepted for measurement scales, and the result proves that there is a high degree coherence 
between the items of each construct, although the 7 variables tested are internally consistent and have acceptable 
reliability values. Once, the reliability of items was approved, the validity of items was calculated with normality test 
(Skewness and Kurtosis coefficients). The results show that all items are accepted and all of them were between -3 
and 3. The final step for exploratory analysis is to find the loading of each item and factors with Total Variance 
Explained (VE). The results of Kaiser-Meyer-Olkin (KMO) test and Bartlett's test of sphericity are statistical 
significant for all items, and the variance analysis shows that the items retained and factors exceed 60% for all 
variables.  

6.3 Confirmatory Factor Analysis  

To test the strength and direction of correlation between the various criteria of the conceptual model, we opt for a 
quantitative methodology, by way of structural equation modelling. SEMs are recent developments and the most 
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significant in the studies and in marketing research; Evrard, Y., et al., (2009) and Vilares, M.J., et al., (2009). The SEM 
can be seen as a combination of both approaches, previously dealt with separately: 

- Analysis of latent variables: we consider that the observed variables directly reflect, or affect other variables not 
directly observable.  

- Structural models: designed to represent and to estimate causal relationships between variables; representations 
commonly used in the form of a set of linear equations. These are simultaneous equations or network analysis or path 
modelling. 

Moreover, the full path model tested in this article combined two sub-models: the structural model, referred to as 
inner model, and the measurement model, referred to as outer model. The inner model which describes only the 
relationships between latent variables and the outer model is the part that concerns the relationship between each 
construct and its indicators (Evrard, Y., et al., 2009). We begin with the presentation of two components of causal 
models: confirmatory factor analysis (measurement model) and the simultaneous equations (structural model), then 
we discuss their integration into the structural equations with latent variables and measurement error. In this section, 
we use SmartPLS software of structural equation modelling analysis. For each construct, the measures were purified 
using item-to-item total correlations, single measurement models, and CFA (Confirmatory Factor Analysis). The 
analysis of our model begins by testing indicators with their constructs, and to assess measurements model by 
calculating the Composite reliability, Indicator reliability and Average variance extracted (AVE). The data analysis 
results of 7 constructs which represent the research model (endogenous and exogenous variables) are summarised in 
Table 3 below: 

 

Table 3. The reliability and validity of constructs  

Constructs Code N of Items 
Cronbach's 

Alpha 
Jöreskog’s 

Rhos 
Average Variance 
Extracted (AVE) 

Knowledge KNOW 8 0.89 0.90 0.53 
Laws LAWS 3 0.82 0.82 0.61 
Beliefs BEL 6 0.86 0.89 0.58 
Speed SDM 2 0.90 0.95 0.91 
Rationality DRA 6 0.85 0.88 0.56 
Political PBEH 3 0.78 0.87 0.70 
Participation EIAP 3 0.86 0.91 0.78 

 

Then, the purification of all items given in final step 31 items represents 7 latent variables. The items are distributed 
as follows: 8 items of knowledge, 3 items of laws, and 6 items of beliefs defined all the determinants of culture. 
Moreover, 2 items of speed, 6 items of rationality, 3 items of both political and participation defined all the 
determinants of strategic decision making process (SDMP). Also, Assessing Reflective Measurement Models should 
begin by taking reliability and validity into account. The first criteria checked is internal consistency reliability with 
Cronbach’s alpha which used as an estimate of the reliability of a psychometric test (Cronbach, L.J., 1951). In our 
case, all Cronbach’s alpha (Absolute standardised outer (component) loadings) are more than 70%, these results 
show that there is a high inter-correlation between measurement scales of each constructs. Whereas a value that 
exceeds 0.6 indicates a strong reliability. The second criterion checked is Jöreskog’s Rhos, which helps to measure 
the internal consistency and must not be lower than 60%. The Table 3 shows that Jöreskog’s Rhos values are more 
than 80%, which greatly exceeds the threshold of 0.6. These results reflect that the internal consistency of all items is 
high and there are a very strong correlation between items and their constructs. The high values of this criterion 
approved items as scales. When taken as a group, they are fairly well significant in the model. Thus, the assessment 
of validity needs to examine the convergent validity and the discriminant validity. Fornell, C., & Larcker, D.F., 
(1981) propose using the Average Variance Extracted as a criterion of convergent validity. Then, the third main 
criterion which should be calculated to validate our measurement scales is the AVE. This criterion should be higher 
than 50%. In our case, all AVE values are more than 53.5%. That the AVE values are all more than 0.5 indicate 
sufficient convergent validity. This means that a given factor (latent variable) is able to explain more than half of the 
variance of its indicators on average (Götz, O., et al., 2009). Once, the AVE is calculated, the discriminant validity 
should be examined with two measures, the first is The Fornell–Larcker criterion (Table 4), and the second is cross- 
loadings (Table 5).  
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Table 4. Fornell-Larcker Criterion 

  Bel DRA EIAP Know Laws PBEH SDM 

Bel 0.76 
DRA 0.20 0.75 
EIAP 0.06 0.64 0.88 
Know 0.75 0.21 0.15 0.73 
Laws 0.47 -0.04 -0.12 0.54 0.78 
PBEH 0.07 0.74 0.57 0.03 -0.18 0.83 
SDM 0.22 0.56 0.53 0.23 -0.16 0.51 0.95 

 

The authors Fornell, C., & Larcker, D.F., (1981) postulated that, each latent variable should have a correlation with 
its indicators more than other latent variables. In order to ensure discriminant validity, the AVE of each construct 
should be greater than the latent variable’s highest squared correlation with any other latent variable. In our case, the 
AVE values of all latent variables are as follows: the value of Beliefs variable is 0.767, Rationality is 0.753, 
Participation is 0.885, Knowledge is 0.731, Law is 0.784, Political is 0.837, while that of Speed is 0.956. All the 
values show that the self AVE of each latent variable is more than the other variables. Generally, the loading of each 
indicator is expected to be greater than all of its cross-loadings (Chin, W.W., 1998; Götz, O., et al., 2009). In our 
case, the Table 5 shows the cross loadings of all latent variables with its indicators. 

 

Table 5. Cross loadings 

   Bel DRA EIAP Know Laws PBEH SDM 
Bel1 0.81 0.10 -0.01 0.56 0.44 0.01 0.17 
Bel10 0.68 0.07 0.02 0.57 0.52 0.03 0.10 
Bel12 0.83 0.21 0.15 0.75 0.36 0.07 0.23 
Bel4 0.68 0.05 0.05 0.67 0.54 -0.06 0.03 
Bel7 0.72 0.15 0.07 0.45 0.24 0.11 0.16 
Bel8 0.83 0.16 -0.03 0.52 0.35 0.07 0.19 
DRA1 0.14 0.75 0.48 0.18 -0.00 0.69 0.50 
DRA2 0.11 0.79 0.60 0.11 -0.11 0.75 0.47 
DRA3 0.07 0.65 0.33 0.01 -0.05 0.71 0.39 
DRA4 0.32 0.78 0.42 0.24 0.05 0.44 0.42 
DRA5 0.11 0.71 0.48 0.14 -0.07 0.45 0.43 
DRA6 0.05 0.79 0.55 0.18 -0.05 0.46 0.34 
EIAP1 0.06 0.59 0.91 0.17 -0.13 0.54 0.42 
EIAP2 0.09 0.54 0.84 0.11 -0.04 0.45 0.56 
EIAP3 0.03 0.56 0.90 0.10 -0.13 0.50 0.51 
Know 1 0.56 0.21 0.15 0.85 0.45 0.04 0.16 
Know 2 0.51 0.14 0.01 0.70 0.37 -0.10 0.11 
Know 20 0.72 0.22 0.09 0.74 0.44 0.06 0.19 
Know 3 0.57 0.20 0.18 0.86 0.46 0.05 0.21 
Know 4 0.52 -0.01 0.01 0.62 0.60 -0.05 0.01 
Know 5 0.51 0.01 -0.02 0.64 0.47 -0.03 0.07 
Know 7 0.45 0.03 -0.00 0.63 0.57 -0.00 0.01 
Know 8 0.56 0.08 0.13 0.72 0.34 0.02 0.21 
Laws 2 0.38 0.00 0.07 0.43 0.64 0.06 -0.03 
Laws 3 0.34 -0.06 -0.07 0.35 0.71 -0.04 -0.08 
PBEH1 0.04 0.54 0.51 0.01 -0.20 0.85 0.49 
PBEH3 0.06 0.69 0.47 0.01 -0.12 0.76 0.31 
PBEH4 0.09 0.65 0.44 0.06 -0.11 0.88 0.45 
SDM2 0.19 0.56 0.56 0.21 -0.16 0.50 0.95 
SDM3 0.24 0.51 0.45 0.22 -0.15 0.47 0.95 
Laws 1 0.47 -0.02 -0.09 0.56 0.95 -0.17 -0.16 
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The analysis of our criterion results show that, the reliability and the validity of reflective measurement of latent 
variables are confirmed for all indicators. In second step, the assessing of formative measurement model is needed to 
complete the confirmatory factor analysis part. According to Diamantopoulos, A., & Winklhofer, H., (2001); Cassel, 
C.M., et al., (2000); Grewal, R., et al., (2004); Davison, A.C., & Hinkley, D.V., (2003); Chin, W.W., (1998) and 
Tenenhaus, M., et al., (2005), there are four criterion which should be tested, the Nomological validity, the External 
validity, the Significance of weights and the Multicollinearity. The discriminant validity however begins by 
calculating the criterion of Heterotrait-Monotrait Ratio as presented in Table 6 below, with bootstrapping routine in 
SmartPLS.  

 

Table 6. The Heterotrait-Monotrait Ratio (HTMT) 

     
Original 

Sample (O) 
Sample Mean 

(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

DRA -> Bel 0.20 0.23 0.04 4.66 0.00 
EIAP -> Bel 0.09 0.13 0.03 2.75 0.00 
EIAP -> DRA 0.72 0.72 0.04 16.82 0.00 
Know -> Bel 0.86 0.86 0.03 26.00 0.00 
Know -> DRA 0.19 0.22 0.03 5.81 0.00 
Know -> EIAP 0.12 0.15 0.04 2.95 0.00 
Laws -> Bel 0.61 0.61 0.05 11.02 0.00 
Laws -> DRA 0.12 0.15 0.03 4.00 0.00 
Laws -> EIAP 0.10 0.13 0.03 2.84 0.00 
Laws -> Know 0.71 0.71 0.05 13.48 0.00 
PBEH -> Bel 0.11 0.14 0.04 2.71 0.00 
PBEH -> DRA 0.95 0.95 0.03 28.37 0.00 
PBEH -> EIAP 0.68 0.67 0.05 11.47 0.00 
PBEH -> Know 0.09 0.14 0.03 3.22 0.00 
PBEH -> Laws 0.13 0.16 0.03 4.04 0.00 
SDM -> Bel 0.22 0.23 0.05 3.76 0.00 
SDM -> DRA 0.64 0.64 0.06 10.36 0.00 
SDM -> EIAP 0.62 0.62 0.04 13.46 0.00 
SDM -> Know 0.19 0.21 0.05 3.69 0.00 
SDM -> Laws 0.12 0.14 0.05 2.17 0.03 
SDM -> PBEH 0.59 0.59 0.07 8.48 0.00 
 

As Henseler, J., et al., (2016) demonstrated in their research, when using HTMT criterion to assess discriminant 
validity, if the HTMT value is less than 0.90, the discriminant validity has been established between two reflective 
constructs. In our case, the p-values of all constructs tested by bootstrapping Heterotrait-Monotrait Ratio presents a 
statistical significance and the formative constructs are valid. The multicollinearity test of Manifest variables in a 
formative block is calculated by the variance inflation factor (VIF). In general, the value of VIF greater than 10 
indicates the presence of harmful collinearity. Conversely, any VIF significantly greater than 1 indicates 
multicollinearity.   

 

Table 7. The inner VIF values 

  Bel DRA EIAP Know Laws PBEH SDM 
Bel 2.33 2.33 2.33 2.33 
DRA 
EIAP 
Know 2.58 2.58 2.58 2.58 
Laws 1.45 1.45 1.45 1.45 
PBEH 
SDM 



http://jms.sciedupress.com Journal of Management and Strategy Vol. 8, No. 1; 2017 

Published by Sciedu Press                        47                           ISSN 1923-3965  E-ISSN 1923-3973 

In our case, all of VIF values is greater than 1 and less than 10 as presented in Table 7. The multicollinearity of all 
formative indicators was approved and there are not highly collinear formative indicators. Then, all of formative 
indicators in model are statistical significant. Chin, W.W., (1998) describes the R2 as substantial if the value is 0.67, 
moderate, if the value is 0.33, and weak, if the value is 0.19. Two cases should be first identified when certain Inner 
path model structures explain endogenous latent variables by only a few exogenous variables, moderate R2 may be 
accepted. Otherwise, the R2 should be accepted for substantial value.  

 

Table 8. The R Square of endogenous latent variables 

  
Original 

Sample (O) 
Sample Mean 

(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

DRA 0.09 0.12 0.03 2.62 0.00 

EIAP 0.09 0.10 0.04 2.16 0.03 

PBEH 0.07 0.09 0.04 1.66 0.09 

SDM 0.19 0.18 0.05 3.38 0.00 

 

In our case, the p-value of Rationality (DRA) variable, Participation (EIAP) variable and Speed (SDM) variable 
which represents the endogenous latent variables of structural model are statistical significant (Table 8). Tenenhaus, 
M., et al., (2005), assured that the estimated value for path coefficients in the structural model should be assessed in 
terms of sign, magnitude, and significance (using bootstrapping routine). And the path coefficients can be used in 
examining the possible causal relationships between endogenous and exogenous variables in the structural equation 
modelling approach.  

 

Table 9. The estimates of path coefficients 

  
Original 

Sample (O) 
Sample Mean 

(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

Bel -> DRA 0.12 0.13 0.13 0.93 0.34 

Bel -> EIAP -0.06 -0.05 0.12 0.54 0.58 

Bel -> PBEH 0.16 0.14 0.12 1.32 0.18 

Bel -> SDM 0.19 0.19 0.10 1.84 0.06 

Know -> DRA 0.26 0.24 0.16 1.58 0.11 

Know -> EIAP 0.37 0.31 0.14 2.51 0.01* 

Know -> PBEH 0.08 0.06 0.14 0.56 0.57 

Know -> SDM 0.32 0.27 0.12 2.54 0.01* 

Laws -> DRA -0.25 -0.24 0.11 2.19 0.02* 

Laws -> EIAP -0.29 -0.23 0.14 2.01 0.04* 

Laws -> PBEH -0.31 -0.25 0.17 1.74 0.08 

Laws -> SDM -0.43 -0.35 0.15 2.93 0.00* 

* p < .05 

 
According to Table 9, there are 5 significant relationships. The first and the second relationship is between 
Knowledge, Participation and Speed; the third, fourth and fifth relationship is between Laws, Rationality, 
Participation and Speed. The other p-values are more than 5% and they are of no statistical significance. The 
causality is limited to Knowledge and Laws as exogenous variables within Rationality, Speed and Participation as 
endogenous variables. The structural model with estimated parameters explain more of these causal relationships 
between dependent and independent variables as presented in Figure 2 below.  
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According to the results of assessing reflective and affective constructs, the fit indices of the global model were 
acceptable. When compared against the thresholds, statistical index and coefficients show that SRMR for Common 
Factor Model and SRMR for Composite Model have a statistical significant p-value (<5%). Henseler, J., et al. (2014); 
Hu, Li-tze & Bentlerb, P. M., (1999) defined SRMR as the difference between the observed correlation and the 
predicted correlation. Hence, this coefficient permits evaluating the average degree of the inconsistencies between 
observed and expected correlations as an absolute measure of (model) fit criterion. In our case, the value of SRMR is 
less than 0.10 and it is considered a good fit. The Table 11 shows that there are 5 effects between endogenous and 
exogenous constructs. The first direct effect is between (Bel -> SDM); the second direct effect is between (Know -> 
EIAP); the third direct effect is between (Know -> SDM); the fourth direct effect is between (Laws -> DRA) and the 
fifth direct effect is between (Laws -> SDM). The results presented no indirect effects for all endogenous and 
exogenous variables.  

 

Table 11. Total effects 

  
Original 

Sample (O) 
Sample Mean 

(M) 

Standard 
Deviation 
(STDEV) 

T Statistics 
(|O/STDEV|) 

P Values 

Bel -> DRA 0.12 0.13 0.12 1.01 0.31 

Bel -> EIAP -0.06 -0.05 0.11 0.57 0.56 

Bel -> PBEH 0.16 0.15 0.11 1.41 0.15 

Bel -> SDM 0.19 0.19 0.09 1.98 0.04* 

Know -> DRA 0.26 0.24 0.14 1.75 0.07 

Know -> EIAP 0.37 0.31 0.13 2.67 0.00* 

Know -> PBEH 0.08 0.05 0.13 0.60 0.54 

Know -> SDM 0.32 0.27 0.11 2.80 0.00* 

Laws -> DRA -0.25 -0.22 0.12 1.97 0.04* 

Laws -> EIAP -0.29 -0.22 0.15 1.90 0.05 

Laws -> PBEH -0.31 -0.23 0.18 1.66 0.09 

Laws -> SDM -0.43 -0.34 0.16 2.62 0.00* 

* p < .05 

 
7. Discussion of Research Findings 

The findings tend to validate and accept 5 of the 12 hypotheses established in the conceptual framework. Also, there 
was a positive direct influence between the speed of decision-making process and the knowledge of bank managers. 
The hypothesis H1a is shown as the path from (Know -> SDM) in figure 2. The standardised coefficient of this path 
was 0.326, the t-value was 2.803, which was significant at α = 0.05. The significant coefficient provided evidence of 
support for H1a. These results support the studies of Jarratt, D., Stiles, D., (2010); Vangelis, S., Marcello, M., (2010); 
Koskinen, J., et al., (2010); and Rajagopalan, N., et al., (1993) which proved the impact of knowledge as determinant 
of culture, and the speed of the decision-making process as determinant of SDMP. The hypothesis H1b is not 
supported and there was no relationship between knowledge of bank managers and the degree of rationality (Know -> 
DRA). The standardised coefficient of this path was 0.260, the t-value was 1.757, which was not significant at α = 
0.05 (p-value = 0.079 > 0.05). The hypothesis H1c is rejected and there was no relationship between knowledge of 
bank managers and political behaviours (Know -> PBEH). The standardised coefficient of this path was 0.084, the 
t-value was 0.608, which was not significant at α = 0.05 (p-value = 0.544 > 0.05). These results corroborate the 
findings of Parsons, T., & Shils, E.A., (2001); Hills, M. D. (2002); Kluckhohn, F. R. & Strodtbeck, F. L. (1961). 
Moreover, the hypothesis H1d is supported and there was a correlation between knowledge of banks managers and 
the elements of involvement and participation (shown as the path Know -> EIAP in Figure 2). But the sign of this 
relationship is positive and the standardised coefficient of this path was 0.370, the t-value was 2.678, which was 
significant at α = 0.05. The significant coefficient provided evidence of support for H1d. Also, the results confirm the 
contribution presented by John, P.L., (1995); Nonaka, I. & Takeuchi, H., (1997); Raissi, N., (2015); and Wooldridge, 
B., & Floyd, S.W., (1990) on the relationship between knowledge and participation in the decision making process. 
The hypothesis H2a is presented as the path from (Bel -> SDM) in fig 2. The speed of decision making is positively 
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associated with the beliefs, attitudes and values of the top management team (decision makers). The standardised 
coefficient of this path was 0.194, the t-value was 1.984, which was significant at α = 0.05. The significant 
coefficient provided evidence of support for H2a. The studies of Ahmad, M. S., (2012); Ishak, M.S., et al., (2013); 
and Judge, W.Q., & Miller, A., (1991) confirm our findings that beliefs and values, which are widely accepted as 
some of the strongest organisational cultural factors are related to the SDM, which are a valuable source of a firm’s 
competitive advantage. Furthermore, the hypotheses H2b, H2c and H2d were rejected, and there was no relationship 
between beliefs, attitudes and values of the top management team as exogenous variable and the degree of rationality 
(DRA), the elements of involvement and participation (EIAP), and political behaviours (PBEH) as endogenous 
variables. The standardised coefficient of the path from (Bel -> DRA) was 0.128, the t-value was 1.010, which was 
not significant at α = 0.05 (p-value = 0.313 > 0.05). In the same way, the standardised coefficient of the path from 
(Bel -> EIAP) was - 0.066, the t-value was 0.572, which was not significant at α = 0.05 (p-value = 0.567 > 0.05). The 
final relationship not approved was between (Bel -> PBEH) and the standardised coefficient of this path was 0.163, 
the t-value was 1.410, which was not significant at α = 0.05 (p-value = 0.159 > 0.05). The authors Aycan, Z., et al., 
(1999) confirmed our results that the organisation’s internal environment has a special standard, and that there is no 
significant relationship between beliefs, degree of rationality, political behaviours and participation. The impact of 
Laws as determinant of culture on strategic decision making process (SDMP) is tested within hypothesis 3. The 
hypothesis H3a is presented as the path from (Laws -> SDM) in fig 2. The speed of decision making will positively 
affect Laws. The standardised coefficient of this path was -0.439, the t-value was 2.621, which was significant at α = 
0.05. The significant coefficient provided evidence of support for H3a. However, in this case, the sign of 
standardised coefficient is negative. Thus, the relationship between Laws and SDM is negative. The correlation 
between Laws and degree of rationality is tested by the hypothesis H3b. The hypothesis H3b is presented as the path 
from (Laws -> DRA) in fig 2. Laws will positively affect the degree of rationality. The standardised coefficient of 
this path was - 0.251, the t-value was 1.979, which was significant at α = 0.05. The significant coefficient provided 
evidence of support for H3b. In this case, the sign of standardised coefficient is negative. Thus, the relationship 
between Laws and DRA is negative. These results were confirmed by Abu-Qaued, F. M., et al. (2014); Mautner, M., 
(2011); and Miller, C.C., & Ireland, R.D., (2005) which proved that a major feature of organisational culture is the 
connection between law and culture. After testing the Hypotheses H3c and H3d, the results provide no correlation 
between Laws and the elements of involvement and participation (EIAP), and political behaviours (PBEH). The 
standardised coefficient of the path from (Laws -> EIAP) was -0.299, the t-value was 1.901, which was not 
significant at α = 0.05 (p-value = 0.058 > 0.05). Moreover, the standardised coefficient of the path from (Laws -> 
PBEH) was -0.311, the t-value was 1.667, which was not significant at α = 0.05 (p-value = 0.096 > 0.05). The 
authors Westbrook, J.K., (1993); Anderson, E.A. & Adams D., (1997); Robert A. & Andrew S., (2007); and 
Mintzberg, H., (1990) confirmed that innovation, communication, and effectiveness in the workplace can be able to 
control the processes that are efficient and in line with the culture and vision of organisations. 

8. Conclusions, Limitations and Further Research 

The objective of this study was to create a model that will include the culture represented by beliefs, laws and 
knowledge; and clarify their impact on strategic decision-making process. The research comprised two main 
elements. The first was to examine the relationship between banking system practices using organisational culture, 
and mangers’ decision-making. The second was to determine how these organisational culture factors influence 
strategic decision-making processes (SDMP). This study will develop an integrative model that explains the link 
between banks’ culture and managers’ strategic decision-making processes. Also, the key Research Questions 
considered were: 

1. What cultural factors are critical to the SDM process of banks? 

2. How do these cultural factors affect bank managers in making strategic decisions? 

As a result, it is essential to take into account the cultural differences within countries. Bank managers must do so to 
understand both their international partners and relevant competitors that need to be overtaken to increase their 
leverage. Managers must also be capable of running their banks in the most effective manner possible (Dabic, M., et 
al., 2015). Moreover, the differences in banks decision-making styles are crucial, because there is a concrete link 
between cognitive diversity, cultural diversity and the outcomes of strategic decisions (Olson, B., et al., 2007). There 
are significant differences in the thinking, strategies, and experience of the Islamic managers and conventional bank 
management. Decision-making is not only based on the structural pressures facing the managers and the 
organisational processes that impact day-to-day banking operations, it is also based on a myriad of individual belief 
systems, socialisation setups, cultural and ethical norms (Guo, P., & Li, Y., 2011). According to Hofstede, G., (1991, 
2001) culture generally sums up the knowledge, beliefs, art, laws, moral norms or customs that serve to differentiate 
one group from the other; cited by Bogdan, I., Frăticiu, L., (2014); and Obeidat, B., et al., (2012). Although cultural 
values are preserved in different models while studying cultural diversity, they are less effective in studying the 
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nature of the strategic decision making (SDM) model. Moreover, as Cheng, V., et al., (2010) observed in previous 
strategic decision making studies, the majority of cultural factors that influence organisational management decisions 
can be grouped into four main categories, including, locus of control, group orientation, hierarchy, and the decision 
mode and style. Locus of control and decision mode and style essentially relates to decision makers’ cognitive 
attributes. While on the other hand, hierarchy and group orientation concerns the horizontal and vertical social 
relationships which affect decision makers inside a decision team, such as Saudi Arabian banks (Singh, A., et al., 
2006). Similarly, Rajagopalan, N., et al.,(1993) examined the previous SDM studies and noted four main features of 
the Strategic Decision-Making Process, including, speed of decision-making, the degree of rationality, political 
behaviours, and the elements of involvement and participation. In this research, the four SDMP factors were adopted 
to measure the link between strategic decision-making process and culture determinants (beliefs, knowledge and 
laws). This study identified the considerable influence of culture on SDMP. The findings of structural equation 
modelling (SEM) analysis indicate that the determinants of culture (beliefs, knowledge and laws) are significantly 
associated with each dimension of SDMP. Furthermore, the results show that the knowledge of bank managers is 
positively associated with the speed of the SDM process and participation. Likewise, the speed of decision making is 
positively associated with the beliefs, attitudes and values of the top management team (decision makers). Finally, 
Laws are positively associated with the speed of decision making and the degree of rationality. The results of this 
research demonstrate support for 5 of the 12 hypotheses. It also indicates that, managers’ decisions are largely based 
on the culture of their relevant organisations. The process of decision-making will have a better quality if knowledge, 
beliefs and laws are taken into account and if they are achieved through these 3 culture determinants. Thus, bank 
managers should include culture as a leverage to ensure the efficiency of SDMP (Dabic, M., et al., 2015). The 
diversity of factors that affect strategic decision-making process as a research topic presented a number of limitations; 
the study is limited to Hofstede’s model on organisational culture, and in reality, many factors can be tested and 
compared to define a strong model which includes more than the culture dimension (knowledge, beliefs and laws). It 
will be helpful in further studies to research the degree of acceptance of leadership style, the employee-oriented vs. 
work-oriented, open system vs. closed system (organisational environment), local vs. professional, easy-going work 
discipline vs. strict work discipline, internally driven vs. externally driven, means-oriented vs. goal-oriented, and the 
degree of identification with organisation. Moreover, the researchers can include the performance as endogenous 
variable, the SDMP as a mediator variable and the culture determinants as exogenous variable in the model may give 
other results and contributions in this research topic.  
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